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Abstract  
This study discusses about the effect of organization climate on innovative work behaviour. The respondents of 

this study were 124 employees who work in a mining company which implement innovation. This research was 

a quantitative research and used Innovative Work Behaviour Scale by Janssen (2000) and Organizational Climate 

Measurement by Patterson et al. (2005).  The data analysis technique used multiple regression analysis.  The result 

showed that there was an influence of organizational climate on innovative behavior in the workplace by 12.1%, 

R2 = .121; F(1, 122) = 16,721, p < .05.The results also showed from the three dimensions of organizational climate, 

only two has significant effects, they are flexibility & innovation, t(120) = 2.433, p < .05, and outward focus, 

t(120) = 2.113, p < .05. Dimension which not significantly affect innovation work behaviour is reflexivity, t(120) 

= -.143, p = .886. The implications of this study can be considered by organizations to develop a supportive 

organizational climate so that employees feel comfortable to display innovative work behaviors and at the end 

will ultimately have a positive impact for the organization. 
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INTRODUCTION 

Competition between companies these days 

are increasingly tight. This is supported by the 

rapid development of technology and 

information as well as the growth of consumer 

demands. To survive the competition, 

companies and organizations must be able to 

adapt and one of the ways to achieve this is 

through innovation (Cingöz & Akdoğan 2011; 

Jiménez-Jiménez & Sanz-Valle, 2011; 

Vinarski-Peretz & Carmeli 2011). Companies 

can obtain many benefits through innovation, 

among others, companies can function more 

effectively (Janssen, 2000), organization 

competitiveness is maintained (Hammond et 

al., 2011), organizations can improve 

performance (Vinarski-Peretz & Carmeli, 

2011), and help companies gain an increase in 

profits (De Jong & De Hartog, 2010). Various 

companies in the world encourage innovative 

behavior in their employees because 

employees play an important role in bringing 

innovation to life (Etikariena & Muluk, 2014). 

Getz and Robinson (2003) mention that 80% 

new ideas come from individuals and only 20 

% from organizational initiatives. There needs 

to be a special effort from the company to 

increase the willingness of its employees to be 

innovative, so that innovation can easily be 

supported. When a program is carried out 

properly, the benefit is not only for the 

company, but employees will gain benefits 

too, such as increased work satisfaction, 

additional incentives and improved skills. If 

they fail, the employees have lost nothing and 

simply carry on as before while trying to find 

new ideas.  

Some experts are still debating this innovative 

concept (Potočnik & Anderson, 2016). One 

important debate is related to whether 

innovation and creativity are the same thing or 

different. Amabile, (1996); Hennessey and 

Amabile (2010) say that these are two 

different things. The creative process involves 

the process of finding new ideas, but do not 

reach the implementation stage (Amabile, 

1996). While innovation is defined as the 

generation and application of new ideas by 

individuals and other members of the 

organization because of the demands of the 

organization (Scott & Bruce, 1994). Janssen 

(2000) points out that innovation is essentially 

an idea developed, brought about, and 

modified by individuals. Hence, it can be 
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concluded that the basis of innovation are 

ideas. The idea comes from person who works 

in the company. If we want to learn about 

innovation, we should look at the person who 

carries out this innovation. Scott and Bruce 

(1994) were the first researchers that mention 

innovation at the individual level. They define 

innovative work behaviors as an intentional 

effort to generate, promote and implement 

ideas within the scope of tasks, workgroups, 

to provide benefits for organizations. This 

definition is used as the basis for the definition 

of innovative work behavior in this study.  

Various efforts are made to develop 

innovative work behaviors, one of which is by 

understanding what factors play a role 

(Standing et al., 2016; Zennouche et al., 

2014). The three main factors that influence 

innovation are internal, occupational, and 

contextual factors. Internal factors consist of 

individual differences, personalities, and 

motivation. There is also a role of self-

monitoring (Sulistiawan et al., 2017). 

