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Abstract

Purpose: Technological developments and environmental changes are currently growing rapidly. This adaptation
indirectly requires a company to continue to innovate, especially in the development of Start Up software. This study
aims to examine the relationship between servant leadership and knowledge sharing on innovative work behavior. This
study also explores the mediating role of creative self-efficacy on innovative work behavior.
Design/methodology/approach: Data was collected from 120 millennial Start Up employees in the field of software
development. Data collection was carried out through a survey design. Data analysis was done through a structural
equation model using PLS-Smart.

Findings: The results show that servant leadership and knowledge sharing have a significant positive effect on innovative
work behavior. Creative self-efficacy partially mediates the relationship between servant leadership and innovative work
behavior. Creative self-efficacy is also able to partially mediate the relationship between knowledge sharing and
innovative work behavior.

Originality/value: This study contributes to the existing literature by integrating the mechanism between servant
leadership and knowledge sharing into innovative work behavior.

Practical implications: This study provides prospective insights to management leaders and practitioners that servant
leadership and knowledge sharing bring about positive change in the innovative work behavior. It also augments
innovative behavior by enhancing employees' creative self-efficacy, especially millennials in Start-Up businesses.
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I. Introduction

Employees' innovative work behavior is essential in determining organizational competitive advantage (Hu &
Zhao, 2016; Shaw & Ogilvie, 2010; Wang et al., 2015). Innovative work behavior includes developing new ideas and
business procedures in specific work areas to improve individual and organizational performance. Innovative work
behavior begins with idea generation with a willingness to pay attention to new issues and an interest in improving things
in the workplace. Exploration of ideas involving the ability to find new work methods and techniques. Ideas championing
encourage other individuals to be passionate about innovation as well as the ability to convince people to support
innovative ideas. Then the last is the implementation of ideas with a willingness to introduce innovative ideas
systematically at work (De Jong & Den Hartog, 2010).

The industry context has changed in the last ten years, especially in the industrial technology Start Up base. Start-
Up businesses are currently growing all over the world, including in Indonesia. Indonesia is ranked 5th in the world with
a total of 2.381 Start-Ups (Zaky et al., 2018). The number of Start-Ups in Indonesia creates opportunities and threats.
The Start-Up business life cycle depends on substantial capital and good quality of their human resources (Zaky et al,,
2018). They require innovative work behavior from their employee by developing new ideas and unique products.
Innovative work behavior is vital for Start-Up employees. Start-Up is in a dynamic environment that allows conditions
to change at an unknown time. Employees are expected to be sensitive and responsive to changes that occur, especially
in the field of software development. Software development plays an essential role in helping other companies in various
fields. Start-Up software development employees need experience and up-to-date knowledge to meet consumer needs
and provide the solution for dynamic problems for each customer. Start-Up software development employees must be
able to behave innovatively to provide suggestions and solutions that will later be implemented in the software to be
developed.

46.9 % of Start Up employees in Indonesia are millennials (Zaky et al., 2018). The unique characteristics of the
millennial generation are self-efficacy, innovative work, and knowledge sharing (Ngotngamwong, 2019). They must be
allowed to develop their innovative work ideas as a comfortable base. They also prefer their leader to be inspiring and
imaginative. Millennials prefer a more interpersonal relationship with their leader and to know that their leader cares
(Farhan, 2021). The leadership characteristic expected by the millennial generation is servant leadership. The focus of
servant leadership is meeting the needs of followers to develop followers to achieve goals, especially in line with the
development of human resources owned by an organization. Hence, with the support of a servant leader, it will be
easier for employees to increase their innovative work behavior (Reslan et al., 2021). This leadership style aligns with
the millennial character who prefers work flexibility and support for what is being fought for. As long as the organization
offers and fulfills what the millennial generation needs, they tend to stay and contribute to the organization. They must
serve their employees, create opportunities, and make employees develop organizational performance (Long, 2017).

