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ABSTRACT  ARTICLE INFO 

 

Purpose – This study examines how Psychological Capital (PsyCap) is 

associated with Innovative Work Behavior among Generation Z 

employees by testing the parallel mediating roles of Work Readiness and 

Work Engagement and the moderating role of Learning Agility in the 

relationships between Work Readiness, Work Engagement, and 

Innovative Work Behavior. 

Design/methodology/approach – The study adopted a quantitative 

explanatory cross-sectional design using standardized survey data from 

250 Generation Z employees selected through purposive sampling. 

Partial Least Squares Structural Equation Modeling (PLS-SEM) with 

SmartPLS was used to assess the measurement and structural models. 

Bootstrapping with 5,000 resamples was applied to test direct, indirect, 

and moderation effects. Because all variables were measured at one point 

in time using self-reported responses, the results are interpreted as 

associations consistent with the proposed theoretical pathways rather 

than causal proof. 

Finding/Results – Psychological Capital is positively associated with 

Work Readiness, Work Engagement, and Innovative Work Behavior. 

Work Readiness and Work Engagement are also positively associated 

with Innovative Work Behavior. The indirect effects indicate that Work 

Readiness and Work Engagement function as parallel mediating 

pathways linking Psychological Capital with Innovative Work Behavior. 

Originality/Value – This study develops an integrated moderated 

parallel mediation framework linking Psychological Capital, Work 

Readiness, Work Engagement, Innovative Work Behavior, and Learning 

Agility in the context of Generation Z employees. The study contributes 

by showing that psychological resources are associated with innovation-

related behavior through preparedness and motivational involvement, 

while also providing evidence that Learning Agility may not necessarily 

amplify these relationships in the examined sample. 
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1. Introduction  

The global business environment is changing rapidly as organizations face the growing 

influence of artificial intelligence (AI), digitalization, automation, demographic shifts, and 

evolving skill requirements. These changes are not only transforming how work is performed 

but also changing what organizations expect from their employees. As jobs and work 

processes continue to evolve, employees are increasingly required to learn continuously, adapt 

to uncertain situations, and generate fresh solutions as requirements evolve. This shift is 

highlighted in the World Economic Forum’s 2025 report, which forecasts that by 2030, roughly 

22% of existing roles will be impacted by workforce restructuring—expecting about 170 

million new positions to be created, while 92 million could disappear. At the same time, skill 

gaps have become a major concern for organizations, with 63% of employers identifying them 

as the greatest barrier to business transformation, while nearly 59% of workers are expected 

to require reskilling or upskilling by 2030. Beyond technical competencies, the ability to remain 

resilient, flexible, agile, and creative is becoming increasingly important as employees 

navigate these changes. In this context, organizational competitiveness is closely related to the 

extent to which employees are psychologically prepared to deal with change, develop their 

capabilities, and actively contribute to innovation. 

Innovative Work Behavior (IWB) describes the deliberate actions taken by employees to 

recognize possibilities, create novel concepts, advocate for these ideas, and contribute to their 

implementation within the workplace. Unlike routine task performance, IWB involves 

proactive and discretionary behavior because employees must be willing to explore 

alternatives, challenge established practices, and invest effort in developing and implementing 

novel solutions (AlEssa et al., 2022). Systematic evidence indicates that IWB is influenced by 

multiple individual, interpersonal, and organizational factors, demonstrating that employee 

innovation cannot be sufficiently explained by organizational systems or technological 

resources alone (Montani et al., 2020). Individual psychological resources are particularly 

relevant because innovative activities often require confidence, persistence, adaptability, and 

willingness to deal with uncertainty. Empirical studies have therefore identified Psychological 

Capital (PsyCap) as an important individual antecedent of IWB (Ullah et al., 2023; Zhang et 

al., 2024), while employee engagement has also been associated with innovative workplace 

behavior because Employees who are highly engaged tend to put forth extra mental and 

behavioral energy toward activities tied to innovation (Ghani et al., 2023). Such results suggest 

that IWB is not merely a consequence of employees' technical competencies but may also 

reflect the extent to which employees possess psychological resources and are motivated to 

mobilize those resources in their work. 

This issue is particularly relevant to Generation Z, a cohort increasingly entering the labor 

market and commonly described as having grown up in digitally mediated environments 

(Yılmaz et al., 2024). However, digital familiarity alone does not necessarily ensure employees' 

readiness to perform workplace responsibilities, sustain engagement, or contribute to 

innovation. Within this context, Psychological Capital provides a theoretically relevant 

personal resource because it encompasses self-efficacy, hope, resilience, and optimism, which 

can support employees in dealing with uncertainty, maintaining positive expectations, and 
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persisting when facing difficulties. Empirical evidence has demonstrated a positive association 

between innovative behavior and PsyCap (Blasco-Giner et al. , 2023), and studies involving 

Generation Z workers have also found a positive correlation between work engagement and 

psychological capital (Natalia et al. , 2024). These findings imply that PsyCap may provide the 

psychological foundation through which younger employees develop the capacity to respond 

effectively to workplace demands. Nevertheless, existing research has predominantly 

examined direct relationships between PsyCap and work-related outcomes, leaving greater 

scope to explain The process by which psychological resources are gradually converted into 

creative action.  