Occupational factors consist of job 

complexity, job characteristics, and time 

pressure (Baumann, 2011; Etikariena, 2018; 

Hammond et al., 2011). At the level of work 

in groups, some factors include organizational 

team climate and characteristics of group 

members, at the organizational level such as 

culture, strategies, and structures, that affect 

the innovative work behavior of employees 

(Sameer & Ohly, 2017). The last factor, 

contextual factors consist of support to 

innovate, organizational climate, availability 

of resources, leader-member exchange, 

transformational leadership, relationships at 

work, group factors, and organizational 

factors (Chih-Yang Chao et al., 2011; 

Hammond et al., 2011). 

Of the factors mentioned above, this study 

will focus more on the role of organizational 

climate. The reason is because the 

organizational climate is a condition that has 

a positive influence on performance (Sethibe 

& Steyn, 2016; Shanker et al., 2017). 

Appipalakul and Kummoon (2017) research 

for example also shows the importance of 

organizational climate to minimize conflicts 

while working. This is inseparable from the 

definition of the organizational climate, how 

an organizations members perceive their 

experience within the organization, then the 

members of the organization put a common 

meaning to the experience within the 

organization (Patterson et al., 2005). A new 

characteristic can be decided as an 

organizational climate when interpreted 

jointly by members of the organization. For 

example, one employee considers the 

organizational climate of the company as 

competitive, but the other employees consider 

the climate of the company as family, it can be 

concluded that the organizational climate of 

the company is competitive or familial.  

When it comes to innovation, organizational 

climate is an important factor that contributes 

towards innovation. A positive organizational 

climate, such as one that is participatory, 

open, and safe, will motivate employees to 

demonstrate innovative behavior (Hammond 

et al., 2011). A positive organizational climate 

can influence innovative behavior by 

providing intrinsic motivation to employees 

and making employees feel fully supported by 

the company, so that employees do not 

hesitate to display innovative behavior 

(Shalley et al., 2004). However, studies on 

organizational climates still need to be 

developed, especially related to how the 

organizational climate dynamic impacts the 

performance of the organization, one of which 

is represented by innovative work behavior 

(Shanker et al., 2017). Therefore, it is 

important for companies to design a positive 

organizational climate and support employees 

to display innovative behavior because a 

positive organizational climate can be 

perceived as supportive and that the company 

pays attention to its employees, so that the 

employees are encouraged to demonstrate 

innovative behavior that can benefit the 

company. This is also supported by 

subsequent studies that found that 

organizational climate with different roles 

turns out to be related and influences 
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innovative work behavior (Ahmed et al., 

2019; Bogilović et al., 2020; Izzati, 2017). 

Research conducted by Imran et al. (2010) 

state that Open System Model organizational 

climate will support employees to display 

innovative work behavior. Referring to the 

findings, this study will only use Open System 

Model from the four organizational climate 

models of Patterson et al. (2005). The 

selection of one of the four models is 

explained by Patterson et al. (2005) which 

states that it is best for researchers to choose 

one of the scales or quadrants that best 

matches the research being worked on. All 

models’ application would indicate that a 

study is theoretically lacking in focus. There 

has been a lot of research to study innovative 

behavior in the workplace and even 

innovative words are considered overused 

terms in the United States (O’Bryan, 2013), 

but from the positive side, this can be seen as 

the increasing number of companies that 

realize the importance of innovation to face 

various challenges ahead. Participants of this 

study were employees working for a mining 

company. The mining industry has 

characteristics such as being located in a 

remote area because it is close to the mining 

site and produces large quantities of product 

to be exported to other countries. Innovations 

that generally occur in mining companies are 

in technology especially technology that is 

developed to mine, innovation is also needed 

to find locations that have potential to contain 

coal. As for the head office innovations that 

may benefit them are innovations in solving 

problems encountered daily in order to 

improve work performance.  Based on this 

consideration, the researchers decided to 

conduct a study on mining companies to look 

deeper at organizational climate and its 

influence on innovative work behavior within 

the company. Based on the background 

description, the main issue raised in this study 

is whether there is an influence of the 

organizational climate on innovative work 

behavior on employees of PT X.  