Millennials also care about developing knowledge of technology (Murphy, M., 2012). Knowledge sharing is a
millennial need. They gain new knowledge, share information, and have creative ideas (Ngotngamwong, 2019; Radaelli
et al., 2014). The existence of a good relationship vertically through serving leaders and horizontally through knowledge
sharing will bring out one's creative self-efficacy. Creative self-efficacy is the belief that a person has the knowledge and
skills to produce innovative output (Tierney and Farmer, 2011). Creative self-efficacy is a good capital for someone to
find new ideas. The focus of creative self-efficacy is not on how many numbers a person has but on how confident they
are in performing or mastering creativity they have in certain situations. This supports innovation because creative self-
efficacy motivates employees to survive in difficult situations with the right strategy. Cundawan et al. (2021) state that
millennials develop their creativity through creative self-efficacy. Creative self-efficacy makes it easier for Start-Up
businesses to build innovative work behavior in millennial employees.

The current study proposes servant leadership and knowledge sharing to develop innovative work behavior in
their employees. Several studies have found servant leadership (Cai et al., 2018; Faraz et al., 2021; Khan et al., 2022;
Krog & Govender, 2015) and knowledge sharing (Anser et al., 2021; W. Kim & Park, 2017) related to employees'
innovative work behavior. However, none have explored the mediating role of creative self-efficacy and context in the
millennial generation. Therefore, this study examines the role of servant leadership and knowledge sharing in developing
employees' innovative work behaviour. This study contributes to the literature in several ways. First, by revealing the
positive interactive effect of servant leadership and knowledge sharing on innovative work behavior, our findings guide
us toward a better understanding of how to facilitate innovative work behavior in millennials employee. Second, by
revealing the mediating role of creative self-efficacy, this study contributes to a detailed understanding of how servant
leadership and knowledge-sharing influence the innovative work behavior of millennials employee. Finally, for
practitioners, our results provide some implications on ways to promote innovative work behavior in millennials
employee, such as adopting knowledge sharing and simultaneously developing servant leadership.

The rest of this paper is organized as follows. It commences with the research model and hypotheses
development. Then, the methodology used for the study is discussed. After that, the presentation of the analyses and
the results are described. The discussion and conclusion are then stated, and areas for future research are also provided.
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2. Literature Review and Hypotheses Development

Servant Leadership and Innovative Work Behavior

Eva et al. (2019) state that servant leadership is a leadership concept with different orientations. They are
oriented to employees' needs and care. Their characteristics can increase the psychological contract of their employees
and motivate them to innovative work behavior (Yoshida et al., 2014). The influence of servant leadership in developing
innovative work behavior has been stated in the previous study (Bou Reslan et al,, 2021; Cai et al,, 2018; Khan et al,,
2022; Krog & Govender, 2015). Supportive and encouraging leadership is instrumental in stimulating the employees to
embark upon a risky adventure, such as innovative work behavior. Innovative work behavior is broken into two
components, idea creation and idea implementation. Servant leadership motivates employees to work for their
development. The supportive role of servant leadership enhances employees' positive emotions, have creative ideas,
and implements their ideas (Khan et al., 2022).

This leadership style is conducted as an effective leadership style to motivate the millennial generation. They
focus on the employee's needs and development (Long, 2017). Millennials tend to be interested in servant leadership
oriented on their innovative work behavior. They want leaders and organizations willing to invest in them, even if it is
just an investment. If they get such an investment, they are more likely to choose to develop their innovative thinking
and contribute more to the organization. So, we propose to test the hypotheses as follows:

H1. Servant Leadership has a positive influence on Innovative Work Behavior

Knowledge Sharing and Innovative Work Behavior

Knowledge Sharing is an exchange of information and skills in the organization (Radaelli et al., 2014). Knowledge
Sharing is also an important process that increases innovative work behavior in the organization (Zhao et al., 2020) and
individuals (Anser et al., 2021). Much knowledge can be based on and inspired in creating new solutions, including
knowledge sharing at work. The employee knowledge can develop and have new innovative ideas. The implementation
of ideas can be easier developing together than within one employee. Their process can be easier with knowledge
sharing about information, skills, and perspectives. Knowledge sharing can also benefit the innovative behavior of
knowledge receivers. The recipient collects knowledge gained by other people, including their experience and proven
and useful solutions and practices. Through the learning process, the recipient of the knowledge combines the
knowledge gained from others with his or her knowledge, which leads to the reinterpretation of the knowledge, updates
and even the questioning and rejection of obsolete knowledge. Consequently, the acquired knowledge stimulates the
creativity and innovative behavior of the recipient of the knowledge (Lai et al., 2018).

