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ABSTRACT 
In the world of work, technological developments support digitalization in all aspects of work, and this marks the 
birth of Generation Z, which has characteristics of being active, creative, ambitious, and capable of using advanced 
technology. The creativity possessed by Generation Z in the world of work refers to innovative actions in the 
workplace, known as innovative work behavior. It is essential to apply this behavior as one of the factors 
determining the company's success and supporting employee performance. This study aims to determine the internal 
and external factors influencing innovative work behavior in Generation Z employees, namely psychological capital 
and workplace well-being. This research is correlational quantitative research using regression analysis methods, 
participants were selected by convenience sampling, which amounted to 275 Generation Z employees who live in the 
Jabodetabek area. The research instruments used the Workplace Well-being Questionnaire (WWQ), Psychological 
Capital 12 Questionnaire (PCQ-12), and Innovative Work Behavior Scale. The regression test results show that 
workplace well-being and psychological capital play a role in innovative work behavior, with a contribution of 45%. 
In this study, psychological capital positively influences innovative work behavior. In contrast, workplace well-being 
has a negative role because there is one significant negative dimension to innovative work behavior, namely the 
intrusion of work into private life. Based on this, it is hoped that companies will pay more attention to the quality of 
the work environment and job demands so that employees can innovate well. 
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1.​ PREFACE 
There is no doubt that everyone these days experiences easy access to technology. Among them 
is the Internet network, which is still considered essential for society. Broad internet 
communication access will lead to the discovery of many excellent opportunities, including 
corporate development and industrial resource planning (Purba et al., 2021). It encourages the 
digitization of the workplace and can improve and enhance the work processes of 
current-generation employees (Fitri et al., 2023). Generation Z is a digital generation that has 
emerged due to the current surge in digitalization (Hastini et al., 2020). 
 
Generation Z's main characteristics are high ambition and self-confidence (Pataki-Bittó & 
Kapusy, 2021). This generation is highly motivated to find their dream job and opportunities to 
develop their skills (Magano et al., 2020). Generation Z invests in their social media posts to find 
the right career path. Generation Z is building personal branding by relying on technology, which 
has an impact on their self-image and is also positive in the eyes of the company (Viţelar, 2019). 
It indicates that Generation Z is a very active generation that can use technology efficiently and 
creatively (Fitri et al., 2023). 
 
With the creativity already inherent in Generation Z's characteristics, Generation Z has the 
mindset to innovate, which can improve their abilities (Hock‐Doepgen et al., 2024). In the world 
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of work, the term creative behavior is referred to as innovative work behavior. This behavior is 
essential in the competitive world of work (Widiaristi & Etikariena, 2024). Furthermore, several 
studies stated that innovative work behavior owned by employees is an essential aspect of 
company excellence and can increase company development (Anderson et al., 2014; Eva et al., 
2019; Shin et al., 2017; Wang et al., 2022). Therefore, innovation in the workplace can begin 
with individuals, as demonstrated by the importance of moral character and creative work 
practices (Widiaristi & Etikariena, 2024).  
 
Innovative work behaviors are actions in which individuals generate, develop, and execute new 
ideas (Scott & Bruce, 1994). Completing the statement from Scott and Bruce (1994), De Jong 
and Den Hartog (2010) then developed the theory that innovative work behavior consists of four 
main dimensions. The first dimension is idea exploration, where individuals attempt to improve 
products, services, or processes in new or different ways. The second dimension is idea 
generation, where individuals create new ideas from a combination of existing information and 
concepts to solve problems or improve performance. The third dimension is idea championing, 
where individuals focus on establishing coalitions or seeking the support of others by promoting 
ideas so that they can help realize innovative ideas. The last dimension is idea implementation, 
where individuals make the new idea as part of their routine work processes and behaviors. 
 
Internal and external factors can directly or indirectly cause this innovative work behavior at the 
workplace. A literature study conducted by Li and Zheng (2014) summarizes the main 
influencing factors of innovative work behavior employees, namely: (a) commitment to the 
company; (b) psychological capital; (c) company innovation atmosphere; (d) leadership; (e) 
social capital; and (f) job characteristics at the company. According to Amabile and Pratt (2016), 
internal factors from individuals play an essential role in innovative work behavior, namely 
personality or individual traits. Factors within the individual that facilitate innovative work 
behavior can be studied from a psychological perspective (West & Farr, 1989).  
 
