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Abstract. 

 

The purpose of this research is to explore how Participative Leadership, Knowledge Sharing, and Proactive 
Personality influence Innovative Work Behavior in employees who are graduates from creative industries in Jakarta. 

The research was conducted on 154 respondents who met the research criteria, by distributing questionnaires online. 

The data processing method uses SEM PLS. The research results show that Participative Leadership has an influence 

on Knowledge Sharing. However, Participative Leadership has no effect on Innovative Work Behavior. Proactive 
Personality has an influence on Knowledge Sharing, Proactive Personality has an influence on Innovative Work 

Behavior, and Knowledge Sharing has a role that can influence Innovative Work Behavior in employees. 
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I. INTRODUCTION 

The creative industry is currently in the midst of a significant change for the first time in the first ten 

years of the 21st century. The contribution that the creative industry made to the global economy is estimated 

to be around 3%, and it has generated approximately 29,5 million jobs in the world, positively impacting the 

local and regional economies. Several conducted studies have shown that this industry also has a crucial role 

in Indonesia’s economy [1].In this sector, innovation comes as the result of individual and/or joint creations, 

and the creative industry department includes visual communication design, graphic design, interior design, 

broadcasting, television and film, pure fine arts, product design, fashion design, photography, advertising, 

publishing, animation, multimedia, gaming technology, packaging technology, graphic technology, and 

many more. Furthermore, this industry has the potential to push us toward social inclusion and for 

individuals to form a sense of responsibility for self-growth and innovation for the good of organizations 

[2].Creativity is a crucial component of innovative work behavior [3] Innovative work behavior in the 

industry is the key factor in contributing positively to a business corporation and/or organization 

[4].Leadership may trigger innovative work behavior [5]. Innovative work behavior and leadership styles are 

interconnected and the latter supports employees’ endeavors to trigger innovation [6] Tthe participative 

leadership style which encourages consultations, discussions between co-workers, and urging employees to 

participate in decision making will foster an innovative environment. An innovative work environment will 

encourage employees to interact and share knowledge with one another [7].Knowledge sharing occurs when 

the sharer relays information to their recipient[8]Proactive employees will gather information, identify 

problems, and jump on the opportunity given to them if they want change[9] while an employee who is 

mostly reactive tends to merely wait for an opportunity in lieu of changing their environment. 

Participative leadership shows a positive correlation with innovative work behavior, as it improves 

productivity by making strategic changes and improving a company’s longevity and staying power [10]. 

Participation from all members of the organization is a form of united strength to avoid resistance coming 

from outside of the organization, creating a competitive edge to a company as it keeps the employees 

comfortable to stay working in said company. Participation and communication are found to have positive 

effects on fostering innovative behavior [11].Knowledge sharing is the key to success in all stages of 

innovative work behavior for employees [12]. Frequently sharing knowledge between employees will 

improve innovative work behavior [7] Managers can encourage knowledge sharing among culturally diverse 

co-workers by inspiring them to be more open-minded and motivated to attempt new ideas in order to 

improve their innovative work behavior [13] Innovative work behavior hinges on knowledge sharing, where 
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employees share their knowledge and skills with their co-workers [14].Proactive personality is proven to 

have significant positive effects on innovative work behavior [9]. Proactive employees tend to work in an 

environment with little substantial freedom, independence, and individual discretion in making decisions at 

work (low job autonomy), where proactivity may increase the likeliness of conflict among employees.The 

more a proactive person is being limited by rules and procedures, the more likely there is a possibility for 

new ideas to come about [15]. The key to innovative work behavior is a proactive personality 

[16].Explorations of innovative work behavior have been done before.  

Previously, few researchers have studied types of leadership related to the aforementioned variable, 

however, participative leadership in relation to innovative work behavior was studied from the point of view 

of normal day-to-day employees whereas this study specifically focused on innovative work behavior from 

the background of graduates from the creative industry majors, specifically ones with a minimum of 1-year 

work experience. The questions presented in the questionnaire are different according to the innovative. 