Related to the target of this research, the millennial generation is interested in learning new things, experiences,
and technology in daily life (Cundawan et al., 2021). Their characteristics can create a knowledge sharing between
employees, such as gathering and providing knowledge. Their knowledge will widen so that it will increase the
opportunities for innovative ideas will also increase. This process develops innovative work behavior to find a new
organizational solution. The study by Palumian et al. (2021) states that knowledge sharing positively influences the
innovative work behavior of millennial employees. So, we purpose to test the hypotheses as follows:

H2. Knowledge Sharing has a positive influence on Innovative Work Behavior

The Role of Creative Self-Efficacy Mediating the Relationship between Servant Leadership and
Innovative Work Behavior

Servant leadership makes the employee easier to develop new ideas and skills (Jensen & Luthans, 2006). Servant
leader comes with opportunities for employees to help them grow. The support from servant leadership can influence
their employee's creative self-efficacy. Servant leaders influence employees' creative self-efficacy by enabling them to feel
confident and able to perform their work tasks in a preferred way, thereby increasing their creative self-efficacy (Avolio
et al,, 2009).

Creative self-efficacy is developing innovative ideas to achieve organizational goals (Gong et al., 2009). Employees
who work in companies with a level of competition are expected to be able to solve problems that will be more creative
through creative self-efficacy. Of course, this is also felt by employees at Start-Up. Start Up's competitive environment
in its development can be said to be very fast. So it requires creativity and consistency in developing innovations to stay
afloat in the industry. Creative self-efficacy can increase employees' innovative work behavior (Akbari et al., 2021). The
relationship between servant leadership and employee innovative work behavior can be developed through creative
self-efficacy (Jan et al., 2021). Servant leadership contributes to employees' Innovative work behavior by enhancing their
creative self-efficacy. It provides development support and encouragement to followers by enabling them to feel
competent and perform well. Such support and encouragement offered by servant leaders increase employees' creative
self-efficacy. So, we purpose to test the hypotheses as follows:

H3. The role of Creative Self-Efficacy mediating the relationship between Servant Leadership and Innovative Work
Behavior
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The Role of Creative Self-Efficacy Mediating the Relationship between Knowledge Sharing and
Innovative Work Behavior

Knowledge sharing is the process of employee knowledge exchange and experience to get and create new ideas
(Brouwer & Jansen, 2019). This process can develop innovative work behavior for employees to achieve creative ideas.
Knowledge sharing makes the millennials get new knowledge, information, exchange, and skills in the organization
(Radaelli et al., 2014). Millennial characteristics are creativity and confidence in their abilities (Twenge & Kasser, 201 3).
The employees will become more confident in carrying out these innovative work behaviors because they have gained
knowledge through knowledge sharing. Several researchers have previously conducted tests by connecting knowledge
sharing, creative self-efficacy, and innovative work behavior. Knowledge sharing can increase creative self-efficacy.
Creative self-efficacy can develop innovative work behavior (Tierney & Farmer, 2011). Employees acquire knowledge
through sharing. They will become more confident in performing innovative behavior. In this way, employees will
enhance their creative self-efficacy by sharing knowledge, obtaining new knowledge, and examining and updating their
existing knowledge. Creative self-efficacy can mediate the relationship between knowledge-sharing and innovative work
behavior in the millennial generation (Cundawan et al., 2021). So, we purpose to test the hypotheses as follows:
H4. The role of Creative Self-Efficacy mediating the relationship between Knowledge Sharing and Innovative Work
Behavior

Based on the problem, literature review, and previous related research, the conceptual framework of this
research can be shown in Figure |.
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Figure I. Conceptual framework

3. Method

This study uses a quantitative approach. The method used is non-probability sampling using accidental sampling.
Data collection was carried out by distributing questionnaires. The questionnaire consists of four parts. Each part
represents each variable, including innovative work behavior as the dependent variable, servant leadership and
knowledge sharing as independent variables, and creative self-efficacy as mediating variables. The research targets filled
out the questionnaires. The research targets were Start Up employees in the Software Development field who were
born between 1981 to 1996. The employees were contacted and asked to participate. When they gave their consent,
the questionnaire was personally administered to them. The minimum sample size needed for this study was 120
respondents. It follows the minimum sample indicators n x 5 formulas (Hair et al., 2014). The questionnaire contains 24
question indicators. The profile shows that 59.16 % of the respondents are male, while almost 40.84 % are female.
Additionally, 16 respondents or 13%, are 36-40 years old, so it can be said that most respondents are under 35 years
old. In addition, most respondents have a working period of more than 4 years, with a percentage of 42.5%, as shown
in Table I.