A psychological resource, however, may not immediately correspond with innovative action. 

Employees may first need to develop sufficient Work Readiness, referring to their 

preparedness to meet workplace responsibilities and adapt to organizational expectations. 

Recent evidence concerning Generation Z indicates that work readiness is associated with 

factors such as self-efficacy, digital literacy, and practical work experience (Naufalin et al., 

2024; Panjaitan et al., 2026). These findings suggest that psychological and experiential 

resources can contribute to employees' preparedness for workplace demands. From this 

perspective, PsyCap may provide an important psychological foundation for Work Readiness 

because employees who possess greater self-efficacy, hope, resilience, and optimism may be 

better positioned to approach unfamiliar responsibilities with confidence and persistence. 

Work Readiness may then function as one pathway through which psychological resources 

are associated with innovative behavior, because prepared employees are more likely to 

recognize workplace problems, explore alternatives, and implement useful ideas.(Naufalin et 

al., 2024; Panjaitan et al., 2026) 

Work Engagement provides a second motivational pathway linking psychological resources 

with innovative behavior. Vigor, dedication, and absorption characterize work engagement as 

a positive work-related psychological state. Employees who are more psychologically engaged 

may be more willing to invest discretionary effort in activities that extend beyond routine task 

requirements, including exploring alternative approaches, generating ideas, and contributing 

to their implementation. Empirical research has demonstrated the relevance of engagement to 

innovative work behavior, suggesting that employees' motivational involvement can facilitate 

innovation-related actions (Ghani et al., 2023; Saleem et al., 2022). PsyCap has likewise been 

associated with greater work engagement because psychological resources can help 

employees manage workplace demands and maintain positive motivational states (Toth et al., 

2022). Accordingly, Work Readiness and Work Engagement are positioned in this study as 

parallel mechanisms through which PsyCap is associated with IWB.(Ghani et al., 2023; Saleem 

et al., 2022)(Toth et al., 2022)(Fransiscus et al., 2025) 

Nevertheless, employees who are ready and engaged may not necessarily demonstrate the 

same level of innovative behavior. Innovation requires more than preparedness and 

motivational investment because employees must also be able to put knowledge to use in 

original ways, pick up new skills from experience, and adjust to novel circumstances. The 

proposed connection thus has an essential boundary condition in Learning Agility. An 

individual's ability and willingness to learn from experience and apply that learning in novel 
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or unknown circumstances is reflected in their learning agility. In Indonesian circumstances, 

innovative work behavior and learning agility have been shown to be positively correlated in 

recent empirical investigations (Pitaloka et al. , 2024; Srimulyani, 2023). Additionally, studies 

have revealed that motivational elements like employee engagement might connect learning 

agility to creative behavior (Jo et al. , 2022). These results imply that learning ability may be a 

factor in determining whether employees can convert their present readiness and motivational 

resources into creative actions. However, earlier research typically regarded Learning Agility 

as a predictor or mediator of innovative activity rather than a boundary condition that 

enhances the impacts of Work Readiness and Work Engagement on IWB. 

The literature therefore reveals several interconnected research gaps. First, although previous 

research has established a positive relationship between PsyCap and IWB, the mechanisms 

through which psychological resources are associated with innovative behavior remain 

insufficiently explained (Ullah et al., 2023; Zhang et al., 2024). Second, research has identified 

Work Readiness as an important condition for successful workplace adaptation among 

Generation Z, but its potential role as an intermediary mechanism linking psychological 

resources to innovative behavior has received limited attention (Naufalin et al., 2024). Third, 

although Work Engagement has been associated with IWB and PsyCap, existing studies have 

generally examined these relationships independently rather than positioning Work 

Readiness and Work Engagement as parallel pathways. Fourth, Learning Agility has been 

associated with innovative behavior, yet its role in strengthening the relationships of Work 

Readiness and Work Engagement with IWB remains underdeveloped. Consequently, there 

remains a need for an integrated framework explaining how PsyCap is associated with IWB 

through readiness and engagement and under what conditions these relationships become 

stronger.(Ullah et al., 2023; Zhang et al., 2024)(Naufalin et al., 2024)(Ghani et al., 2023) 

