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Abstract:  Innovation plays a major role in the sustainability of the organization. The role of human resources is very important to 

improve innovative work behavior. Many factors influence innovative work behavior. Researchers used four variables according to the 

locus of research conducted at Palembang Metropolitan Police Station. The variables are transformational leadership, work engagement, 

knowledge sharing, and innovative work behavior. There are eight hypotheses proposed in this study as empirical research that aims 

to determine the effect of transformational leadership and work engagement on innovative work behavior with knowledge sharing as 

a mediator. The research was conducted in the public sector, namely the Indonesian National Police (POLRI), precisely at the 

Palembang city Police Resort. Respondents in this study will distributed to 350 personnel of Palembang city Police Resort as a plan. 

The research method used was SEM-PLS. The data calculation was carried out by using SMART PLS 3. 

 

Keywords: Transformational Leadership, Work Engagement, Knowledge Sharing, Innovative Work Behavior 

 

I. INTRODUCTION 

Science Technology has changed civilization in such a way and provided many significant impacts. Many things that were 

previously considered impossible, have now been transformed into things that are beneficial for humans. Therefore, the success of an 

institution or organization is highly dependent on the quality of its human resources. Mathis and Jackson (2006) define HR as an 

arrangement of various formal systems that aim to maintain that HR talents and interests can be used effectively and efficiently so that 

the goals and objectives of an organization are realized. Superior human resources can be judged by their ability to adapt to all existing 

conditions. One example is the situation of the COVID-19 pandemic which is currently a frightening specter globally. This pandemic 

situation has caused many shifts, such as the lockdown system, changes in habits, lifestyle changes, and others. It is possible that 

because of this situation, big challenges will arise in the future that must be faced. Thus, innovative human resources are needed so 

that survival continues to run well. 

 

Based on global innovation index data from 2018 to 2020, it is known that Indonesia still occupies the same position from year to 

year, which is at number 85. This position is still far below the position of neighboring countries such as Singapore. Singapore in this 

case managed to rank 8 (eight) in 2020. This indicates that innovation from the Indonesian nation is still low. For this reason, there is 

a need for awareness and support from all parties in Indonesia, including government and private officials and all Indonesian people. 

The hope is the creation of competent and competitive human resources so that they can catch up. One of the most influential 

government apparatus in this regard is the POLRI. The reason is that POLRI is a public organization whose duties cover all lines of 

society. Therefore, POLRI needs to move quickly to adapt to the existing situation. In addition, it is also hoped that their main duties 

as the personnel of the POLRI can be carried out optimally and are well received by the community. 

 

Innovation is a form of transformation effort considering that innovation is a step that aims to market the products and services of 

an organization to the public so that the organization can continue to survive and be accepted by the environment and compete with 

other organizations (Sechermuly, Meyer and Dammer, 2013). Scott and Bruce (1994) emphasize that the will and actions of employees 

or human resources are the keys to achieving organizational innovation. This shows that the role of HR is very influential in creating 

innovation in an organization. One thing that needs to be focused on is to always keep abreast of changes, namely through the innovative 
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work behavior (IWB) of the POLRI HR itself. This is because every person or individual in an organization has a contribution to 

organizational development (Janssen, 2000). 

 

Therefore, POLRI needs a lot of human resources (HR) who have Innovative Work Behavior (IWB) so those creative ideas can 

be created. Through the IWB, their role as state apparatus is expected to be able to provide excellent service to the community and 

carry out their main tasks and realize the vision and mission of the Indonesian National Police optimally. As stated by Nonaka and 

Takeuchi (1995), it is mentioned that innovative work behavior (IWB) generally occurs at the individual level because individuals can 

generate new ideas that regularly reflect broad shifts in perspective and reorientation of existing activities (Naveh and Erez, 2004). 

 

Many variables support the realization of innovative work behavior. In this case, the researcher chose transformational leadership, 

work engagement, and knowledge sharing. The consideration is that this variable has been adjusted to the locus of research conducted 

at Polrestabes Palembang. Transformational leadership has a positive role in innovative work behavior which is in line with research 

conducted by Choi et al., (2015). In his research, it was found that Transformational Leadership (TL) affects Knowledge sharing and 

Innovative Behavior. Similarly, the research conducted by Woocheol Kim and Jiwon Park (2017) found that Knowledge Sharing affects 

Innovative Behavior. Research conducted by Suk Bong Choi, et al (2014) also shows that Transformational Leadership (TL) has a 

significant influence in shaping Innovative Work Behavior (IWB). The results of his research revealed that knowledge sharing and 

POS positively moderate the relationship between Transformational Leadership (TL) and Innovative Work Behavior (IWB). 