Quinn and Rohrbaugh (1983) compiled a 

model for researching the effectiveness of a 

company. The model called Competing 

Values Approach was later used by Patterson 

et al. (2005) as the basis for measuring the 

organizational climate of a company. 

Competing Values Approach consists of four 

models, one of which is Open System Model, 

(as used in this study), this model focuses on 

external factors, the customers. In addition, 

this model has a flexible organizational 

structure and has growth and resource 

acquisition goals. The goals are achieved by 

maintaining the flexibility and readiness of the 

company. Open System Model has three 

dimensions, flexibility & innovation, outward 

focus, and reflexivity. Flexibility is the 

orientation to change, while innovation is the 

support of new ideas and approaches. 

Outward focus is a responsive organization to 

the needs of buyers and the market in general. 

Reflexivity is an attempt to broadly review the 

goals, strategies, work processes, and 

organizational environment (Patterson et al., 

2005) 

The definition of innovative work behavior is 

as follows:  

“..., individual innovation begins with 

problem recognition and the generation 

of ideas or solutions, either novel or 

adopted. During the next stage of the 

process, an innovative individual seeks 

sponsorship for an idea and attempts to 

build a coalition of patsupporters for it. 

Finally, during the third stage of the 

innovation process, the innovative 

individual completes the idea by 

producing ‘a prototype’ or model of the 

innovation ...” 

“… Innovation is viewed here as a 

multistage process, with different 

activities and different individual 

behaviors necessary at each stage” (Scott 

& Bruce, 1994, pp. 581-582). 

Scott and Bruce (1994) see innovation as a 

process with several different stages. The first 

stage is the process of problem recognition 

and finding solutions to the problem. The 

second stage, to find sponsorship to support 
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the idea and then model the existing idea. The 

definition of Scott and Bruce (1994) was 

clarified by Janssen (2000), as a deliberate 

attempt to find, promote, and implement ideas 

within the scope of tasks, working groups, and 

organizations to provide benefits and merits to 

the organization.  

Scott & Bruce (1994) divide innovative work 

behavior into three different stages, idea 

generation, idea promotion, and idea 

realization. In idea generation, individuals are 

able to recognize problems, then create new 

ideas or solutions that are useful. The process 

that occurs at this stage is similar to that which 

occurs in the creative process. The next stage 

is idea promotion, where individuals promote 

ideas that have been created by colleagues so 

that they can be accepted. In addition, at this 

stage there is also a collection of support so 

that the idea has the power to be implemented. 

The last stage is idea realization, individuals 

produce prototypes or models of an idea to 

apply in the scope of work, group, or 

organization as a whole. These stages form 

innovative work behavior and cannot be 

interpreted separately so that the 

measurements are unidimensional. Therefore, 

this has an impact on the analysis based on the 

total score of these three stages (Scott & 

Bruce, 1994). From the description of the 

phenomena and arguments presented above, 

the hypothesis which becomes the focus of 

this study is that there is a relationship 

between the organizational climate and 

innovative work behavior.  

METHOD 

This study uses two variables, organizational 

climate as a independent variable and 

innovative work behavior as a dependent 

variable. This is quantitative research with 

cross-sectional study design (Kumar, 2011). 

The target of this research were employees at 

a company that applies innovative values. 

Respondents to this study were employees 

working for a coal mining company located in 

East Kalimantan. In 2013, Fortune Indonesia 

magazine awarded PT X as one of the most 

admired companies in mining with one of the 

criteria being assessed is its innovation 

(Purwanto, 2013). PT X has the value of 

“Exponential spirit, encouraging us to always 

be innovative, future-oriented and proactive”. 

It also has three philosophies, innovative, 

progressive, and trust (PT X Company Profile, 

2013). Recognition from the public in the 

form of awards as well as philosophy and 

value that prioritizes innovative is a 

consideration for researchers to choose this 

company as a respondent. The sampling 

technique used was accidental sampling. 