Table |. The Respondents' Profiles.

Characteristics Classification Total Percentage
Gender Male 71 59.16%
Female 49 40.84%

Total 120 100%
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Characteristics Classification Total Percentage
Age 25 — 30 years old 68 57%
31 — 35 years old 36 30%
36 — 40 years old 16 13%
Total 120 100%
Work period < 2 years 28 23%
2<a £ 4 years 41 34.5%
> 4 years 51 42.5%
Total 120 100%
Measure

All items were measured using a 5-point Likert scale. Servant leadership was measured by five items developed
by Liden et al. (2015). Innovative work behavior was measured through the scale developed by De Jong & Den Hartog,
2010. The scale consists of four dimensions (idea generation, idea exploration, idea championing, and idea
implementation), comprising ten items. Knowledge sharing used the scale developed by Lin et al. (2022) and Yesil (2013).
This scale consists of two dimensions (knowledge donating and knowledge collecting) with a total scale of six items.
Creative self-efficacy was measured by three items developed by Hallak et al. (2018). Research hypotheses were
validated using partial least squares path modeling (PLS-PM). PLS-SM testing was analyzed with SmartPLS software
version 3.29. The use of PLS included (1) the assessment of the measurement model (essentially confirmatory factor
analysis) and then (2) the assessment of the structural model (Hair et al., 2010).

4. Result and Discussion

Measurement Model

To evaluate the adequacy of the measurement model, all the constructs used in the model were checked for
validity and reliability. Convergent validity through item loadings. As shown in Table 2, all the constructs had item
loadings of more than 0.7 (Hair et al., 2010). To establish convergent validity at the construct level, the average variance
extracted (AVE) was gauged, more than the minimum acceptable value of 0.5 for all the constructs (Hair et al., 2017).
Moreover, reliability is measured through inter-item consistency through Cronbach's alpha (Alpha) and composite
reliability (CR). As shown in Table 3, all the constructs had their Alpha and CR more than 0.7, thus ensuring the reliability
of the constructs (Hair et al., 2019).

Table 2. Validity

CT\;::;t):end Indicator Description LFoa::;:‘; Remark
Servant SL I The leader can find out If there are problems at 0.719 Valid
Leadership (SL) work.

AVE = 0.534 SL2 Leaders make employee career development a 0.757 Valid
priority.
SL3 The leader will help if there is a problem. 0.711 Valid
SL 4 The leader puts the interests of their 0.751 Valid
subordinates above their interests.
SLS The leader gives employees the freedom to 0.714 Valid
handle difficult situations how they think is best.
Knowledge KS | Willingness to share new knowledge with 0.741 Valid
Sharing (KS) others.
AVE = 0.540 KS 2 Colleagues are willing to share new knowledge. 0.708 Valid
KS 3 The work environment is accustomed to a 0.724 Valid
knowledge-sharing culture.
KS 4 Willingness to share information when someone 0.720 Valid
needs it.
KS 5 Willingness to share abilities when needed. 0.757 Valid
KS 6 Having a workplace that can share knowledge 0.758 Valid
and abilities when needed.
Creative Self- CSE | Ability to create new ideas in doing work. 0.882 Valid
efficacy (CSE) CSE 2 Confidence in problem-solving while working. 0.790 Valid
AVE = 0.677
CSE 3 Competence in developing own ideas and 0.793 Valid

improving coworkers' ideas.
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CT\;Er:::(t,jend Indicator Description LFoa::;:‘; Remark
Innovative IWB | Ability to pay attention to new issues. 0.737 Valid
Work Behavior IWB 2 Willingness to improve according to the need 0.725 Valid
(IwB) for improvement in the workplace.

AVE = 0.528

IWB 3 The ability to find new methods or techniques 0.731 Valid
to get the job done.

IWB 4 Ability to come up with the right idea for a 0.700 Valid
problem.

IWB 5 Ability to find new ways to get work done. 0.734 Valid

IWB 6 Ability to encourage colleagues to complete 0.718 Valid
enthusiasm for innovation.

IWB 7 Ability to convince colleagues to support 0.730 Valid
innovative ideas.