Psychological factors based on the theory of Luthans et al. (2007) refer to psychological capital. 
Psychological capital is defined as a condition of a person's positive psychological development 
which is characterized by: (a) having self-confidence (self-efficacy) to undertake and exert the 
effort necessary to succeed at challenging tasks; (b) instilling positive attributions (optimism) 
about current and future success; (c) persevere in achieving goals and direct the path towards the 
goal (hope) to be successful; and (d) when hit by problems and difficulties, individuals can 
survive and get back up (resilience) to achieve success. The higher the psychological capital, the 
stronger the individual's belief in their creativity (Chen et al., 2021). The results of quantitative 
research correlation tests conducted by Rulevy and Parahyanti (2018) on creative industry 
employees in Indonesia also show a positive and significant relationship between psychological 
capital and innovative work behavior in employees. The results of some of these studies explain 
that psychological capital is essential for further research because it plays a role in innovative 
work behavior and intention to innovate (Alshebami, 2021). 
 
Apart from internal factors, external factors influence innovative work behavior in employees, 
according to research by Li and Zheng (2014), which is the condition or environment of the 
company. In relation to several studies, Generation Z wants good working relationships with 
colleagues, a supportive work environment, and superiors who recognize their contributions and 
ideas (Fodor & Jaeckel, 2018; Grow & Yang, 2018; Hampton & Welsh, 2019; Silinevica & 
Meirule, 2019). The phenomenon of a positive work environment that supports employees is 
known as workplace well-being. Workplace Well-being or well-being at work, according to 
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Danna and Griffin (1999), is closely related to health and well-being at work. The theory from 
Parker and Hyett (2011) divides workplace well-being into four dimensions, namely: (a) work 
satisfaction (satisfaction with work); (b) organizational respect for the employee (company 
respect for employees); (c) employer care (superior concern for employees); and (d) intrusion 
work into private life (work pressure to personal life).  Workplace well-being is beneficial for 
companies to retain employees, create a satisfying work atmosphere, and encourage innovations 
(Nangoy et al., 2019; Salas-Vallina et al., 2017). 
 
In addition, quantitative research conducted by Wang et al. (2022), which involved 319 Chinese 
employees, demonstrates a direct and positive relation between innovative work behavior and 
workplace well-being, so that workplace well-being may also be influenced by innovative work 
behavior. However, little research has examined components of workplace well-being against 
innovative work behavior. Based on previous phenomena related to the roles of psychological 
capital and workplace well-being in innovative work behavior, researchers want to know 
whether these two factors play a role in innovative work behavior, especially in Generation Z 
employees. Researchers took a research gap in workplace well-being where only some studies 
still discuss the role of workplace well-being against innovative work behavior. Researchers are 
interested in taking Generation Z as participants because companies are facing an industrial 
revolution where jobs will gradually be dominated by Generation Z. 
 
 
2.​ RESEARCH METHOD 

 
Samples  
This research uses non-probability sampling with a convenience sampling technique where 
researchers consider taking samples that are easily accessible for data collection. The participants 
of this study were 275 Generation Z employees who live in Jabodetabek. Employees are selected 
based on their work experience, which is at least one year. 
Measurement 
The Workplace Well-being variable is measured using the Workplace Well-being Questionnaire 
(WWQ) measuring instrument consisting of 31 items that have been adapted into Indonesian and 
used by Gozali et al. (2024) with a Cronbach Alpha reliability value of 0.905. Psychological 
Capital variables are measured using the Psychological Capital 12 Questionnaire (PCQ-12) 
measuring instrument consisting of 12 items that have been adapted into Indonesian and used by 
Gozali et al. (2024) with a Cronbach Alpha reliability value of 0.879. Then, the Innovative Work 
Behavior variable is measured using the Innovative Work Behavior Scale measuring instrument 
consisting of 10 items adapted into Indonesian by Aditya and Saraswati (2024) with a Cronbach 
Alpha reliability value of 0.818. 
 