Work behavior variable and used the measurement provided by [17]. Previous studies have used the same 

variable, therefore it is concluded that the participative leadership, knowledge sharing, and proactive 

personality variables have not been studied in tandem or were conducted separately.The issue presented in 

this study is how participative leadership, knowledge sharing, and proactive personality can affect innovative 

work behavior for private sector employees working in Jakarta’s creative industry.This research aims to 

explore and analyze how participative leadership, knowledge sharing, and proactive personality can affect 

innovative work behavior in employees who graduated from a creative industry major in the Jakarta area. 

Through this research, there is hope that this paper will be a good contribution to the Management major.The 

originality of this study in relation to how participative leadership, proactive personality, and knowledge-

sharing variables affect innovative work behavior focuses mainly on their relation to employees in the 

creative industry. Therefore, the author is interested in “The Effect of Participative Leadership, Proactive 

Personality and Knowledge Sharing towards Innovative Work Behaviour in the Creative Industry” as the 

title of this study. 

The Relation between Participative Leadership and Knowledge Sharing 

Participative leadership can improve the employees’ involvement in making decisions by 

exchanging ideas and knowledge sharing [18]Part of the decision-making process in companies involves the 

leader accepting opinions from their employees which comes from knowledge sharing among co-

workers.Participative leadership affects knowledge sharing and that knowledge sharing has a vital role in the 

ability to filter and absorb employees’ ideas which supports the results of the employees’ innovative 

exploration. [19] The results of participative leadership includes affective commitment and knowledge 

sharing [20] 

H1 : Participative Leadership has a Positive Impact on Knowledge Sharing 

The Relation between Participative Leadership and Innovative Work Behaviour 

Participation from all members of the organization is a form of united strength to avoid resistance 

coming from outside of the organization, creating a competitive edge to a company as it keeps the employees 

comfortable to stay working in said company. Participation and communication are found to have positive 

effects on fostering innovative behavior [11] Participative leadership extends responsibility toward 

employees by providing them with a role in making a decision [21] Participative leadership shows a positive 

correlation with innovative work behavior, as it improves productivity by making strategic changes and 

improving a company’s longevity and staying power [10] 

H2 : Participative Leadership Has a Positive Impact on Innovative Work Behaviour 

The Relation between Proactive Personality and Knowledge Sharing 

Knowledge Sharing is a proactive action. A person with a proactive personality will share 

knowledge and new ideas with others in order to gain new perspectives and be advised [22] Employees with 

highly proactive personalities will participate in knowledge sharing among their teams. [23] A proactive 

personality has a positive impact on knowledge sharing [24] Employees with influence in the organization 

and the work system will be available to share their knowledge as they feel a sense of responsibility to their 

organization and the effect of knowledge sharing is bolstered by the employees’ heightened view of their 
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organization, supported by the continuous feedback between the employees and the organization [25] 

H3 : Proactive personality has a positive impact on Knowledge sharing. 

The Relation between Proactive Personality and Innovative Work Behavior  

An employee with a proactive personality may be weighed down by the resources 

provided by a corporation and feel a sense of responsibility towards sustainable change and making 

strides in their work according to the organization’s goals [26]. Employees with proactive personality 

and have a good relationship with their superiors have the advantage to gain trust and give good 

feedback, becoming more innovative in their work. Proactive personality and good feedback from superiors 

can bolster innovative work behavior[27]. Proactive personality is proven to have significant positive 

effects on innovative work behavior [9]. Proactive employees tend to work in an environment with little 

substantial freedom, independence, and individual discretion in making decisions at work (low job 

autonomy), where proactivity may increase the likeliness of conflict among employees. The more a 

proactive person is being limited by rules and procedures, the more likely there is a possibility for new 

ideas to come about [15] The key to innovative work behavior is a 

proactive personality [16]. 

H4 : Proactive personality has a positive impact on Innovative work behavior. 

The Relation between Knowledge Sharing and Innovative Work Behaviour 

Knowledge sharing is the key to success in all stages of innovative work behavior for employees. 