The Conservation of Resources (COR) theory is primarily used in this study to integrate these 

connections. The COR theory views people as motivated to acquire, maintain, protect, and 

expand resources that help them manage environmental demands and achieve desired 

outcomes. Recent applications of COR continue to demonstrate its usefulness for explaining 

how personal and workplace resources influence employee adaptation, psychological states, 

and positive work outcomes (Tang et al., 2026). Within the present framework, PsyCap 

represents key personal resources consisting of self-efficacy, hope, resilience, and optimism, 

which may help employees cope with uncertainty and workplace challenges. Work Readiness 

can subsequently be understood as an adaptive expression of these resources, reflecting 

employees' preparedness to mobilize their psychological capacities in response to workplace 

demands. Work Engagement represents the motivational investment of these resources in 

work activities, whereas IWB constitutes the behavioral expression through which employees 

generate, promote, and implement new ideas. Learning Agility further represents a boundary 

condition because employees with stronger learning capabilities may be better able to use their 

readiness and engagement in adaptive and innovative ways.(Tang et al., 2026) 

Based on the theoretical and empirical reasoning above, this study proposes a moderated 

parallel mediation model. Psychological Capital is expected to be associated with Innovative 

Work Behavior directly and indirectly through two parallel mechanisms: Work Readiness and 
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Work Engagement. Learning Agility is further expected to moderate the relationships between 

Work Readiness and Innovative Work Behavior and between Work Engagement and 

Innovative Work Behavior. The model therefore moves beyond a direct-effect explanation of 

PsyCap and IWB by examining two resource-related pathways through which psychological 

resources may be reflected in workplace preparedness and motivational involvement. It also 

recognizes that the association of readiness and engagement with innovation may depend on 

employees' ability to learn and adapt. By focusing on Generation Z employees, this study 

contributes to the emerging literature on younger employees by explaining how psychological 

resources are associated with innovative contributions within increasingly dynamic work 

environments. 

 

2. Literature Review & Hypothesis Development 

2.1 Theoretical Framework 

The majority of this research is based on the Conservation of Resources (COR) theory, which 

describes how people gain, keep, and invest resources in order to deal with demands and 

accomplish desired results. A vital personal asset, psychological capital (PsyCap) consists of 

self-efficacy, hope, resilience, and optimism. These resources can support employees' 

adaptation, motivation, and proactive behavior (Demerouti et al., 2022; Mao et al., 2020). 

The model follows a resource-investment logic in which PsyCap supports Work Readiness 

and Work Engagement, while both mediators are expected to contribute to Innovative Work 

Behavior (IWB). Learning Agility is conceptualized as a boundary condition that may 

determine how effectively readiness and engagement are associated with innovation. To 

explain the motivational function of personal resources and Work Engagement on employee 

outcomes, the Job Demands-Resources (JD-R) paradigm complements COR (Jo et al., 2022; 

Savitri et al., 2026; Tiong et al., 2026).(Jo et al., 2022; Savitri et al., 2026; Tiong et al., 2026) 

2.2 Psychological Capital and Work Readiness 

COR theory suggests that psychological resources enhance employees' capacity to cope with 

changing demands. PsyCap can therefore strengthen Work Readiness by increasing 

confidence, goal persistence, resilience and positive expectations. Empirically, (Tang et al., 

2026; Toth et al., 2022) found that PsyCap contributes to job readiness through career 

adaptability. Studies among Generation Z further associate self-efficacy, adaptability and 

related personal resources with Work Readiness (Naufalin et al., 2024; Panjaitan  et al., 2026; 

Wulandari  et al., 2025) These findings support the expectation that employees with greater 

PsyCap are better prepared to meet workplace demands. 

H1: “Psychological Capital positively affects Work Readiness.” 

2.3 Psychological Capital and Work Engagement 

From COR and JD-R perspectives, employees with greater personal resources have more 

capacity to invest energy and attention in their work. PsyCap can consequently foster Work 

Engagement by enabling employees to sustain confidence and motivation when facing 

demands. Empirical studies consistently support this relationship across occupational 

contexts (Gao et al., 2023; Xu, 2024) and among Generation Z employees (Natalia et al., 2024; 

Pasya et al., 2026; Restiani et al., 2024) Thus, PsyCap is expected to facilitate stronger Work 

Engagement. 
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H2: “Psychological Capital positively affects Work Engagement.” 

2.4 Psychological Capital and Innovative Work Behavior 

COR theory further suggests that employees with greater psychological resources can invest 

more resources in uncertain and demanding activities such as innovation. Self-efficacy 

supports confidence in generating ideas, hope and optimism sustain goal pursuit, while 

resilience helps employees persist when innovation encounters obstacles. Empirical evidence 

confirms a positive PsyCap–IWB relationship. (Zhang et al., 2024) identified psychological 

mechanisms linking PsyCap to IWB, while (Brunetto et al., 2021; Toth et al., 2022; Ullah et al., 

2023) provide further empirical support across organizational contexts. 

H3: “Psychological Capital positively affects Innovative Work Behavior.” 

