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Abstract

Facing an era of disruption and complexity in public services, public sector organizations are
faced with the urgency of encouraging innovative behavior within the bureaucracy. Effective
innovation stems not only from structural reform but also depends heavily on the quality of
human resources, openness in exchanging information, and psychological well-being in the
workplace. While previous studies have linked workplace friendship to various employee
outcomes, research examining the simultaneous mediating mechanisms of knowledge sharing
and psychological safety remains limited, particularly within the rigid structures of public
administration in developing nations. Based on this, this study aims to determine the effect of
workplace friendship on employee innovative behavior with knowledge sharing and
psychological safety as mediating variables at BPTD Class Il West Sumatra. This study applied
quantitative research methods and employed a survey method, collecting data through an online
questionnaire distributed via a link. The population consisted of all ASN employees working at
the Class Il Land Transportation Management Center (BPTD) of West Sumatra who are of
productive age, totaling 186 people. The sampling technique used a non-probability sampling
method with a saturated or census sampling technique. The analysis technique used Partial Least
Squares (SEM-PLS, and mediation testing used the path coefficient significance. Based on the
research results, it was found that workplace friendship has a positive and significant effect on
knowledge sharing. Workplace friendship has a positive and significant effect on innovative
behavior. Workplace friendship has a positive and significant effect on psychological safety.
Furthermore, knowledge sharing has a positive and significant effect on innovative behavior.
Psychological safety has a positive and significant effect on innovative behavior. Finally,
knowledge sharing and psychological safety positively mediate the effect of workplace
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friendship on employee innovative behavior, with the form of mediation being complementary
mediation (partial mediation.

Keywords: Workplace Friendship, Knowledge Sharing, Psychological Safety, Innovative
Behavior

1. Introduction
1.1 Introducing the Problem

In an era of disruption and increasingly complex public service demands, government
organizations are faced with the pressing need to continuously innovate in carrying out their
duties and functions. Innovation is not only born from policies or the implementation of cutting-
edge technology, but also depends heavily on the quality and capabilities of their human
resources. One government institution facing these dynamics is the West Sumatra Class 11 Land
Transportation Management Center (BPTD), a Technical Implementation Unit (UPT) under the
Ministry of Transportation responsible for managing land transportation efficiently, safely, and
adaptively in the West Sumatra province. In facing bureaucratic complexity and increasing
demands for responsive public services, BPTD Class 1l West Sumatra is not only required to
carry out technocratic functions procedurally, but must also be able to innovate in solving
various transportation problems that are dynamic and multidimensional.

In this context, the existence of competent and innovative human resources is a key factor in
determining BPTD's success in meeting the demands of this change. To see the potential of
human resources that support this, the age of BPTD Class 11 West Sumatra employees as of
November 2025 shows that of the total 374 employees, the majority are in the young age range,
especially the 22-35 year old age range. Of the total 374 employees, BPTD Class Il West
Sumatra employees are generally dominated by employees with an age range of 22-28 years, as
many as 87 people and the age range of 29-35 years as many as 99 people. Of these two age
ranges, generally employees have a Diploma 3 (D3) educational background as many as 75
people and the rest are almost balanced between those with high school/equivalent education as
many as 52 people and S1 as many as 59 people. This shows that BPTD Class Il West Sumatra
employees are dominated by young employees, who with their dominance should have great
potential in terms of creativity and innovation (Majid, 2023).

1.2 Explore the Importance of the Problem

However, to prove whether the potential dominance of young employees has been realized in
real action, an objective picture is needed in the field. In order to obtain an initial picture of the
condition of innovative behavior in the BPTD Class Il West Sumatra environment, researchers
conducted a preliminary survey of employees included in the young and productive age group.
This survey aims to identify the tendencies, characteristics, and levels of innovative behavior
shown by employees. Based on the initial survey conducted on 26 BPTD Class Il West Sumatra
employees aged between 22 and 35 years regarding innovative behavior in November 2025, the
results obtained that overall employee innovative behavior obtained an average of 3.67 with a
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respondent achievement level of 73.4% between 61-80% so it is included in the good category.
When viewed per statement item as a whole, each statement item also obtained a respondent
achievement level between 61-80% so it is included in the good category.

However, behind this good category, overall, there are several indicators of innovative behavior
statement items that received the lowest scores and require attention. Indicators that fall into the
low score category include "seeking and ensuring the availability of funds for the
implementation of new ideas" with an average of 3.35. This is understandable considering that
employees in this age group do not have direct authority in budget management and are not
accustomed to being involved in the budget preparation and submission process. Complex and
bureaucratic funding procedures in government agencies also make employees tend not to be
involved in efforts to find the resources needed to realize ideas. Thus, employees' ability to
secure resource support for the implementation of innovation is still not optimally developed.

In addition to limited resource support, another obstacle is seen in the indicator "developing
appropriate plans and schedules to implement new ideas,” which also received a low score with
an average of 3.54, indicating that employees still experience difficulties in translating ideas into
concrete work plans. Lack of experience in project planning, high routine workloads, and a lack
of guidance or support in developing implementation steps cause many ideas to stop at the idea
stage and not develop into structured action plans. This condition indicates that the process of
planning the implementation of ideas has not been running effectively in the work environment.

Furthermore, obstacles to realizing this innovative behavior also arise from communication
factors between employees. This is indicated by the indicators "promoting and championing
ideas to others” and "promoting and defending innovative ideas to others,” with an average of
3.58 each. This low score occurs because employees still feel a lack of confidence in conveying
and defending ideas. The hierarchical organizational structure and work culture that tends to be
formal cause young employees to hesitate to express ideas, especially when they have to deal
with more senior employees or superiors. Fear that ideas will be rejected, deemed less relevant,
or create negative perceptions also makes employees reluctant to actively promote or defend
ideas.

Overall, the survey results indicate that the innovative behavior of BPTD Class 11 West Sumatra
employees is stronger in idea generation, but remains weak in idea promotion and realization.
The work environment does not fully provide adequate space and support for young employees
to convey, maintain, and realize innovative ideas. Factors such as organizational culture,
bureaucratic hierarchy, limited authority, lack of training, and a limited forum for expressing
ideas also contribute to low scores on these indicators.

This weakness in the promotion and implementation of ideas is reinforced by real-world
conditions. A survey conducted in early June 2025 revealed that many young employees lack the
initiative to demonstrate innovative behavior in generating new ideas. This could be due to a
rigid work culture and complex bureaucracy, making it difficult to propose and accept new ideas.
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Furthermore, a lack of support and appreciation from leadership makes employees feel the risk
of failure is too high without commensurate rewards. A lack of soft-skills development training
also hinders the development of creative and critical thinking skills. Heavy work pressure and a
focus on achieving administrative targets lead young employees to prefer performing routine and
safe tasks rather than taking risks and innovating. These conditions further clarify that
weaknesses in the promotion and implementation of ideas are not only evident in the survey but
are also reflected in employees' daily behavior.

In addition to challenges stemming from individual employee aspects, the West Sumatra Class 11
BPTD also faces various operational challenges. The implementation of its duties at the BPTD is
still hampered by a general lack of adequate human resources, damaged facilities and
infrastructure, and various operational constraints such as vehicle overloading violations and
non-compliance with SOPs in several work units (Majid, 2023). Based on an initial survey
conducted in June 2025, many innovations produced to address these conditions are often
temporary and poorly planned, making them less able to meet the challenges of constantly
changing transportation needs. As a result, public transportation management often lags behind
technological developments and community needs, thus reducing workplace camaraderie and the
organization's operational effectiveness and potentially disrupting harmonious working
relationships between employees. This confirms that structural organizational challenges also
weaken employees' ability to realize sustainable innovation.

Considering these various issues, it is clear that innovation cannot rely solely on structural
policies or leadership decisions, but must begin with the innovative behavior of individuals
within the organization. Innovative behavior is key to creating a work environment that supports
the emergence of new ideas and the implementation of innovative solutions in transportation
management. Therefore, understanding and developing innovative behavior among BPTD Class
Il West Sumatra employees is a strategic step to improve the quality of innovation and the
effectiveness of transportation management in the future. Therefore, strengthening individual
capacity and improving the work environment need to go hand in hand to ensure optimal
innovation development.

1.3 Describe Relevant Scholarship

In the context of developing innovative behavior, one factor that has received attention in
influencing innovative behavior is knowledge sharing. Effective knowledge sharing produces
innovative behavior. This is because creative ideas are the foundation of innovation, and these
ideas are generated through effective communication among employees, leading to a strong
tendency among them to strive for innovation (Johan, 2021). Knowledge sharing activities
provide valuable information exchange from colleagues that is useful for problem solving and/or
creating new ideas, and there is a crucial role of knowledge sharing in increasing the level of
innovative work behavior, absorptive capacity, and innovation of the institution (Helmy &
Wiwoho, 2020). In addition, knowledge sharing helps foster mutual communication and trust
among employees as they exchange experiences and knowledge, which positively enhances
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employees' innovative work behavior and improves organizational performance (Aldabbas et al.,
2021).

In addition to knowledge sharing, psychological safety also plays a crucial role in encouraging
employee innovative behavior. Employee psychological safety is an important cognitive
mechanism (Hirak et al., 2012) that can improve employee performance, productivity, creativity,
and innovative behavior. If employees feel psychologically safe, they will be more satisfied with
their work tasks and perform them more effectively. Psychologically safe employees are more
creative and innovative, considering new approaches and perspectives in carrying out their work
tasks. They generate and implement new concepts and ideas because they are more satisfied and
willing to take risks (Ali et al., 2022).

Besides knowledge sharing and psychological safety, another equally important factor in
triggering this process is workplace friendship, where innovative behavior is driven by
workplace friendship. Workplace friendship is a conscious and voluntary bond of friendship
between employees in the workplace, where friendship is built on trust, motivation, interests,
values, and shared commitment (Berman et al., 2002; Rahmaningtyas et al., 2022). Innovative
work behavior is not only the process of generating valuable ideas but also implementing them in
the workplace. At every stage of innovative behavior, support from coworkers is crucial.
Friendly relationships provide an informal and voluntary environment that can foster information
sharing among employees (Donati et al., 2016). In the idea promotion stage, employees must be
confident that the proposed idea poses no risk if implemented. Therefore, support from
coworkers as "backers™ is crucial for idea promotion. Thus, it can be concluded that friendship
with coworkers plays a significant role in enhancing employee innovative behavior (Helmy &
Wiwoho, 2020)

Besides directly influencing innovative behavior, workplace friendship also influences
knowledge sharing. Social interaction is the main foundation of knowledge sharing behavior
(Ghahtarani et al., 2020). Workplace friendship shows the emotional closeness of an individual
without any limitations or status ties in the workplace (Helmy & Wiwoho, 2020). More
opportunities for workers to share information are provided through an established environment
of engagement. When team members need information and seek advice, they are more likely to
complete tasks. In other words, employees' willingness to ask for and give advice implies that
knowledge sharing creates openness and effective communication in the workplace.
Furthermore, workplace friendship improves transparency, communication, and task completion
(Nguyen et al., 2021). In line with this, Helmy & Wiwoho (2020) revealed that employees who
have close relationships with coworkers will provide quality knowledge sharing.

Not only contributing to knowledge sharing activities, workplace friendship has also been shown
to promote psychological safety. Friendly relationships provide emotional support, trust, and a
sense of comfort among employees in an organization (Berman et al., 2002). In this context,
Mutual trust and understanding in the workplace are considered to have an important effect on
employee psychological safety (Appelbaum et al., 2016). Workplace friendshipcan help
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individuals gain a sense of belonging and feel supported by their coworkers (Berman et al.,
2002), thus maintaining a high level of psychological safety (Cao & Zhang, 2020). Furthermore,
having stronger relationships with coworkers can promote greater psychological safety, or a
shared belief that their company is open to risk-taking behavior. Therefore, individuals with high
levels of workplace friendship will also experience high levels of psychological safety (Cao &
Zhang, 2020). Therefore, Workplace friendship is a potential resource to improve employee
psychological safety (Helmy & Wiwoho, 2020; Mao & Hsieh, 2017).

Conceptually, the success of workplace friendship in encouraging innovative behavior depends
heavily on the role of knowledge sharing and psychological safety as the primary foundations
driving the innovation process. Through the support of these aspects, employees tend to be more
active in exploring new approaches, proposing unconventional solutions, and daring to break out
of rigid mindsets. This openness and sense of safety serve as the initial foundation for innovative
behavior, because without the generation and dissemination of new ideas, the innovation process
cannot continue sustainably.