Participants were employees who have 

worked for mining company for more than a 

year. The sample used in this study was 124 

participants who were all permanent 

employees.  

The measuring instrument used in this study 

was Organizational Climate Measurement by 

Patterson et al. (2005) consisting of 16 items. 

Measurements of innovative work behavior 

also vary (De Spiegelaere et al., 2014). This 

study used Innovative Work Behavior Scale 

developed by Janssen (2000) from Innovative 

Work Behavior Scale from Scott and Bruce 

(1994) as many as 6 to 9 items. This 

measuring instrument from Janssen was later 

adapted by Etikariena and Muluk (2014) into 

Indonesian, using a 6-point Likert type scale. 

The use of Likert type scale was to make it 

easier for participants to respond (Suárez-

Alvarez et al., 2018). Before administration, 

these instruments were tested first to see the 

reliability and validity of each instrument. The 

trial was conducted with a private company 

engaged in telecommunications.  

Based on the calculation results, Cronbach’s 

Alpha value for Innovative Work Behavior 

Scale is .936 and for Organizational Climate 

Measurement is .813. The coefficient of 

Cronbach’s Alpha indicates that the 

measuring instrument has a high internal 

consistency. As for corrected item-total 

correlation on both scale is worth above .20 

which means it has a fairly good item validity. 

Therefore, the items presented can be declared 

well filtered (Józsa & Morgan, 2017). It is 
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expected that the bias caused by reserved 

items also did not happen considering all 

items were favorable (Weijters et al., 2013). 

To minimize the common method bias, 

randomizing the items during administration 

was done so the respondents were unable to 

guess the direction of the study (Podsakoff et 

al., 2003). The data obtained by disseminating 

the questionnaire were analyzed using simple 

regression to see the effects given by 

organizational climate on innovative work 

behavior and multiple regression to see the 

effects given by dimensions of organizational 

climate on innovative work behavior.   

RESULT AND DISCUSSION 

The dissemination of questionnaires to collect 

data gained from 124 participants. The 

distribution can be seen in the table below:  

Table 1. 

Demographic Data of Respondents 

Category n % 

Gender:  

Male 

Female 

 

98 

26 

 

79 

21 

Age:  

< 25 

25-44 

44-65 

 

20 

103 

1 

 

16 

83 

1 

Education:  

Senior High School 

Diploma  

Bachelor 

Master or Doctorate 

 

7 

4 

111 

2 

 

5.6 

3.2 

89.5 

1.6 

Tenure:  

< 2 years  

2-10 years 

>10 years 

 

27 

92 

5 

 

21 

74 

4 

Job Level:  

Staff 

Supervisor  

 

116 

8 

 

93.5 

6.5 

Salary:  

< 5 million  

5-10 million 

>10 million 

 

9 

56 

59 

 

7.2 

45.2 

47.6 

From table 1 above, it can be seen that the 

respondents involved were dominated by 98 

male respondents (79%), age range of 25-44 

years and as many as 103 people (83.1%), 

working period (within the company) with the 

majority between 2-10 years, 92 people 

(27.4%), education with bachelor degree 111 

people (89.5%), staff level 116 people 

(93.5%) and the highest salaries in the range 

of more than 10 million rupiahs per month as 

many as 59 people (47.6%).  

Table 2. 

Simple Regression Analysis of 

Organizational Climate on Innovative 

Work Behavior 

 b t 

Constant 19.310 4.968 

OC     .261 4.089 

r .347** 

R2 .121 

F 16.721* 

Note. OC = Organizational Climate. 
*p < .05. **p < .01. 

Based on the data above, it can be seen that 

the value of r = .347, p < .001. This suggests 

that the research hypothesis, which is that 

there is a link between organizational climate 

and innovative work behavior, is accepted. 