IWB 8 Ability to introduce new ideas into work 0.716 Valid
practice systematically.

IWB 9 Willingness to contribute to implementing new 0.727 Valid
ideas.

IWB 10 Ability to strive for the development of new 0.746 Valid

things in the workplace.

Table 3. Reliability

Variable Min loading Alpha CR
Servant Leadership 0.711 0. 846 0.851
Knowledge Sharing 0.724 0.857 0.876
Creative self-efficacy 0.790 0.852 0.862
Innovative work behavior 0.732 0.899 0918

Discriminant validity can be assessed through Fornell and Larcker criterion. This method compares the square
root of the average variance extracted (AVE) with the correlation of latent constructs. A latent construct should better
explain its indicator's variance rather than other latent constructs' variance. Therefore, the square root of each
construct's AVE should have a greater value than the correlations with other latent constructs, as shown in Table 4.

Table 4. Discriminant Validity

Construct SL KS CSE IWB
SL 0.731
KS 0.171 0.735
CSE 0.324 0.394 0.823
IWB 0.423 0.347 0.431 0.726

Note(s): SL= Servant Leadership, KS = Knowledge Sharing, CSE = Creative Self Efficacy, IWB = Innovative Work Behavior.

Structural Model

Before analyzing the structural model, multi-collinearity was evaluated by performing variance inflation factor
(VIF) to eliminate the possibility of biases in regression findings (Hair et al., 2017). VIF values for all the variables were
lower than the suggested score of 5.0, which means the model does not have an issue of multi-collinearity (Table 5).
The structural model tested both direct and indirect relations between the constructs. Hypothesis testing can be done
by considering the path coefficient and parameter coefficient. The path coefficient obtained by bootstrapping estimates
the relationship of one latent variable with another latent variable. To assess whether the relationship between these
variables has a significant effect or not can be seen from the t-statistic value and p-value. The t-statistic value must be
greater than |.96, and the p-value must be less than 0.05. Parameter coefficients are used to determine the direction of
hypothesis testing proposed by the research. The parameter coefficient is seen from the original sample value. If the
value of the original sample is positive, then the direction is positive. If the value of the original sample is negative, it
means the direction is negative. The test begins with the first hypothesis, relating servant leadership to innovative work
behavior was supported (B= 0.308; p < 0.05). The second hypothesis was that the relationship between knowledge
sharing and innovative work behavior was also significant (B = 0.193; p < 0.05). The role of creative self-efficacy mediating
the relationship between servant leadership and innovative work behavior as proposed in hypothesis 3, was significant
(B =0.063; p < 0.05). The fourth hypothesis about the mediating role of creative self-efficacy in the relationship between
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knowledge sharing and innovative work behavior was also significant (B = 0.044; p < 0.05). Table 5 shows that the
analysis result supports all hypotheses.

Table 5. The structural model

Hypothesis Path Original Sample t-statistics p-values VIF Remarks

HI SL — IWB 0.308 3.147 0.002 1.120 Supported
H2 KS — IWB 0.193 2.062 0.040 1.287 Supported
H3 SL — CSE — IWB 0.063 2.136 0.033 Supported
H4 KS — CSE — IWB 0.044 2.004 0.046 Supported

Note(s): SL= Servant Leadership, KS = Knowledge Sharing, CSE = Creative Self Efficacy, IWB = Innovative Work Behavior.
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Figure 2: Inner model
Discussion

Servant Leadership and Innovative Work Behavior

Servant Leadership can have a significant positive effect on Innovative Work Behavior. Servant Leaders play an
important role for employees in finding, processing, introducing, and implementing ideas. They can be useful for the
company, including solving problems, finding new methods, and finding new products. In other words, the higher support
from servant leaders, the higher the employees' innovative work behavior. Bou Reslan et al. (2021) corroborates this
study's results. They found a significant positive influence of Servant Leadership on the Innovative Work Behavior of
employees in the same workplace engaged in information technology and telecommunications (ICT). Bou Reslan et al.
(2021) stated that ICT-enabled companies should continue to train and retrain existing managerial and leadership staff
in developing and implementing servant leadership practices. So that both new and existing managerial staff and leaders
have sufficient resources to implement servant leadership practices properly. An organization at least requires
cooperation from leaders and employees where both parties need each other.