2.5 Work Readiness and Innovative Work Behavior 

COR theory implies that employees who are prepared to manage workplace demands can 

allocate fewer resources to uncertainty and adjustment, leaving greater capacity for proactive 

and innovative action. Work Readiness reflects employees' preparedness to perform job tasks, 

adapt to organizational expectations, and respond to workplace problems. Employees with 

stronger readiness are more likely to identify opportunities for improvement, explore 

alternative solutions, and participate in the implementation of new ideas. Although direct 

evidence using the exact Work Readiness construct remains limited, Generation Z research 

establishes the importance of readiness-related personal resources for workplace adaptation 

(Naufalin et al., 2024; Nurrizqi et al., 2025). Hence, Work Readiness is expected to be positively 

associated with Innovative Work Behavior.(Khoza et al., 2024)(Karim et al., 2024; Qadaar et 

al., 2025)(Naufalin et al., 2024; Nurrizqi et al., 2025) 

H4: “Work Readiness positively affects Innovative Work Behavior.” 

2.6 Work Engagement and Innovative Work Behavior 

Within COR, Work Engagement reflects employees' active investment of psychological 

resources in their work. JD-R further positions engagement as a motivational state that 

encourages discretionary effort and positive work outcomes (Hassan et al., 2024; Udin, 2022). 

Engaged employees therefore have greater capacity to explore, promote and implement new 

ideas. Empirical studies consistently support the engagement–IWB relationship (Ghani et al., 

2023; Jo et al., 2022; Panjaitan et al., 2026). 

H5: “Work Engagement positively affects Innovative Work Behavior.” 

2.7 Parallel mediation of Work Readiness and Work Engagement 

The proposed mediation follows COR's resource-investment logic. PsyCap provides 

psychological resources that can strengthen Work Readiness, enabling employees to cope with 

workplace demands and translate preparedness into innovation-related behavior. PsyCap can 

also strengthen Work Engagement by helping employees maintain energy, dedication, and 

absorption, through which they may invest greater discretionary effort in innovative activities. 

Empirical research supports the individual links within these pathways: PsyCap is associated 

with job readiness (Tang et al., 2026), PsyCap with Work Engagement (Gao et al., 2023; Xu et 

al., 2024), Work Readiness with adaptive workplace outcomes (Naufalin et al., 2024), and Work 

Engagement with IWB (Abukhalifa et al., 2022; Hassan et al., 2024). These relationships 

provide the basis for treating Work Readiness and Work Engagement as parallel 
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mediators.(Tang et al., 2026)(Gao et al., 2023; Xu et al., 2024)(Abukhalifa et al., 2022; Hassan et 

al., 2024) 

H6: “Work Readiness mediates the relationship between Psychological Capital and 

Innovative Work Behavior.” 

2.8 Mediating Role of Work Engagement 

COR and JD-R suggest that psychological resources can be associated with motivational 

investment, which subsequently corresponds with positive behavioral outcomes. PsyCap 

provides the resources required to sustain Work Engagement, while engagement enables 

employees to direct effort toward innovation. Empirical studies consistently support Work 

Engagement-IWB relationships (Kahtani et al., 2022; Uppathampracha et al., 2022; Yao et al., 

2022) and PsyCap-work engagement relationships (Abukhalifa et al., 2022; Natalia et al., 2024; 

Restiani et al., 2024). Thus, Work Engagement is expected to represent an important second 

parallel mechanism linking PsyCap with IWB. 

H7: “Work Engagement mediates the relationship between Psychological Capital and 

Innovative Work Behavior.” 

2.9 Moderating Role of Learning Agility 

COR theory suggests that the availability of resources does not guarantee their effective 

conversion into desired outcomes. Learning Agility may strengthen this conversion because It 

allows employees to gain experience, adjust to new circumstances, and apply new 

information. Employees with high Learning Agility may therefore be better able to transform 

Work Readiness into innovative action and direct their engagement toward experimentation 

rather than routine performance. 

Empirical studies support the relevance of Learning Agility to innovation and engagement. Jo 

and Hong (2022) link Learning Agility, employee engagement and innovative behavior, while 

(Darmawan et al., 2024; Pitaloka et al., 2024) report positive associations between Learning 

Agility and IWB, including among Generation Z. (Milani et al., 2024) further establishes 

Learning Agility as an adaptive workplace capability, while (Jeon et al., 2026; Putri et al., 2021) 

connects Learning Agility, Work Engagement and IWB. Nevertheless, evidence directly 

testing Learning Agility as a moderator of the specific WR–IWB and WE–IWB relationships 

remains limited. This study therefore extends existing research by examining Learning Agility 

as a boundary condition in both pathways. 

H8: “Learning Agility positively moderates the relationship between Work Readiness and 

Innovative Work Behavior, such that the relationship is stronger when Learning Agility is 

high.” 

H9: “Learning Agility positively moderates the relationship between Work Engagement 

and Innovative Work Behavior, such that the relationship is stronger when Learning Agility 

is high.” 

Figure 1 presents the proposed theoretical framework developed based on the relationships 

outlined in the formulated hypotheses. 