Furthermore, knowledge sharing and psychological safety also serve as mediators connecting
workplace friendship to innovative behavior. This connection can be explained through two main
mediation pathways. First, knowledge sharing mediation pathway. Helmy & Wiwoho (2020)
revealed that employees who have close relationships with their coworkers will provide quality
knowledge sharing. When greater knowledge exchange among employees occurs, this condition
has the potential to trigger innovative work behavior (Helmy & Wiwoho, 2020; Ho et al., 2012;
Wang & Kwek, 2018). This indicates workplace friendship. Creating positive social interactions
and strengthening trust and collaboration between employees. When these friendly relationships
are strong, employees feel more comfortable and open to asking and giving advice to one
another. This established environment of engagement opens up greater opportunities for
employees to share new information, insights, and experiences. Through effective knowledge
sharing, employees obtain sufficient raw information to process into new ideas, ultimately
encouraging innovative behavior in the workplace.

Second, on the Psychological Safety mediation pathway. In the context of interactions between
employees, mutual trust and understanding in the workplace are considered to have a significant
effect on employee Psychological Safety (Appelbaum et al., 2016). This is reinforced by the fact
that having stronger relationships with coworkers can lead to greater Psychological Safety or a
shared belief that their company is open to risk-taking behavior (Cao & Zhang, 2020). Therefore,
workplace friendship can improve psychological safety (Rahmaningtyas et al., 2022). This
condition makes employees involved in workplace friendship consider friends as "supporters” to
support their creative ideas, so that workplace friendship is positively related to psychological
safety, and in turn, increases innovative work behavior (Helmy & Wiwoho, 2020). This indicates
workplace friendship.is a potential resource for improving employee psychological safety
through the presence of emotional support and mutual trust. These close relationships with
coworkers provide a sense of belonging and support, thus maintaining high levels of
psychological safety. This sense of psychological safety gives employees confidence that their
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work environment is open to risks. Thus, employees feel safe to express ideas, explore new
approaches, and propose unconventional solutions without fear of being criticized, which then
facilitates the continued implementation of innovative behavior.

Thus, workplace friendship indirectly contributes to innovative behavior through knowledge
sharing and psychological safety. Workplace friendships create a friendly and safe work
environment and encourage effective knowledge sharing practices. This, in turn, allows
employees to be more open to exploring ideas, taking risks, and expressing their ideas freely,
which ultimately not only encourages individual initiative but also strengthens the creation of
sustainable innovative behavior within the organization.

Fundamentally, the dynamics of the reciprocal relationship between organizational support and
employee responses at BPTD Class Il West Sumatra can be explained through the Social
Exchange Theory (SET) developed by Blue (1964) This theory argues that social obligations are
generated through a series of interactions between individuals based on the principle of
reciprocity. In this study, workplace friendship is seen as the primary social inducement provided
by the organization. When an agency facilitates the formation of friendly relationships,
employees will feel a moral social responsibility to reciprocate through voluntary actions that
benefit the organization (extra-role behavior), such as a willingness to build psychological safety,
share knowledge, and demonstrate innovative behavior (Blau, 1964; Cropanzano & Mitchell,
2005) This principle asserts that if employees feel valued through strong bonds of friendship,
they will voluntarily exchange their innovative efforts and intellectual capital for the
advancement of the organization.

Furthermore, the mechanism of employees' cognitive processes in responding to the bureaucratic
environment is explained through Social Cognitive Theory (SCT). Through the concept of
Triadic Reciprocal Determinism, SCT emphasizes the reciprocal interaction between the
environment, personal factors (cognitive), and behavior. Although government organizational
structures often have rigid rules, the existence of an environment full of familiarity between
colleagues through friendship (as an environmental factor) will influence employees' cognitive
perceptions. This friendship directly stimulates the emergence of Psychological Safety in
employees (as a factor) Person/Cognitive). Psychological safety provides self-efficacy that the
ideas or knowledge they share will not jeopardize their self-image. Thus, the positive interaction
between a socially supportive environment and employees' self-efficacy will fuel their courage to
persist in performing real behavior, specifically through a willingness to share knowledge and to
develop new ideas without feeling threatened by existing bureaucratic structures (Bandura, A.,
1986). SCT strengthens SET by explaining that innovative behavior emerges because an
environment that promotes friendship successfully changes mindsets, builds Psychological
Safety, and encourages employee knowledge sharing behavior.

To explain the internal processes that link these environmental factors to innovation output, this
study uses the Componential Theory of Creativity as an applied theory. This theory explains that
employee innovative behavior results from the interaction between expertise, open-minded
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thinking, and intrinsic motivation, which in this study is represented through the role of
knowledge sharing and Psychological Safety as mediating variables. The friendly work
environment at BPTD Class Il West Sumatra acts as a work environment stimulant that triggers
intrinsic employee motivation. Amabile and Pratt (2016) confirms that social support
significantly increases creative efficacy and the sense of making progress, which is the primary
fuel for the emergence of innovative behavior. The existence of workplace friendship
dramatically increases intrinsic motivation.where without a psychological bridge in the form of
Psychological Safety (creative thinking process) and knowledge sharing activities (expertise in a
particular field), friendship inputwill not be able to transform into valuable innovative actions
(Amabile, 1988; Amabile & Pratt, 2016)

The urgency of integrating these three theories is highly relevant for BPTD Class Il West
Sumatra in addressing the challenge of low promotion and implementation of ideas among
young employees, as found in the initial survey. Through the broad umbrella of social exchange,
social cognitive, and innovation theories, it can be understood that innovation in the bureaucratic
environment is not simply a work order, but rather the result of healthy social and psychological
transactions. If leaders are able to build a friendly work climate interpersonally through
friendship, Then the stimulus will be successfully relayed through increased psychological safety
and openness of information (knowledge sharing). This mediation process is ultimately capable
of overcomingstructural barriers by internal encouragement of employees to contribute actively
and innovatively for the advancement of land transportation services.

In line with the importance of these factors in driving innovative behavior, various previous
studies have examined the relationship between these variables. Numerous studies have been
conducted and empirically demonstrated on how workplace friendship can stimulate knowledge
sharing and psychological safety, as well as its impact on innovative behavior. As a first step,
based on a literature review, several studies have shown that Workplace friendshiphas a positive
and significant effect on knowledge sharing (Helmy & Wiwoho, 2020; Nguyen et al., 2021).
Likewise, regarding employee innovative behavior, workplace friendship has a positive and
significant effect on innovative work behavior (Helmy & Wiwoho, 2020; Rahmaningtyas et al.,
2022; IH Ali et al.,, 2024). Then also regarding Psychological Safety, where Workplace
friendship has a positive and significant effect on Psychological Safety (Cao & Zhang, 2020;
Helmy & Wiwoho 2020). On the other hand, other studies have found knowledge sharing has a
positive and significant effect on innovative work behavior (Helmy & Wiwoho, 2020; Johan,
2021; Rafique et al., 2022; Sari & Wahyuni, 2023a; Saif et al., 2024). Then Psychological Safety
also has an effect positive towards innovative employee behavior (Zhu & Zhang, 2019; Cao &
Zhang, 2020; Ali et al., 2022; Imran et al., 2025)

In addition to this relationship, it was also found that knowledge sharing has been recognized as
a mediating variable in many studies related to innovation (Helmy & Wiwoho, 2020; Ho et al.,
2012; Wang & Kwek, 2018). Specifically, Helmy & Wiwoho (2020) found that knowledge
sharing has a significant mediating effect in the relationship between workplace friendship and
innovative work behavior. Furthermore, the relationship between workplace friendship and
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innovative behavior is also mediated by psychological safety, where the results of the study
indicate that individuals with high levels of friendship at work will experience high levels of
psychological safety (Cao & Zhang, 2020). Empirically, having friendly relationships with
coworkers can result in greater psychological safety (Rahmaningtyas et al., 2022). In line with
this, Cao & Zhang (2020) found that workplace friendship has a positive indirect effect on
employee innovative behavior through psychological safety.

Although the above studies have provided a broad overview, In general, the objects of previous
research are still limited to the education sector, SMEs, the IT industry, hospitals, the furniture
sector, online transportation, and industrial or public sector companies outside the context of
government bureaucracy, especially in the public transportation sector. In addition, there has
been no research that places knowledge sharing and psychological safety as mediating variables
between workplace friendship and innovative behavior, especially in the context of horizontal
interactions between employees. More importantly, a critical theoretical gap remains: existing
literature has predominantly examined knowledge sharing and psychological safety as isolated,
independent mediation pathways. To date, there is a lack of integrated structural frameworks that
evaluate these two variables as simultaneous mediators linking workplace friendship to
innovative behavior. This omission overlooks the complex interplay between communicative
mechanisms (knowledge sharing) and psychological mechanisms (psychological safety) in
driving innovation. Examining this dual-mediation dynamic is particularly imperative within
government land transportation agencies in Indonesia, such as BPTD Class Il West Sumatra,
where the public sector environment is inherently hierarchical, highly formalized, and rule-
bound. By integrating Social Exchange Theory, Social Cognitive Theory, and the Componential
Theory of Creativity into a unified dual-mediation framework within a rigid bureaucratic setting,
this study directly addresses these theoretical and contextual gaps, offering a more sophisticated
understanding of how informal social capital can break through administrative inertia to foster
public sector innovation.

1.4 Literature Review And State Hypotheses
1.4.1 Literature Review
Innovative behavior

Innovative behaviorlnnovative behavior refers to the active act of creating, introducing, and
implementing new ideas that can help improve individual or group job performance. Innovative
behavior is defined as increasing creativity by using individual problem-solving skills in
developing and implementing new ideas and strategies, products, and services (Choi et al.,
2021). Besides that, Farid et al. (2017) defines innovative behavior as “the deliberate
introduction or application of new ideas, products, processes, and procedures by employees to
their work roles, work units, or organizations.” Innovative behavior in this study is
conceptualized as a complex behavior consisting of activities related to the creation/introduction
of new ideas (either by oneself or adopted from others) and the realization/implementation of
new ideas (Janssen, 2000; Scott & Bruce, 1994; Farid et al., 2017). This can also include
developing ideas for new products or technologies, as well as changes in procedures or services,
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and implementing new ideas or technologies in a more significant or more efficient work
environment (Rahmaningtyas et al., 2022). Innovative work behavior consists of several stages
which include idea generation, idea promotion, and idea implementation (De Jong & Den
Hartog, 2010).

Workplace friendship

Friendship is a personal and emotional relationship that is unique to the parties involved. It is
based on irreplaceable and distinct emotions and fosters emotional support, a warm exchange of
interests, and shared needs (Geylan, 2023). On the other hand, Workplace friendship is
characterized as a reciprocal connection between individuals in the same workplace, which
includes shared bonds, trust, common values, and interests; it goes beyond mere acquaintance
but excludes any romantic elements (Berman et al., 2002; Pillemer & Rothbard, 2018), positive
relational dynamics (Lee et al., 2020) be at the heart of Workplace friendship (Geylan, 2023).
Furthermore, Workplace friendship refers to informal and voluntary interpersonal relationships
in the workplace between employees with mutual trust, dependency, and shared interests in an
organizational environment, which are characterized by non-exclusive, informal, and voluntary
nature (Berman et al., 2002; Li et al., 2024). The friendships that develop in a professional
environment go beyond mere acquaintance. A sense of shared intimacy, mutual commitment,
trust, and spontaneous benefits are the hallmarks of these friendships (Cao & Zhang, 2020; IH
Ali et al., 2024). In other words, Workplace friendship is a voluntary and individually driven
interaction that develops through personal choice (Geylan, 2023). In this context, the concept of
friendship, often expressed as “mutual solidarity between two individuals on voluntary terms,”
has two fundamental characteristics at work. First, it is based on voluntary choice (Geylan,
2023), and second, individual-centered, focusing not only on them as employees but as whole
social beings, thus facilitating communication (Sias et al., 2004; Geylan, 2023).

Knowledge sharing

Knowledge is an important asset in organizations. Knowledge is defined as information
processed by individuals, consisting of facts, skills, ideas, and evaluations relevant to individual
and group performance (Suwanti, 2019). Knowledge is important as a source and strategy for
gaining competitive advantage (Rafique et al., 2022). Therefore, the management and utilization
of knowledge are inseparable from an organization's ability to channel that knowledge through
sharing between individuals and groups. This process, known as knowledge sharing, is the
primary means of disseminating and applying knowledge in the workplace. Suwanti (2019)
defines knowledge sharing as the communication of knowledge from various sources in such a
way that it can be learned and applied by the recipient. Knowledge sharing occurs when
someone intends to disseminate, communicate, and acquire knowledge. This includes providing
knowledge, both explicit and tacit, to help others achieve work goals, solve problems, or
develop new ideas. Furthermore, knowledge sharing is a process that allows knowledge held by
individuals and groups to be transferred to the organizational level, where it can be applied to
the development of new products, services, and processes (Johan, 2021). Knowledge sharing is
the process of actively expressing one's own ideas, sharing information to help others with their
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problems, or discussing innovative methods and developing new ideas through collaboration
(Zhang et al., 2023).