Meanwhile, Woocheol Kim, et al. (2017) in their research showed that Employee Work Engagement increases employee knowledge 

sharing and Innovative Work Behavior (IWB). Knowledge sharing in their research is also known to increase Innovative Work 

Behavior (IWB). In this correlation mechanism, employee work engagement and knowledge sharing act as significant mediators. 

 

Referring to the results of several previous studies, it can be seen that Innovative Work Behavior is mostly carried out in private 

organizations, thus encouraging researchers to conduct the same research but in public organizations. The selected public organization 

in this case is the POLRI institution. The target object is POLRI personnel on duty at Polrestabes Palembang. The focus of the study 

in this research is the influence of Transformational Leadership (TL) and Work Engagement (WE) on Innovative Work Behavior (IWB) 

through Knowledge Sharing (KS) as a mediator. This characteristic is the main difference between this study and previous studies. 

 

II. THEORETICAL FRAMEWORK 

 

The variables of this study consisted of the dependent variable, the intervening variable, and the independent variable. This study 

used innovative work behavior as the dependent variable and knowledge sharing as the intervening variable. Transformational 

leadership and work engagement were taken as independent variables. 

 

 

2.1 Transformational Leadership 

 

Transformational leadership according to Burn (1978) is leadership that occurs when there is a relationship between the leader 

and his followers in such a way that a relationship arises to lift each other to the level of motivation and morality. According to Burn 

(1978), Transformational Leaders are also able to teach members or followers to become leaders for themselves and encourage them 

to be active in the change movement. This transformational leadership was later developed by Bass so that he (1985) explained that 

transformational leadership will be realized when leaders prioritize the interests of their employees so that they generate motivation 

and encouragement from themselves to be loyal and provide optimal performance for the benefit of the organization. Bass (1990) also 

states that Transformational Leadership (TL) does not recognize an exchange, give and take relationship between leaders and 

subordinates, but rather to inspire and motivate employees or to do more than what the organization expects. According to Luthans 

(2006), on the one hand, transformational leadership is defined as leadership whose approach is not coercive and rigid, but rather an 

effort to change the way of thinking and awareness to arouse the enthusiasm of the employees. Thus, it is hoped that they will optimize 

their performance to achieve organizational goals. 

 

2.2 Work Engagement 
 

Engagement is an emotional, cognitive and behavioral state that focuses on the choice of organizational outcomes (Shuck and 

Wollard, 2010). The term work engagement (WE) was first introduced by William Kahn in 1990. Khan explained that work engagement 

(WE) is a condition in which employees are not only bound and focused only on their work but also emotionally attached to their 

organization. Khan (1990) also explained that there are three aspects of work engagement (WE), which consist of cognitive, emotional, 

and behavioral aspects. Employees with a high level of engagement in their organization will have concern for the operational 

environment, carry out their work enthusiastically, speak positively and be able to work together with other employees and do more 

than what the organization expects. 

 

2.3 Knowledge Sharing 

 

Nonaka & Takeuchi (1995) convey the definition that knowledge sharing is an exchange of knowledge possessed by an individual 

with joy or voluntarily without any coercion from others where he then understands the process. The purpose of the process of 

exchanging knowledge and skills involving individuals and organizations is to create and disseminate knowledge to generate new ideas. 

This new idea will then be processed into products and services that will be combined with technology. The purpose of this is the goal 

that the organization can operate more efficiently. The understanding of knowledge sharing according to Liebowitz (2001) is to 

stimulate organizations to create or realize knowledge which will then be transformed into greater power. Knowledge sharing is also 
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defined as a culture of social interaction that includes the exchange of knowledge, experience, and expertise of employees through the 

organization (Hogel et al., 2003). 

2.4 Innovative Work Behavior 

 

Many researchers stated that creativity and innovation are two different concepts where creativity involves new ideas while 

innovation is the generation and implementation of new ideas (Amabile, 1996; Pieters et al., 2010). Scott and Bruce (1994) on the one 

hand explained this as a multistage process in which Innovative Work Behavior (IWB) is an effort or action to seek, develop and realize 

new ideas and solutions that are adapted to current conditions. Janssen (2000) adds that Innovative Work Behavior (IWB) is creating 

a new idea on purpose where the idea will then be introduced to the public, and then applied to colleagues, groups, or organizations for 

the benefit of groups and organizations. De Jong & De Hartog (2008) also define Innovative Work Behavior (IWB) as an individual 

activity that aims to introduce a new thought that has usefulness which is then implemented into a work process or product which can 

be in the form of goods or methods of work procedures. 