Data collection and analysis 
This type of research is non-experimental correlational quantitative research with a regression 
analysis method. The data obtained by researchers based on the results of distributing 
questionnaires is processed using the IBM SPSS Statistics version 25.0 tool. Data originating 
from Google Forms is transferred to Google Spreadsheets to be tidied up and given some naming 
coding to make it easier for researchers to process data. Some technical data tests carried out 
include the outlier test, linearity test, normality test, multicollinearity test, heteroscedasticity test, 
the primary data analysis test with multiple linear regression, and descriptive data tests to 
determine the number of frequencies and percentages of data related to participants' data. 
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3.​ RESULT AND DISCUSSION 
When viewed based on each independent variable, both produce a significant role on innovative 
work behavior (IWB) with a value of p = 0,000 < 0,05. These results are in line with previous 
research conducted by Wang et al. (11). The test results on the workplace well-being (WWB) 
variable show a significant value of p = 0,000 < 0,05 with a beta value showing a negative 
number of -0,217 (β = -0,217). WWB variables still play a role and significantly affect IWB, it's 
just that the role is negative. Then, the test results on the psychological capital (PC) variable also 
show a significant role, namely p = 0,000 < 0,05 with a positive beta value of 0,787 (β = 0,787). 
It indicates that the effect of PC is positive on IWB; the higher the PC level, the higher the level 
of IWB. It is consistent with previous research on the role of PC on IWB by Tsegaye et al. 
(2020). Table 1 below will illustrate more clearly the results of the regression analysis. 
 
Table 1 
Multiple Linear Regression Test Results     

 
 
 
 
 
 
 

   WWB: Workplace Well-being; PC: Psychological Capital 
 
Next, the researchers conducted regression tests on the WWB and PC variables separately and 
looked at their value on IWB. The test results on the WWB variable obtained an R2 value of 
0.079 or 7.9%, which means that the contribution of WWB to IWB is as much as 7.9%. As for 
the PC variable, it gets an R2 value of 0.422 or 42.2%, this means that the contribution of PC is 
greater than WWB. Based on this test, the PC variable is the most decisive role in IWB. Table 2 
below will illustrate more clearly the results of contribution value of the independent variables. 
 
Table 2 
Contribution Test Results of the Coefficient of Determination    

 
 
 
 
 
      

WWB: Workplace Well-being; PC: Psychological Capital 
 
Dimensional test results show that of the four dimensions of WWB, two have a significant role 
in IWB. The first dimension, namely work satisfaction (WS) or satisfaction with work, plays a 
positive and significant role in IWB with p = 0,000 < 0,05 and a positive beta value of 0,443 (β = 
0,443). It aligns with research conducted by Aslan and Atesoglu (2021) where satisfaction with 
work creates opportunities to survive challenging job demands by contributing innovative ideas 
to the company, which ultimately leads to increased innovative work behavior. The second 
dimension is the intrusion of work into private life (IW), which plays a significant role in IWB 
with p = 0,000 < 0,05, but the effect is negative, characterized by a negative beta number of 
-0,200 (β = -0,200). The IW dimension is a dimension whose items are related to the interference 
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Variable Constant Std. 
Error β p < 0,05 Description 

WWB 
1,313 

0,059 -0,217 0,000 There is a negative and 
significant role 

PC 0,059 0,787 0,000 There is a positive and 
significant role 

Variable R R2 Adjusted R2 β p < 0,05 Description 

WWB 0,281 0,079 0,075 0,281 0,000 Significant 

PC 0,650 0,422 0,420 0,650 0,000 Significant 
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felt by employees at work, affecting personal life; therefore, the items are negative. Some 
participants in this study considered that their work interfered with their personal lives, and it 
was still challenging to divide time between work and personal life (difficult to maintain a 
work-life balance), thus weakening innovative work behavior. A similar thing is found in 
research conducted by Wibowo (2024) that a situation where someone is unable to manage time 
well between work and personal life will cause stress and result in a loss of dedication, 
enthusiasm, and work behavior in providing new ideas or innovations. Suppose the level of 
intrusion of work into private life is reduced, employees can maintain a work-life balance, focus 
more on work, and increase innovative work behavior. This is evidenced by research by Kim and 
Yun (2019) which states that individuals who maintain a work-life balance will have a high level 
of innovative work behavior. An overview of the regression test of the WWB dimension on IWB 
can be seen in Table 3. 
 