When employees are given the opportunity to freely share their knowledge, acquiring more from their co-

workers, they are motivated to create, share, promote, and execute their innovative ideas. Knowledge sharing 

is the key to fostering innovative work behavior [12]. Frequently sharing knowledge between employees will 

improve innovative work behavior [7] Managers can encourage knowledge sharing among culturally diverse 

co-workers by inspiring them to be more open-minded and motivated to attempt new ideas in order to 

improve their innovative work behavior mereka [13] Innovative work behavior hinges on knowledge 

sharing, where employees share their knowledge and skills with their co-workers [14] 

H5 : Knowledge sharing has a positive impact on innovative work behavior. 

 

II. METHODS 

This research used the quantitative method and in order to gather data, a survey was conducted in the 

form of questionnaires made in Google Forms. All variables are measured using the Likert scale. This 

research contains two independent variables which are participative leadership and knowledge sharing, and 

two dependent variables which are proactive personality and innovative work behavior. The participative 

leadership variable is measured through the six items developed by [28] The knowledge sharing variable is 

measured through the eight items developed by [29]. The proactive personality variable is measured through 

the ten items developed by [30], previously taken from [31] The innovative work behavior variable is 

measured through the nine items of a scale (Janssen, 2000) taken from Scott & Bruce, 1994. In total, there 

are 33 questions for the sake of measurement. The first phase of processing data is testing its validity and 

reliability to check whether the right question is determined. The validity test is conducted using factor 

analysis with the SPSS version 26 software and by measuring through the Kaiser- Meyer-Olkin (KMO) 

scale. In the validity test, the KMO and MSA scores are above 0,5 indicating the suitable factor. The 

reliability test is conducted using Cronbach’s Alpha measurement. The Cronbach’s Alpha score is above 0,6, 

a close number to 1 which indicates the high level of reliability of the questions asked in the questionnaire 

(Hair et al., 2014).The validity test with factor analysis is processed through SPSS version 26 and is done 

two to three times, as all the variables form two to three components or groups.The participative leadership 

variable is examined through two factor analyses and of the six questions, five are valid and one invalid 

question is Participative Leadership (PL6). The reliability test shows its Cronbach’s Alpha score of 0,852 

which indicates a strong or favorable correlation.  

A Cronbach’s Alpha score above 0,6 and close to 1 for the questions asked in the questionnaire 

indicates a high level of reliability.The validity test for the knowledge sharing variable is done by conducting 

three factor analyses on eight questions, and the results show that six are valid while the two invalid 
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questions are Knowledge Sharing KS2 and Knowledge Sharing KS5. The reliability test shows its 

Cronbach’s Alpha score of 0,801 which indicates a strong or favorable correlation. A Cronbach’s Alpha 

score above 0,6 and close to 1 for the questions asked in the questionnaire indicates a high level of reliability. 

Knowledge Sharing KS2 and Knowledge Sharing KS5 are used as indicators.The validity test for the 

proactive personality variable is done by conducting three factor analyses on ten questions, and the results 

show that eight are valid while the two invalid questions are Proactive Personality PP4 and Proactive 

Personality PP6.The reliability test shows its Cronbach’s Alpha score of 0,782 which indicates a strong or 

favorable correlation. A Cronbach’s Alpha score above 0,6 and close to 1 for the questions asked in the 

questionnaire indicates a high level of reliability.The participative leadership variable is examined through 

three factor analyses and of the nine questions, seven are valid and two invalid questions are Innovative 

Work Behaviour IWB1 and Innovative Work Behaviour IWB2. The reliability test shows its Cronbach’s 

Alpha score of 0,885 which indicates a strong or favorable correlation. A Cronbach’s Alpha score above 0,6 

and close to 1 for the questions asked in the questionnaire indicates a high level of reliability.Therefore, after 

pre-test analyses were conducted, 26 out of 33 questions were valid (usable) to be included in the 

questionnaire whereas 6 were invalid (unusable). 

