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Abstract. This study explores how to achieve innovative behavior in Indonesian SMEs in the culinary and
craft sectors. We conducted a literature review and collected data from 372 SME owners. Using SEM analysis,
we found that a supportive climate positively impacts both potential and realized absorptive capacity, which

in turn positively impacts innovative behavior. The study’s findings contribute to social exchange theory and
have implications for SME sector organizations. Limitations include the data collection method, sample size
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dress these limitations and investigate other organizational factors that may influence innovative behavior
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1. Introduction

Organisational competition in winning specific market seg-
ments is a challenge that must be faced. Environmental
conditions are dynamic and complex, so concrete steps are
needed to maintain the organisation’s existence (Zhu et al.,,
2023). Innovation is an essential element for organisations’
long-term survival and success (Ottosson, 2019) and an
essential characteristic for employees for problem-solving
and sustainable competitive advantage (Liu et al., 2016).
Creative and innovative employees can provide a broader
perspective in solving problems and challenges the orga-
nisation faces (Liu et al,, 2016; Zhu et al., 2023). Therefore,
individual creative and innovative behaviour is essential in
maintaining organisational competition.

Creative behaviour is the creation of new ideas (Li &
Hsu, 2016). It was further explained that innovative behav-
iour refers to creating ideas, testing, and implementing
new ideas or concepts into wider use (Li & Hsu, 2016;
Zhu et al., 2023). Innovative behaviour is often viewed
from a macro organisational perspective (Zhu et al., 2022)
and elaborated on by large-scale and even multinational

organisations (Butler & Ferlie, 2020; Lim & Ok, 2021; Ka-
ratepe et al, 2020). In reality, innovative behaviour is a
change in the characteristics of individual employees in
the organisation (Muchiri et al., 2020; Volery & Tarabash-
kina, 2021; Zhu et al,, 2023) and Purc et al. (2023).

Small and Medium Enterprises (SMEs) are essential in
every country, contributing to economic development,
employment, and poverty reduction. From a global per-
spective, it has been recognised that small businesses play
a significant role in development and economic growth in
developing and developed countries (Lita et al., 2020; Fa-
chrunnisa et al,, 2020). In many developed countries, small
businesses are significant for absorbing the majority of the
workforce and contributing to the formation or growth of
the gross domestic product (Samsir, 2018). In Indonesia,
small businesses play an essential role when it is associ-
ated with issues of economic and social problems such as
high levels of poverty, significant unemployment, unequal
income distribution, income distribution processes, un-
even development processes, and urbanisation with all its
negative impacts (Lita et al, 2020). This condition can be
interpreted as small businesses’ existence or development
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is expected to contribute to efforts to overcome these
problems significantly (Lita et al., 2020; Samsir, 2018).

SMEs are measured as an instrument of growth, espe-
cially in developing countries. One reason includes sup-
porting innovation activities that increase competition
and productivity growth. SMEs are more creative due to
higher flexibility and adaptability to market changes (Lita
et al., 2020; Siswanti & Muafi, 2022). In Indonesia, big cities
encourage SMEs to improve the quality of their products
and explore the emergence of local products (Siswanti &
Muafi, 2022). This is done because tourists who visit an
area will enjoy the natural panorama and cultural treasures
of the local area and local culinary offerings and handi-
craft products to be used as souvenirs. Therefore, regional
stakeholders, especially SMEs, will strive to improve the
quality and existence of culinary and craft products as one
of their identities through innovative activities represented
by innovative behaviour.

The innovative behaviour of SMEs is undoubtedly
an urgent matter for the actors to be able to maintain,
maintain, and increase the existence of the products they
offer (Vlasov, 2020). SMEs' innovative behaviour must be
maintained to contribute to the organisation (Alghaiwi &
Abukaraki, 2021). It was further explained that innovative
behaviour is the output of various inputs and processes
that occur in organisations (Stoffers et al., 2020). Therefore,
organisational and individual contributions are essential in
realising individual innovative behaviour.

Various studies on innovative behaviour have been
explored at a larger level, such as teams and organisa-
tions (Butler & Ferlie, 2020; Lim & Ok, 2021; Karatepe
et al., 2020). Meanwhile, several other studies explain that
innovative behaviour should be seen from an individual
perspective (Muchiri et al., 2020; Volery & Tarabashkina,
2021; Zhu et al., 2023) because individuals have a vital role
in organisations. In addition, individual innovative behav-
iour is thought to be formed from organisational condi-
tions (Ali et al., 2018; Dzhengiz & Niesten, 2020; Strese
et al, 2016) and the individual itself (Ebers & Maurer, 2014;
Zhao et al., 2020). Therefore, drawing from social exchange
theory, this study aims to examine the model of increasing
innovative behaviour in SMEs regarding absorption capa-
bilities (realised absorptive capacity and potential absorp-
tive capacity) and supportive climate at a more micro level
of analysis.

This article aims to analyze the model that fosters in-
novative behavior in SMEs through micro-level examina-
tion, utilizing insights from Social Exchange Theory. This
study focuses on the interplay between absorptive ca-
pacitiess (both realized and potential) and a supportive
climate, aiming to understand their impact on innovation
behavior in SMEs. We have structured our research paper
in the following manner: Firstly, we provide an overview of
the research problem and objectives. Secondly, we review
the relevant literature on Social Exchange Theory, support-
ive climate in SMEs, absorptive capacity, and innovative
behavior to develop hypotheses. Thirtdly, we describe the
research design, data collection method, and data analysis

method used in this study. Additionally, we present the
study’s findings and discuss their implications for the re-
search objectives in detail.

2. Literature review and hypothesis

2.1. Social exchange theory

Social exchange theory (Blau, 1964) explains that employ-
ees and employers establish a reciprocal relationship to
maximise the benefits derived from the workplace. The
exchange process assumes that employees are motivat-
ed to benefit the organisation through feelings of mu-
tual ownership and trust that the organisation will reward
them in return (Blau, 1964; Volery & Tarabashkina, 2021).
Furthermore, Volery and Tarabashkina (2021) specifically
explain that employees who are satisfied with the results
of exchanges at their workplace will be more inclined to
carry out their work tasks in new and better ways or to
generate new ideas.

This research uses the social exchange theory frame-
work to develop empirical models and hypotheses. So-
cial exchange theory (SET) is one of the gold standards
for understanding workplace behaviour (Cropanzano &
Mitchell, 2005). Social exchange theory describes tangible
and intangible social exchange as a process. This theory
has been applied to explain a variety of states and behav-
iours. For example, social exchange theory is used to ex-
plain customer behaviour (Casper Ferm & Thaichon, 2021),
employee performance (Kuruzovich et al,, 2021), inter-or-
ganisational exchange, and trust (Lioukas & Reuer, 2015),
and relationships between leaders and peers work (Miao
et al., 2014). In essence, social exchange theory argues that
it occurs between leaders and employees during their rela-
tionships, creating trust, influence, and loyalty (Blau, 1964;
Quade et al.,, 2020) and Zhu et al. (2023), Alagarsamy and
Mehrolia (2023).

From a behavioural innovation perspective, we use
social exchange theory to propose a mechanism linking
supportive climate with absorptive capacity. Social ex-
change theory is used because it explains the social and
psychological processes underlying employee behaviour
and work outcomes. Apart from that, the behaviour that
is exchanged is how the leader interacts with an em-
ployee and the employee with his colleagues; therefore,
employees feel motivated when a leader carries out SET,
and employees feel confident in fulfilling job requirements
by utilising a supportive climate in taking indications and
sharing ideas to fulfil leader’s expectations. When exchan-
ge partners are coworkers, employees feel confident that
their ideas are valued and that their coworkers support
their creative ideas. So, together, employees exercise
absorptive capacity by showing a high commitment to
solving problems creatively and producing solutions to
defuse the situation. It can increase employee creativity
by creating efficiency through social exchange. For exam-
ple, on the one hand, innovative behaviour can increase
employee creativity because the exchange of knowledge



352 H. Rozak et al. Strengthening innovative behavior: the role of supportive climate and absorptive capacity

with leaders, the acquisition of valuable resources, and the
political influence of managers are essential for employees
to take risks and adopt creative ways of carrying out their
tasks (Zhao, 2015; Hu et al., 2018; Tu et al,, 2018). In short,
a supportive climate and absorptive capacity may contri-
bute to employee creativity by providing necessary resour-
ces through social exchanges with leaders and coworkers
that are believed to increase employee self-confidence
and ability to produce innovative behaviour.