 

Based on the research resources from Kunter and Scott & Bruce, De Jong and Hartog (2008), they stated that there are 4 (four) 

dimensions of Innovative Work Behavior ( IWB ) , some of them are: 1.Opportunity Exploration namely the ability of 

individual/employee in exploring opportunity and identifying the issues. Opportunity exploration can become an inspiration to find 

alternatives ( farr & Ford, 1990 in De Jong and De Hartog, 2008). 2.Idea Generation namely making a concept from an idea that has 

appeared in the starting dimension, further the idea is used to solve the problem / improve the performance. The concept is processed 

in the form of product and service or new process as a solution to overcome the problem that has been identified (Kanter, 1988; Van 

de Ven, 1986;Amabile, 1988). 3.Championing the idea namely according to Kleysen & Street (2001) explained that championing is a 

person’s behaviour in trying to carry out his creative idea. In implementing the idea, a person does not need support and coalition but 

also he should trust his idea will succeed so that it can be implemented and potential. 4.Idea Realization (Application) namely braveness 

of the idea creator to be able to implement the his idea result for routine work activities and it can be realized by building, testing, 

developing, and promoting the idea of product, service and process offered (Van de ven, 1986;Kanter ,1988). 

 

III. HYPOTHESES DEVELOPMENT 

 

3.1 The Effect of Transformational Leadership on Knowledge Sharing 

 

Generally Transformasional Leadership (TL) is people who always behave positively and tend to support their subordinates to do 

things that can advance the organization. According to a research conducted by Suk Bong Choi, et al. (2017) they found that 

Transformational Leadership (TL) gives strong effect in forming Innovative Work Behavior ( IWB ) to the employees. Moreover, in 

this study, it is found that Transformational leadership (TL) has positive effect on knowledge sharing (KS) . 

 

H1 : Transformational Leadership (TL) has positive and significant effect on Knowledge Sharing (KS) . 

 

3.2 The Effect of Work Engagement on Knowledge Sharing 

 

The definition of  Work Engagement (WE) experiences fast development in this decade, and the most popular one is the definition 

that is developed by Schaufeli et al., that describes Work Engagement (WE) directs to positive thing related to the work indicated by 

vigor, dedication and absorption. Some previous researches as it was carried out by Woocheol Kim, et al. (2017) shows that Work 

Engagement (WE) has significant and positive effect on employees’ intention for Knowledge Sharing (KS). And Knowledge Sharing 

(KS) itself is a behavior that motivates us to be proactive and tend to share the idea related to the work with their colleagues only if they 

are dedicated and enthusiastic with their job. It is also found in the study conducted by Kwangho Lee and Hae-Deok Sonk (2020) which 

stated that Work Enggagement (WE) has positive and significant effect on Knowledge Sharing (KS), as the employee has a bond with 

an organization then he will share his knowledge for organizational advancement. 

 

H2 :Work Engagement (WE) has positive and significant effect on Knowledge Sharing. 

 

3.3 The Effect of Transformtional Leadership on Innovative Work Behavior 

 

Transformational leadership will be able to give inspiration to the employee to do Innovative Work Behavior ( IWB ). The study 

by Bilar Afsar (2018) found that Transfarmational Leadership has positive and significant effect on Innovative Work Behavior ( IWB ). 

The same thing is also uttered by the previous researcher namely Sung Bong Choi, et al. (2015) that in the research that they carried out 

towards the employees in a Korean manufacture enterprisefound that transformational leadership has effect on Innovative Work Behavior 

( IWB ). 

 

H3 :Transformational Leadership has positive and significant effect on Innovative Work Behavior ( IWB ). 

 

3.4 The Effect of Work Engagement on Innovative Work Behavior 

 

An employee that has engagement towards his organization will be motivated to give ideas or innovation for his organizational 

advancement. According to the research carried out by Wooheol Kim and Jiwon Park (2017) it was found that Work Engagement (WE) 

has effect on Innovative Work Behavior ( IWB ). It is in line with the study carried out by Upasna A. Agarwal ( 2013). 

 

H4 :   Work Engagement (WE)has positive and significant effect on Innovative Behavior. 
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3.5 The Effect of Knowledge Sharing on Innovative Work Behavior 

 

The previous researchers found that Knowledge Sharing (KS) has positive and significant effect on Innovative Work Behavior 

( IWB ). It is in line with the study carried out by Woocheol, et al. another study carried out by Sung Bong Choi, et al. (2015) alos 

stated the same thing that Knowledge Sharing (KS) has positive and significant effect on Innovative Work Behavior (IWB). Thus, it is 

obtained hypothesis as below. 