The population in this study are private sector employees who graduated from the creative industry 

majors, such as visual communication design, graphic design, interior design, broadcasting, television and 

film, pure fine arts, product design, fashion design, photography, advertising, publishing, animation, 

multimedia, gaming technology, packaging technology, and graphic technology who have all been in the 

industry for a year and are working in the area around Jakarta. The number of samples based on the Partial 

Least Squares-Structural Equations Modeling (PLS-SEM) method is 100 – 200 respondents or as much as 

five times the number of questions in the questionnaire (Fan et al., 2016). There are 26 questions total in the 

questionnaire, which means the study requires 154 respondents in the form of private sector employees in 

the creative industry.The data is collected by using a questionnaire, whereas data analysis is done by using 

descriptive statistics, outer model, and inner model using the SEM-PLS software. The measurement model 

on the indicators and the latent variables consists of construct validity testing which includes 

convergent validity testing, discriminant validity, and Average Variance Extracted (AVE).This stage of 

research starts with determining the convergent validity which is a measurement of reflexive indicator 

validity where variables are measured by overviewing the outerloading value of each indicator variable of 

this research.Validity and reliability tests can be done with outer model planning or model measurement. 

Indicators may be considered valid, if said indicators have a factor loading value of > 0,6 (original sample 

value) and have P-values (probability) of < 0,05. Outer model evaluation has the construct reliability value of 

> 0,7. Meanwhile, in exploratory research, a value between 0,6 to 0,7 can still be considered valid or 

acceptable (Hair, Hult, Ringle, & Sarstedt, 2017). 

 

III. RESULT AND DISCUSSION 

A The questionnaire is spread via social media accounts such as personal chats on Instagram, the 

alumni of creative media in state polytechnic group chat, and contacts with co-workers of the same alma 

mater, which are then filled by 154 respondents with a minimum of 1-year work experience in the 

creative industry (Attachment 5). Based on the data collected, women make up 60,5% of the respondents (93 

women) and 39,5% percent of the respondents are men (61 men). The majority of respondents are around 23-

27 years old, with a majority of 137 out of 154 respondents born in 1997-2001 (88,96%). The rest are older, 

with 7 respondents born in 1980-1985 (4,55%), 4 born in 1986-1990 (2,60%), and 6 born in 1991-1996 

(3,90%). The majority of respondents have worked in their companies for 1 year, 75 (48,7%) out of 154 

respondents. The rest have worked longer, 57 respondents (37%) have worked for 1-3 years, 5 respondents 

(3,3%) have worked for 4-6 years, and 17 respondents (11%) have worked for over 6 years.The respondents’ 

profiles are based on their jobs in the creative industry, where 43 respondents (27,92%) work in Fashion 

Design and accounted for the majority of the respondents, 17 respondents (11,04%) work in Graphic Design, 

6 respondents (3,90%) work in Interior Design, 10 respondents (6,49%) work in Television, 20 respondents 

(12,99%) work in Product Design, 17 respondents (11,04%) work in Advertising, 12 respondents (7,79%) 
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work in Architecture, 6 respondents (3,90%) work in Gaming Technology, 4 respondents (2,60%) work in 

Photography, 5 respondents (3,25%) work in Animation, 2 respondents (1,30%) work in Publishing, 8 

respondents (5,19%) work in Visual Communication Design, and 4 respondents (2,60%) work in Music with 

various job positions.  

The overall job positions of respondents include Festival Director, Social Media Officer, Designer, 

Wardrobe Officer, Manager, Supervisor, Fashion Designer, and Project Staff.The respondents’ profiles based 

on their education and the department they graduated from, where 55 respondents (35,7%) graduated from 

the Fashion Design department and accounted for the majority of the respondents, 4 respondents (2,6%) 

graduated from the Photography department, 4 respondents (2,6%) from Advertising department, 3 

respondents (1,9%) from Publishing department, 4 respondents (2,6%) from Animation department, 12 

respondents (7,8%) from Gaming Technology department, 2 respondents (1,3%) from Multimedia 

department, and 11 respondents (7,1%) from Architecture department. Respondents who graduated from 

Politeknik Negeri Media Kreatif Jakarta (Polimedia) accounted for the majority of respondents at 51,30% 

(79 respondents), Esa Unggul University at 10,39% (16 respondents), Trisakti University at 7,79% (12 

respondents), Gunadarma University at 6,49% (10 respondents), Universitas Negeri Jakarta at 5,84% (9 

respondents), Institut Teknologi Bandung at 2,60% (4 respondents), Universitas Indonesia at 2,60% (4 

respondents), and Universitas Telkom at 1,95% (3 respondents).The measurement model on the indicators 

and the latent variables consists of construct validity testing which includes convergent validity testing, 

discriminant validity, and Average Variance Extracted (AVE) (Attachment 7). This stage of research starts 

with determining the convergent validity which is a measurement of reflexive indicator validity wherein 

variables are measured by overviewing the outerloading value of each indicator variable of this research. 