Psychological Safety

Psychological Safety is increasingly becoming a critical factor for organizational success in
today's business environment, given the requirement for employees to share information and
exchange ideas across team members and the organization in order to achieve common goals
(AC Edmondson & Lei, 2014). Psychological Safety refers to the perception of conditions when
people feel comfortable or able to be themselves (Kim et al., 2019) or a condition where an
individual feels able to show, employ and utilize himself without fear of negative consequences
to self-image, status or career (Kim et al., 2019; Wowor & Dewi, 2022; Geylan, 2023). In 1999,
Edmondson defined Psychological Safety as a shared belief that the team is safe for interpersonal
risk-taking (i.e., engaging in learning behaviors that may put workers at risk, including seeking
feedback, sharing information, asking for help, talking about mistakes, and experimenting)
(Sasaki et al., 2022). In a psychologically safe work environment, employees feel that their
coworkers will not reject people for being themselves or saying what they think, respect each
other's competence, are interested in each other as people, have positive intentions for each other,
can engage in constructive conflict or confrontation, and feel safe to experiment and take risks
(A. Edmondson, 1999). Behaviorally, psychological safety causes employees to engage in open
communication, voice their concerns, and seek greater feedback; all of which are interpersonally
risky behaviors (Pearsall & Ellis, 2011).

1.4.2 State Hypotheses
The Effect of Workplace Friendship on Knowledge Sharing

Social interaction is the main foundation in knowledge sharing behavior (Ghahtarani et al.,
2020). Workplace friendship shows the emotional closeness of an individual without any
limitations or status ties in the workplace (Helmy & Wiwoho, 2020). This friendship develops
because of closeness and shared experiences. They often rely on each other for problem-solving,
such as interpreting new events or managing relationships with others within the organization
(Nguyen et al., 2021). Besides that, Nguyen et al., (2021) stated that when team members need
information and ask for advice, they are more likely to complete tasks. In line with this, Helmy
& Wiwoho (2020) revealed that employees who have close relationships with coworkers will
provide quality knowledge sharing.

Theoretically, this relationship is explained from the perspective of Social Exchange Theory
(SET), where workplace friendship acts as a social inducement or initial social investment. The
existence of emotional bonds and mutual trust between colleagues triggers the norm of
reciprocity, so that employees voluntarily carry out reciprocal actions in the form of a
willingness to share their non-material resources, namely information and expertise. In line with
Social Cognitive Theory (SCT), friendship functions as a positive environmental factor. This
familiar social environment influences employees' cognitive factors (Person), reducing, anxiety,
and strengthening their motivation to engage in concrete behaviors (behaviors) such as
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knowledge sharing. Referring to the Componential Theory of Creativity, friendship is an
environmental stimulant that triggers employees' intrinsic motivation. When this intrinsic
motivation is aroused, employees will be encouraged to use knowledge sharing activities as a
means of collective knowledge acquisition for the advancement of the organization (Blau, 1964;
Bandura, A., 1986; Amabile & Pratt, 2016). Apart from being supported by the theoretical basis
above, this relationship is also strengthened by various empirical findings. Specifically, previous
studies have found that workplace friendship has a positive and significant effect on knowledge
sharing (Nguyen et al., 2021; Helmy & Wiwoho, 2020). Based on the above explanation, it is
explicitly argued that higher workplace friendship directly leads to increased knowledge sharing.
Therefore, the following hypothesis is proposed in this study.

H1: Workplace friendship has a positive effect on knowledge sharing

The Effect of Workplace Friendship on Innovative Behavior

Innovative work behavior is a form of innovation at the individual level (Scott & Bruce, 1994).
Innovative work behavior consists of several stages which include idea generation, idea
promotion, and idea implementation (De Jong & Den Hartog, 2010). At every stage of
innovative behavior, support from colleagues is crucial. Friendly relationships provide informal
and voluntary conditions that can trigger information sharing among employees (Donati et al.,
2016).In the idea promotion stage, employees must be confident that the proposed idea poses no
risk if implemented. Therefore, support from coworkers as "backers" is crucial for idea
promotion. Consequently, it can be concluded that friendship with coworkers plays a significant
role in enhancing employee innovative behavior (Helmy & Wiwoho, 2020)

Theoretically, this relationship is explained from the perspective of Social Exchange Theory
(SET), where workplace friendship is seen as a form of social inducement or social investment
from the organization that triggers the norm of reciprocity in employees. The perceived bond of
friendship becomes a reason for employees to voluntarily 'return the favor' through innovative
behavior that goes beyond formal job descriptions for the advancement of the organization. In
line with Social Cognitive Theory (SCT), a friendly environment functions as an external
stimulus that reduces risk perception and strengthens positive interactions between
environmental and cognitive factors, thereby increasing employee self-efficacy to act
proactively. Operationally, referring to the Componential Theory of Creativity, workplace
friendship acts as an environmental stimulant that generates intrinsic motivation, allowing
employees to convert this social energy into creative ideas and concrete innovative actions as the
end result of healthy social transactions (Blau, 1964; Bandura, A., 1986; Amabile & Pratt, 2016).

A number of empirical findings strengthen this relationship. Helmy & Wiwoho (2020) found that
workplace friendship has a positive and significant effect on innovative work behavior. Likewise
with what was found I.H Ali et al., (2024) who found that workplace friendship has a
significant positive impact on innovative behavior among employees. Similar things were also
found by Rahmaningtyas et al., (2022) that workplace friendship has a positive and significant
effect on innovative behavior. This result is interpreted as the better the workplace friendship, the
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higher the innovative behavior. Workplace friendship encourages someone to innovate and work
more efficiently. Workplace friendships provide unique knowledge about work experiences and
activities that enable communication about work-related issues in a more in-depth and efficient
manner, which is not available in other friendships. When employees have trusted friends at
work, they can help or advise their colleagues and, therefore, they feel safe, comfortable, and
satisfied with their work at work. With good friendships at work, someone tends to be more
innovative in carrying out their work because they feel comfortable and satisfied with their work.
Based on the above explanation, it is explicitly argued that strong workplace friendship serves as
a vital resource that drives employee creativity and proactive actions. Therefore, the following
hypothesis is proposed in this study.

H2: Workplace friendship has a positive effect on innovative behavior

The Effect of Workplace Friendship on Psychological Safety

Friendly relationships provide emotional support, trust, and a sense of comfort among employees
in an organization (Berman et al., 2002). In this context, mutual trust and understanding in the
workplace are considered to have an important effect on employee psychological safety
(Appelbaum et al., 2016). This means that workplace friendship can help individuals gain a sense
of belonging and feel supported by their coworkers (Berman et al., 2002), thus maintaining a
high level of psychological safety (Cao & Zhang, 2020). Furthermore, having stronger
relationships with coworkers can promote greater psychological safety, or a shared belief that
their company is open to risk-taking behavior. Therefore, individuals with high levels of
workplace friendship will also experience high levels of psychological safety (Cao & Zhang,
2020). In the end, strong friendships in the workplace increase the sense of disclosure and
openness among employees in an organization. Therefore, workplace friendship is a potential
resource for improving employee psychological safety (Helmy & Wiwoho, 2020; Mao & Hsieh,
2017).

These psychological and emotional mechanisms can be explained comprehensively from the
perspective of Social Exchange Theory (SET), where organization-facilitated friendships are
seen as a valuable form of social support. This social investment fosters strong psychological
bonds among employees. In line with Social Cognitive Theory (SCT), these friendships represent
external environmental factors that provide positive stimuli. When the work environment is filled
with close and supportive relationships between colleagues, employees' cognitive factors
(Person) will process this information into a subjective assessment that their environment is safe
for self-expression. This reciprocal interaction process directly shapes and enhances employees'
sense of psychological safety, leading them to believe that social closeness in the office will
protect them from interpersonal risks or threats to their self-image (Blau, 1964; Bandura, A.,
1986).

These conceptual arguments are in line with empirical evidence from previous research. Cao &
Zhang (2020) found that workplace friendship is positively related to psychological safety.
Similar to these results, Helmy & Wiwoho (2020) found that workplace friendship has a positive
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and significant effect on psychological safety. Based on the above explanation, it is explicitly
argued that workplace friendship provides the necessary social buffer that directly fosters
employee psychological safety. Therefore, the following hypothesis is proposed in this study.

H3: Workplace friendship has a positive effect on psychological safety

The Effect of Knowledge Sharing on Innovative Behavior

Knowledge assets can increase an organization's opportunities to create and implement
innovation. Because knowledge is embedded in individuals, it is necessary to share knowledge
among organizational members to build new routines and mindsets that will help them solve
problems. Knowledge sharing among organizational members tends to generate new ideas for
product development and process innovation (Johan, 2021). Fundamentally, this relationship is
explained from the perspective of Social Exchange Theory (SET), in which knowledge sharing is
viewed as a form of reciprocal action or employee reciprocity for the social investment provided
by the organization. Knowledge sharing is a tangible manifestation of voluntary "reciprocity"
that goes beyond formal job descriptions for the benefit of the organization. In line with Social
Cognitive Theory (SCT), this activity strengthens the interaction between environmental factors
and behavior, where the availability of collective information triggers employees' courage to act
proactively. The tangible output of this exchange of non-material resources in the form of
information and experience is the emergence of innovative behavior as the end result of healthy
social transactions (Blau, 1964; Bandura, A., 1986; Cropanzano & Mitchell, 2005)

Knowledge sharing activities provide valuable information exchanges from coworkers that are
useful for problem-solving and/or the generation of new ideas. Knowledge sharing plays a
crucial role in increasing the level of innovative work behavior, absorptive capacity, and
organizational innovation. Furthermore, employees can assess potential risks in implementing
innovation in the workplace through the knowledge sharing process with coworkers. This
mechanism, in turn, enhances employees' innovative work behavior (Helmy & Wiwoho, 2020).
In the knowledge sharing process, participants involved in knowledge sharing first translate
knowledge into a form that is easy to understand; this ability increases the capacity of
contributors to generate new ideas, which is the basis of innovative work behavior (Kang & Lee,
2016).

These findings are in line with the views of other researchers who emphasize that knowledge
sharing not only plays a role in communication between individuals, but also in the formation of
cognitive processes that drive innovation. Akram et al., (2017) stated that knowledge sharing
stimulates the cognitive process of elucidation, which provides employees with new insights and
suggests future directions when facing challenges in the workplace. When individuals have
relevant knowledge, information, tools, and ideas at their disposal, they are more likely to act
innovatively. The Study of Saif et al., (2024) found a positive effect between knowledge sharing
and innovative work behavior. A similar finding was also found by Johan (2021) that knowledge
sharing has a positive effect on innovative behavior. Sari & Wahyuni (2023a) also found that
knowledge sharing has a positive and significant effect on innovative work behavior. These
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results indicate that innovative work behavior can be enhanced by increasing knowledge sharing
among employees. Helmy & Wiwoho (2020)as well as Rafique et al., (2022) find that
knowledge sharing has a positive and significant effect on innovative work behavior. Based on
the above explanation, it is explicitly argued that knowledge sharing serves as the primary
cognitive vehicle that directly converts individual insights into innovative behavior. Therefore,
the following hypothesis is proposed:

H4: Knowledge sharing has a positive effect on innovative behavior

The Effect of Psychological Safety On Innovative Behavior

The concept of Psychological Safety reflects how much people feel comfortable expressing
themselves in front of others while trying new approaches and making mistakes without facing
negative consequences in the workplace (Imran et al., 2025) Employee psychological safety
exists when employees can freely express themselves and take calculated risks within the
organization without fear of embarrassment, rejection, or punishment (Newman et al., 2018).
Theoretically, Psychological Safety acts as a social inducement within the framework of Social
Exchange Theory (SET) and an environmental factor within Social Cognitive Theory (SCT). Ina
bureaucratic environment that tends to be rigid, Psychological Safety provides assurance that
risk-taking will not result in punishment, thereby changing employee risk perception. Based on
SCT logic, when the environment provides a sense of safety, this will trigger employee self-
efficacy to implement ideas into tangible innovative behavior. This sense of safety assures
employees that they remain on the right track even while making new breakthroughs for the
advancement of the organization (Blau, 1964; Bandura, A., 1986; A. Edmondson, 1999)

Psychological Safety is an employee's feelings about the interpersonal risks faced in the work
environment (Helmy & Wiwoho, 2020). If employees feel psychologically safe, they are more
likely to offer ideas to others. This motivates them to develop, promote, and implement new
ideas (Javed et al., 2017). Employee psychological safety is an important cognitive mechanism
(Hirak et al., 2012). This improves employee performance, productivity, creativity, and
innovative behavior. Psychologically safe employees are more creative and innovative, and think
of new ways and perspectives in carrying out their work tasks (A. Ali et al., 2022). Psychological
Safety in the workplace enables employees to take innovative risks which results in higher
engagement in problem-solving tasks and creative projects (Frazier et al., 2016; Imran et al.,
2025). Psychological Safety significantly contributes to increasing innovation, especially when
employees receive positive messages from their organizational environment (Ahmad et al.,
2023). A number of previous studies strengthen this argument. The study of Imran et al., (2025)
found that Psychological Safety has a positive effect on employee innovative behavior. Cao and
Zhang (2020) also revealed that Psychological Safety is positively related to innovative behavior.
Likewise, research by Ali et al., (2022) found that employee psychological safety had a positive
effect on employee innovative behavior. A similar finding was also found by Zhu and Zhang
(2019) that psychological safety is positively related to innovative behavior. Based on this
explanation, it is explicitly argued that higher psychological safety removes the fear of failure
and directly fosters innovative behavior. Therefore, this study proposes the following hypothesis:
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H5: Psychological Safety has a positive effect on innovative behavior.

