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Abstract — This study aims to investigate the
influence of the work environment (WE) on innovative
work behavior (IWB) in state higher education
institutions while considering the mediating roles of
organizational learning (OL) and employee
engagement (EE). Academic and non-academic staff
data were collected through a quantitative survey
methodology and analysed using PLS-SEM. Results
indicate that the WE significantly enhances OL and
EE, with B values of 0.583 and 0.471, respectively.
Additionally, OL and EE mediate the relationship
between the WE and ITWB with p values of 0.296 and
0.111, respectively, explaining 39.6% of its variance.
The study suggests introducing novel mediators to
understand this relationship more comprehensively
within higher education institutions.

Keywords — Innovative work behavior, work
environment, organizational learning, employee
engagement.

1. Introduction

In recent years, the influence of the WE on IWB
has become a focal point for researchers and
practitioners due to its influence on organizational
performance and competitive advantage [1], [2].
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Recognizing how the WE either nurtures or
hinders innovation is paramount and a priority for
fostering a competitive workforce [3]. Yet, the role
of OL and EE in shaping innovation remains
underexplored [4], [5], [6].

The relationship between the WE, OL, and EE is
critical in forming IWB [7], [8]. OL, marked by
knowledge acquisition, sharing, and application,
encourages innovative solutions [4], [5], while
engaged employees are motivated to invest creatively
in their tasks [6]. Both elements mediate the
relationship between the WE and innovation,
promoting an atmosphere conducive to innovation
[9], [10].

OL is crucial in disseminating innovative ideas
and best practices [11], [12]. A supportive WE that
encourages knowledge sharing and continuous
learning is expected to enhance employees'
innovative capabilities [4], [5]. However, empirical
research on the interaction between different WE
dimension, and OL still needs to be explored. Thus,
this study's primary objective is to investigate how
OL mediates the link between WE and IWB.

Similarly, EE is characterized as a satisfying
work-related  mindset defined by  energy,
commitment, and deep engagement [6], [13].
Engaged employees are more inclined to actively
engage in problem-solving actively and contribute to
innovative initiatives [6]. However, additional
scrutiny is needed to explore the mechanisms
through which the WE influences EE and its
subsequent effects on innovation. Furthermore, this
study seeks to examine how EE mediates the
relationship between the WE and IWB.

The theoretical foundation of this study is robust,
leaning on expectancy theory, which accentuates
how WE stimulate OL [14]. Socio-Technical system
theory points to the interplay between social and
technical systems, where the WE's technical
influence impacts the OL process [15].

TEM Journal —Volume 13 / Number 2 / 2024.


mailto:imad@paluniv.edu.ps
https://www.temjournal.com/
https://doi.org/10.18421/TEM132-36

TEM Journal. Volume 13, Issue 2, pages 1230-1241, ISSN 2217-8309, DOI: 10.18421/TEM132-36, May 2024.

The Hawthorne effect highlights the complex
interrelations among the WE, EE, and innovation,
stressing the effect of surroundings and interactions
on employee effectiveness [16]. The affective events
theory also provides insights into the significant
influence of employees' moods and emotions in
response to work incidents on their engagement and
organizational effectiveness [17].

This research offers vital contributions by
aligning with the OL theory, exploring the direct
impact of the WE on OL, and emphasizing a
supportive environment's importance, an aspect that
has not been directly explored in previous researches
[18]. It also relates to the Hawthorne effect, probing
how the WE influences EE and innovation [16]. The
study uncovers the roles of OL and EE by employing
mediation analysis, providing deeper insights into the
mechanisms underlying the WE's effect on
innovative behavior. These contributions enhance our
understanding of how the WE shape IWB by
elucidating the mediating roles of OL and EE. The
findings hold valuable insights for organizations
seeking to optimize their WE to foster a culture of
innovation and enhance overall organizational
performance.

The paper is structured as follows: After the
introduction was done, a comprehensive evaluation
of the literature, and presenting the theoretical
framework. The third part outlines the approach used
in this investigation. The results will be presented
and discussed next. The study ends with a recap of
the findings, significance, constraints, and
suggestions for further studies.

2. Literature Review

This section conducts a bibliometric analysis of
recent literature to delve deeper into the factors
influencing IWB. Notable journal articles sourced
from prominent databases were reviewed to develop
the conceptual framework for the current research.

2.1. Analyzes of the Knowledge Framework

The current investigation embarked on an
exhaustive bibliometric scrutiny of existing academic
literature, focusing on the factors influencing IWB.
This study analyzed publishing trends in the field and
utilized data visualization methods to articulate
findings visually. The aim of bibliometric analysis is
to create a robust, transparent assessment method,
hinging on statistical reviews of three central
components: conceptual structure, thematic mapping,
and theme evolution [19], [20], [21]. The
accumulated data was subjected to a comprehensive
bibliometric examination using the advanced
Bibliometrix R program, a powerful tool for
comprehensive bibliometric analyses [19], [22].
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In conducting this comprehensive research, we
systematically employed an extensive array of
keywords and their respective synonyms to ensure
thoroughness and to capture the multifaceted nature
of the phenomena under study. For IWB, the search
terms used were 'creative job performance",
"innovation-oriented work conduct", and "novelty-
driven work behavior". When exploring the concept
of "EE", the study considered "worker involvement",
"staff dedication", "workforce participation", and
"personnel engagement". The facet of OL was
examined using terms like "corporate learning",
"institutional ~ knowledge acquisition", and
"organizational knowledge development". Lastly, the
term WE was examined using "workplace
atmosphere", "job setting", and "organizational
climate". The use of these keywords and their
respective synonyms ensured the comprehensive
coverage of the literature and facilitated the
extraction of relevant articles addressing various
dimensions of the research topics.