Validity and reliability tests can be done with outer model planning or model measurement. Indicators may 

be considered valid, if said indicators have a factor loading value of > 0,6 (original sample value) and have P-

values (probability) of < 0,05.  

This aligns with J. Hair et al., (2017)’s statement wherein outer model evaluation has the construct 

reliability value of > 0,7. Meanwhile, in exploratory research, a value between 0,6 to 0,7 can still be 

considered valid or acceptable.All questions pertaining to participative leadership have values over 0,7 which 

indicates that all 5 questions regarding participative leadership are valid. The questions for the innovative 

work behavior variable have values over 0,7 which indicates that all 7 questions regarding innovative work 

behavior are valid to measure the innovative work behavior variable. The question for the knowledge sharing 

variable number X21 “Every day, I initiated sharing my expertise in my work with my co-workers” shows a 

value under 0,7 (attached) meaning it is almost invalid but is in the number 0,668 close to 0,7 and if 

examined using Cronbach’s Alpha which has the value of 0,875 shows a high value, hence why the question 

is kept. The question for the proactive personality variable number X34 “There is nothing more interesting 

than seeing my ideas coming to life” shows a value under 0,7 (attached) meaning it is almost invalid but is in 

the number 0,634 close to 0,7 and if examined using Cronbach’s Alpha which has the value of 0,896 shows 

a high value, hence why the question is kept.The measurement of discriminant validity, wherein reflexive 

indicators can be seen in the cross loading between the indicators and their constructs. The measurement of 

discriminant validity is conducted by comparing the Average Variance Extracted (AVE) to every construct 

by connecting one construct with another in a model. Discriminant validity in a model is considered adequate 

if the AVE values on each construct are greater than the connection between the other constructs.  

A valid AVE value is > 0,5; and the discriminant validity value is > 0,6 (Fornell & Larcker, 

1981).AVE value is used to identify the homogeneity of all variables in a study judging from the average 

variance of each variable. In this study, the AVE value and discriminant validity of all variables are qualified 

and considered valid. The AVE value of the innovative work behavior variable is 0,664; the discriminant 

validity value is 0,815. The AVE value of the knowledge-sharing variable is 0,618; the discriminant validity 

value is 0,786. The AVE value of the participative leadership variable is 0,710; the discriminant validity 

value is 0,843. The AVE value of the proactive personality variable is 0,581; the discriminant validity value 

is 0,762.The analysis of the construct reliability test on research variables with the internal consistency 

method. The results from the reliability test are used to determine if the indicators of the variables in the 
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research are adequate constructs of a latent variable. Variables are considered reliable if Cronbach’s Alpha 

and composite reliability constructs have a value of > 0,6 (Leguina, 2015).The reliability test on the 

variables of this research is considered reliable as the data provided by Cronbach’s Alpha and composite 

reliability have the value of > 0,7.  

The innovative work behavior variable has Cronbach’s Alpha value of 0,914 with a composite 

reliability value of 0,932. The knowledge-sharing variable has Cronbach’s Alpha value of 0,875 with a 

composite reliability value of 0,906. The participative leadership variable has Cronbach’s Alpha value of 

0,897 with a composite reliability value of 0,924. The proactive personality variable has Cronbach’s Alpha 

value of 0,896 with a composite reliability value of 0,917.The endogenous variable consists of two variables, 

which are innovative work behavior and knowledge sharing. The R-square value of the innovative work 

behavior is 0,672 meaning the variables participative leadership, proactive personality, and knowledge 

sharing affect the innovative work behavior variable by 67,2%. The knowledge sharing variable’s value of 