Knowledge Sharing Mediates the Effect of Workplace Friendship on Innovative Behavior
The characteristics of workplace friendship encourage employees to share information or
methods of working with colleagues. Employees become more open and honest in conveying
information, which can reduce barriers to knowledge sharing (Helmy & Wiwoho, 2020; Ho et
al., 2012; Wang & Kwek, 2018). Operationally, this exchange process begins when Nguyen et
al., (2021) stated that employees' willingness to ask for and give advice implies that knowledge
sharing creates openness and effective communication in the workplace.

When a higher level of knowledge exchange among employees is established, this condition has
the potential to become a trigger for innovative work behavior (Helmy & Wiwoho, 2020; Ho et
al., 2012; Wang & Kwek, 2018). Employees can assess the potential risks of implementing
innovation in the workplace through knowledge sharing with coworkers. This mechanism, in
turn, increases employees' innovative work behavior (Helmy & Wiwoho, 2020). In this internal
dynamic, participants involved in knowledge sharing first translate knowledge into a form that is
easy to understand; this ability increases the capacity of contributors to generate new ideas,
which is the basis of innovative work behavior (Kang & Lee, 2016). As a reinforcement of the
cognitive process, Akram et al., (2017) stated that knowledge sharing stimulates the cognitive
process of elucidation, which provides employees with new insights and suggests future
directions when facing challenges in the workplace. When individuals have relevant knowledge,
information, tools, and ideas at their disposal, they are more likely to act innovatively. Johan
(2021) declared that as the quality of knowledge sharing between individuals accumulates, its
impact will extend to the organizational level where knowledge sharing among organizational
members tends to generate new ideas for product development and process innovation.

This mediation relationship is fundamentally explained through the integration of SET, SCT, and
the Componential Theory of Creativity. Workplace friendship, as a social inducement, does not
immediately transform into innovation but requires an intermediary process. Closeness between
employees triggers a norm of reciprocity that encourages them to share knowledge (reciprocal
action). Based on the Componential Theory of Creativity, this knowledge sharing activity
functions as a means of knowledge acquisition that enriches expertise in specific fields (domain-
relevant skills) in a holistic collective manner. When employees' skills are enriched through the
information flowing within these friendship networks, their cognitive fuel is replenished.
Ultimately, this integration of intrinsic motivation from friendship and expertise from knowledge
sharing converts social energy into tangible innovative behavior, the end result of healthy social
transactions (Blau, 1964; Amabile & Pratt, 2016).

Previous research findings reveal that knowledge sharing has been recognized as a mediating
variable in many studies related to innovation (Helmy & Wiwoho, 2020; Ho et al., 2012; Wang
& Kwek, 2018). Specifically, Helmy & Wiwoho (2020)found that knowledge sharing has a
significant mediating effect in the relationship between workplace friendship and innovative
work behavior. Based on the above explanation, it is explicitly argued that knowledge sharing
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serves as the underlying mechanism that translates interpersonal ties into proactive
organizational outcomes. Therefore, the following hypothesis is proposed in this study.

H6: Knowledge sharing mediates the positive effect of workplace friendship on innovative
behavior.

Psychological Safety Mediates the Effect of Workplace Friendship on Innovative Behavior
In the context of interactions between employees, mutual trust and understanding in the
workplace are considered to have an important effect on employee psychological safety
(Appelbaum et al., 2016). More specifically, workplace friendship helps to feel the presence of
affective support and adequate resources, which will make it easier for individuals to overcome
difficulties and deal with stress (Berman et al., 2002; Guchait et al., 2014; Rahmaningtyas et al.,
2022). This is reinforced by the fact that having stronger relationships with coworkers can lead to
greater Psychological Safety or a shared belief that their company is open to risk-taking behavior
(Cao & Zhang, 2020).

Furthermore, once this interpersonal comfort is established, psychological safety related to
workplace friendship will effect employee innovative behavior, as viewed from the perspective
of social cognitive theory (Bandura, 1999). In this case, psychological safety enables members to
undertake innovative and challenging tasks. This is because psychological safety is a
determining factor for individuals to take action (Cao & Zhang, 2020). When psychological
safety in the workplace is at a high level, individuals are more likely to innovate and explore new
methods because psychological safety greatly reduces their fear of possible failure and its
negative outcomes (Hirak et al., 2012; Huang et al., 2016). This condition makes employees
involved in workplace friendship consider friends as "supporters” to support their creative ideas,
so that workplace friendship is positively related to Psychological Safety, and in turn, increases
innovative work behavior (Helmy & Wiwoho, 2020).

The connection of this mediation mechanism is explained through Triadic Reciprocal
Determinism in Social Cognitive Theory (SCT) and is supported by Social Exchange Theory
(SET) and the Componential Theory of Creativity. Workplace friendship acts as an
environmental factor (Environment) that becomes the initial trigger. This familiar environment is
cognitively processed by employees, thus giving rise to a sense of Psychological Safety in the
personal factor (Person/Cognitive). This Psychological Safety acts as a crucial psychological
"bridge." In accordance with the Componential Theory of Creativity, this sense of security from
bureaucratic threats and interpersonal risks boosts intrinsic motivation and optimizes employees'
creative thinking processes (creativity-relevant processes). When employees feel safe because
they are supported by their colleagues, their self-confidence (self-efficacy) increases sharply,
triggering the courage to implement ideas into innovative behavior (Behavior) without fear of
being punished by a rigid bureaucratic structure (Blau, 1964; Bandura, A., 1986; Amabile &
Pratt, 2016).
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Previous research findings revealed that the relationship in the workplace with innovative
behavior is also mediated by Psychological Safety, where the research results show that
individuals with high friendships in the workplace will feel high Psychological Safety (Cao &
Zhang, 2020). Empirically, having friendly relationships with coworkers can result in greater
psychological safety (Rahmaningtyas et al., 2022). In line with this, Cao & Zhang (2020) found
that workplace friendship has a positive indirect effect on employee innovative behavior through
psychological safety. Based on the above explanation, it is explicitly argued that psychological
safety acts as an essential interpersonal shield that translates workplace bonds into innovative
behavior. Therefore, the following hypothesis is proposed in this study.

H7: Psychological safety mediates the positive effect of workplace friendship on innovative
behavior

Premised upon the aforementioned hypotheses, the conceptual framework of this study is
structured as follows:

Knowledge
Sharing

H1 +

Innovative
Behavior

Workplace
Friendship

Psychological
Safety

Figure 1 conceptual framework of the research

2. Method

This type of research uses quantitative research methods. A quantitative approach is applied to
examine a specific population or sample through instrument-based data collection, which is
subsequently analyzed statistically to test a predetermined hypothesis (Sugiyono, 2021). This
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study uses a survey method with data collection through an online questionnaire distributed via a
link.

2.1 Population and Sample

The population in this study was all 186 productive-age ASN employees working at the Class |1
Land Transportation Management Center (BPTD) in West Sumatra. The sample is a portion of
the entire population selected to represent the characteristics of the individual group or object as
a whole in the study (Sugiyono, 2021). The sampling technique uses Non-probability sampling
method with saturated or census sampling technique. Saturated or census sampling method is a
sampling technique where all members of the population are used as samples.(Sugiyono, 2021).
The sample in this study is186 ASN employees working at the Class Il Land Transportation
Management Center (BPTD) of West Sumatra who are of productive age.

2.2 Data Collection Techniques and Data Sources

In this study, data was collected using a questionnaire. A questionnaire is a data collection
technique that involves providing respondents with a set of written statements to answer
(Sugiyono, 2021). The questionnaire used was structured as a closed-ended statement with
answer choices using a Likert scale. The data source used was primary data. Primary data is the
data source that directly provides data to the data collector (Sugiyono, 2021). This primary data
source was obtained from distributing questionnaires to 186 ASN employees working at the
Class Il Land Transportation Management Center (BPTD) of West Sumatra who are of
productive age.

2.3 Measurement of Variables

Innovative behavior refers to the active act of creating, introducing, and implementing new ideas
that can help improve the job performance of individuals or groups (Choi et al., 2021).
Innovative behavior is measured using 10 statement items consisting of 6 statement items
proposed by Scott & Bruce, 1994 (Choi et al., 2021) as well as 4 statement items put forward by
De Jong & Den Hartog, 2005 (Bednall et al., 2018).

Workplace friendship refers to informal and voluntary interpersonal relationships in the
workplace between employees with mutual trust, dependency, and shared interests in an
organizational environment, which are characterized by non-exclusive, informal, and voluntary
nature (Berman et al., 2002; Li et al., 2024). Workplace friendship is measured using 6 statement
items put forward by Nielsen, Jex and Adam, 2000 (Helmy et al., 2020).

In the context of individual behavior in the workplace, knowledge sharing refers to the behavior
share information and ideas with other people (Elrehail et al., 2016) and gather knowledge to
create new ideas through knowledge exchange (Eidizadeh et al., 2017).Various knowledge was
measured using 8 statement items put forward by Van Den Hooff and De Ridder, 2004 (Rafique
et al., 2022).
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Psychological Safety describes perceptions about the consequences of taking interpersonal risks
in a particular context such as the workplace (AC Edmondson & Lei, 2014; Sasaki et al., 2022)
Psychological safety was measured using 12 statement items put forward by Clark, 2020
(Wowor & Dewi, 2022).

2.4 Data Analysis Techniques

The data analysis technique in this research uses SEM-Partial Least Squares (SEM-PLS).
Ghozali (2021) asserts that PLS serves to evaluate theories, validate theoretical models, and
elaborate on the existence of relationships between variables. Furthermore, this approach can be
applied as a general methodology for path analysis. SEM-PLS analysis consists of two models:
the first is the Measurement Model Assessment (MMA), often referred to as the outer model.
MMA is used to test the validity and reliability of the model. MMA defines how each indicator
block relates to its latent variables (Ghozali, 2021). The tests used in MMA include convergent
validity and discriminant validity. Second, the Structural Model Assessment (SMA), often
referred to as the inner model, examines the R-square and Q-square values. Furthermore, the
SMA is primarily used to test research hypotheses. Hypothesis testing in SEM-PLS uses the
bootstrapping procedure. A hypothesis is accepted if the calculated t value > t table with a
confidence level of 95% or a significance level of 5%, where a significance of less than 0.05
indicates a significant effect. Then, to determine the direction of the effect, the original sample
value is examined to show a positive (+) or negative (-) effect. The hypothesis test results are
declared accepted for a one-tailed hypothesis with the provision that the t-statistic value is
greater than the t table value (1.65) for a significance level of 0.05. finally, the evaluation of
mediating effects adopts the approach proposed by Hair et al., (2017) which relies on the
significance of path coefficients.