Figure 1. Proposed Theoretical Framework 
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Source: Author, 2026. 

 

3. Methodology 

3.1 Data Collection Procedures 

To explore the links among Psychological Capital (PsyCap), Work Readiness, Work 

Engagement, Innovative Work Behavior (IWB), and Learning Agility among Generation Z 

employees in Indonesia, a quantitative explanatory methodology was used. The study 

examines the direct relationships between the factors, the parallel mediating influence of Work 

Readiness and Work Engagement, and the moderating role of Learning Agility in explaining 

employees' innovative work behavior. 

The target population consisted of Generation Z employees in Indonesia who were currently 

working and had workplace experience sufficient to evaluate their psychological resources, 

readiness, engagement, and innovative behavior. Purposive sampling was utilized to verify 

that participants matched the study's predetermined characteristics. Primary data were 

gathered using an organized questionnaire adapted from validated measurement scales. All 

five-point Likert scale items were evaluated between 1 (strongly disagree) and 5 (strongly 

agree). A total of 250 valid responses were examined. Because the sample was obtained 

through non-probability purposive sampling, the findings are interpreted for the sampled 

Generation Z employees and should not be generalized to all Indonesian Generation Z 

workers without caution. Given the study's emphasis on examining predictive associations 

and a model that incorporates mediation and moderation effects, PLS-SEM was deemed 

appropriate (Cepeda-Carrion et al., 2022; Hair et al., 2021). The unit of analysis was the 

individual Generation Z employee perception. 

3.2 Measurement Scale 

Optimism, resilience, hope, and self-efficacy were used to gauge employees' psychological 

capital as positive psychological resources in dealing with workplace demands. Work 

Readiness captured employees' preparedness to perform effectively in the workplace through 

their personal characteristics, work competence, social intelligence, and organizational 

understanding. Work Engagement reflected employees' positive involvement in their work 

through vigor, dedication, and absorption. Innovative Work Behavior represented the 
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capacity of workers to conceive, advocate for, and carry out fresh concepts at work. 

Meanwhile, Learning Agility reflected how well workers could learn from prior experiences, 

adjust to change, and use what they had learned in new contexts. The final Learning Agility 

measurement used two retained indicators from the adapted scale; therefore, the 

interpretation of Learning Agility is limited to the retained indicators in this sample. Table 1 

shows the indicator domains and operational definitions. 

The constructs were operationalized by employing established measurement instruments that 

are appropriate for the context of Gen Z workers. Psychological Capital was treated as a 

reflective construct represented by self-efficacy, hope, optimism, and resilience indicators. 

Work Readiness and Work Engagement are parallel mediators in this model. Innovative Work 

Behavior is the dependent variable and Learning Agility is the moderating variable. This 

specification allows the study to examine not only the direct contribution of Psychological 

Capital to Innovative Work Behavior but also the mechanisms through which psychological 

resources may be associated with innovative behavior through employees' readiness and 

engagement. 

Table 1. Measurement Scale 

Construct Description Indicator #Of Item  Source 

Psychological 

Capital (X) 

Confidence in one's skills, the 

capacity to create and accomplish 

goals, a good attitude about the 

future, and the ability to bounce back 

from work-related adversity. 

Self-efficacy, 

Hope, 

Optimism, 

Resilience 

4 

Item 

(López-

Guerra et al., 

2023) 

Work 

Readiness 

(M1) 

Work readiness describes a person's 

readiness to complete duties 

successfully, demonstrated through 

personal capabilities, organizational 

understanding, work competencies, 

interaction skills, and the ability to 

adapt to job demands. 

Personal 

characteristics, 

Work 

competence, 

Social 

intelligence, 

Organizational 

acumen 

Adaptability 

6 

Item 

(Widyastuti et 

al., 2023) 

Work 

Engagement 

(M2) 

Work engagement is a positive 

psychological state reflecting an 

individual's involvement in their 

work, characterized by energy, 

enthusiasm, dedication, and the 

ability to concentrate while 

performing tasks. 

Vigor, 

Dedication, 

Absorption 

6 

Item 

(Domínguez-

Salas et al., 

2022) 
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Construct Description Indicator #Of Item  Source 

Innovative 

Work 

Behavior (Y) 

Innovative work behavior refers to 

individual behavior involving the 

generation, development, 

acquisition of support for, and 

putting into practice innovative 

concepts to enhance operational 

procedures or results. 
 

5  

Item 

(Dahiya et al., 

2022) 

Learning 

Agility (Z) 

 

 
 

The capacity of a person to gain 

knowledge from their experiences, 

stay receptive to different 

viewpoints, and operate efficiently 

in unfamiliar environments is 

known as learning agility, think 

flexibly, and adapt to change. 

People agility, 

Change agility 

(retained 

indicators) 

2 

retained 

items 

 

(Selvia 

Wardhani et 

al., 2022) 

Source : Author, 2026. 