This understanding will likely make it easier for em-
ployees to understand the relationship with the leader
fully. In addition, it is characterised by mutual trust and
respect, which is easily observed when the interaction is
unambiguous and the interaction partner can easily inter-
pret it. In addition, an essential characteristic of corporate
social media use is that it allows for collaborative condi-
tions. So, SET explains how exchanges between leaders
and employees (organisations) need to be built with sup-
portive conditions and absorptive capacity.

2.2. Supportive climate and absorptive
capacity

Zahra and George (2002) define absorptive capacity as
a set of routines companies use to acquire, assimilate,
transform, and exploit knowledge. The absorptive capac-
ity can utilise different types of external knowledge, which
are acquired through different forms of attachment, as-
similated in different ways, and converted into products
or actions in different ways (Skilton et al., 2020). Zahra
and George (2002) describe four dimensions of absorptive
capacity: namely acquisition, assimilation, transformation,
and exploitation. First, acquisition is the starting line of
the organisational absorption process and is related to the
organisation’s ability to identify and acquire knowledge
from external and internal sources.

The second dimension, assimilation, refers to under-
standing knowledge to internalise its context-specific na-
ture. The third dimension, transformation, is integrating
newly acquired and assimilated knowledge with existing
knowledge to understand that knowledge better. Lastly,
exploitation refers to the development and implementa-
tion in an organisation of procedures to generate new
value by adopting understanding (Zahra & George, 2002;
Zhao et al., 2020).

These four dimensions can be further categorised into
potential and realised absorptive capacity (Thomas &
Wood, 2014; Zahra & George, 2002). Potential absorptive
capacity involves acquiring and assimilating knowledge,
whereas realised absorptive capacity consists of knowl-
edge transformation and exploitation (Ebers & Maurer,
2014; Thomas & Wood, 2014). Potential absorptive ca-
pacity is about an organisation’s practices in identifying
and acquiring new knowledge from external sources and
assimilating this new knowledge. In contrast, realised ab-
sorptive capacity involves developing new insights from
integrating existing and newly acquired knowledge and
applying these new insights into business operations

(Ebers & Maurer, 2014; Thomas & Wood, 2014).

The capacity to absorb individuals, both potential and
realised, can be affected by organisational conditions (Ali
et al, 2018). From various perspectives, organisational
conditions can be seen from structure and culture (Strese
et al.,, 2016), environment (Dzhengiz & Niesten, 2020), and
leadership (Méndez et al., 2018; Yaseen et al., 2018). Good
organisational culture and structure can help individuals in
the organisation to increase their capacity to support their
work (Strese et al., 2016). A conducive and participatory
organisational environment makes it easier for employ-
ees to support the learning process (Dzhengiz & Niesten,
2020). The use of leadership styles in organisations can
affect the learning process of employees (Méndez et al,
2018; Yaseen et al., 2018). These conditions will directly
impact the organisational climate (employee work climate)
(Zhu et al,, 2023). Because of this, a supportive organisa-
tional climate is considered capable of contributing to an
individual's absorbing capacity (Ali et al., 2018; Ebers &
Maurer, 2014; Zhao et al.,, 2020). Based on this, the hy-
pothesis is arranged as follows:

H1: A supportive climate has a positive influence on the
individual’s realised absorptive capacity.

H2: A supportive climate has a positive influence on an
individual’s potential absorptive capacity.

2.3. Supportive climate and innovative
behavior

Perceived innovation climate, also referred to as a climate
that supports innovation, is the extent to which employees
feel motivated and encouraged in the company to par-
ticipate innovatively (Newman et al.,, 2020; Naseer et al.,
2021). Innovative behaviour is a multi-stage process in-
volving formulation or creation (Li & Hsu, 2016), promo-
tion, and implementation of new ideas (Zhu et al.,, 2023).
Innovative behaviour, namely, developing, adopting, and
implementing new ideas for products and work methods
(Muchiri et al., 2020). Previous research has established the
organisational climate for innovation as an essential ante-
cedent of innovative work behaviour and firm performance
(Shanker et al.,, 2017).

Innovative behaviour consists of three stages, name-
ly idea generation, idea promotion, and idea realisation
(Muchiri et al., 2020; Zhu et al., 2023):

1. In the idea generation phase, employees who face
work-related problems will find ways to improve
existing processes or products and try to solve
problems using alternatives and new ways.

2. In the idea promotion stage, employees engaged
in innovative behaviour need to promote newly de-
veloped ideas, processes, and products to potential
partners.

3. In the implementation phase, employees need to
model the new process and attempt to routinise
the process to ensure the process or product be-
comes part of the workplace routine.
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Different organisational climates greatly influence In-
novative Work Behavior and diversity through the mo-
tivational process because these climates signal to em-
ployees which superiors reward behaviours and which
behaviours are sanctioned (Bogilovi¢ et al., 2021). Further-
more, Bogilovi¢ et al. (2021) explained that climate could
stimulate innovative behaviour if (1) the vision can be un-
derstood, appreciated, and accepted by team members,
(2) team members feel that they can propose new ideas
and solutions without being judged or criticised, (3) there
is debate and stimulating discussions about various pos-
sible solutions within the team which at the same time
are likely to be carefully examined, and finally, (4) team
members feel there is support for innovation. In a highly
innovative climate, individuals are supported and encour-
aged to bring new ideas. In addition, a highly supportive
atmosphere makes diverse team members feel safe and
stimulates knowledge and information sharing, which
stimulates more innovative ways of thinking (Chen et al,
2023; Karatepe et al., 2020).

Individuals experience more excellent team leader sup-
port, and support from management allows individuals to
think and behave creatively (Bogilovi¢ et al., 2021; Chen
et al, 2023; Pascual-Fernandez et al., 2021). A supportive
climate can encourage visually and cognitively diverse indi-
viduals to be more open to different perspectives, encour-
aging them to be creative and think critically. Therefore,
a good environment (climate) can provide a stimulus to
individuals in the organisation to encourage creative and
innovative behaviour (Bogilovi¢ et al., 2021; Chen et al,
2023; Karatepe et al., 2020; Pascual-Fernandez et al., 2021)
and Baran et al. (2023). Based on the empirical discussion,
the following hypotheses were developed:

H3: A supportive climate has a positive influence on in-
novative behaviour.

2.4. Absorptive capacity and innovative
behavior

Organisations that absorb new knowledge can be in-
novative and flexible with high innovation performance.
Research has shown that absorptive capacity drives or-
ganisational innovation performance primarily through
the speed, frequency, and level of innovation (Zhao et al,,
2020). The capacity to absorb and share knowledge can
influence individual and organisational innovation. Each

Realised Absorptive
Capacity
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employee in the company scans the environment, brings
external knowledge into the company, and then exploits
the knowledge to create new products or services (Kang
& Lee, 2017).

With a high potential absorptive capacity, an employee
can access and adopt diverse external knowledge. This di-
verse external knowledge provides new perspectives and
insights unavailable within the organisation (Lim & Ok,
2021). In addition, realised absorptive capacity and innova-
tive behaviour include the transformation and exploitation
of adopted external knowledge (Lim & Ok, 2021; Lowik
et al., 2017; Zahra & George, 2002; Zhao et al., 2020). An
employee who can adapt and use external knowledge
will be able to combine external knowledge with internal
knowledge to create new ideas. Additionally, conscious
absorptive capacity can help promote and implement
novel new ideas within an organisation, which is another
part of innovative behaviour (Lim & Ok, 2021; Lowik et al,,
2017; Zhao et al,, 2020). Based on this discussion, the re-
lationship between absorptive capacity and innovative be-
haviour is hypothesised, and Figure 1 shows the research
model.

H4: Realised absorptive capacity has a positive effect on
individual innovative behaviour.

H5: Potential individual absorptive capacity has a posi-
tive effect on innovative behaviour.

Figure 1 illustrates the research model utilized in this
study to explore the correlation between supportive cli-
mate, absorptive capacity, and innovative behavior in
SMEs. The model postulates that a supportive climate has
a positive impact on both potential and realized absorp-
tive capacity, which subsequently influences innovative
behavior in a positive manner.