3. Result
3.1 Respondent Profile

The general profile of respondents in this study was classified according to gender, age range,
highest level of education, and length of service. The majority of respondents at the West
Sumatra Class Il BPTD were male, totaling 127 (68.3%).Respondents were aged between 21 and
35 years, with the majority being 23 years old (21 people) (11.3%), and 20 people aged 25 years
old (10.8%).Then, the majority had a Diploma Il (95 people) as their final educational
background. The majority of respondents had a work period of less than 5 years (122 people)
(65.6%). This indicates that the majority of productive-age ASN employees working at BPTD
Class Il West Sumatra are male. The dominance of the number of male employees reflects the
characteristics of the work environment in the land transportation sector which often requires
high mobility and field activities. In addition, the majority of employees are in the productive
age group, where psychologically this age group has great energy and potential in developing
innovative behavior. This condition is also dominated by Diploma I11 (DI111) and Bachelor's (S1)
graduates. This background indicates a good level of formal competence as state officials to
support the development of innovative behavior in the workplace. Finally, the characteristics of
respondents domination by those with relatively new work experience (less than 5 years). This
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situation theoretically presents a significant opportunity because young employees generally
bring fresh, new perspectives to foster innovative behavior in the workplace.

3.2 Measurement Model Assessment

Measurement Model Assessment(MMA) or measurement model assessment is often referred to
as the outer model. MMA is used to test the validity and reliability of the model. MMA defines
how each indicator block relates to its latent variables.(Ghozali, 2021) The tests used in MMA
are Convergent validity and Discriminant validity.

3.2.1 Convergent Validity

Convergent validity is defined as the extent to which a measure positively correlates with
alternative measures of the same construct. Convergent validity is determined by examining the
correlation between item/indicator scores and the construct scores. An individual indicator is
considered valid when its outer loading correlation is greater than 0.70. Furthermore, a construct
is considered reliable when its composite reliability or Cronbach's alpha is greater than 0.70.
Another test for convergent validity is the construct validity using the AVE value. The AVE
value for each construct is greater than 0.50 (Hair et al., 2017).The following are the results of
convergent validity testing, construct reliability and AVE in the second stage as shown in table 1:

Table 1 Results of Convergent Validity Testing, Construct Reliability and AVE Stage Two

Outer Cronbach ~ Composite AVE
Variables Indicator Loadings Alpha Reliability
Second Stage
BP1 0.733
Knowledge BP2 0.734
sharing BP3 0.879 0.821 0.882 0.653
BP4 0.873
Psychological  KP1 0.779
Safety KP10 0.734
KP11 0.728
KP2 0.778
KP3 0.748 0.896 0.916 0.576
KP4 0.788
KP6 0.733
KP7 0.780
Innovative PI1 0.838
behavior P110 0.921
PI2 0.818
P13 0.856 0.958 0.965 0.773
Pl4 0.874
PI7 0.880
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P18 0.918
P19 0.923
Workplace PTK1 0.828
friendship PTK2 0.782
PTK3 0.906 0.911 0.933 0.737
PTK4 0.903
PTK5 0.868

Source: Processed primary data, 2026

In the first stage of testing, it was shown that there were several statement items that did not meet
the criteria convergent validity because it has an outer loading value of less than 0.70 (<0.70).
These indicators include item PTK6 (0.540) in the Workplace friendship variable; items BP5
(0.466), BP6 (0.684), BP7 (0.664), and BP8 (0.545) in the Knowledge sharing variable; items
KP5 (0.648), KP8 (0.642), KP9 (0.564), and KP12 (0.558) in the Psychological Safety variable;
and items P15 (0.490) and PI6 (0.545) in the Innovative behavior variable. This means that these
indicators are declared invalid, so they must be removed or deleted from the model and the
validity test must be repeated at the next stage.

In the second stage of testing, it was shown that all the remaining statement items met the criteria
convergent validity because it has an outer loading value greater than 0.70 (> 0.70). After
eliminating invalid indicators in the first stage, no statement items had values below the specified
threshold. This means that all remaining indicators in the second-stage measurement model were
declared valid and can therefore be retained for further analysis.

Despite several reductions in indicators from the initial estimate, the Cronbach's Alpha and
Composite Reliability values for all variables resulting from this second iteration workplace
friendship, knowledge sharing, psychological safety, and innovative behavior remained greater
than 0.70 (>0.70). This demonstrates that all constructs or variables in the estimated model met
the criteria for excellent reliability and high internal consistency.

Meanwhile, for the Average Variance Extracted (AVE) value, all variables in this second stage
of testing have also met the requirements for good validity measurement because all values are
above the minimum limit of 0.50 (> 0.50). The knowledge sharing and psychological safety
variables that did not meet the requirements in the first stage are now declared to have passed the
test along with the workplace friendship and innovative behavior variables after invalid
indicators were eliminated, so this model is declared strong and ready for use in further testing.

3.2.2 Discriminant Validity

Discriminant validity assessment can be done using the Fornell-Larcker criterion. The Fornell-
Larcker criterion compares the square root of the AVE value to the correlation value between
constructs. If the square root of the AVE value for each construct is greater than the correlation
value between the construct and other constructs in the model, then it is said to have good
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discriminant validity (Hair et al., 2017). The following are the results of the discriminant validity
test using the Fornell-Larcker criterion:

Table 2 Results of Discriminant Validity Testing Using Fornell-Larcker criterion

Knowledge Psychological Innovative Workplace

sharing Safety behavior  Friendship
Knowledge sharing 0.808
Psychological Safety 0.491 0.759
Innovative behavior 0.628 0.714 0.879
Workplace Friendship 0.592 0.559 0.612 0.859

Source: Processed primary data, 2026

Based on the test data in Table 2, it is evident that the square root value of AVE for each
respective variable comprises the square root of AVE of the variables knowledge sharing
(0.808), workplace friendship (0.859), psychological Safety (0.757), and innovative behavior
(0.879), which is greater than the correlation value between the variables with other variables in
the model, where if the square root value of AVE for each variable is greater than the correlation
value between the variables with other variables in the model, then it is said to have a good
discriminant validity value.

3.3 Structural Model Assessment

Structural model assessment (SMA), or structural model assessment, is often referred to as the
inner model. This measurement examines the R-square and Q-square values. Furthermore, SMA
is primarily used to test research hypotheses. Hypothesis testing in SEM PLS uses the
bootstrapping procedure. A hypothesis is accepted if the calculated t value is greater than the t
table value with a 95% confidence level or a significance level of 5%, where if the calculated t
value is less than 0.05, it means there is a significant effect. Then, to determine the direction, the
original sample value is used to indicate a positive (+) or negative (-) effect.

3.3.1 R Square

R Square (R2) is used to explain the magnitude of the influence of exogenous variables on
endogenous variables, expressed as a percentage. The predictive power of \(R\text{-square}\) is
generally classified into three categories: weak (0.25), moderate (0.50), and strong (0.75) (Hair et
al., 2017). Based on the results of data processing, the R-square estimation results were obtained
as in table 3 below:
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Table 3 R-square

R-square
Knowledge sharing 0.351
Psychological Safety 0.313
Innovative behavior 0.628

Source: Processed primary data, 2026

From the results of the R Square value in Table 3, it shows that knowledge sharing can be
explained by workplace friendship in this study with a value of 0.351 (35.1%), while 64.9% was
accounted for by alternative variables not included in this study, whereby the explanatory
capacity of the model was classified as weak because its value was greater than 0.25 but lower
than 0.50. Furthermore, psychological safety can be explained by workplace friendship in this
study at 0.313 (31.3%), while 68.7% was accounted for by alternative variables not included in
this study, whereby the explanatory capacity of the model was classified as weak because its
value was greater than 0.25 but lower than 0.50. Lastly, innovative behavior can be explained by
workplace friendship, knowledge sharing, and psychological safety in this study at 0.628
(62.8%), while 37.2% was accounted for by alternative variables not included in this study,
whereby the explanatory capacity of the model was classified as moderate because the value was
greater than 0.50 but lower than 0.75.

3.3.2 Q square

To measure the capacity of exogenous variables in estimating endogenous variables (predictive
relevance), the Q square (Q?) value can be examined. A model is considered to possess good
predictive relevance if the calculated Q-square value is above 0 (zero). Q-square values of 0.02,
0.15, and 0.35 are interpreted as small, medium, and large, respectively (Hair et al., 2017). Based
on the results of data processing, the Q-square estimation results were obtained as in table 4
below:

Table 4 Q-square

SSO SSE Q? (=1-SSE/SSO)
Knowledge sharing 744,000 578,794 0.222
Psychological Safety 1488,000 1229,786  0.174
Innovative behavior 1488,000 775,843 0.479
Workplace Friendship 930,000 930,000 0.000

Source: Processed primary data, 2026

Based on Table 4, it can be explained that the knowledge sharing variable has a Q square (Q?)
value of 0.222, where its predictive relevance value is classified as moderate because the value is
greater than 0.15 (0.222 > 0.15). Furthermore, the psychological safety variable has a Q square
(Q?) value of 0.174, where its predictive relevance value is also classified as moderate because
the value is greater than 0.15 (0.174 > 0.15). In addition, the innovative behavior variable has a
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Q square (Q?) value of 0.479, where its predictive relevance value is considered large because
the value is greater than 0.35 (0.479 > 0.35). From these results, it can be concluded that this
research model has a moderate predictive relevance value for the variables knowledge sharing
and psychological safety and a large predictive relevance value for innovative behavior, which

means the model has very good predictive relevance.

3.3.3 Hypothesis Testing
PThe results of the hypothesis testing in this study are declared acceptable

for the results of the

one-tailed hypothesis (1-way hypothesis) with the provision that the t-statistic value is greater
than the t-table value (1.65) for a significance level of 0.05.(Hair et al., 2017). The following are
the results of SMA testing using the bootstrapping method to see the results of hypothesis

testing:
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Table 5 Path Coefficients and Indirect Effect Results

Original Sample Standard T statistics P

sample  mean  deviation Note
(0) (M) (STDEV) (|O/STDEV|) values
H1 Workplace  Friendship  ->
Knowledge sharing 0.592 0.597  0.060 9,943 0.000 Accepted
H2 Workplace Friendship ->
Innovative behavior 0.174 0.177  0.078 2,231 0.013  Accepted
H3 Workplace Friendship ->
Psychological Safety 0.559 0.562  0.067 8,374 0.000 Accepted
H4 Knowledge ~~ sharing > 593 0206 0069 4270 0.000 Accepted
Innovative behavior
H5 Psychological  Safety > 425 o460 0074 6,416 0.000 Accepted
Innovative behavior
H6 Workplace Friendship ->
Knowledge sharing -> 0.174 0.176  0.043 4,008 0.000 Accepted
Innovative behavior
H7 Workplace Friendship ->
Psychological Safety -> 0.264 0.262  0.046 5,778 0.000 Accepted

Innovative behavior

Source: Processed primary data, 2026

Based on the H1 test findings, the original sample value is positive at 0.592 with a T-statistic test
value (9.943 > 1.65) and a p-value (0.000 < 0.05), so it is stated that Workplace friendship has a
positive and significant effect on employee Knowledge sharing, so H1 is accepted. According to
the H2 test verification, the original sample value is positive at 0.174 with a T-statistic test value
(2.231 > 1.65) and a p-value (0.013 < 0.05), so it is stated that Workplace friendship has a
positive and significant effect on employee Innovative behavior, so H2 is accepted.

The statistical output for H3 reveals that the original sample value is positive at 0.559 with a T-
statistic test value (8.374 > 1.65) and a p-value (0.000 < 0.05), so it is stated that Workplace
friendship has a positive and significant effect on employee Psychological Safety, so H3 is
accepted. Evidenced by the H4 test analysis, the original sample value is positive at 0.293 with a
T-statistic test value (4.270 > 1.65) and a p-value (0.000 < 0.05), so it is stated that Knowledge
sharing has a positive and significant effect on employee Innovative behavior, so H4 is accepted.
The calculation for the H5 test indicates that the original sample value is positive at 0.472 with a
T-statistic test value (6.416 > 1.65) and a p-value (0.000 < 0.05), so it is stated that Psychological
Safety has a positive and significant effect on employee Innovative behavior, so H5 is accepted.

The empirical data from the H6 test demonstrates that the original sample value of the indirect
effect is positive at 0.174 with a T-statistic test value (4.008 > 1.65) and a p-value (0.000 < 0.05),
so it is stated that Knowledge sharing mediates the effect of Workplace friendship on employee
Innovative behavior positively, so H6 is accepted. As indicated by the H7 hypothesis testing, the
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original sample value of the indirect effect is positive at 0.264 with a T-statistic test value (5.778
> 1.65) and a p-value (0.000 < 0.05), so it is stated that Psychological Safety mediates the effect
of Workplace friendship on employee Innovative behavior positively, so H7 is accepted.