Spanning the past 12 years from 2011 to 2023,
there has been a considerable academic contribution
to the subject, represented by 99 papers indexed in
the renowned Scopus database. These research
outputs were the collective work of 298 authors and
were disseminated across 83 distinct sources.
Notably, a substantial majority, precisely 90%, of
these documents were journal articles, evidencing a
strong preference for this type of publication in the
academic community. The remaining 10%
constituted conference papers, book chapters, and
reviews contributing to the vibrant exchange of ideas
in scholarly gatherings and forums.
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Figure 1. Keywords analysis and word dynamics
The keywords analysis and word dynamics as
shown in Fig 1 from the research papers reveal

central themes within literature, with IWB being the
most prevalent.
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Other significant keywords include "innovation
and creativity", "work engagement", "knowledge
sharing”", "OL", "transformational leadership", and
"empowering leadership". The frequency of these
terms indicates a strong focus on these areas within
IWB. The frequent occurrence of IWB aligns directly
with the research's core focus. "Work engagement", a
synonym for employee commitment, further
establishes the relevance of the keyword analysis.
Meanwhile, OL directly ties into the mediating
factors mentioned in the research title.

In a refined effort to decipher the dataset's
typological themes, the study integrated a thematic
mapping approach, a method efficient in graphically
depicting two-dimensional theme arrangements [23].
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Figure 2 reveals that the IWB exhibited in the upper
right quadrant, is the motor theme, distinguished by
its significant density and centrality. These findings
highlight its critical role in workplace studies,
particularly in influencing organizational outcomes
such as learning and commitment.

On the contrary, the lower right quadrant
illuminates key areas that, despite being crucial, are
less developed. It houses "EE," signaling a potential
avenue for more comprehensive exploration. Given
the significance of EE in this research, probing into
its enhancement and resultant effects on IWB could
prove insightful.
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Figure 2. Thematic map

Both "work environment" and "intellectual
capital" themes inhabit the upper-left and lower-left
quadrants, respectively, being identified as niche and
underdeveloped areas. As the WE are a pivotal
variable in the study, these results may hint at the
possibility of contributing to this less investigated
area. An exploration into the relationship between the
WE and IWB could be of vital importance. In the
lower-left quadrant, intellectual capital may not be as
pivotal or develop a theme as the others.
Nevertheless, its potential linkage with OL could
enrich this study further.
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Furthermore, it is crucial to underscore the
evolution of themes within the field through thematic
evolution network. As depicted in Figure 3, six
interconnected clusters emerge from the analysis,
representing a broad panoramic view of the field's
evolution. These clusters, created from a co-
occurrence network, offer a comprehensive overview
of the field's developmental trajectory, and reveal the
complex interplay among various themes. The
clusters bring to light a network of conceptually
linked themes that have evolved, enriching our
understanding of the intricate factors that mold IWB
across diverse environments.
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Figure 3. Themat

Cluster 1 focuses on factors that revolve around
internal organizational dynamics and interpersonal
relationships within the workplace, including EE,
leader-member exchange, OL, and self-efficacy.
These themes directly pertain to current research's
interest in EE and OL as mediators of the
relationship between WE and IWB. Cluster 2
emphasizes leadership, climate, and culture as crucial
elements shaping organizational performance and
innovation. Concepts like empowering leadership,
job satisfaction, organizational climate, and culture
align with this research's underlying premise that
environmental influences IWB. Cluster 3 contains
themes related to readiness for change, psychological
empowerment, and transformational leadership,
which are relevant to understanding the
organizational conditions fostering innovation. The
presence of IWB within this cluster aligns directly
with the current research's focus. Cluster 4 focuses
on the employee-manager relationship and conditions
within the workplace, underlining the importance of
work engagement in fostering a conducive WE for
innovation. Cluster 5 encapsulates two central
aspects of this study — creativity and the WE,
pointing towards the idea that a creative WE may
significantly influence IWB. Finally, Cluster 6
consists of one item, 'supportive WE', underscoring
the importance of a supportive workplace as a
standalone theme in the research field.