The organizational climate significantly 

influences innovative work behavior within 

PT X with F(1, 122) = 16,721, p < .05. Then, 

based on its parameter model, it can be 

concluded that the organizational climate 

significantly has an impact on innovative 

work behavior. Furthermore, with the 

coefficient of R² as much as .121, this means 

that the organizational climate influences 

innovative work behavior by 12.1% and the 

rest, which is 87.9% is influenced by factors 

other than the organizational climate. Thus, 

the organizational climate contributes to the 

formation of innovative work behavior.  

The second analysis is to see the influence of 

each dimension of organizational climate on 

innovative work behavior. This is because the 

organizational climate measurement tool is 

multidimensional, so that each dimension can 

be seen to have an influence on innovative 

work behavior variables. The organizational 

climate dimensions are flexibility and 

innovation, outward focus, and reflexivity. 
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Table 3. 

Multiple Regression Analysis of Organizational Climate’s 

Dimensions on Innovative Work Behavior 

Organizational Climate Dimensions b t p 

Constant 21.548 5.311 .000 

Flexibility & Innovation .335 2.433 .016* 

Reflexivity  -.022 -.143 .886 

Outward Focus .361 2.111 .037* 

*p < .05. 

Judging from its significance, flexibility & 

innovation dimension has a value of t(120) = 

2.433, p < .05; outward focus dimension has a 

value of t(120) = 2.111, p < .05; and 

reflexivity dimension has a value of  t(120) = 

-.143, p > .05. This indicates that the 

flexibility & innovation dimension and the 

outward focus dimension affect innovative 

work behavior at .05 level of significance. 

While reflexivity dimension is proven not to 

affect innovative work behavior.   

Furthermore, the analysis was conducted for 

different tests with ANOVA analysis to see 

the difference in the level of innovative work 

behavior in each demographic category 

measured. As a result, based on gender, males 

(M = 34.96) had a higher innovative behavior 

scores than females (M = 35.19), but this 

difference was insignificant, F(2, 120) = 

1.527, p > .05. For age, the highest average 

score of innovative behavior is 45-65 years 

old (M = .46), but this difference was also 

insignificant, F(3, 119) = 1.231, p > .05. 

Based on the working period, the highest 

innovative behavior score were participants 

who were in the working period of 3-10 years 

(M = 35.81), this difference proved quite 

significant, F(3, 119) = 2.838, p < .05. Based 

on level of education, the highest average 

innovative behavior score was master level (M 

= .44), this difference was also significant, 

F(4, 118) = 4.501, p < .01. Based on the 

position level, there was no significant 

average score difference between managers 

and non-managers, F(2, 120) = .004, p > .05. 

For innovative work behavior scores based on 

salary, the highest average was held by 

participants with salaries above 10 million (M 

= .36), but this difference was insignificant, 

F(3, 119) = 2.166, p > .05. 

The results of this study are similar with 

Ӧmur’s study (2019) which found that the 

organizational climate influences innovative 

work behavior. A positive organizational 

climate will support innovative work behavior 

and vice versa, a negative organizational 

climate will also hinder the emergence of 

innovative work behavior. This is proven by 

the significant influence of organizational 

climate on innovative behaviors in the 

workplace.  The model used in this study was 

the Open System Model, one of four models 

that existed in the concept of organizational 

effectiveness by Quinn and Rohrbaugh 

(1983). Companies that gain a high Open 

System Model score have characteristics of 

flexible organizational structure and focus 

more on organizational development than 

individual development, have a goal for 

organizational growth and are able to survive 

in their existing competitive fields (Quinn & 

Rohrbaugh, 1983). This model also focuses on 

readiness, change, and innovation. The values 

and norms applied in this model are 

organizational growth, resource acquisition, 

creativity, and adaptation (Patterson et al., 

2005). These findings are in line with Imran et 

al. (2010) research that say organizational 

climate Open System Model will support 

employees to display innovative work 

behavior. Increasingly intense global 

competition forces organizations to be 

flexible in dealing with external 

environments. One way that this can be done 

is to apply innovation and adapt to growing 

market trends so it can continue to grow 

constantly. This is also in line with studies by 
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Chang et al. (2012) as well as Chen and Yin 

(2017) and conducted among students. The 

supportive climate will greatly allow 

individuals to display innovative behavior.  