 
Table 3 
Regression Test Results of WWB Dimensions on IWB 
 

 
 
 
 
 
 
 
 
 
 
 
 

After conducting regression tests of PC dimensions on IWB, three dimensions have a positive 
and significant role in increasing IWB: self-efficacy, hope, and resilience. The self-efficacy 
dimension that has a positive role on IWB is in line with research conducted by Siregar et al. 
(2022), where employees with high levels of self-efficacy will display highly innovative work 
behavior. The next dimension that plays a role in IWB is hope, which means that individuals 
desire to persevere and direct the path towards goals to succeed. These results align with 
research conducted by Namono et al. (2021) and Fatima and Khan (2017), which revealed that 
hope has a positive and significant effect on IWB. The next dimension affecting IWB is 
resilience, where individuals can rise amid difficulties and overcome challenges by innovating. It 
is in line with research conducted by Nwanzu & Babalola (2019), which explains that the ability 
of individuals to rise from challenges has a role in behavior that makes them more creative so 
that it can affect IWB. An overview of the regression test of the PC dimension on IWB can be 
seen in Table 4. 
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Variable Constant Std. 
Error β p < 0,05 Description 

Work Satisfaction 

2,230 

0,084 0,443 0,000 There is a positive and 
significant role 

Organizational 
Respect 0,077 0,057 0,574 Not significant 

Employer Care 0,064 -0,028 0,747 Not significant 

Intrusion of Work 
into Private Life 0,038 -0,200 0,000 There is a negative and 

significant role 
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Table 4 
Regression Test Results of PC Dimensions on IWB 

 
 
 
 
 
 
 
 
 
 
 
 

4.​ CONCLUSIONS AND SUGGESTIONS 
Based on the regression test results in this study, the two independent variables, namely WWB 
and PC, play a significant role in the IWB of Generation Z employees. Among these two 
independent variables, PC is the most influential on IWB, supported by the value contribution 
and three of its four dimensions that have a positive and significant role in innovative work 
behavior. The WWB variable also has a role in IWB, it's just that its role is negative. However, 
work satisfaction is another dimension of WWB that plays a positive role in IWB. This positive 
dimension indicates that participants in this study tend to think that work interferes with their 
personal lives, but they are still satisfied with the work. The work provides its meaning for each 
of them. To overcome the negative value of WWB, the company needs to provide full support to 
employees. Employees who feel supported and heard by the company will increase motivation 
and be able to create innovative ideas to solve problems (Wibowo, 2024). Furthermore, the 
variable of workplace well-being in this study plays a negative role in innovative work behavior. 
Then, further research is expected to use other variables to change the strength of the variable to 
positive. The variable is called a moderator, which is defined by Baron and Kenny (1986) as a 
variable that affects the strength of the relationship between the independent variable and the 
dependent variable. The criteria for variables that function as moderators are: (a) have a 
significant role in influencing the independent variable, and (b) have a significant role in 
influencing the dependent variable (Baron & Kenny, 1986). In this study, one variable that can be 
used as a moderator in future studies is psychological capital. This is supported by several 
previous studies that state that psychological capital affects the psychological well-being of 
employees at work (Chawla & Sharma, 2019; Sun et al., 2022). In addition, psychological capital 
also positively affects employees' innovative work behavior (Kumar et al., 2022; Ratnaningsih et 
al., 2016). In connection with the characteristics of Generation Z that are concerned with 
work-life balance, future research is suggested to examine innovative work behavior, especially 
on flexible work systems. In addition, to face the industrial revolution, the target participants are 
suggested to be more specific, such as art workers or technology-related jobs such as IT staff, 
engineers, and others, then the place of data collection is suggested to companies that are more 
specific in using innovation such as companies in the technology field. 
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Variable Constant Std. 
Error β p < 0,05 Description 

Self-Efficacy 

0,987 

0,043 0,354 0,000 There is a positive and 
significant role 

Hope 0,063 0,266 0,000 There is a positive and 
significant role 

Resilience 0,053 0,162 0,008 There is a positive and 
significant role 

Optimism 0,047 0,029 0,644 Not Significant 
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