3. Method

Methodological stages of our study illustrated in Figure 2.

Figure 2 illustrates stages of quantitative research
design of this research (Stockemer, 2019): Reseach de-
sign, Sampling, Data Collection, Data Analysis, Result and
Discussion, and Conclusions. In the first stage, we use
questionnaire approach, to explores connections among
absorptive capacity, a supportive climate, and innovative
behavior in SMEs, guided by a carefully crafted research

Innovative

Supportive Climate

Figure 1. Research model

Potential
Absorptive Capacity

Behavior
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Figure 2. Methodological stages

design. Second, employing a convenience sampling meth-
od, several SME employees in Indonesia were selected as
participants for the study. Third, meticulously developed
survey questionnaires, validated through pre-testing, are
distributed to the selected participants to gather compre-
hensive and reliable data. Fouth, the collected data un-
dergoes scrutiny through Structural Equation Model (SEM)
with Amos, assessing research hypotheses and scrutinizing
relationship between variables. Furthermore, outcomes in-
clude characteristics of respondents, the Goodnes-of-Fit
(GoF) measure, and validation or rejection of proposed hy-
potheses, leading to a discussion of obesrved patterns and
trends (Arundel, 2023; Arbuckle, 2019). Finally, concluding
stages involve drawing comprehensive conclusions based
on the synthesized view of study outcomes, addressing
implications, limitations, and proposing avenues for future
research.

3.1. Data collection procedures

This study collected data using a questionnaire. Ques-
tionnaires were distributed to creative business actors in
several regions in Indonesia, namely Makassar, Surakarta,
and Yogyakarta. Questionnaires were distributed online
through an application, and finally, the data collected was
from 372 respondents.

3.2. Measurement

The measurement of the supportive climate construct
was adopted from development carried out by Anderson
and West (1998), which consists of 8 items, for example,
"l get practical support for new ideas and applications”;
"l get help in developing ideas.” Absorptive capacity was
adopted from Jiménez-Barrionuevo et al. (2011). Potential
absorptive capacity consists of 10 items; some examples
of these items include “There is high complementarity be-
tween resources and abilities where | work”; “Relationships
between employees are characterised by a high level of

- testinstrument

- GoF Model

- Hypotheses &
examine the
relationships
between the

2000) variables

respondent, GoF,
Hypothesis)

- Results analysis

- Discuss results

- Analysis Implicatior
limitation & Future
research

result and
discussion

reciprocity.” and realised absorptive capacity consists of
8 items with the example statement “There are abilities
and skills needed to exploit information and knowledge
obtained from outside”. Innovative behaviour was adopted
from research by Janssen (2000), which consists of 9 items,
for example, “I create new ideas for difficult problems”; “I
get approval for innovative ideas.” The instrument is meas-
ured using a Likert scale of 1 to 5, with the options 1 =
strongly disagree; 2 = disagree; 3 = neutral; 4 = agree, and
5 = strongly agree.

3.3. Data analysis

The research model was analysed using structural equation
modelling with the AMOS tool. Before testing the hypoth-
esis, the first step is to test the instrument by testing valid-
ity and reliability. After that, a model test was conducted
by looking at the Goodness of Fit. After it is confirmed to
be fit, it continues with hypothesis testing.

4. Results and discussion

4.1. Characteristics of respondents
The number of respondents obtained in this research was

372 respondents. In detail, it is presented in Table 1:

Table 1. Characteristics of respondents (source: primary data
summary, 2022)

Information Amount Percentage (%)
Age

20-30 53 14.25

31-40 117 31.45

41-50 194 52.15

>51 8 2.15

Gender

Male 161 43.28

Female 211 56.72
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Information Amount Percentage (%)
Field of work

Culinary 115 3091

Craft 257 69.09

4.2. Instrument test

The validity test results are shown by looking at the load-
ing factor values and the Average Variance Extracted — AVE
values (Hair et al,, 2019). The factor loading value of all
indicators on all constructs is > 0.70, and the AVE value
is > 0.50. This shows that the constructs of supportive
climate, absorptive capacity (potential and realised), and
innovative behaviour are all valid.

The reliability test is seen from the Composite Relia-
bility — CR value. A construct is said to be reliable when
the CR value > 0.7 indicates good reliability. A CR value
of 0.60-0.70 is still acceptable, considering that the loa-
ding factor in this construct is in a good category (Hair
et al., 2019). Based on this, it is concluded that all the
constructs in the model are reliable. In detail, the results
of the construct validity and reliability tests are presented
in Table 2.

Table 2. Validity and reliability test (source: data processing
output, 2022)

Loading Composite
Construct Factor AVE Reliability
Innovative Behavior .696 755
IB1 711
IB2 .703
IB3 731
B4 723
IB5 714
IB6 707
IB7 .702
IB8 753
B9

4.3. Goodness of fit

The Goodness of Fit test is the following testing stage be-
fore testing the hypothesis. The Goodness of Fit test is a
test that aims to measure the suitability between the ob-
served and predicted inputs from the structural equation
model (Hair et al.,, 2019). In making measurements, several
criteria need to be considered: the expected Chi-square
value is small. The standard p-value is < 0.05. The RMSEA
standard value (Root Mean Square Error of Approximation)
is between 0.05 — 0.08. GFI standard value (Goodness of Fit
Index) > 0.90. AGFI Standard Value (Adjusted Goodness of
Fit Index) > 0.90. Standard value of CMIN/DF (Chi-square/
Degree of Freedom) < 2.00. TLI standard value (Tucker-
Lewis Index) > 0.90. CFI Standard Value (Comparative Fit
Index) is> 0.90, and the standard NFI (Normed Fit Index)
value is> 0.90 (Hair et al.,, 2019).

The results of the Goodness of Fit test obtained
RMSE = 0.071; GFI = 0.908; AGFI = 0.921; CMIN/DF=
1.732; TLI = 0.947; CFl = 0.952; and NFI = 0.918. These
results conclude that the criteria for the Goodness of Fit
of this model are all fit. The detailed Goodness of Fit test
results are presented in Table 3.

Table 3. Goodness of fit (source: data processing output,
2022)

Criteria Cut Off Output Conclusion
Chi-square Kecil 98.2 Fit
p-value <0.05 0.00 Fit
RMSEA 0.05 - 0.08 0.071 Fit
GFI > 0.90 0.908 Fit
AGFI > 0.90 0.921 Fit
CMIN/DF < 2.00 1.732 Fit
TLI > 0.90 0.947 Fit
CFI > 0.90 0.952 Fit
NFI > 0.90 0.918 Fit

4.4. Hypothesis testing

Loadin Composite
Construct Factor. AVE Reliapbility

Supportive Climate 713 .789
Ne| .703

SC2 .851

SC3 .708

SC4 811

SC5 717

SC6 774

SC7 712

SC8 702

Potential Absorptive .652 761
Capacity

PAC1 .831

PAC2 814

PAC3 701

PAC4 .786

PAC5 817

PAC6 712

PAC7 713

PAC8 732

PAC9 773

PAC10 701

Realised Absorptive 623 812
Capacity

RAC1 733

RAC2 724

RAC3 .708

RAC4 .703

RACS 737

RAC6 723

RAC7 738

RAC8 751

After carrying out the Goodness of Fit test and concluding
that it is fit, the next stage is hypothesis testing. Hypothe-
sis testing looks at 2 elements of statistical output, namely
the Critical Ratio — C.R. value and p-Value. The relationship
between variables is said to influence if the C.R. value >
1.96 and p-value < 0.05 (Hair et al,, 2019).
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Hypothesis Path CR. p-Value Conclusion
H1 SC — RAC 2.875 0.010 Accepted
H2 SC — PAC 1.242 0.237 Rejected
H3 SC— 1B 3.769 0.000 Accepted
H4 RAC — IB 3.215 0.000 Accepted
H5 PAC — IB 2.731 0.033 Accepted

Note: Information: SC (Supportive Climate); RAC (Realised Absorptive Capacity); PAC (Potential Absorptive Capacity); IB (Innovative Behavior).