However, the effect shown by the 

organizational climate is around 12% which 

means it shows a relatively small effect. 

Therefore, considering the role of other 

variables as an antecedent or moderator or 

putting organizational climate in different 

roles, for example as a moderator is expected 

to strengthen the influence of antecedents on 

innovative work behavior. Bos-Nehles and 

Veenendal (2017) place the organizational 

climate as a moderator in the relationship 

between HR practices on innovative work 

behavior or look at the role of the 

organizational climate mediated leadership 

style on innovative work behavior (Sethibe & 

Steyn, 2018). With a comprehensive model, it 

is expected that the organizational climate 

influence will be stronger and more 

comprehensive in explaining the emergence 

of innovative work behavior.  

The next analysis is to look at the influence of 

each dimension with innovative work 

behavior. There are three dimensions of the 

Open System Model, flexibility & innovation, 

outward focus, and reflexivity. The 

dimensions of flexibility & innovation and 

outward focus have proven to significantly 

influence innovative work behavior, while the 

reflexivity dimension is not shown to 

significantly influence innovative work 

behavior. When a company applies flexibility 

and innovation, it is oriented towards better 

change and provides support to new ideas and 

more innovative approaches. This is in line 

with the opinion of Baer and Frese (2003) 

which reveal that from two dimensions of 

climate that play a role in the success of the 

innovation process in the company, one of 

which is a supportive organizational 

environment in supporting positive employee 

behavior towards the company. In addition, a 

meta-analysis study from Hammond et al. 

(2011) also supports the results of this study. 

According to them, support from the 

environment can improve employees’ 

behavior in displaying innovative attitude. An 

environment that supports individuals to be 

creative and innovative or a safe environment 

for individuals to take risks will support 

individuals to contribute new ideas and try 

new things.  

Outward focus is the level of organizational 

response in responding to the needs of 

consumers and the market in general. External 

focus indicates a desire to accept and 

transform oneself as needed. The company 

looks to an environment where the needs and 

self-adaptation are in accordance with 

existing demands (Patterson et al., 2005). This 

dimension focuses on finding information 

about consumer needs and matches with the 

characteristics of the participant’s company, 

that is a mining company. The products are 

coal in large quantities, and generally this raw 

material is exported to other countries, 

especially China. Although it is less likely that 

interaction between employees and 

consumers happens, it still requires 

employees to remain responsive to the needs 

of buyers, especially with the increasing 

number of competitors in the sector and 

challenges during the pandemic.  

The dimension that does not have a significant 

influence on innovative work behavior is 

reflexivity. The definition of reflexivity is a 

focus on reviewing goals, strategies, work 

processes and the wider environment. During 

the pandemic, with the situation requiring the 

company to be able to survive and operate, 

there is a change in priority that requires the 

company to focus more on production to get 

through this challenge. Therefore, reviewing 

the strategy and work process is still done but 

rather based on adjusting the changes rather 

than to completely change the condition of the 

organization.  

The study also discusses the difference in the 

score of each measuring instrument based on 

its demographics. For organizational climate 

variables, there are no significant differences 

in the organizational climate based on 

demographic data. For organizational climate 
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variables based on the working period, the 

highest average score of innovative work 

behavior is at the 3–10-year period 

(establishment stage), this difference proved 

to be significant. This is in line with several 

studies that also state that there is a significant 

relationship between innovative work 

behavior and tenure (Baumann, 2011; 

Etikariena, 2018; Hammond et al., 2011). 

Based on their education, participants are 

categorized into SHS, Diploma, Bachelor, 

Master and Doctorate. The results of this 

study show the highest average score of 

innovative work behavior is the level of 

Master. The difference in average scores of 

innovative work behavior based on the level 

of education proved to be significant. This is 

in line with the research of Janssen (2000) and 

Kheng et al. (2013) which state that there are 

significant differences in the innovative work 

behavior based on education. While age has 

no effect, these results are different from the 

Pfeifer and Wagner (2012) study. This is 

likely due to the difference between ages that 

is less balanced, so it is difficult to compare.  