4. Discussion
4.1 The Effect of Workplace Friendship on Knowledge Sharing

Based on the results, the study concluded that workplace friendship has a positive and significant
effect on employee knowledge sharing at BPTD KELAS Il West Sumatra, thus H1 is accepted.
This indicates that the better the workplace friendship, the higher the employee knowledge
sharing activity at the agency. This is because when employees have formed strong friendships
in the workplace and are supported by habits where they often socialize with colleagues outside
the workplace, a fluid communication climate will be created without formal barriers.
Furthermore, the sense of security that arises from employees being able to entrust things to
people at work and feeling they can truly trust many coworkers is a crucial factor in eliminating
hesitation in communication. In addition, the fact that being able to meet coworkers is one of the
reasons employees look forward to their jobs makes them feel comfortable in the work
environment, making them more open to sharing insights.

These friendships develop because of closeness and shared experiences. They often rely on each
other for problem-solving, such as interpreting new events or managing relationships with others
within the organization (Nguyen et al., 2021). Besides that, Nguyen et al., (2021) stated that
when team members need information and ask for advice, they are more likely to complete tasks.
In line with this, Helmy & Wiwoho (2020) revealed that employees who have close relationships
with their coworkers will provide quality knowledge sharing. In addition to being supported by
the theoretical basis above, this relationship is also strengthened by various empirical findings.
Specifically, previous studies have found that workplace friendship has a positive and significant
effect on knowledge sharing (Nguyen et al., 2021; Helmy & Wiwoho, 2020). This emphasizes
that good workplace friendship relations between employees at BPTD CLASS Il West Sumatra
are the main driver of successful knowledge transfer within the organization.

4.2 The Effect of Workplace Friendship on Innovative Behavior

Based on the research results, it can be concluded that workplace friendship has a positive and
significant effect on innovative behavior of employees at BPTD KELAS Il West Sumatra, then
H2 is accepted. This shows that well-established workplace friendship activities provide a real
contribution to increasing the innovative behavior of employees in the agency. This condition is
due to the fact that employees have formed strong friendships in the workplace and often
socialize with colleagues outside the workplace not only to fulfill personal social needs,
emotional comfort, and the harmony of interpersonal relationships alone, but also because these
informal close relationships are automatically able to stimulate the professional drive of
employees to implement new work methods, execute ideas, or take concrete actions in changing
work procedures in carrying out daily operational tasks.
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Furthermore, when employees feel they can entrust something to people in the workplace and
feel they can truly trust many of their colleagues, this trust serves as an effective foundation for
igniting the courage to take risks, promote new ideas, or make systemic changes that challenge
old habits for the sake of service progress. In addition, the feeling that being able to meet
colleagues is one of the reasons employees look forward to their work confirms that this
dimension of friendship works in harmony in building job satisfaction, affective employee
retention, and encouraging innovative work productivity. Healthy emotional closeness has been
shown to increase openness, thereby minimizing communication barriers among colleagues,
which in turn facilitates the emergence of the stages of realizing ideas into real public service
innovations. Thus, good workplace friendship at BPTD KELAS Il West Sumatra has succeeded
in becoming a driving force for employee innovative behavior because this social interaction is
able to align close personal relationships with the implementation of operational solutions for the
advancement of the agency.

Practically, these results indicate that the characteristics of the work environment in government
agencies such as BPTD KELAS Il West Sumatra are able to utilize the dynamics of close
interpersonal relationships to produce optimal innovation performance output. These findings
illustrate that workplace friendship encourages someone to innovate and work more efficiently
due to the existence of healthy emotional bonds. This is because workplace friendship provides
unique knowledge about work experiences and activities that allow communication about work-
related issues in a deeper and more efficient way, which is not available in other friendships.
When employees have trusted friends at work, they can help or advise their colleagues and,
therefore, they feel safe, comfortable, and satisfied with their work. With good friendships at
work, someone tends to be more innovative in carrying out their work because they feel
comfortable and satisfied with their work. The ideal conditions of comfort, psychological safety,
and emotional satisfaction formed from personal closeness in BPTD KELAS Il West Sumatra
are proven to open up space for the emergence of objective discussions and critical thinking that
are essential in encouraging real innovative actions. The close relationship in this agency is able
to build a sense of mutual support, so that employees feel confident in promoting new creative
ideas without having to worry about disturbing the comfort of the work group because of the
established sense of mutual understanding.

The findings in this study are consistent with the results of previous research. Helmy & Wiwoho
(2020) found that workplace friendship has a positive and significant effect on innovative work
behavior. Likewise, I.LH Ali et al., (2024) found that workplace friendship has a significant
positive impact on innovative behavior among employees. A similar finding was also reported by
Rahmaningtyas et al., (2022), who argued that workplace friendship has a positive and
significant effect on innovative behavior. This result is interpreted as the better the workplace
friendship, the higher the innovative behavior. Workplace friendship encourages someone to
innovate and work more efficiently. Workplace friendships provide unique knowledge about
work experiences and activities that enable deeper and more efficient communication about
work-related issues, which is not available in other friendships. When employees have trusted
friends at work, they can help or advise their coworkers and, therefore, they feel safe,
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comfortable, and satisfied with their work. With good friendships at work, someone tends to be
more innovative in doing their work because they feel comfortable and satisfied with their work.

4.3 The Effect of Workplace Friendship on Psychological Safety

Based on the research results, it can be concluded that workplace friendship has a positive and
significant effect on employee psychological safety at BPTD KELAS Il West Sumatra, therefore
H3 is accepted. This indicates that the better the workplace friendship relationship, the greater
the employee’s sense of psychological safety at the agency. This is because when employees
have formed strong friendships in the workplace, and are supported by the habit of frequently
socializing with coworkers outside the workplace, it creates a social environment full of
familiarity, thus reducing employee interpersonal anxiety. Furthermore, the sense of security that
arises because employees can entrust something to people in the workplace and feel they can
really trust many colleagues is a crucial factor in building a subjective assessment that their
environment is safe to express themselves without fear of interpersonal risks. In addition, the fact
that being able to meet coworkers is one of the reasons employees look forward to their work
makes employees feel comfortable in the work environment, so they are more open and
confident that social closeness in the office will protect them from threats to their self-image.

These field conditions are in line with the conceptual explanation that friendly relationships
provide emotional support, a sense of trust, and a sense of comfort among employees in an
organization (Berman et al., 2002). In this context, mutual trust and understanding in the
workplace are considered to have an important effect on employee psychological safety
(Appelbaum et al., 2016). In the end, strong friendships in the workplace increase the sense of
disclosure and openness among employees in an organization. Therefore, workplace friendship is
a potential resource for improving employee psychological safety (Helmy & Wiwoho, 2020;
Mao & Hsieh, 2017). The results of this study are in line with previous research by Cao & Zhang
(2020), who found that workplace friendship is positively related to psychological safety. Similar
to these results, Helmy & Wiwoho (2020) found that workplace friendship has a positive and
significant effect on psychological safety. This confirms that good workplace friendships among
employees at BPTD KELAS Il West Sumatra are a key driver of increased psychological safety
in the workplace.

4.4 The Effect of Knowledge Sharing on Innovative Behavior

Based on the research results, it can be concluded that knowledge sharing has a positive and
significant effect on employee innovative behavior at BPTD KELAS Il West Sumatra, so H4 is
accepted. This indicates that the better the knowledge sharing activity, the more innovative
employee behavior increases in the agency. This is because when employees learn something
new, they immediately tell their colleagues, thus supporting the creation of new insight transfers
that trigger fresh ideas in the work environment. In addition, the willingness of employees to
share their information with colleagues allows for collaborative problem-solving in a more
efficient manner, which directly encourages the emergence of creative and innovative actions in
carrying out operational tasks.

www.ijebmr.com Page 313




International Journal of Economics, Business and Management Research
Vol. 10, No.09; 2026
ISSN: 2456-7760

Furthermore, employees' awareness that it is crucial for their colleagues to know what they are
working on has made inter-line communication more open, flexible, and collaborative.
Furthermore, employees' habit of regularly informing their colleagues about their work creates a
supportive work environment, minimizes technical errors, and accelerates problem-solving
through continuously evolving work procedures. Thus, a strong knowledge-sharing culture is a
driving force behind increased innovative behavior at BPTD KELAS Il West Sumatra, as these
interactions not only expand individual competencies but also stimulate strong collaboration in
generating new, adaptive solutions and work methods for the advancement of the agency.

Knowledge sharing among organizational members tends to generate new ideas for product
development and process innovation (Johan, 2021). Knowledge sharing plays a crucial role in
increasing the level of innovative work behavior, absorptive capacity, and organizational
innovation. Furthermore, employees can assess potential risks in implementing innovation in the
workplace through knowledge sharing with colleagues. This mechanism, in turn, enhances
employees' innovative work behavior (Helmy & Wiwoho, 2020). Besides that, Akram et al.,
(2017) suggest that knowledge sharing stimulates the cognitive process of elucidation, which
provides employees with new insights and suggests future directions when facing challenges in
the workplace. If individuals have relevant knowledge, information, tools, and ideas at work,
they are more likely to act innovatively. The results of this study are consistent with research by
Saif et al., (2024) who found a positive effect between knowledge sharing and innovative work
behavior. A similar finding was also found by Johan (2021) that knowledge sharing has a
positive effect on innovative behavior. Sari & Wahyuni (2023a) also found knowledge sharing
has a positive and significant effect on innovative work behavior. These results indicate that
innovative work behavior can be enhanced by increasing knowledge sharing among employees.
Helmy & Wiwoho (2020) as well as Rafique et al., (2022) found that knowledge sharing has a
positive and significant effect on innovative work behavior.

4.5 The Effect of Psychological Safety on Innovative Behavior

Based on the research results, it can be concluded that psychological safety has a positive and
significant effect on the innovative behavior of employees at BPTD KELAS Il West Sumatra, so
H5 is accepted. This indicates that the better the sense of psychological safety, the more
innovative behavior of employees at the agency increases. This is due to the feeling of being
accepted by colleagues and the establishment of good relationships with colleagues even outside
the workplace, thus supporting the creation of a supportive social environment and minimal
interpersonal pressure. In addition, a close relationship with the work team fosters a high sense
of mutual trust, which directly encourages employees' courage to propose new ideas without fear
of rejection or negative judgment from those around them in carrying out operational tasks.
Furthermore, this sense of security allows employees to easily express their opinions in every
organizational meeting and feel brave enough to take risks to make changes in the workplace. In
addition, direct support received from superiors provides moral and emotional legitimacy for
employees, so they are more motivated and often submit creative ideas to improve operational
efficiency. Thus, good psychological safety is the main foundation for increasing innovative
behavior at BPTD CLASS Il West Sumatra because a psychologically safe work climate not
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only creates comfort in interactions, but also stimulates individual courage to act proactively in
creating new, adaptive solutions and work methods for the advancement of the agency.

Psychological safety is an employee's feeling about the interpersonal risks faced in the work
environment (Helmy & Wiwoho, 2020). If employees feel psychologically safe, they are more
likely to offer ideas to others. This motivates them to develop, promote, and implement new
ideas (Javed et al., 2017). Employee psychological safety is an important cognitive mechanism
(Hirak et al., 2012) that improves employee performance, productivity, creativity, and innovative
behavior. Psychologically safe employees are more creative and innovative, and think of new
ways and perspectives in carrying out their work tasks (A. Ali et al., 2022). Psychological safety
in the workplace enables employees to take innovative risks, which results in higher engagement
in problem-solving tasks and creative projects (Frazier et al., 2016; Imran et al., 2025).
Psychological safety significantly contributes to increasing innovation, especially when
employees receive positive messages from their organizational environment (Ahmad et al.,
2023). The findings of this study are in line with research by Imran et al., (2025), who found that
psychological safety has a positive effect on employee innovative behavior. Cao and Zhang
(2020) also revealed that psychological safety is positively related to innovative behavior.
Likewise, research by Ali et al., (2022) found that employee psychological safety had a positive
effect on employee innovative behavior. A similar finding was also found by Zhu and Zhang
(2019) who showed that psychological safety is positively related to innovative behavior.

4.6 Knowledge sharing mediates the effect of workplace friendship on innovative behavior

Based on the results, it can be concluded that knowledge sharing mediates the effect of
workplace friendship on employee innovative behavior positively at BPTD CLASS Il West
Sumatra, so H6 is accepted. Based on the mediation effect test using the significance of path
coefficients, it is evident that both the direct and indirect relationships are significant and possess
the same positive direction. Therefore, it can be concluded that the form of mediation is
complementary mediation, which is a type of partial mediation. Partial mediation occurs when
the exogenous variable is able to directly affect the endogenous variable without involving the
mediator (intervening) variable. This indicates that high levels of workplace friendship can
directly encourage employee innovative behavior without involving knowledge sharing.
However, this condition can also make knowledge sharing a mediating variable, which bridges
the effect of workplace friendship on the innovative behavior of employees at BPTD CLASS Il
West Sumatra.