Table 4 presents the output and information that the
supportive climate influences realised absorptive capacity
with a C.R. value. of 2.875 and p-value < 0.05. Meanwhile,
the relationship between supportive climate and potential
absorptive capacity is not accepted because both C.R. and
the p-value are not according to the standard. C.R. Value
of this relationship is 1.242 and the p-value is 0.237. A dif-
ferent thing happened in the relationship between a sup-
portive climate and innovative behavior. C.R. Value and
p-value 3.769 and 0.000 respectively. This means that the
supportive climate influences innovative behavior.

The statistical results for testing hypothesis 4 regard-
ing the relationship between realised absorptive capacity
and innovative behavior, in Table 4 show that the value of
CR. > 1.96 i.e. 3.215, and p-value < 0.05 or 0.000. So, it
can be concluded that hypothesis 4 is accepted. The same
results were obtained for hypothesis 5. The value of C.R.
> 1.96, which is 2.731, and the p-value < 0.05, which is
0.033. This means that the potential absorptive capacity
influences innovative behavior. Therefore, the hypotheses
that were accepted in this study were hypotheses 1, 3, 4,
and 5. The hypothesis that was rejected was hypothesis 2.

4.5. Discussion
4.5.1. Supportive climate and absorptive capacity

This research attempts to explain aspects of supportive
climate and absorptive capacity. Expanding absorptive
capacity by utilising various types of external knowledge
obtained through multiple forms of engagement, supports
the proposal, where the analysis found a positive correla-
tion between a supportive climate and absorptive capac-
ity. According to Reeve and Jang (2006), a “supportive cli-
mate” revolves around finding ways to maintain, support,
and increase employees’ inner support for their activities.
As stated by Wang et al. (2016), a supportive climate rep-
resents the organisational climate in employee absorptive
capacity, between leaders and employees having mutual
trust; can collaborate, communicate openly and honestly,
and build friendly relationships with each other; and can
be treated fairly within the organisation”.

This is reinforced by the opinion (Lagacé et al., 2019)
that when the organisational climate is supportive, em-
ployees may perceive the workplace as cohesive and inclu-
sive and participate more actively in knowledge-gathering
behaviour. In addition, a supportive climate empowers
employees to learn and be actively involved in absorptive
capacity (Uhunoma et al,, 2021) and Trentin (2023).

The higher the level of supportive climate felt by em-
ployees, the greater the proactive behaviour they will show
to obtain knowledge from their leaders. Two factors can
explain this. On the one hand, employees are more confi-
dent in their abilities because they are trusted by cowork-
ers who accept their mistakes as learning experiences, al-
lowing them to try things outside of core tasks proactively
(Parker et al., 2006; Hong et al., 2016). On the other hand,
a supportive climate provides more developmental feed-
back to employees’ performance, which further contrib-
utes to their proactive behaviour patterns.

Therefore, an individual's absorptive capacity can be
influenced by the individual’s social network. Diversity of
(social) networks can provide different experiences for in-
dividuals (Lowik et al., 2017). Ali et al. (2018) revealed that
a supportive organisational structure would make it easier
to exploit and transform knowledge (realised absorptive
capacity) that already exists in individuals, but the process
of acquiring and assimilating external knowledge (poten-
tial absorptive capacity) is very dependent on the external
conditions of the organisation. This view is reinforced by
the findings of Ebers and Maurer (2014), which reveal that
the relationship of organisational empowerment towards
individuals can influence the effectiveness of employees’
absorptive capacity, especially appointments for acquir-
ing new knowledge that employees expect (Chen et al.,
2023). It was further explained that knowledge acquisition
requires more effort and support than knowledge exploi-
tation.

Lowik et al. (2017) and Ebers and Maurer (2014) explain
that diversity within organisations is easier to understand
because there are emotional relationships between em-
ployees compared to emotional relationships with con-
sumers, suppliers, and other external parties. The same
findings were also obtained from a study by Burcharth
et al. (2015), which explains that internal organisational
tolerance is easier to control and positively impacts the
organisation than external tolerance. Therefore, the cli-
mate of organisational support facilitates the process of
achieving realised absorptive capacity rather than poten-
tial absorptive capacity, which is more dominant related
to external parties (Ali et al., 2018; Burcharth et al,, 2015;
Ebers & Maurer, 2014; Lowik et al., 2017).

4.5.2. Supportive climate and innovative behavior

A supportive climate can be used to predict job satisfac-
tion and commitment (Sameer & Ohly, 2017). Organisa-
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tional climate support, such as support from leaders and
colleagues, working environmental conditions, and other
resources, can increase innovation (Zhu et al.,, 2023). Co-
operative and innovative environments (i.e., innovative
climate, cooperative culture) encourage and stimulate
innovative behaviour (Karatepe et al., 2020). This is sup-
ported by the view of social exchange theory, which shows
support for the relationship between organisational char-
acteristics and innovative behaviour.

Based on the social exchange theory, it was identi-
fied that when an organisation creates a positive work-
ing environment and climate with favourable conditions,
employees are more likely to behave innovatively to help
the organisation create more competitive advantages
(Volery & Tarabashkina, 2021). This is in line with the
findings of Sameer and Ohly (2017) and Pascual-Fernan-
dez et al. (2021), which reveal that an employee will be
more intense in coming up with new ideas and trying to
implement them if the employee feels supported and
has a good work climate. Therefore the findings of this
study provide reinforcement that organisational charac-
teristics such as climate support (environment, culture)
can stimulate employee innovative behaviour (Karatepe
et al., 2020; Pascual-Fernandez et al., 2021; Sameer &
Ohly, 2017; Volery & Tarabashkina, 2021; Zhu et al.,
2023).

Therefore, research on the supportive climate per-
ceived by employees focuses on the contribution of a
supportive climate in increasing employee intrinsic mo-
tivation, engagement, achievement, and success (Wang
et al.,, 2016). Innovative behaviour determines the follow-
ing organisational characteristics: product type, adminis-
tration quality, work energy effectiveness, company re-
lationships, and competitiveness (Mulkay, 2019). Overall,
innovative behaviour is the deliberate exploration of in-
dividual behaviour to generate, promote, and implement
new concepts at any level of the organisation. Employees
with innovative behaviour often produce new concepts,
achieve progress, and acquire new knowledge, includ-
ing seeking and discovering new opportunities and so-
lutions, encouraging the formulation of new concepts,
maintaining support, generating ideas, and carrying out
due diligence. Innovative behaviour is the intentional
generation, realisation, and creation of new ideas within
a role, group, or organisation, thereby obtaining perfor-
mance benefits for the group or organisation.

So when a leader encourages an employee towards
innovation. An empirical study found it to be a signifi-
cant factor in increasing innovation in the workplace
(Murray & Fu, 2016). On several occasions, a leader’s
skills have been found to encourage employees to cre-
ate new ideas and innovate to increase productivity. In-
novative behaviour can relate to employees’ knowledge
and ability to create new ideas for changes in services
or products within the organisation; thus, courageous
leaders will be interested in innovation to support or-
ganisational success.

357

4.5.3. Absorptive capacity and innovative behavior

Experts in recent research show that developing an or-
ganisation’s knowledge base through external sources
increases innovation (Cohen & Caner, 2016). According
to Kang and Lee (2017), in organisations, most innovati-
on is produced due to new ideas obtained by employees
from outside, not discoveries from within. For example,
individual employees working in an organisation scan the
external environment, bring knowledge inward, and exploit
that knowledge to carry out innovative activities. Individu-
al absorptive capacity facilitates adopting and using new
knowledge that can lead to innovative work behaviour
(Kang & Lee, 2017). Individuals are considered the centre
of absorptive capacity (Huang et al., 2015). Hence, further
research to study the foundations of individual-level ab-
sorptive capacity and its influence on innovation is essen-
tial (Volberda et al., 2010).

Absorptive capacity itself is not the ultimate goal of
an organisation; however, it can provide important out-
comes (Escribano et al.,, 2009) such as innovation (Co-
hen & Levinthal, 1990), Amabile et al. (1996) also argue
that organisational success depends more on employee
knowledge, intelligence and innovation than on natural re-
sources. Focusing on the importance of knowledge, Lane
et al. (2006) stated that every individual in an organisation
brings knowledge, scans the environment, and assimilates
knowledge to foster new ideas and innovations. Ahmad
et al. (2013) believe that individuals with higher absorptive
capacity usually tend to carry out more innovative work
behaviour.