0,588 indicates that the variables participative leadership and proactive personality affect the knowledge 

sharing variable by 58,8%. The inner model measurement is conducted by examining path coefficients used 

to determine the relation between variables and if the hypothesis studied is heading in a positive or negative 

direction. The results of the path coefficients test reveal that the participative leadership variable has a t-

statistics value of 4,901 and a p-value of 0,000 for the knowledge sharing variable. The participative 

leadership variable has a t- statistics value of 0,769 and a p-value of 0,442 for the innovative work behavior 

variable. The proactive personality variable has a t-statistics value of 8,196 and a p- value of 0,000 for the 

knowledge sharing variable. The proactive personality variable has a t-statistics value of 7,352 and a p-value 

of 0,000 for the innovative work behavior variable. The knowledge sharing variable has a t-statistics value of 

3,777 and a p-value of 0,000 for the innovative work behavior variable. 

Table 1. Hypothesis Results 

Hypothesis t-Statistics p-Values 

H1 4,901 0,000 
H2 0,769 0,442 

H3 8,196 0,000 

H4 7,352 0,000 

H5 3,777 0,000 

Source: own elaboration in SmartPLS 3. 

An organization’s capability to foster a competitive edge in the creative industry may improve 

employees’ skills [31] The results above suggest that the majority of the respondents are women between the 

ages of 23 – 27 years old born between the years 1997 – 2001. The majority of respondents have worked for 

their companies for 1 year in the creative industry, a good number of them working in the fashion industry 

specifically.This research has shown that participative leadership has positive effects on knowledge sharing. 

A leader who respects the opinions of their employees will encourage them to share knowledge with one 

another. Participative leadership motivates employees to participate in the process of decision-making that 

will lead the trajectory of their work life, which in turn makes employees feel supported and motivated to 

feel a sense of responsibility in their contribution, when employees are included in making decisions and 

solving problems they will inevitably share knowledge in solving various issues in the workplace. [20] stated 

that the effects of participative leadership include affective commitment and knowledge sharing.Participative 

leadership does not directly affect innovative work behavior. This indicates that leaders who encourage their 

employees to participate in the decision- making process that will affect their work life do not directly push 

for innovation in the creative industry. In this study alone, 48,7% of respondents have at least a year of work 

experience.  

They believe that if they are not given the freedom to make decisions without direct orders from 

their bosses, new challenges, and the chance to think outside the box, they will not be motivated to be 

innovative in their work [32].This contradicts previous studies on the matter, such as the study conducted 

by [10] which stated that participative leadership shows a positive correlation with innovative work behavior, 

as it is said to improve work performance through the results of innovative work behavior with strategic 
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changes and improving the company’s durability. Participative leadership has a positive correlation with 

innovative work behavior [21] Proactive personality, however, greatly affects knowledge sharing. This 

indicates that employees who are able to finish their work no matter the circumstances will make their co-

workers want to share their knowledge in the workplace. Proactive personality can better see endless 

possibilities, show initiative, and act on reparative actions [33] Knowledge sharing is a proactive action [22]. 

A person with a proactive personality will share knowledge and new ideas with others in order to gain new 

perspectives and be advised.  

[23] Employees with highly proactive personalities will participate in knowledge sharing among 

their teams. Proactive personality has a positive impact on knowledge sharing[24]. Employees with influence 

in the organization and the work system will be available to share their knowledge as they feel a sense of 

responsibility to their organization and the effect of knowledge sharing is bolstered by the employees’ 

heightened view of their organization, supported by the continuous feedback between the employees and the 

organization [25] A proactive personality has a positive impact on innovative work behavior. This indicates 

that an employee with a proactive personality who is able to finish their work regardless of the circumstances 

will change innovative ideas into solutions in their workplace in the creative industry. An employee with a 

proactive personality will have the initiative to keep finding better ways to do their work, will thrive in 

finding new opportunities and proactively search for ways to improve lives based on the information they 

obtained, and will explore their environment to enhance the potential to encourage innovation in the 

organization.Proactive personality is proven to have significant positive effects on innovative work behavior 

[9]. Proactive employees tend to work in an environment with little substantial freedom, independence, 

and individual discretion in making decisions at work (low job autonomy), where proactivity may increase 

the likeliness of conflict among employees[34]. The more a proactive person is being limited by rules and 

procedures, the more likely there is a possibility for new ideas to come about.  