This connection is demonstrated in the field, where when employees learn something new, they
immediately share it with their coworkers. Employees also voluntarily share their information,
recognizing the importance of keeping their coworkers informed of their work, and regularly
update them on their progress. This knowledge-sharing activity, stemming from close workplace
friendships, has been shown to significantly stimulate and is considered by employees as an
intermediary for improving the innovative behavior of employees at BPTD CLASS Il West
Sumatra.
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These field conditions are in line with the argument that theoretically, the characteristics of
workplace friendship encourage employees to share information or working methods with
colleagues. Employees become more open and honest in conveying information, which can
reduce barriers to knowledge sharing (Helmy & Wiwoho, 2020; Ho et al., 2012; Wang & Kwek,
2018). Operationally, this exchange process begins as stated by Nguyen et al., (2021), namely
that employees' willingness to ask for and give advice implies that knowledge sharing creates
openness and effective communication in the workplace.

Furthermore, when a higher level of knowledge exchange among employees is formed, this
condition has the potential to become a trigger for innovative work behavior (Helmy & Wiwoho,
2020; Ho et al.,, 2012; Wang & Kwek, 2018). Employees can assess the potential risks of
implementing innovation in the workplace through knowledge sharing with coworkers. This
mechanism, in turn, increases employees' innovative work behavior (Helmy & Wiwoho, 2020).
In this internal dynamic, participants involved in knowledge sharing first translate knowledge
into a form that is easy to understand; this ability increases the capacity of contributors to
generate new ideas, which is the basis of innovative work behavior (Kang & Lee, 2016). As a
reinforcement of the cognitive process, Akram et al., (2017) suggest that knowledge sharing
stimulates the cognitive process of elucidation, which provides employees with new insights and
suggests future directions when facing challenges in the workplace. When individuals have
relevant knowledge, information, tools, and ideas at their disposal, they are more likely to act
innovatively. Johan (2021) stated that as the quality of knowledge sharing between individuals
accumulates, its impact will extend to the organizational level, where knowledge sharing among
organizational members tends to generate new ideas for product development and process
innovation. The results of this study are consistent with previous research findings that revealed
that knowledge sharing has been recognized as a mediating variable in many studies related to
innovation (Helmy & Wiwoho, 2020; Ho et al., 2012; Wang & Kwek, 2018). Specifically,
Helmy & Wiwoho (2020) found that knowledge sharing has a significant mediating effect in the
relationship between workplace friendship and innovative work behavior.

4.7 Psychological Safety Mediates the Effect of Workplace Friendship on Innovative Behavior

Based on the results, it can be concluded that psychological safety mediates the effect of
workplace friendship on employee innovative behavior positively at BPTD CLASS Il West
Sumatra, so H7 is accepted. Based on the mediation effect test using the significance of path
coefficients, it is evident that both the direct and indirect relationships are significant and possess
the same positive direction. Therefore, it can be concluded that the form of mediation is
complementary mediation, which is a type of partial mediation. Partial mediation occurs when
the exogenous variable is able to directly affect the endogenous variable without involving the
mediator (intervening) variable. This indicates that high levels of workplace friendship can
directly encourage employee innovative behavior without involving psychological safety.
However, this condition can also make psychological safety a mediating variable that bridges the
effect between workplace friendship and innovative behavior of employees at BPTD CLASS |1
West Sumatra.
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This relationship is proven through conditions in the field, where close friendships make
employees feel very accepted by their colleagues, have good relationships outside the workplace,
and have close relationships with their work teams. This positive social climate builds a sense of
psychological safety, so that employees easily express opinions in meetings, dare to take risks,
feel they have direct support from superiors, and dare to make changes. Psychological safety
activities that originate from close workplace friendships are proven to be able to trigger and be
considered by employees as intermediaries, where in the end, the high level of Psychological
Safety felt by these employees is proven to trigger them to often convey creative ideas that
encourage an increase in employee innovative behavior at BPTD KELAS Il West Sumatra.

These field conditions are in line with the argument that theoretically in the context of
interactions between employees, mutual trust and understanding in the workplace are considered
to have an important effect on employee psychological safety (Appelbaum et al., 2016). More
specifically, workplace friendship helps employees feel the presence of affective support and
adequate resources, which will make it easier for individuals to overcome difficulties and deal
with stress (Berman et al., 2002; Guchait et al., 2014; Rahmaningtyas et al., 2022). This is
reinforced by the fact that having stronger relationships with coworkers can lead to greater
psychological safety or a shared belief that their company is open to risk-taking behavior (Cao &
Zhang, 2020).

Furthermore, once this interpersonal comfort is established, psychological safety related to
workplace friendship will affect employee innovative behavior, as viewed from the perspective
of social cognitive theory (Bandura, 1999). In this case, psychological safety enables members to
undertake innovative and challenging tasks. This is because psychological safety is a
determining factor for individuals to take action (Cao & Zhang, 2020). When psychological
safety in the workplace is at a high level, individuals are more likely to innovate and explore new
methods because psychological safety greatly reduces their fear of possible failure and its
negative outcomes (Hirak et al., 2012; Huang et al., 2016). This condition makes employees
involved in workplace friendship consider friends as "supporters” to support their creative ideas,
so that workplace friendship is positively related to psychological safety, and in turn, increases
innovative work behavior (Helmy & Wiwoho, 2020).

These findings lend support to earlier studies which demonstrated that the relationship between
workplace friendship and innovative behavior is also mediated by psychological safety, where
the research results show that individuals with strong friendships in the workplace will feel high
psychological safety (Cao & Zhang, 2020). Empirically, having friendly relationships with
coworkers can result in greater psychological safety (Rahmaningtyas et al., 2022). In line with
this, Cao & Zhang (2020) found that workplace friendship has a positive indirect effect on
employee innovative behavior through psychological safety.

5. Conclusion

Based on the results of the research analysis that has been carried out, the following are some
research conclusions that can be drawn. First, workplace friendship has a positive and significant
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effect on employee knowledge sharing, so H1 is accepted. Second, workplace friendship has a
positive and significant effect on employee innovative behavior, so H2 is accepted. Third,
workplace friendship has a positive and significant effect on employee psychological safety, so
H3 is accepted. Fourth, knowledge sharing has a positive and significant effect on employee
innovative behavior, so H4 is accepted. Fifth, psychological safety has a positive and significant
effect on employee innovative behavior, so H5 is accepted. Sixth, knowledge sharing positively
mediates the effect of workplace friendship on employee innovative behavior, so H6 is accepted,
with the form of mediation being complementary mediation (partial mediation). Seventh,
psychological safety positively mediates the effect of workplace friendship on employee
innovative behavior, so H7 is accepted, with the form of mediation being complementary
mediation (partial mediation).

Based on the results of the descriptive analysis and hypothesis testing, several recommendations
can be submitted to the management of BPTD KELAS Il West Sumatra as evaluation material
for improving employee innovative behavior. First, in terms of strengthening employee
interpersonal relations. The agency is advised to organize programs to strengthen interpersonal
relations, either semi-formal or informal, on a regular basis. Activities such as team building,
gatherings, or group sports can be used to break down emotional tensions among ASN
employees. This is important for fostering mutual trust and fostering social motivation so that
employees feel more inclined to look forward to positive interactions in the work environment
without sacrificing official professionalism. Second, regarding the optimization of inter-
departmental coordination. Management is advised to optimize inter-departmental coordination
routines to break down barriers of individual task silos. This can be achieved by providing a
short, formal daily forum, such as a morning stand-up meeting in each sub-department. This
forum functions so that each employee can continuously and routinely communicate daily work
progress, obstacles encountered, and what is being done. Third, in implementing inclusive
leadership. Meeting leaders or top management are advised to adopt a more inclusive and open
leadership style. Agencies need to create more democratic mechanisms for expressing opinions
in meetings, for example by providing equal opportunities to speak regardless of rank, or
providing anonymous digital suggestion boxes/evaluation forums. This step is considered
effective in assuring employees that every open view is valued and protected from bureaucratic
risks. Fourth, for developing SOPs for submitting innovation ideas. Management is advised to
develop specific Standard Operating Procedures (SOPs) related to submitting innovation ideas.
Agency leaders must act proactively as protectors and structural facilitators who help integrate
employee innovative ideas into the organization's official budget proposals legally. This clarity
in internal regulations will provide safe space for employees to champion and implement their
innovation action plans under a clear legal umbrella.

6. Reference

Ahmad, 1., Gao, Y., Su, F., & Khan, M. K. (2023). Linking ethical leadership to followers’
innovative work behavior in Pakistan: the vital roles of psychological safety and proactive
personality. European Journal of Innovation Management, 26(3), 755-772.
https://doi.org/10.1108/EJIM-11-2020-0464

www.ijebmr.com Page 318




International Journal of Economics, Business and Management Research
Vol. 10, No.09; 2026
ISSN: 2456-7760

Akram, T., Lei, S., Haider, M. J., Hussain, S. T., & Puig, L. C. M. (2017). The effect of
organizational justice on knowledge sharing: Empirical evidence from the Chinese
telecommunications sector. Journal of Innovation and Knowledge, 2(3), 134-145.
https://doi.org/10.1016/j.jik.2016.09.002

Aldabbas, H., Pinnington, A., & Lahrech, A. (2021). The mediating role of psychological
empowerment in the relationship between knowledge sharing and innovative work
behaviour. International Journal of Innovation Management, 25(2), 1-31.
https://doi.org/10.1142/S1363919621500146

Ali, A., Abbas, S. F., Khattak, M. S., Arfeen, M. I., Chaudhary, M. A. I., & Yousaf, L. (2022).
Mediating role of employees’ intrinsic motivation and psychological safety in the
relationship between abusive supervision and innovative behavior: An empirical test in IT
sector of Pakistan. Cogent Business and Management, 9(2039087), 1-16.
https://doi.org/10.1080/23311975.2022.2039087

Ali, I. H., Fadhil, M., & Basalamah, J. (2024). Innovative Worker: Exploring the Mediation of
Cognitive Dependency Factors between Leadership Support and Workplace Friendship.
Jurnal Minds: Manajemen Ide Dan Inspirasi, 11(1), 45-58.
https://doi.org/10.24252/minds.v11i1.44733

Amabile, T. M. (1988). A model of creativity and innovation in organizations. Research in
Organizational Behavior (Vol. 10, Pp. 123-167)., 10, 123-167.

Amabile, T. M., & Pratt, M. G. (2016). The dynamic componential model of creativity and
innovation in organizations: Making progress, making meaning. Research in
Organizational Behavior, 36, 157-183. https://doi.org/10.1016/j.riob.2016.10.001

Appelbaum, N. P., Dow, A., Mazmanian, P. E., Jundt, D. K., & Appelbaum, E. N. (2016). The
effects of power, leadership and psychological safety on resident event reporting. Medical
Education, 50(3), 343-350. https://doi.org/10.1111/medu.12947

Bandura, A. (1986). Social foundations of thought and action: A social cognitive theory.
Prentice-Hall, Inc.

Bandura, A. (1999). Social cognitive theory: An agentic perspective. Asian Journal of Social
Psychology, 2(1), 21-41.

Bednall, T. C., Rafferty, A. E., Shipton, H., Sanders, K., & Jackson, C. J. (2018). Innovative
Behaviour : How Much Transformational Leadership Do You Need ? British Journal
OfManagement, 00, 1-21. https://doi.org/10.1111/1467-8551.12275

Berman, E. M., West, J. P., & Richter, Jr., M. N. (2002). Workplace Relations: Friendship
Patterns and Consequences (According to Managers). Public Administration Review,
62(2), 217-230.

Blau, P. M. (1964). Exchange & Power in Social Life. New York: Wiley.

Cao, F., & Zhang, H. (2020). Workplace friendship, psychological safety and innovative
behavior in China: A moderated-mediation model. Chinese Management Studies, 14(3),
661-676. https://doi.org/10.1108/CMS-09-2019-0334

Choi, W., Kang, S., & Choi, S. B. (2021). Innovative Behavior in the Workplace: An Empirical
Study of Moderated Mediation Model of Self-Efficacy, Perceived Organizational Support,
and Leader—Member Exchange. Behavioral Sciences, 11(182), 1-17.

www.ijebmr.com Page 319




International Journal of Economics, Business and Management Research
Vol. 10, No.09; 2026
ISSN: 2456-7760

Cropanzano, R., & Mitchell, M. S. (2005). Cropanzano 2005 JManage Lit rev for SET
clarification. Journal of Management, 31(6), 874-900.