Potential absorptive capacity is an individual’'s abil-
ity to obtain and assimilate external knowledge (Zahra &
George, 2002). With a high potential absorptive capac-
ity, an employee can access and adopt diverse external
knowledge (Kang & Lee, 2017). Leal-Rodriguez et al. (2014)
stated that both potential and realised absorptive capac-
ity can provide a positive effect in acquiring knowledge
and utilising this knowledge to support innovation. These
findings are further strengthened by Zhao et al. (2020) that
good absorptive capacity makes it easier for individuals to
have creativity.

An employee who can adapt and use external knowl-
edge to combine external and internal knowledge facili-
tates the creation of new ideas (Kang & Lee, 2017). It was
further stated that realised absorptive capacity helps pro-
mote and implement new ideas in an organisation, which
is another part of innovative behaviour (Kang & Lee, 2017).
Therefore, the findings of this research confirm that ab-
sorptive capacity — potential and realised — both in organ-
isations and the social environment can produce innova-
tive behaviour (Kang & Lee, 2017), creativity (Zhao et al,
2020), and innovation for individuals and organisations
(Leal-Rodriguez et al., 2014).

Therefore, this research’s conceptualisation of absorp-
tive capacity explains a research model relating to the role
of individual-level variables, such as individual-level ab-
sorptive capacity and innovative behaviour. The acquisition



of external knowledge and utilising existing knowledge by
employees provide opportunities for employees to carry
out innovative work behaviour in the workplace. Thus,
PAbCap indirectly influences innovative work behaviour
through RAbCap, and the realisation of absorptive capac-
ity plays a mediating role between potential absorptive
capacity and innovative work behaviour. For example,
Zahra and George (2002) also stated that the potential for
absorptive capacity precedes the realisation of absorptive
capacity and explained that without acquiring knowledge,
it cannot be exploited. Our research results are consistent
with existing research findings (e.g., Albort-Morant et al.,
2018; Zahra & George, 2002). Research (e.g., Cepeda-Car-
rion et al., 2012; Leal-Rodriguez et al., 2014) also confirms
that experiencing potential absorptive capacity before re-
alising absorptive capacity is essential.

This study contributes to Social Exchange Theory by
validating the reciprocal relationship between employ-
ees and employers in maximizing workplace benefits. The
findings provide empirical evidence that supportive cli-
mate, absorptive capacity, and innovative behavior can be
observed at the individual level (Baran et al., 2023; Purc
et al,, 2023). The study support the notion that a support-
ive organizational climate can enhance realized absorptive
capacity and innovative behavior in SMEs. Managers are
advised to create supportive organizational conditions in
terms of structure, culture, environment, and leadership
style to maximize the absorptive capacity and innovative
behavior of individuals in the organization. The study’s
findings have implications for organizational performance
as enhancing innovative behavior can lead to increased
competitiveness and growth in SMEs.

However, limitation of this study’s is that data collec-
tion method only used questionnaires, which may limit
the depth of information obtained. Moreover, the study
focused on SMEs in the culinary and craft fields, which may
limit the generalizability of the findings to other industries.
Future research could explore the relationship between
supportive climate, absorptive capacity, and innovative
behavior in other industries and contexts (Trentin, 2023;
Rodrigues & Rebelo, 2023; Alagarsamy & Mehrolia, 2023).
Researchers could use alternative data collection meth-
ods, such as interviews or observations, to obtain more
in-depth information. Further studies could investigate the
impact of other organizational factors, such as resources,
incentives, on innovative behavior in SMEs. Additionally,
based on the discussion, several directions for further re-
search can be considered as follows: conducting in-depth
interviews with several respondents proportionally for each
SME sector in each region to obtain specific information
to strengthen arguments and justifications for the research
object. Expanding the research to other, broader sector
beyond the SME sector (Almazrouei et al., 2023; Chen
et al,, 2023). Exploring the relationship between support-
ive climate, absorptive capacity, and innovative behavior in
different cultural contexts. Investigating the impact of dif-
ferent leadership styles (Fachrunnisa et al., 2020; Sutrisno
et al,, 2022) on supportive climate and absorptive capacity.
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Examining the role of organizational culture fostering a
supportive climate and absorptive capacity.

5. Conclusions

This research provides empirical evidence that a support-
ive climate in an organisation can provide a role for SMEs
in the culinary and craft fields to behave innovatively and
have realised absorptive capacity. Meanwhile, the poten-
tial absorptive capacity is not affected by the supportive
climate. Supportive climates such as structure and culture,
leadership, and organisational environment have increased
realised absorptive capacity. The better the supportive cli-
mate in the organisation, the better the process of individ-
uals integrating existing and new knowledge. Under such
conditions, it will be easier for individuals in the organisa-
tion to innovate, represented through innovative behav-
iour. However, the supportive climate in the organisation
does not affect the capacity to absorb individual potential.
This means that individuals do not mind the existence of
organisational support when individuals want to seek and
acquire new knowledge from external sources. The ration-
alisation of this finding is that business actors, especially
SMEs, require them to become learners by seeking new
knowledge that can help maintain existence and even in-
crease the economic scale of their businesses.

Another conclusion is that absorptive capacity, both
potential and realised, has a role in increasing the innova-
tive behaviour of SMEs owners. This means that the ab-
sorbing capacity of individuals working in the SME sector
is essential in determining individual innovative behaviour
in organisations. Searching for new knowledge, assimilat-
ing it, and integrating it with existing knowledge directly
plays a role in individual innovative behaviour. Therefore,
individual innovative behaviour in organisations in the
SME sector is determined by supportive climate and ab-
sorptive capacity (both potential and realised).

The empirical findings of this research contribute to
the social exchange theory that employees and employers
establish reciprocal relationships to maximise the benefits
obtained from the workplace. Internal stakeholders (own-
ers and/or employees) will contribute innovative behaviour
to the organisation if they receive a supportive climate and
good absorptive capacity support from the organisation.
These findings validate and strengthen the theory that
a reciprocal relationship will occur if each party benefits
from the expectations of all parties involved. Another con-
tribution obtained is that the findings of this research pro-
vide empirical evidence that supportive climate, absorptive
capacity, and innovative behaviour can be seen at a micro
level or a smaller level, namely the individual. In addition
to theoretical contributions, the results of these findings
have implications for the managerial decisions of SME sec-
tor organisations. Managerial parties are advised to create
supportive organisational conditions in terms of structure,
culture, environment, and leadership style so that the ab-
sorptive capacity and innovative behaviour of individuals
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in the organisation can be maximised, thereby having im-
plications for organisational performance.

This study’s weakness is the data collection method
and the SME sector, which still needs improvement. Re-
search data collection only uses absolute information
through questionnaires. Specific information cannot be
obtained to strengthen arguments and justifications for
the research object. It is hoped that future research can
conduct in-depth interviews with several respondents pro-
portionally for each SME sector in each region. The weak-
ness of this research lies in the SME sector, which is the
object of research. Therefore, it is suggested that further
research can reach other, broader sectors.

References

Ahmad, F., Mohamad, O., & lbrahim, H. I. (2013). Absorptive ca-
pacity and innovative behavior among engineers in Malaysia.
Fakhrorazi Elixir Management Arts, 56, 13496-13504.

Albort-Morant, G., Leal-Rodriguez, A. L., Henseler, J., & Cepeda-
Carrion, G. (2018). Potential and realised absorptive capacity as
complementary drivers of green product and process innova-
tion performance. Sustainability, 10, Article 381.
https://doi.org/10.3390/su10020381

Alagarsamy, S., & Mehrolia, S. (2023). Exploring chatbot trust:
Antecedents and behavioural outcomes. Heliyon, 9(5), Ar-
ticle e16074. https://doi.org/10.1016/j.heliyon.2023.e16074

Ali, M., Ali, 1., Al-Maimani, K. A., & Park, K. (2018). The effect of
organisational structure on absorptive capacity in single and
dual learning modes. Journal of Innovation and Knowledge,
3(3), 108-114. https://doi.org/10.1016/},jik.2017.03.007

Almazrouei, S., Bani-Melhem, S., & Mohd Shamsudin, F. (2023).
How having job impact leads to employee innovative behavior:
A moderated mediation model of servant leadership and work
meaningfulness. International Journal of Public Sector Manage-
ment, 36(4/5), 382-403.
https://doi.org/10.1108/1JPSM-11-2022-0254

Alghaiwi, L. A., & Abukaraki, R. B. (2021). The impact of entrepre-
neurial orientation on supporting creative behavior of manag-
ers (An empirical study on medium-sized enterprise in Amman
city-Jordan). International Journal of Entrepreneurship, 25(Spe-
cial Issue 1), 1-23.