In addition, linking with other variables or 

putting organizational climate in different 

roles would be an interesting study. A study 

shows that what kind of organizational 

climate can support a company depends also 

on the type of business. For example, from the 

research of Zubair and Manzoor (2012) found 

that the climate of communication within an 

organization had an impact on the type of 

advertising companies in Pakistan did. In 

another study, the role of organizational 

climate was also important, although in a 

different position as a mediator on leaders to 

become more innovative (Ahmed et al., 

2019). Determining the climate of specific 

organization e.g., a creative organization 

climate (Munir & Beh, 2019), a climate that 

dares to make decisions (Ye et al., 2021), 

therefore, conducting further studies by 

putting emphasis on these variables will also 

be able to be an alternative to further 

developing this research model.  

This study used questionnaires that were 

distributed online. This was done considering 

the location of the company was far away, in 

the province of East Kalimantan and 

researchers were in Depok. Since it was 

difficult to visit the location directly, the 

drawback in the online questionnaire was the 

absence of direct supervision from researchers 

when participants filled out the 

questionnaires. Monitoring is important to 

minimize errors in filling out questionnaires. 

Therefore, the advice for further research is to 

go to the participant companies and directly 

supervise the questionnaire filling process. In 

this study, participants filled out 

questionnaires containing predictor variables 

and criteria at the same time. This has the 

potential to bring up common method 

variance because there is only one source in 

the data retrieval, self-reporting. Common 

method variance should be a concern because 

it is one of the sources of errors in 

measurement (Podsakoff et al., 2003). This is 

the reason why researchers did several 

procedural efforts, first by guaranteeing the 

anonymity of participants and second by 

combining items in a proactive personality 

gauge with two other measuring instruments 

and then display the item randomly. In 

addition, the participants’ low intrinsic 

interest in the topic being studied, the 

excessive number of items, the absence of 

social contact during the questionnaire, and 

the lack of control over situational variables 

had the potential of making participants less 

attentive in working on the online 

questionnaires (Berry et al., 2019; Meade & 

Craig, 2012). These non-attentive responses 

were found even though they stated voluntary 

participation. Thus, researchers need to 

examine the data on this ineffective response 

so that the integrity of the research can be 

protected.  

The company participating in this study was a 

private mining company. The advice for 

further research is to look at the influence of 

the organizational climate on innovative work 

behavior in state-owned enterprises to see the 

difference when compared to private 



30 The Influence of Organizational Climate 

on Innovative Work Behaviour 
 

Jurnal Psikologi, 2021 (April), Vol. 20(1), 22-34 

companies. It is also important to study the 

role of various other variables that in the 

previous scientific studies also play important 

roles, for example leadership as well as 

putting organizational climate on different 

variable roles such as being a mediator or 

moderator. For practical advice, the results of 

this study showed a significant influence of 

the organizational climate on innovative work 

behavior. This means that the corporate 

climate that supports creativity and innovation 

also supports the emergence of innovative 

work behavior. Therefore, if a company 

requires the improvement of innovative work 

behavior among its employees, they can 

design an organizational climate as mentioned 

above.  

CONCLUSION 

Based on the analysis conducted in this study, 

a conclusion can be made that the 

organizational climate can influence 

innovative work behavior. In addition, based 

on multiple regression analysis on the 

dimensions of the organizational climate on 

innovative work behavior shows that among 

the three dimension that is flexibility & 

innovation, outward focus, and reflexivity, 

only two dimensions are proven to influence 

significantly. These two dimensions are 

flexibility & innovation and outward focus. 

Reflexivity does not significantly influence 

innovative work behavior. The analysis on the 

innovative work behavior based on 

demographic data such as gender, age, tenure, 

education, job level, and salary, only two were 

shown to be of significance. These two 

demographics were tenure and education. 
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