De Jong, J., & Den Hartog, D. (2010). Measuring innovative work behaviour. Creativity and
Innovation Management, 19(1), 23-36. https://doi.org/10.1111/j.1467-8691.2010.00547.x

Donati, S., Zappala, S., & Gonzalez-Roma, V. (2016). The influence of friendship and
communication network density on individual innovative behaviours: a multilevel study.
European Journal of Work and Organizational Psychology, 24(4), 583-596.
https://doi.org/10.1080/1359432X.2016.1179285

Edmondson, A. (1999). Psychological Safety and Learning Behavior in Work Teams.
Administrative Science Quarterly, 44(2), 350-383. https://doi.org/10.2307/2666999

Edmondson, A. C., & Lei, Z. (2014). Psychological Safety: The History, Renaissance, and
Future of an Interpersonal Construct. Annual Review of Organizational Psychology and
Organizational Behavior, 1(1), 23-43. https://doi.org/10.1146/annurev-orgpsych-031413-
091305

Eidizadeh, R., Salehzadeh, R., & Esfahani, A. C. (2017). Analysing the Role of Business
Intelligence, Knowledge Sharing and Organisational Innovation on Gaining Competitive
Advantage. In Journal of Workplace Learning (Vol. 29, lIssue 4, pp. 250-267).
https://doi.org/10.1108/JWL-07-2016-0070

Elrehail, H., Alzghoul, A., Saydam, S., Alnajdawi, S., & AlArarah, K. (2016). The Role of
Knowledge Sharing Mechanism in the Development of Pricing Strategy. International
Journal of Online Marketing Research, 2(1), 53-61. https://doi.org/10.5455/ijomr.204243

Farid, H., Hakimian, F., & Ismail, M. N. (2017). How Malaysian managers persuade employees’
innovative behaviour? International Journal of Management and Enterprise Development,
16(4), 291-307. https://doi.org/10.1504/IJMED.2017.086904

Frazier, M. L., Fainshmidt, S., Klinger, R. L., Pezeshkan, A., & Vracheva, V. (2016).
Psychological safety: A meta-analytic review and extension. Personnel Psychology, 70(1),
113-165. https://doi.org/10.1111/peps.12183.This

Geylan, D. O. U. A. (2023). Asya Studies Asya Studies. Asya Studies-Academic Social Studies /
Akademik Sosyal Arastirmalar, 7(25), 217-232.

Ghahtarani, A., Sheikhmohammady, M., & Rostami, M. (2020). The impact of social capital and
social interaction on customers’ purchase intention, considering knowledge sharing in
social commerce context. Journal of Innovation and Knowledge, 5(3), 191-199.
https://doi.org/10.1016/].jik.2019.08.004

Ghozali, 1. (2021). Partial Least Squares Konsep, Teknik Dan Aplikasi Menggunakan Program
SmartPLS 3.2.9 Untuk Penelitian Empiris. Semarang: Badan Penerbit Universitas
Diponegoro.

Guchait, P., Pasamehmetoglu, A., & Dawson, M. (2014). Perceived supervisor and co-worker
support for error management: Impact on perceived psychological safety and service
recovery performance. International Journal of Hospitality Management, 41, 28-37.
https://doi.org/10.1016/j.ijhm.2014.04.009

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least
Squares Structural Equation Modeling (PLS-SEM) (Second). Sage Publications.

www.ijebmr.com Page 320




International Journal of Economics, Business and Management Research

Vol. 10, No.09; 2026
ISSN: 2456-7760

Helmy, 1., Adawiyah, W. R., & Setyawati, H. A. (2020). Fostering Frontline Employees’
Innovative Service Behavior: The Role of Workplace Friendship and Knowledge Sharing
Process. Organizacija, 53(3), 185-197. https://doi.org/10.2478/orga-2020-0012

Helmy, 1., & Wiwoho, G. (2020). Workplace Friendship and Innovative Work Behaviour:
Investigating the Mediation Model in Indonesian SMEs Context. International Journal of
Innovation, Creativity and Change, 13(10), 973-993.

Hirak, R., Peng, A. C., Carmeli, A., & Schaubroeck, J. M. (2012). Linking leader inclusiveness
to work unit performance: The importance of psychological safety and learning from
failures. The Leadership Quarterly, 23(1), 107-117.
https://doi.org/10.1016/j.leaqua.2011.11.009

Ho, L. A, Kuo, T. H, & Lin, B. (2012). How social identification and trust influence
organizational online knowledge sharing. Internet Research, 22(1), 4-28.
https://doi.org/10.1108/10662241211199942

Huang, Y. H., Lee, J., McFadden, A. C., Murphy, L. A., Robertson, M. M., Cheung, J. H., &
Zohar, D. (2016). Beyond safety outcomes: An investigation of the impact of safety
climate on job satisfaction, employee engagement and turnover using social exchange
theory as the theoretical framework. Applied Ergonomics, 55, 248-257.
https://doi.org/10.1016/j.apergo.2015.10.007

Imran, M., Li, J., Bano, S., & Rashid, W. (2025). Impact of Democratic Leadership on Employee
Innovative Behavior with Mediating Role of Psychological Safety and Creative Potential.
Sustainability, 17(1879), 1-22. https://doi.org/10.3390/su17051879

Janssen, O. (2000). Job demands, perceptions of eVort-reward fairness and innovative work
behaviour. Journal of Occupational and Organizational Psychology, 73, 287-302.
https://doi.org/10.15548/p-prokurasi.v1i2.1845

Javed, B., Nagvi, S. M. M. R., Khan, A. K., Arjoon, S., & Tayyeb, H. H. (2017). Impact of
inclusive leadership on innovative work behavior: The role of psychological safety. Journal
of Management and Organization, 1-20. https://doi.org/10.1017/jmo0.2017.3

Johan, M. (2021). The Effect of Knowledge Sharing and Interpersonal Trust on Innovation: An
Empirical Study in Indonesia Higher Education. International Journal of Social and
Management Studies (ljosmas), 2(3), 106-122.
https://www.ijosmas.org/index.php/ijosmas/article/view/38

Kang, M., & Lee, M. J. (2016). Absorptive capacity, knowledge sharing, and innovative
behaviour of R&D employees. Technology Analysis and Strategic Management, 29(2),
219-232. https://doi.org/10.1080/09537325.2016.1211265

Kim, B. J.,, Park, S., & Kim, T. H. (2019). The effect of transformational leadership on team
creativity: sequential mediating effect of employee’s psychological safety and creativity.
Asian Journal of Technology Innovation, 27(1), 90-107.
https://doi.org/10.1080/19761597.2019.1587304

Lee, M. Y., Mazmanian, M., & Perlow, L. (2020). Fostering Positive Relational Dynamics: The
Power of Spaces and Interaction Scripts. Academy of Management Journal, 63(1), 96-123.
https://doi.org/10.5465/amj.2016.0685

Li, X., Yang, J., & Song, T. (2024). The Influence of Workplace Fun on Employee Creativity:
The Mediating Effect of Workplace Friendship and the Moderating Effect of Personality

www.ijebmr.com Page 321




International Journal of Economics, Business and Management Research
Vol. 10, No.09; 2026
ISSN: 2456-7760

Types. Open Access Library Journal, 11(e12192), 1-12.
https://doi.org/10.4236/0alib.1112192

Majid, M. (2023). Laporan Tahun 2023 BPTD Kelas Il Sumatera Barat. Kementerian
Perhubungan Direktorat Jenderal Perhubungan Darat Balai Pengelola Transportasi Darat
Kelas Il Sumatera Barat.

Mao, H. Y., & Hsieh, A. T. (2017). Friendship at work and error disclosure. BRQ Business
Research Quarterly, 20(4), 213-225. https://doi.org/10.1016/j.brq.2017.07.002

Newman, A., Tse, H. H. M., Schwarz, G., & Nielsen, 1. (2018). The effects of employees’
creative self-efficacy on innovative behavior: The role of entrepreneurial leadership.
Journal of Business Research, 89, 1-9. https://doi.org/10.1016/j.jbusres.2018.04.001

Nguyen, P., Nguyen, N. T. T., Nguyen, Q. T. T., Vo, N. T. T., & Dinh, V. P. (2021). How can
knowledge sharing be influenced by organisational social capital, workplace friendship,
team culture and public service motivation in the public sector? J. International Business
and Entrepreneurship Development, 13(2), 129-151.
https://doi.org/10.1504/jibed.2021.10041934

Pearsall, M. J., & Ellis, A. P. J. (2011). Thick as Thieves: The Effects of Ethical Orientation and
Psychological Safety on Unethical Team Behavior. Journal of Applied Psychology, 96(2),
401-411. https://doi.org/10.1037/a0021503

Pillemer, J., & Rothbard, N. P. (2018). Friends Without Benefits: Understanding the Dark Sides
of Workplace Friendship. Academy of Management Review, 43(4), 635-660.

Rafique, M. A., Hou, Y., Chudhery, M. A. Z., Waheed, M., Zia, T., & Chan, F. (2022).
Investigating the impact ofpandemic job stress and transformational leadership on
innovative work behavior: The mediating and moderating role ofknowledge sharing.
Journal of Innovation and Knowledge, 7(3). https://doi.org/10.1016/}.jik.2022.100214

Rahmaningtyas, W., Widhiastuti, R., & Farliana, N. (2022). Organizational Support, Workplace
Friendship, and Innovative Behavior among Indonesian University Faculty. The Journal of
Behavioral Science, 17(2), 42-57.

Saif, N., Amelia, Goh, G. G. G., Rubin, A., Shaheen, I., & Murtaza, M. (2024). Influence of
transformational leadership on innovative work behavior and task performance of
individuals: The mediating role of knowledge sharing. Heliyon, 10(11), e32280.
https://doi.org/10.1016/j.heliyon.2024.e32280

Sari, N. F. P., & Wahyuni, S. (2023). The Role of Mediation and Moderation in the Sharing of
Knowledge and Work Centrality Effects of Employee Creativity on Innovative Work
Behavior. International Journal of Economics, Business and Management Research, 7(06),
44-56. https://doi.org/10.51505/ijebmr.2023.7604

Sasaki, N., Inoue, A., Asaoka, H., Sekiya, Y., Nishi, D., Tsutsumi, A., & Imamura, K. (2022).
The Survey Measure of Psychological Safety and Its Association with Mental Health and
Job Performance: A Validation Study and Cross-Sectional Analysis. International Journal
of Environmental Research and Public Health, 19, 1-14.
https://doi.org/10.3390/ijerph19169879

Scott, S. G., & Bruce, R. A. (1994). Determinants of Innovative Behavior: A Path Model of
Individual Innovation in the Workplace. Academy of Management JournalL, 37(3), 580—
607. https://doi.org/10.5860/choice.32-1325

www.ijebmr.com Page 322




International Journal of Economics, Business and Management Research

Vol. 10, No.09; 2026
ISSN: 2456-7760

Sias, P. M., Heath, R. G., Perry, T., Silva, D., & Fix, B. (2004). Narratives of workplace
friendship deterioration. Journal of Social and Personal Relationships, 21(3), 321-340.
https://doi.org/10.1177/0265407504042835

Sugiyono. (2021). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung: Alfabeta.

Suwanti, S. (2019). Intrinsic Motivation, Knowledge Sharing, And Employee Creativity: A Self-
Determination Perspective. International Journal Of Scientific & Technology Research,
8(07).

Wang, Z.,, & Kwek, C. L. (2018). The mediation role of knowledge sharing between
organizational learning and technological innovation practice. International Journal of
Knowledge Management, 14(3), 48—68. https://doi.org/10.4018/1JKM.2018070104

Wowor, J. V., & Dewi, Y. E. P. (2022). The Influence of Psychological Safety towards
Employee Engagement Using Organizational Support as Intervening Variable. AMAR
(Andalas Management Review), 6(2), 32-42. https://doi.org/10.25077/amar.6.2.48-
58.2022

Zhang, H., Wang, M., & Chen, A. (2023). Empirical Investigation of How Social Media Usage
Enhances Employee Creativity: The Role of Knowledge Management Behavior.
Behavioral Sciences, 13(601).

Zhu, J., & Zhang, B. (2019). The Double-Edged Sword Effect of Abusive Supervision on
Subordinates’ Innovative Behavior. Frontiers in Psychology, 10(66), 1-9.
https://doi.org/10.3389/fpsyg.2019.00066

www.ijebmr.com Page 323




	Received: Aug 14, 2026              Accepted: Aug 25, 2026             Online Published: Sep 15, 2026
	Abstract
	1. Introduction
	1.1 Introducing the Problem
	1.2 Explore the Importance of the Problem
	2. Method
	The estimated outcomes for both direct effects (path coefficients) and indirect effects are presented below:
	Table 5 Path Coefficients and Indirect Effect Results