Amabile, T. M., Conti, R, Coon, H., Lazenby, J., & Herron, M.
(1996). Assessing the work environment for creativity. Academy
of Management Journal, 39(5), 1154-1184.
https://doi.org/10.2307/256995

Anderson, N. R, & West, M. A. (1998). Measuring climate for
work group innovation: Development and validation of the
team climate inventory Climate. Journal of Organizational
Behavior, 19(3), 235-258. https://doi.org/10.1002/(SICI)1099-
1379(199805)19:3<235::AID-JOB837>3.0.CO;2-C

Arbuckle, J. L. (2019). IBM SPSS Amos 26 User's Guide.

Arundel, A. (2023). Data analysis and reporting. Elgar Online.
https://doi.org/10.4337/9781800376175.00011

Baran, M., Hazenberg, R, Iwinska, K., Kasianiuk, K., Perifanos, I,
Ferreira Da Silva, J. M., & Vasconcelos, C. (2023). Between in-
novative and habitual behavior. Evidence from a study on sus-
tainability in Greece, Poland, Portugal, Sweden, and the United
Kingdom. Frontiers in Energy Research, 10(January).
https://doi.org/10.3389/fenrg.2022.1030418

Blau, P. M. (1964). Social exchange and power in social life. Wiley.

Bogilovi¢, S., Bortoluzzi, G., Cerne, M., Ghasemzadeh, K, &

Znidarsi¢, J. (2021). Diversity, climate and innovative work be-
haviour. European Journal of Innovation Management, 24(5),
1502-1524. https://doi.org/10.1108/EJIM-03-2020-0100

Burcharth, A. L. L. de A, Lettl, C., & Ulhgi, J. P. (2015). Extending
organisational antecedents of absorptive capacity: Organisa-
tional characteristics that encourage experimentation. Techno-
logical Forecasting and Social Change, 90, 269-284.
https://doi.org/10.1016/j.techfore.2013.12.024

Butler, M. J. R, & Ferlie, E. (2020). Developing absorptive capacity
theory for public service organizations: Emerging UK empiri-
cal evidence. British Journal of Management, 31(2), 344-364.
https://doi.org/10.1111/1467-8551.12342

Casper Ferm, L.-E., & Thaichon, P. (2021). Customer pre-partici-
patory social media drivers and their influence on attitudinal
loyalty within the retail banking industry: A multi-group analy-
sis utilising social exchange theory. Journal of Retailing and
Consumer Services, 61, Article 102584.
https://doi.org/10.1016/j.jretconser.2021.102584

Chen, M., Mi, X. M., Xue, J,, Li, Y., & Shi, J. (2023). The impact
of entrepreneurial team psychological capital on innovation
performance: The mediating role of knowledge sharing and
knowledge hiding. Frontiers in Psychology, 14(March), 1-14.
https://doi.org/10.3389/fpsyg.2023.1133270

Cepeda-Carrion, G., Cegarra-Navarro, J. G., & Jimenez-Jimenez, D.
(2012). The effect of absorptive capacity on innovativeness:
Context and information systems capability as catalysts. British
Journal of Management, 23(1), 110-129.
https://doi.org/10.1111/j.1467-8551.2010.00725.x

Cohen, S. K., & Caner, T. (2016). Converting inventions into break-
through innovations: The role of exploitation and alliance net-
work knowledge heterogeneity. Journal of Engineering and
Technology Management, 40, 29-44.
https://doi.org/10.1016/j.jengtecman.2016.03.002

Cohen, W. M., & Levinthal, D. A. (1990). Absorptive capacity: A new
perspective on learning and innovation. Administrative Science
Quarterly, 35(1), 128-152. https://doi.org/10.2307/2393553

Cropanzano, R, & Mitchell, M. S. (2005). Social exchange theory:
An interdisciplinary review. Journal of Management, 31(6), 874—
900. https://doi.org/10.1177/0149206305279602

Dzhengiz, T., & Niesten, E. (2020). Competences for environmental
sustainability: A systematic review on the impact of absorp-
tive capacity and capabilities. Journal of Business Ethics, 162(4),
881-906. https://doi.org/10.1007/s10551-019-04360-z

Ebers, M., & Maurer, |. (2014). Connections count: How relational
embeddedness and relational empowerment foster absorptive
capacity. Research Policy, 43(2), 318-332.
https://doi.org/10.1016/j.respol.2013.10.017

Escribano, A, Fosfuri, A, & Tribd, J. A. (2009). Managing external
knowledge flows: The moderating role of absorptive capacity.
Research Policy, 38(1), 96-105.
https://doi.org/10.1016/j.respol.2008.10.022

Fachrunnisa, O., Adhiatma, A., Lukman, N., & Majid, N. A. (2020).
Towards SMEs’ digital transformation: The role of agile leader-
ship and strategic flexibility an empirical study from Indonesia
and Malaysia. Journal of Small Business Strategy, 30(3).
https://libjournals.mtsu.edu/index.php/jsbs/article/view/1610

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., Black, W. C.,
& Anderson, R. E. (2019). Multivariate aata analysis (8th ed.).
Cengage Learning.

Hong, Y., Liao, H., Raub, S., & Han, J. H. (2016). What it takes
to get proactive: An integrative multilevel model of the ante-
cedents of personal initiative. Journal of Applied Psychology,
101(5), 687-701. https://doi.org/10.1037/apl0000064


https://doi.org/10.3390/su10020381
https://doi.org/10.1016/j.heliyon.2023.e16074
https://doi.org/10.1016/j.jik.2017.03.007
https://doi.org/10.1108/IJPSM-11-2022-0254
https://doi.org/10.2307/256995
https://doi.org/10.1002/(SICI)1099-1379(199805)19:3%3C235::AID-JOB837%3E3.0.CO;2-C
https://doi.org/10.1002/(SICI)1099-1379(199805)19:3%3C235::AID-JOB837%3E3.0.CO;2-C
https://doi.org/10.3389/fenrg.2022.1030418
https://doi.org/10.1108/EJIM-03-2020-0100
https://doi.org/10.1016/j.techfore.2013.12.024
https://doi.org/10.1111/1467-8551.12342
https://doi.org/10.1016/j.jretconser.2021.102584
https://doi.org/10.3389/fpsyg.2023.1133270
https://doi.org/10.1111/j.1467-8551.2010.00725.x
https://doi.org/10.1016/j.jengtecman.2016.03.002
https://doi.org/10.2307/2393553
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1007/s10551-019-04360-z
https://doi.org/10.1016/j.respol.2013.10.017
https://doi.org/10.1016/j.respol.2008.10.022
https://doi.org/10.1037/apl0000064

Huang, K. F., Lin, K. H.,, Wu, L.-Y., & Yu, P. H. (2015). Absorptive
capacity and autonomous R&D climate roles in firm innovati-
on. Journal of Business Research, 68(1), 87-94.
https://doi.org/10.1016/j.jbusres.2014.05.002

Hu, J., Erdogan, B., Jiang, K., Bauer, T. N., & Liu, S. (2018). Lea-
der humility and team creativity: The role of team information
sharing, psychological safety, and power distance. Journal of
Applied Psychology, 103(3), 313-323.
https://doi.org/10.1037/apl0000277

Janssen, O. (2000). Job demands, perceptions of effort- reward
fairness and innovative work behaviour. Journal of Occupa-
tional and Organizational Psychology, 73(3), 287-302.
https://doi.org/10.1348/096317900167038

Jiménez-Barrionuevo, M. M., Garcia-Morales, V. J., & Molina, L. M.
(2011). Validation of an instrument to measure absorptive ca-
pacity. Technovation, 31(5-6), 190-202.
https://doi.org/10.1016/j.technovation.2010.12.002

Kang, M., & Lee, M. J. (2017). Absorptive capacity, knowledge
sharing, and innovative behaviour of R&D employees. Tech-
nology Analysis and Strategic Management, 29(2), 219-232.
https://doi.org/10.1080/09537325.2016.1211265