The key to innovative work behavior is a proactive personality [16] Knowledge sharing greatly 

impacts innovative work behavior. This indicates that when an employee shares the knowledge that they 

acquired, their co-workers will find a solution from said knowledge which can lead to a new innovative idea. 

Knowledge sharing can be used as a tool to aide co-workers and a collaboration tool to solve problems [35] 

Innovative work behavior prioritizes inter-organization communication, providing an opportunity for 

employees to take the initiative to conceptualize products and services for a company. Frequent knowledge 

sharing can improve innovative work behavior[7]. Knowledge sharing among a set of culturally diverse 

employees will force them to be more open-minded and motivate them to attempt new ideas in order to 

improve their innovative work behavior[13]. Innovative work behavior hinges on knowledge sharing, which 

consists of employees sharing their knowledge and skills [14] The knowledge-sharing variable indirectly 

affects the participative leadership and proactive personality variables in relation to the innovative work 

behavior variable. The more often knowledge sharing occurs in the creative industry where input from your 

peers is crucial, the more impact it has on the innovative work behavior variable. Indirect effect to figure out 

the exogenous variable with the most and least effect on the endogenous variable and/or knowing if the 

intervening variable has an effect as a mediating variable [36]. 

 

IV. CONCLUSION 

In conclusion, a company with adequate participative leadership by the leader will improve 

knowledge sharing among employees. However, participative leadership has no real effect on innovative 

work behavior among employees in the creative industry of Jakarta. Meanwhile, a proactive personality may 

increase knowledge sharing and increase innovative work behavior among employees who are in the creative 

industry of Jakarta. Knowledge sharing among co-workers may encourage innovative work behavior among 

employees. Thus, the results of this study may be used as a reference for the next study to analyze and 

identify other factors that may affect improvements in employees’ innovative work behavior, as participative 

leadership in this study is found to not have any significant effect on employees’ innovative work behavior, 

therefore, this study can be used as the model for newer and better explorative research. The aim of this 

research is to provide a better understanding of the effects of participative leadership and proactive 
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personality towards knowledge sharing and innovative work behavior in relation to the creative industry of 

Jakarta. The creative industry has the potential to be massively improved on a larger scale as it produces 

works that are tangible as well as services that are intangible.  

The aforementioned industry includes the creation of things, production, the distribution of services 

with cultural and economic values attached to them, and market goals. The creative services industry offers 

services that may increase capacity and new ideas to bolster the production of tangible products and reach 

the goals set by organizations in the creative industry [37] The implications set in the creative services 

industry is to foster partnerships in order to integrate employees’ capabilities and ability to find new ideas for 

the company.A leader must actively participate in finding effective ways to maintain frequent knowledge 

sharing. In order to spur employees’ initiative in sharing their knowledge and skills with their co-workers 

every day, collaboration projects can be done to foster knowledge sharing among employees. Moreover, 

weekly brainstorming sessions, monthly workshops, or a briefing every morning may increase 

communication between co-workers in the creative industry to solve problems by sharing information 

regarding work or general news.Organizing awards programs as a form of appreciation towards employees’ 

innovative ideas may motivate the creative industry to create new ideas for the company and increase 

innovative work behavior. Workplaces in the creative industry can be used to observe improvements in their 

employees by providing training and evaluating the work ethics of each employee to achieve the goal of the 

organizations they are in. 

 Employees who can bravely introduce new creative concepts to the workplace in an organized 

manner and are given a chance to prove themselves will see an increase in the innovative work behavior of 

their workplace.Employees with participative leadership and a proactive personality may improve the 

knowledge sharing present in a creative industry company. Participative leadership can be done by 

encouraging team members to speak their minds and using feedback from employees to make impactful 

decisions to achieve company goals. Increasing employees’ emotional attachment towards their company by 

paying attention to their comfort when working in the company, which may lead to them being able to voice 

their opinions and ideas is a form of attempt to engage in participative leadership. Employees with a 

proactive personality will do whatever it takes to finish their work and believe in their own capabilities, no 

matter the circumstances. 
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