The attitude of a servant leader will build personal closeness with employees. So personal encouragement arises
from employees to engage in innovative work behavior. Meanwhile, employees also need support from leaders to
implement their ideas. Then the efforts of both parties go hand in hand, and the process of innovative work behavior
from idea generation, idea exploration, and idea championing to idea implementation will go well. The fifth indicator
used to measure servant leadership is that leaders give freedom to employees to handle difficult situations. This triggers
employees to explore in finding solutions to their problems. The employees will be more innovative. Related to Yulianti
& Arifien (2019), millennial employees will explore their ideas and take the initiative to find new methods. An employee
will be free to explore his abilities, skills, and knowledge in carrying out his duties and dare to take risks to implement
his ideas. Thus, if a company wants to improve the innovative work behavior of its employees. It can be pursued by
creating a servant leadership attitude. For example, the leader realizes that employees need help in solving problems.
The employees are personally close to other. They do not hesitate to share experiences. The leaders trust employees
to develop their potential in finding the right ideas and solutions.
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Knowledge Sharing and Innovative Work Behavior

Knowledge Sharing has a significant positive effect on Innovative Work Behavior. This shows that the reciprocal
process of giving and receiving information, skills, and expertise from one person to another plays a role in developing
employee innovative work behavior. The higher the knowledge-sharing culture in the workplace, the higher the
development of employees' innovative work behaviour. Previously, Nguyen et al. (2019) also examined the effect of
knowledge sharing on innovative work behavior with the same two dimensions as this study: knowledge collecting and
knowledge donating. The findings in the study of Nguyen et al. (2019) showed that knowledge sharing significantly affects
innovative work behavior, with the knowledge-collecting dimension having a stronger impact. While in this study of the
two dimensions, the knowledge-donating dimension has a stronger impact on innovative work behavior. Knowledge
donating refers to employee initiatives to share new knowledge with others and coworkers' initiatives to share new
knowledge. Regardless of which dimension is stronger, knowledge donating and knowledge collecting are needed
considering that knowledge sharing is a reciprocal process of giving and receiving knowledge from others. Related to
the results of this study, knowledge sharing has also been shown to affect innovative work behavior in millennial
employees significantly (Palumian et al., 2021) at ICT companies (Natalia & Sandroto, 2020). Knowledge sharing is
beneficial for the survival of a company. The culture of knowledge sharing in an organization will indirectly facilitate the
distribution of knowledge. This can increase the potential of employees to continue to improve themselves, the work
department, and the organization where they work. The employee will combine their knowledge and new knowledge
from their coworkers. This information collection is very useful when employees have to deal with situations requiring
them to improve old ways, modify old methods, and even apply new findings in work. Thus, a reciprocal process of
giving and receiving knowledge in an organization can improve employees' innovative work behaviour.

Servant Leadership, Creative Self-efficacy, and Innovative Work Behavior

Based on the results of hypothesis testing shows that creative self-efficacy can mediate the relationship between
servant leadership and innovative work behavior. Creative self-efficacy's mediating role is partial. The role of partial
mediation is servant leadership capable of increasing innovative work behavior either through creative self-efficacy or
not through creative self-efficacy. The results of this study are supported by previous research by Jan et al. (2021) that
creative self-efficacy can mediate the relationship between servant leadership and innovative work behavior. Servant
leaders accompany and supervise the work of employees. This can improve their creative performance by better
understanding their skills, competencies, and abilities, thus developing high creative self-efficacy. Employees' creative
self-efficacy helps them confidently take risks and gather sufficient resources to engage in innovative work behavior.

Suppose the results of hypothesis testing are related to a millennial employee as the object of research. In that
case, it is certainly very in tune with one of the distinctive characteristics of the millennial generation. Millennials like a
comfortable workplace where they get the trust and freedom of their bosses to do things. On the other hand, one of
the indicators of servant leadership, namely, the leader gives employees the freedom to solve the problems they face in
the way they think is correct, with a Mean of 4.392 in the very high category. One of the millennial characteristics and
indicators of servant leadership seems to be an offer that matches the existing demand. Employees' needs for support
from servant leaders are fulfilled, which will encourage employees' creative self-efficacy. Then creative self-efficacy gives
employees the confidence to dare to implement their ideas. According to Yulianti & Usman (2019), a leader's behavior
that allows employees to explore and experiment more will increase creative self-efficacy. Employees' creativity and
self-efficacy can be a strength for Start-Up companies in a competitive environment. It can support the company's
innovation efforts. Support from leaders can increase employee confidence in their abilities which will create new ideas
so they can contribute with creative ideas at work. Thus, improving employee innovative work behavior with the support
of servant leadership can involve creative self-efficacy, which refers to the employees' personal belief in their ability to
develop and implement innovative ideas.