3.2 Data Analysis 

Data were examined through Partial Least Squares Structural Equation Modeling (PLS-SEM) 

utilizing SmartPLS version 4.1.1.8. In accordance with Hair et al. (2021), the evaluation process 

involved analyzing both the measurement model and the structural model. The measurement 

model assessment relied on outer loadings, Cronbach's alpha, composite reliability, Average 

Variance Extracted (AVE), the Fornell-Larcker criterion, and the Heterotrait-Monotrait ratio 

(HTMT). The structural model evaluation included path coefficients, t-values, p-values, and 

R². Because the available model output did not include complete additional diagnostics such 

as inner VIF, f², Q², PLSpredict, or conditional indirect effects, the interpretation is restricted 

to the reported measurement quality, direct paths, mediation paths, moderation paths, and R² 

values. 

Bootstrapping utilizing 5,000 subsamples was employed to evaluate the importance of the 

proposed connections. The research focused on the direct effects of Psychological Capital on 

Work Readiness, Work Engagement, and Innovative Work Behavior, along with the direct 

effects of Work Readiness and Work Engagement on Innovative Work Behavior. The 

mediation analysis explored the indirect influences through Work Readiness and Work 

Engagement as parallel mechanisms. Learning Agility was assessed as a moderator in the 

interaction between Work Readiness and Innovative Work Behavior and between Work 

Engagement and Innovative Work Behavior. A significance level of 5% was applied, with p < 

.05 and t > 1.96 indicating statistical significance (Hair et al., 2021).(Hair et al., 2021). 

 

4. Result and Discussion 

4.1 Result Grapichal Output 
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Figure 2. Result Grapichal Output 

 

Souce: Author, 2026. 

4.2 Respondent Profile 

Table 2. Respondent Profile 

Characteristic Category Number Of 

Respondent 

Percentage (%) 

Gender Male 

Female 

97 

153 

38,8 % 

61,2 % 

Age  

 

 

52 

77 

83 

38 

20,8 % 

30,8 % 

33,2 % 

15,2 % 

Education Doctoral S3 

Master's  S2 

Bachelor’s Degree (S1) 

Senior High School 

1 

22  

122  

105 

0,4 % 

8,8 % 

48,8 % 

42 % 

Work 

Experience 

 

20 

67 

8 % 

26,8 % 
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86 

77 

34,4 % 

30,8 % 

Employment 

Status 

 

Permanent Employees 

Contract Employees 

Outsourced Employees  

117 

80 

53 

46,8 % 

32 % 

21,2 % 

Source: Author, 2026. 

Table 2 displays the demographic features of the 250 valid participants. Concerning gender 

distribution, 61.2% were identified as female while 38.8% were male, showing that female 

participants made up the larger segment of the study group. When examining age, the greatest 

percentage of respondents fell within the 21–23 years range (33.2%), with those in the 24–26 

years category (30.8%) following closely behind, while respondents aged 27–29 years 

accounted for 20.8% and those aged 18–20 years represented 15.2%. 

In relation to their educational qualifications, 48.8% of those surveyed possessed a bachelor's 

degree (S1), with 42.0% having finished senior high school, 8.8% with a master's degree (S2), 

and 0.4% holding a doctoral degree (S3). Concerning their professional background, 34.4% of 

the participants reported having 1–2 years of experience, 30.8% had under one year, 26.8% had 

between 3–5 years, and 8.0% claimed to have more than five years of experience. Furthermore, 

based on employment status, 46.8% were permanent employees, 32.0% were contract 

employees, and 21.2% were outsourced employees. Overall, these demographic characteristics 

indicate that the sample comprised employees with varied ages, educational backgrounds, 

work experience, and employment statuses, offering a suitable foundation for analyzing the 

concepts explored in this research. 

4.3 Measurement Model Assessment 

Table 3. Loadings, Cronbach's Alpha, CR, and AVE 

Construct 
Outer 

Loading  

Cronbach's 

alpha 
CR AVE 

Psychological Capital   0.850 0.898 0.689 

X1 0.849       

X2 0.832       

X3 0.883       

X4 0.752       

Work Readiness   0.894 0.919 0.655 

M1.1 0.795       

M1.2 0.804       

M1.3 0.799       

M1.4 0.812       

M1.5 0.793       
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M1.6 0.851       

Work Engagement   0.905 0.926 0.677 

M2.1 0.814       

M2.2 0.832       

M2.3 0.835       

M2.4 0.819       

M2.5 0.842       

M2.6 0.793       

Innovative Work Behavior   0.889 0.918 0.692 

Y1 0.849       

Y2 0.845       

Y3 0.796       

Y4 0.822       

Y5 0.846       

Learning Agility   0.717 0.842 0.732 

Z1 0.707       

Z2 0.981       

Source : Author, 2026. 