Karatepe, O. M., Aboramadan, M., & Dahleez, K. A. (2020). Does
climate for creativity mediate the impact of servant leadership
on management innovation and innovative behavior in the ho-
tel industry? International Journal of Contemporary Hospitality
Management, 32(8), 2497-2517.
https://doi.org/10.1108/IJCHM-03-2020-0219

Kuruzovich, J., Paczkowski, W. P., Golden, T. D., Goodarzi, S., &
Venkatesh, V. (2021). Telecommuting and job outcomes: A
moderated mediation model of system use, software quality,
and social exchange. Information & Management, 58(3), Article
103431. https://doi.org/10.1016/j.im.2021.103431

Lagacé, M., Van de Beeck, L., & Firzly, N. (2019). Building on in-
tergenerational climate to counter ageism in the workplace?
A cross-organisational study. Journal of Intergenerational Re-
lationships, 17(2), 201-219.
https://doi.org/10.1080/15350770.2018.1535346

Lane, P. J, Koka, B. R, & Pathak, S. (2006). The reification of ab-
sorptive capacity: A critical review and rejuvenation of the
construct. The Academy of Management Review, 37(4), 833—
863. https://doi.org/10.5465/amr.2006.22527456

Leal-Rodriguez, A. L., Ariza-Montes, J. A, Roldan, J. L., & Leal-Mil-
lan, A. G. (2014). Absorptive capacity, innovation and cultural
barriers: A conditional mediation model. Journal of Business
Research, 67(5), 763-768.
https://doi.org/10.1016/j.jbusres.2013.11.041

Li, M., & Hsu, C. H. C. (2016). Linking customer-employee ex-
change and employee innovative behavior. International Jour-
nal of Hospitality Management, 56(July), 87-97.
https://doi.org/10.1016/j.jhm.2016.04.015

Lim, S. G. (Edward), & Ok, C. “Michael.” (2021). Fostering absorp-
tive capacity and facilitating innovation in hospitality organisa-
tions through empowering leadership. International Journal of
Hospitality Management, 94(December 2020), Article 102780.
https://doi.org/10.1016/j.ijhm.2020.102780

Lioukas, C. S., & Reuer, J. J. (2015). Isolating trust outcomes from
exchange relationships: Social exchange and learning benefits
of prior ties in alliances. Academy of Management Journal,
58(6), 1826-1847. https://doi.org/10.5465/am;j.2011.0934

Lita, R. P, Faisal, R. F., & Meuthia, M. (2020). Enhancing small and
medium enterprises performance through innovation in Indo-
nesia: A framework for creative industries supporting tourism.
Journal of Hospitality and Tourism Technology, 11(1), 155-176.
https://doi.org/10.1108/JHTT-11-2017-0124

H. Rozak et al. Strengthening innovative behavior: the role of supportive climate and absorptive capacity

Liu, D., Jiang, K., Shalley, C. E., Keem, S., & Zhou, J. (2016). Moti-
vational mechanisms of employee creativity: A meta-analytic
examination and theoretical extension of the creativity litera-
ture. Organisational Behavior and Human Decision Processes,
137, 236-263. https://doi.org/10.1016/j.0bhdp.2016.08.001

Lowik, S., Kraaijenbrink, J., & Groen, A. (2017). Antecedents and
effects of individual absorptive capacity: A micro-foundational
perspective on open innovation. Journal of Knowledge Man-
agement, 21(6), 1319-1341.
https://doi.org/10.1108/JKM-09-2016-0410

Méndez, J. L. F, Sanz Valle, R., & Alegre, J. (2018). Transformational
leadership and absorptive capacity: An analysis of the organi-
sational catalysts for this relationship. Technology Analysis and
Strategic Management, 30(2), 211-226.
https://doi.org/10.1080/09537325.2017.1299859

Miao, Q., Newman, A, & Huang, X. (2014). The impact of par-
ticipative leadership on job performance and organisational
citizenship behavior: Distinguishing between the mediating ef-
fects of affective and cognitive trust. The International Journal
of Human Resource Management, 25(20), 2796-2810.
https://doi.org/10.1080/09585192.2014.934890

Muchiri, M. K., McMurray, J. A, Nkhoma, M., & Pham, H. C. (2020).
Mapping antecedents of innovative work behavior: A concep-
tual review. The Journal of Developing Areas, 54(4), 33-40.
https://doi.org/10.1353/jda.2020.0047

Mulkay, C. D. (2019). Investigating the utilisation of surfactant in
liquid unloading experiments of a propped fracture. The Univer-
sity of Texas at Austin.

Murray, J. Y., & Fu, F. Q. (2016). Strategic guanxi orientation: How
to manage distribution channels in China? Journal of Interna-
tional Management, 22(1), 1-16.
https://doi.org/10.1016/j.intman.2015.10.003

Naseer, S., Khawaja, K. F., Qazi, S., Syed, F., & Shamim, F. (2021).
How and when information proactiveness leads to operational
firm performance in the banking sector of Pakistan? The roles
of open innovation, creative cognitive style, and climate for
innovation. International Journal of Information Management,
56(July 2019), Article 102260.
https://doi.org/10.1016/j.ijinfomgt.2020.102260

Newman, A., Round, H., Wang, S., & Mount, M. (2020). Innova-
tion climate: A systematic review of the literature and agenda
for future research. Journal of Occupational and Organizational
Psychology, 93(1), 73-109. https://doi.org/10.1111/joop.12283

Ottosson, S. (2019). Developing and managing innovation in a
fast changing and complex world. In Developing and manag-
ing innovation in a fast changing and complex world. Springer.
https://doi.org/10.1007/978-3-319-94045-8

Parker, S. K., Williams, H. M., & Turner, N. (2006). Modeling the
antecedents of proactive behavior at work. Journal of Applied
Psychology, 91(3), 636-652.
https://doi.org/10.1037/0021-9010.91.3.636

Pascual-Fernandez, P., Santos-Vijande, M. L., Lépez-Sanchez, J. A,
& Molina, A. (2021). Key drivers of innovation capability in
hotels: Implications on performance. International Journal of
Hospitality Management, 94(May 2020), Article 102825.
https://doi.org/10.1016/j.ijhm.2020.102825

Purc, E.,, Laguna, M., & Moriano, J. A. (2023). Entrepreneurs’ per-
sonal values and the innovative behavior of their employees:
A cross-level mechanism. Creativity Research Journal, 1-18.
https://doi.org/10.1080/10400419.2023.2285122

Quade, M. J,, Mclarty, B. D., & Bonner, J. M. (2020). The influence
of supervisor bottom-line mentality and employee bottom-
line mentality on leader-member exchange and subsequent
employee performance. Human Relations, 73(8), 1157-1181.
https://doi.org/10.1177/0018726719858394


https://doi.org/10.1016/j.jbusres.2014.05.002
https://doi.org/10.1037/apl0000277
https://doi.org/10.1348/096317900167038
https://doi.org/10.1016/j.technovation.2010.12.002
https://doi.org/10.1080/09537325.2016.1211265
https://doi.org/10.1108/IJCHM-03-2020-0219
https://doi.org/10.1080/15350770.2018.1535346
https://doi.org/10.5465/amr.2006.22527456
https://doi.org/10.1016/j.jbusres.2013.11.041
https://doi.org/10.1016/j.ijhm.2016.04.015
https://doi.org/10.1016/j.ijhm.2020.102780
https://doi.org/10.5465/amj.2011.0934
https://doi.org/10.1108/JHTT-11-2017-0124
https://doi.org/10.1016/j.obhdp.2016.08.001
https://doi.org/10.1108/JKM-09-2016-0410
https://doi.org/10.1080/09537325.2017.1299859
https://doi.org/10.1080/09585192.2014.934890
https://doi.org/10.1353/jda.2020.0047
https://doi.org/10.1016/j.intman.2015.10.003
https://doi.org/10.1016/j.ijinfomgt.2020.102260
https://doi.org/10.1111/joop.12283
https://doi.org/10.1007/978-3-319-94045-8
https://doi.org/10.1037/0021-9010.91.3.636
https://doi.org/10.1016/j.ijhm.2020.102825
https://doi.org/10.1080/10400419.2023.2285122
https://doi.org/10.1177/0018726719858394

Business: Theory and Practice, 2024, 25(1), 350-361

Reeve, J., & Jang, H. (2006). What teachers say and do to support
students’ autonomy during a learning activity. Journal of Edu-
cational Psychology, 98(1), 209-218.
https://doi.org/10.1037/0022-0663.98.1.209

Rodrigues, N., & Rebelo, T. (2023). Can employees capitalize upon
their role breadth self-efficacy and innovative work behaviour
to enhance their prospects of promotion? European Journal of
Work and Organizational Psychology, 32(4), 562-574.
https://doi.org/10.1080/1359432X.2023.2198707

Sameer, Y. M., & Ohly, S. (2017). Innovative behavior of employees:
A model of antecedents and consequences, a deeper look at
psychological and organisational factors (Working Paper No.
45). Faculty of Management Technology.