Knowledge Sharing, Creative Self-efficacy, and Innovative Work Behavior

Based on the results of hypothesis testing, creative self-efficacy can mediate the relationship between knowledge
sharing and innovative work behavior. Creative self-efficacy's mediating role is partial. The role of partial mediation is
knowledge-sharing capabilities of increasing innovative work behavior either through creative self-efficacy or not through
creative self-efficacy. The character of the millennial generation, who has a high interest in learning new things and
deepening their previous knowledge, is related to the results of this research. The millennial generation also considers
teamwork, including knowledge sharing, to produce better output. The employees' knowledge and skills will increase
their confidence in their ability to behave innovatively.

The results of this study are related to the previous research by Hu & Zhao (2016), which proves that creative
self-efficacy can mediate the relationship between knowledge sharing and innovative behavior. Employees with creative
self-efficacy have a high curiosity. It will dare to take risks and encourage them to engage in innovative work behavior.
Innovative work behavior involves employees' efforts to introduce concepts and methods to the company to produce
different concepts and methods. The capital of knowledge and skills, as well as employees' creative self-efficacy, is needed
to explore new ideas for employees at work.
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Cundawan et al. (2021) have also tested the mediating effect of creative self-efficacy on knowledge sharing on
millennial employees' innovative work behaviour. This research shows that companies need to consider their closeness
to employees. It is also to ensure that employees have confidence in their creative abilities. One of the ways to do this
is by ensuring that the demands of the job match the creative abilities of the members. Encouraging knowledge sharing
will also increase employees' confidence in their ability to create creative work creating innovations. Thus, if the company
wants to improve the innovative work behavior of millennial employees with the support of knowledge sharing. It can
involve creative self-efficacy. The knowledge and skills will provide creative self-efficacy to develop employee ideas at
work.

5. Conclusion

This study aimed to explore the relationship between servant leadership and knowledge sharing to innovative
work behavior. We also examined the mediating effect of creative self-efficacy on the relationship between servant
leadership, knowledge sharing, and innovative work behavior. The method used is non-probability sampling using
accidental sampling. The respondents are millennials employees in Start-Up businesses. Based on the results and
discussion of the research, it can be concluded that servant leadership and knowledge sharing significantly affect the
innovative work behavior of Millennial Start Up Software Development employees. Then creative self-efficacy can
partially mediate the relationship between servant leadership and knowledge sharing on innovative work behavior.

Theoretical implications of this study contribute to understanding the processes of servant leadership and
knowledge sharing and their impact on innovative work behavior. Previous research exists on the relationship between
servant leadership and innovative work behavior (Bou Reslan et al,, 2021) and the relationship between knowledge
sharing and innovative behavior (Nguyen et al., 2019). However, this study integrates servant leadership and knowledge
sharing impact on innovative work behavior. In addition, this study reveals that creative self-efficacy mediates the
relationship between servant leadership and knowledge sharing to innovative work behavior. The practical implications
of this study highlight the importance of servant leadership and knowledge sharing for innovative work behavior. Servant
leadership and knowledge sharing provide the necessary support and confidence to enable employees to pursue
innovative work behavior. Organizations provide their managers with the skills and understanding to follow servant
leadership. Managers can stimulate knowledge sharing among employees by giving employees new challenges,
encouraging employees to try new approaches, and initiating processes to develop knowledge and share experience and
expertise.

However, keep in mind that the data was collected from several companies. The research results are still too
general. Servant leadership, knowledge sharing, and creative self-efficacy in all Start Up software development will not
necessarily affect employees' innovative work behaviour. For further research, it can be carried out on one particular
company and, more specifically, for consideration in preparing company policies. The other recommendation for further
research is to explore the other variables to support the improvement of the innovative work behavior of millennial
employees, especially in Start Up Software Development. There may still be many variables outside this research model
that can affect innovative work behavior in Start Up software development.
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