As presented in Table 3, all measurement criteria were satisfactorily met. Outer loadings 

varied between 0.707 and 0.981, surpassing the essential threshold of 0.70. Both Cronbach’s 

alpha (ranging from 0.717 to 0.905) and composite reliability (from 0.842 to 0.926) also 

exceeded the 0.70 mark, showing sufficient internal consistency. Additionally, convergent 

validity was confirmed, as AVE values spanned from 0.655 to 0.732, significantly higher than 

the 0.50 requirement. However, Learning Agility was represented by two retained indicators 

in the final measurement model. This provides statistical adequacy but narrows the content 

coverage of the original multidimensional Learning Agility construct; therefore, the 

nonsignificant moderation results should be interpreted cautiously. These findings suggest 

that all constructs met the criteria for satisfactory indicator reliability, internal consistency, and 

convergent validity, enabling the transition to analyzing the structural model. 

Discriminant validity was evaluated utilizing the Fornell–Larcker criterion along with the 

Heterotrait–Monotrait (HTMT) ratio, as shown in Table 4. The Fornell–Larcker criterion was 

met because the square root of the Average Variance Extracted (AVE) for every construct was 

greater than its correlations with all other constructs. HTMT values were observed to be 

between 0.029 and 0.551, which remained significantly below the conservative limit of 0.90. 

These findings demonstrate sufficient discriminant validity among all constructs, validating 

that each construct is empirically separate from the others. 

Table 4. Discriminant Validity 

Construct Fornell-Larcker criterion Heterotrait-Monotrait Ratio 

IWB 0.832                   

LA 0.090 0.855       0.112         

PC 0.462 0.029 0.830     0.521 0.048       
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WE 0.449 -0.053 0.472 0.823   0.498 0.082 0.529     

WR 0.492 -0.036 0.479 0.300 0.809 0.551 0.106 0.542 0.328   

Source: Author, 2026. 

4.4 Structural Model Assessment 

Table 5. R Square 

Construct R-square R-square adjusted 

Innovative Work Behavior 0.378 0.362 

Work Engagement 0.222 0.219 

Work Readiness 0.23 0.227 

Source: Authors,2026. 

Table 6. Direct Effect 

Direct Effect Weight  SE T  P values 

Psychological Capital -> Innovative Work 

Behavior 
0.173 0.062 2.808 0.005 

Psychological Capital -> Work Engagement 

 
 

0.472 0.051 9.31 0.000 

Psychological Capital -> Work Readiness 0.479 0.049 9.839 0.000 

Work Engagement -> Innovative Work 

Behavior 
0.272 0.056 4.879 0.000 

Work Readiness -> Innovative Work 

Behavior 
0.333 0.06 5.553 0.000 

Learning Agility -> Innovative Work 

Behavior 
0.109 0.074 1.465 0.143 

Learning Agility x Work Engagement -> 

Innovative Work Behavior 
0.047 0.054 0.875 0.381 

Learning Agility x Work Readiness -> 

Innovative Work Behavior 
0.003 0.059 0.05 0.960 

Source : Author, 2026. 

As presented in Table 6, Psychological Capital (PsyCap) has a positive and significant 

association with Innovative Work Behavior (IWB) (β = 0.173, t = 2.808, p = 0.005), Work 

Engagement (WE) (β = 0.472, t = 9.310, p < 0.001), and Work Readiness (WR) (β = 0.479, t = 
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9.839, p < 0.001). In turn, both WE and WR positively influence IWB, with coefficients of β = 

0.272 (t = 4.879, p < 0.001) and β = 0.333 (t = 5.553, p < 0.001), respectively. These findings 

indicate that PsyCap is associated with employees’ readiness, engagement, and innovative 

work behavior. Learning Agility (LA) has no significant direct effect on IWB (β = 0.109, t = 

1.465, p = 0.143). Moreover, its interaction with WE does not significantly influence IWB (β = 

0.047, t = 0.875, p = 0.381), while the interaction between LA and WR is likewise non-significant 

(β = 0.003, t = 0.050, p = 0.960). Thus, the findings do not support the proposed moderating role 

of Learning Agility in the relationships between Work Readiness, Work Engagement, and 

Innovative Work Behavior. 

 

5. Mediation Analysis 

Psychological Capital demonstrates a significant indirect effect on Innovative Work Behavior 

through Work Readiness (β = 0.160, t = 4.671, p < 0.001). This finding indicates that 

Psychological Capital is associated with Innovative Work Behavior partly through employees’ 

readiness to perform their work effectively. A significant indirect effect is also observed 

through Work Engagement (β = 0.128, t = 4.156, p < 0.001), suggesting that higher Psychological 

Capital is associated with greater engagement, which in turn corresponds with innovative 

work behavior. Collectively, these findings support the parallel mediating roles of Work 

Readiness and Work Engagement in linking employees’ psychological resources with 

innovative work behavior. Because the design is cross-sectional and same-source, these 

indirect effects should be interpreted as association patterns consistent with the proposed 

theory rather than evidence of a confirmed causal sequence. 