Samsir, S. (2018). The effect of leadership orientation to innova-
tion and its relationship to competitive advantages of small
and medium enterprises in Indonesia. International Journal of
Law and Management, 60(2), 530-542.
https://doi.org/10.1108/1JLMA-01-2017-0005

Shanker, R., Bhanugopan, R, van der Heijden, B. I. J. M., & Far-
rell, M. (2017). Organisational climate for innovation and or-
ganisational performance: The mediating effect of innovative
work behavior. Journal of Vocational Behavior, 100, 67-77.
https://doi.org/10.1016/j.jvb.2017.02.004

Siswanti, Y., & Muafi, M. (2022). Ethical leadership style in mod-
erating the influence of green organizational culture on green
innovative behavior: SMEs cases. International Journal of Sus-
tainable Development and Planning, 17(4), 1153-1160.
https://doi.org/10.18280/ijsdp.170413

Skilton, P. F., Bernardes, E., Li, M., & Creek, S. A. (2020). The struc-
ture of absorptive capacity in three product development
strategies. Journal of Supply Chain Management, 56(3), 47-65.
https://doi.org/10.1111/jscm.12223

Stockemer, D. (2019). Quantitative methods for the social science:
A practical introduction with examples in SPSS and stata. Soci-
ology, 50(3). https://doi.org/10.1177/0038038515583637

Stoffers, J. M. M., Van der Heijden, B. I. J. M., & Jacobs, E. A. G. M.
(2020). Employability and innovative work behaviour in small
and medium-sized enterprises. International Journal of Human
Resource Management, 31(11), 1439-1466.
https://doi.org/10.1080/09585192.2017.1407953

Strese, S., Adams, D. R, Flatten, T. C., & Brettel, M. (2016). Cor-
porate culture and absorptive capacity: The moderating role
of national culture dimensions on innovation management.
International Business Review, 25(5), 1149-1168.
https://doi.org/10.1016/j.ibusrev.2016.02.002

Sutrisno, Fachrunnisa, O., & Widodo. (2022). The effectiveness of
directing optional activities as capital for small and medium
enterprises based on digitalization in the crisis. International
Journal of Professional Business Review, 7(2), 1-23.
https://doi.org/10.26668/businessreview/2022.v7i2.468

Thomas, R., & Wood, E. (2014). Innovation in tourism: Re-concep-
tualising and measuring the absorptive capacity of the hotel
sector. Tourism Management, 45, 39-48.
https://doi.org/10.1016/j.tourman.2014.03.012

Trentin, L. (2023). Organizational climate practices in absorptive ca-
pacity: An analysis from the textile industry. Revista de Adminis-
tracdo Da UFSM, 16(3). https://doi.org/10.5902/1983465973655

Tu, Y. Ly, X, Choi, J. N,, & Guo, W. (2018). Ethical leadership and
teamlevel creativity: Mediation of psychological safety climate
and moderation of supervisor support for creativity. Journal of
Business Ethics, 159, 551-565.
https://doi.org/10.1007/s10551-018-3839-9

Uhunoma, O., Lim, D. H., & Kim, W. (2021). The mediating role of
informal learning on work engagement: Older workers in the
US public sector. European Journal of Training Development,
45, 200-217. https://doi.org/10.1108/EJTD-04-2020-0062

Vlasov, M. V. (2020). Innovative behavior of small and medium-
sized enterprises of an industrial region. Ekonomika Regiona,
16(4), 1335-1348.
https://doi.org/10.17059/ekon.reg.2020-4-22

Volberda, H., Foss, N., & Lyles, M. (2010). Absorbing the concept
of absorptive capacity: How to realise its potential in the or-
ganisation field. Organization Science, 21(4), 931-951.
https://doi.org/10.1287/0orsc.1090.0503

Volery, T., & Tarabashkina, L. (2021). The impact of organisational
support, employee creativity and work centrality on innova-
tive work behaviour. Journal of Business Research, 129(May),
295-303. https://doi.org/10.1016/j.jbusres.2021.02.049

Wang, J. C. K, Ng, B. L, Liu, W. C,, & Ryan, R. M. (2016). Can be-
ing autonomy-supportive in teaching improve students’ self-
regulation and performance? In W. C. Liu, J. C. K. Wang, &
R. M. Ryan (Eds.), Building autonomous learners (pp. 227-243).
Springer. https://doi.org/10.1007/978-981-287-630-0_12

Yaseen, S. G., Al-Janaydab, S., & Alc, N. A. (2018). Leadership
styles, absorptive capacity and firm's innovation. International
Journal of Knowledge Management, 14(3), 82-100.
https://doi.org/10.4018/1JKM.2018070106

Zahra, S. A, & George, G. (2002). Institutional knowledge at Sin-
gapore Management University absorptive capacity: A Review
reconceptualisation and extension. Academy of Management
Review, 27(2), 185-203. https://doi.org/10.2307/4134351

Zhao, S., Jiang, Y., Peng, X, & Hong, J. (2020). Knowledge shar-
ing direction and innovation performance in organisations: Do
absorptive capacity and individual creativity matter? European
Journal of Innovation Management, 24(2), 371-394.
https://doi.org/10.1108/EJIM-09-2019-0244

Zhao, H. (2015). Leader-member exchange differentiation and
team creativity: A moderated mediation study. Leadership &
Organization Development Journal, 36(7), 798-815.
https://doi.org/10.1108/LODJ-12-2013-0172

Zhu, D., Lin, M. T., Thawornlamlert, P. K., Subedi, S. (Bichitra), &
Kim, P. B. (2023). The antecedents of employees’ innovative
behavior in hospitality and tourism contexts: A meta-regres-
sion approach. International Journal of Hospitality Manage-
ment, 117(March), Article 103474.
https://doi.org/10.1016/j.ijhm.2023.103474

Zhu, Y., Liu, J, Lin, S, & Liang, K. (2022). Unlock the potential of
regional innovation environment: The promotion of innovative
behaviour from the career perspective. Journal of Innovation
and Knowledge, 7(3), Article 100206.
https://doi.org/10.1016/j.,jik.2022.100206


https://doi.org/10.1037/0022-0663.98.1.209
https://doi.org/10.1080/1359432X.2023.2198707
https://doi.org/10.1108/IJLMA-01-2017-0005
https://doi.org/10.1016/j.jvb.2017.02.004
https://doi.org/10.18280/ijsdp.170413
https://doi.org/10.1111/jscm.12223
https://doi.org/10.1177/0038038515583637
https://doi.org/10.1080/09585192.2017.1407953
https://doi.org/10.1016/j.ibusrev.2016.02.002
https://doi.org/10.26668/businessreview/2022.v7i2.468
https://doi.org/10.1016/j.tourman.2014.03.012
https://doi.org/10.5902/1983465973655
https://doi.org/10.1007/s10551-018-3839-9
https://doi.org/10.1108/EJTD-04-2020-0062
https://doi.org/10.17059/ekon.reg.2020-4-22
https://doi.org/10.1287/orsc.1090.0503
https://doi.org/10.1016/j.jbusres.2021.02.049
https://doi.org/10.1007/978-981-287-630-0_12
https://doi.org/10.4018/IJKM.2018070106
https://doi.org/10.2307/4134351
https://doi.org/10.1108/EJIM-09-2019-0244
https://doi.org/10.1108/LODJ-12-2013-0172
https://doi.org/10.1016/j.ijhm.2023.103474
https://doi.org/10.1016/j.jik.2022.100206