 

H5 :  Knowledge Sharing has positive and significant effect on Innovative Behavior. 

 

3.6 The Effect of Transformational Leadership (TL) on Work Engagement (WE) 

 

Transformational Leadership (TL) plays an important role in Work Engagement (WE). Bass (1985) said that Transformational 

Leadership (TL) has strong correlation on engagement construct. Further, the previous researchers carried out by Segers, De Prins & 

Brouwers (2010) shows that transformational leadership has positive effect on engagement, and also the leader can create an 

environment that can improve his subordinates’ engagement directly and indirectly. Positive leaders create and strengthen the positive 

effect on work effectiveness and engagement level. A research conducted by Saul, et al. (2014) stated that transformational leadership 

gives positive effect that is significant to work engagement.  

 

H6 : Transformational Leadership (TL) has positive and significant effect on Work Engagement (WE) 

 

3.7 The Effect of transformational leadership on Innovative Work Behavior ( IWB ) through knowledge sharing as mediator. 

 

Transformational Leadership emphasizes on employees’ trust building that promote knowledge sharing between employees and 

leader in an organization (Bass, 1985). Some previous researchers thought that knowledege sharing is a requirement for innovation 

(Brown andEisenhard, 1995). And in the research carried out by Sung Bong Choi, et al. (2015) it was found that Transfarmational 

Leadership has positive and significant effect onInnovative Work Behavior ( IWB ) through Knowlede Sharing.  

 

H7 :  Transfarmational Leadership has positive and significant effect on Innovative Work Behavior ( IWB ) through Knowlede Sharing. 

 

3.8The Effect of Work Engagement (WE)on Innovative Work Behavior ( IWB ) through knowledge sharing as mediator. 

 

An organization can improve innovation by promoting and strengthening their employees’ Innovative Work Behavior ( IWB ) 

through  knowledge sharing. In the previous research that was conducted by Kim dan Park (2017), it was found that employee work 

engagement has positive effect on knowledge sharing and Innovative Work Behavior ( IWB ). Besides, it was also found that knowledge 

sharing has positive effect on Innovative Work Behavior ( IWB ). As well as a study that was carried out by Kwangho Lee and Hae-

Deok Song (2020), it was found that Work Engagement (WE) influences Innovative Work Behavior ( IWB ) and knowledge sharing 

also influences Innovative Work Behavior ( IWB ). Thus, from some previous researches are obtained hypothesis as follows: 

 

H8 :Work Engagement (WE) has positive and significant effect on  Innovative Work Behavior ( IWB ) through Knowlede Sharing. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Model Analysis 

 

IV. CONCLUSION 

 

Human resources that have innovative work behavior are very needed by an organization to maintain the continuity of the 

organization itself. The more human resources that have innovative work behavior the better innovation created and it means the 

organizational objectives will be easily achieved.Polri (the National Police) as one of container in a public organization has great duty 

and responsibility towards the society so that they are demanded to be able to fulfil all society’s expectation in realizing society’s order 

and safety. 
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Based on literature review transformational Leadership (TL) helps the employees to obtain their strength andtheir uniqueness and 

provide opportunity to the employees to develop their knowledge and cooperative competency in creating and improving Innovative 

Work Behavior (IWB) in the level of personal and institution’s innovation (Bass, 1999; Bass et al., 2003; Bass dan Riggio, 2006). It is 

in line with the research conducted by Sung Bong Choi, et all (2015), in the research it is found that transformational leadership has 

effect on Innovative Work Behavior ( IWB ). Meanwhile, work engagement (WE) refers to the condition of positive and satisfied 

thought and related to work indicated by using vigor, dedication and absorption (Schaufeli et al., 2002). The previous researchers 

mentioned that Work Engagement  (WE) gives positive contribution towards the employees’ intention to do Knowledge Sharing (KS). 

Knowledge Sharing (KS) is a behaviour that motivates ourselves and being proactive to share the idea and skill to colleagues and 

employees tend to be willingly share their knowledge and skill to their colleagues if they are dedicated and enthusiastic with their job 

( Chen et al., 2011).  Another research also shows that Employee Engagement influences employees’ Innovative Behavior ( Agarwal 

et al., 2012; Spiegelaere et al., 2016) . 
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