Table 7. Indirect Effect 

Indirect Effect Weight  SE T  P values 

Psychological Capital -> Work Readiness -

> Innovative Work Behavior 
0.160 0.034 4.671 0.000 

Psychological Capital -> Work Engagement 

-> Innovative Work Behavior 
0.128 0.031 4.156 0.000 

 Source: Author, 2026. 

 

6. Conclusion and Suggestion 

This research illustrates that Innovative Work Behavior displayed by Generation Z employees 

is closely associated with the availability and mobilization of personal psychological resources. 

Psychological Capital emerges as a vital asset that corresponds with workers' assurance, 

determination, positivity, and adaptability when facing job challenges. In accordance with 

Conservation of Resources theory, these psychological resources may help employees cope 
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with demanding work environments and support proactive behavioral outcomes (Demerouti, 

2025; Toth et al., 2022).(Demerouti, 2025; Toth et al., 2022) 

The findings further indicate that Psychological Capital is associated with Innovative Work 

Behavior not only directly but also through Work Readiness and Work Engagement. 

Employees who possess stronger psychological resources are better positioned to develop 

preparedness for workplace responsibilities and maintain active participation in their tasks. 

This result aligns with earlier studies connecting psychological capital with work readiness, 

adaptability, and engagement, particularly among younger employees entering increasingly 

dynamic work environments (Naufalin et al., 2024; Tang et al., 2026).(Naufalin et al., 2024; 

Tang et al., 2026) 

Work Readiness and Work Engagement represent important parallel pathways through which 

psychological resources are related to innovative behavior. Employees who are prepared to 

respond to workplace demands may have greater capacity to explore alternative approaches, 

while those who remain energetic, committed, and fully engaged in their tasks are more 

inclined to put in extra effort toward creativity and innovation. This interpretation is consistent 

with the Job Demands–Resources perspective, which emphasizes the role of personal 

resources and engagement in encouraging positive and proactive employee outcomes (Hassan 

et al., 2024; Jo et al., 2022). The mediating findings further suggest that psychological resources 

become more consequential for innovation when they are reflected in employees’ 

preparedness and motivational involvement.(Hassan et al., 2024; Jo et al., 2022) 

In contrast, the proposed role of Learning Agility as a boundary condition was not supported 

by the findings. Learning Agility did not significantly strengthen the relationships between 

Work Readiness or Work Engagement and Innovative Work Behavior. This finding implies 

that the capability of workers to acquire knowledge and adapt may not automatically intensify 

the association of readiness or engagement with innovative behavior within the context 

examined. Rather than interpreting this finding as evidence that Learning Agility is irrelevant, 

it indicates that its contribution may depend on other organizational or contextual factors that 

were not included in the current model. The interpretation should also consider that Learning 

Agility was measured with two retained indicators, which may limit the construct's content 

coverage. This understanding is especially crucial since earlier studies have recognized 

Learning Agility as a flexible skill linked to creative actions (Darmawan et al., 2024; Pitaloka 

et al., 2024). 

Overall, the study highlights that innovative behavior among Generation Z employees is 

better understood as a pattern in which psychological resources are associated with 

employees’ preparedness and active involvement in their work. The findings extend the 

application of COR and JD-R perspectives by emphasizing the importance of psychological 

resources, readiness, and engagement in explaining how employees contribute to innovation. 

For organizations, particularly those managing an increasingly younger workforce, 

strengthening employees’ psychological capital while creating conditions that support work 

readiness and sustained engagement may provide a meaningful pathway for fostering 

innovative work behavior (Zhang & Xu, 2024).(Zhang & Xu, 2024) 

 

7. Limitations and Future Research 

This study has a number of limitations that are worth noting. To begin with, because the 

research used a cross-sectional design, it is not possible to determine cause-and-effect 

connections between the variables or verify the temporal sequence required for mediation. 
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Furthermore, all variables were measured using self-reported responses from the same 

questionnaire, which may increase the risk of common-method bias and positive self-

evaluation effects. The investigation was also limited to sampled Generation Z workers in 

Indonesia using purposive sampling, which could restrict how broadly the results apply to 

other age groups, sectors of industry, organizations, regions, or countries. Future research 

should report a more detailed sampling frame, including geographic distribution, industries, 

recruitment channels, and organizational representation. Future work should also use 

longitudinal approaches that measure Psychological Capital first, Work Readiness and Work 

Engagement later, and subsequent Innovative Work Behavior afterward. Combining 

employee self-reports with supervisor-rated or objective indicators of innovation would 

provide stronger evidence for the resource-investment sequence proposed by COR and JD-R 

theory. Further studies could also extend the model by examining other organizational or 

contextual factors that may explain when employees are more likely to translate their 

psychological resources and work engagement into innovative behavior. 
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