TEM Journal —Volume 13 / Number 2/ 2024.

l=zder-member excharge
-

empla';ee,wgagerner—t

puyihulogicalgn oomwsnme,
arganlzatienal@lirata bor ine

Lranslor natggal =aderzhip

k-owadge sharing

innovative sz behaviour

reabaty

regdireeslor crargs

:-p.'lll'l ¥ wAIEK anviranmant
ic evolution network
2.2. The Proposed Conceptual Framework

2.2.1. Work Environment

The WE's construct encapsulates various
conditions and factors that constitute the workplace,
comprising physical and abstract aspects and
psychological dimensions [24]. It includes all
material infrastructure, amenities, and operational
policies that shape the daily endeavors of staff
members [25]. The significance of an organization's
influence in fostering or obstructing an employee's
sense of safety, satisfaction, and ease in performing
tasks cannot be overstated [26]. The work milieu
incorporates  diverse = components such  as
illumination, ambient temperature, airflow, humidity,
safety protocols, aesthetic appeal, and scent [27]. A
conducive and supportive work setting bolsters
employee morale and heightens their performance
within the organizational setting.

In parallel thinking, a hospitable WE, apt
facilities, and positive interpersonal relations among
employees are pivotal in realizing organizational
objectives [28]. Similarly, structural empowerment
theory posits that workplace conditions significantly
impact the capacity of employees to execute their
duties effectively, providing a lens to understand how
WE shape innovative behavior [1].
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Although empirical research presents varying
views, with some scholars asserting a significant and
positive correlation between WE and innovative
employee behavior, others argue the absence of such
a relationship [29]. This divergence between
theoretical propositions and empirical outcomes
concerning the influence of the WE on innovative
behavior illuminates the first research gap in the
present study.

Additionally, the WE positively and indirectly
impacts OL [18]. To enhance scholarly contributions,
this study seeks to directly investigate this
relationship, guided by the theoretical framework of
the socio-technical system theory [15]. Consistent
with this line of thought, the WE influences EE, as
postulated by the Hawthorne effect [16]; and the
affective events theory [17]. Empirical evidence
suggests that the WE significantly and positively
influences EE [30]. Drawing from the foregoing
discourse, the current research postulates the
subsequent hypotheses:

H;: The work environment significantly and
positively affects organizational learning.

H,: The work environment significantly and
positively affects employee engagement.

2.2.2. Mediating Role of Organizational Learning

The construction of OL, which surfaced over five
decades ago, necessitates organizations to achieve a
superior competitive position. Given the current
global landscape, organizations must cultivate
knowledge more rapidly than their competitors to
remain relevant [12]. As per [11], a pragmatic
strategy encourages continuous learning among
employees. It promotes distributing their acquired
knowledge for the collective benefit of themselves,
their peers, and more comprehensive organization.
OL refers to the continual processes that nurture
knowledge acquisition among individuals and groups
within an organization. This concept comes into play
when a shared understanding exists within the
organizational milieu [31]. OL is a foundational and
indispensable factor in securing a sustainable
competitive advantage and enhancing organizational
performance [32].

The crux of OL lies in harnessing insights from
past experiences, adapting to environmental shifts,
and paving the way for future opportunities [12].
Organizations that foster a dynamic, flexible, and
responsive structure through accelerated OL are
better equipped to address and adapt to emergent
environmental  challenges relative to  their
competitors.  [32] further underscores that
organizations exhibiting a robust commitment to OL
are more adept at fulfilling their objectives
effectively.

1234

In addressing a significant research gap, this study
employs OL as an intermediary, a novelty within this
field per the literature review. The construct of OL
may be elucidated theoretically through the lens of
contingency theory [33]. Analogously, this study's
components can be interlinked utilizing expectancy
theory as the appropriate theoretical scaffolding. This
theory can shed light on the mechanisms through
which WE facilitate EE in OL [14].

The socio-technical system theory underscores
that an effective organizational design hinges on the
optimal interaction between the social and technical
systems [15]. Thus, the WE (as a technical system)
can influence the organization's learning process (as
a social system), subsequently  affecting
organizational effectiveness.

Empirically, the literature review reveals that the
relationship between the WE and OL was indirectly
tested and mediated, demonstrating a significant
indirect correlation [18]. Conversely, the current
study examines the direct relationship between the
WE and OL, enhancing its scholarly contribution.
Additionally, studies suggest that OL influences IWB
[4], [5]. In light of the preceding discourse, the
present research proposes the subsequent hypotheses:

H;: Organizational learning significantly and
positively affects innovative work behavior.

H,: The work environment significantly and
positively affects innovative work behavior.

2.2.3. Mediating Role of Employee Engagement

EE encapsulates how an employee's affective and

behavioral  predispositions align  with  the
organization's goals [34]. This construct is
characterized by the individual's emotional

investment and enduring commitment to the
organization and its strategic aspirations [35]. Such
engaged employees contribute to the organization's
success not merely for remuneration or rewards but
out of personal dedication to the collective mission
[36]. These individuals are wholly driven to deploy
their utmost capabilities in a harmonious and focused
manner, fostering enhanced participation. Underlying
this behavior is the understanding that employees
demonstrate superior performance when they derive
significance from their work, perceive a positive
organizational culture, and agree with the
institutional policies [37].

EE fosters an affirmative sentiment among
workers, leading them to perceive their contributions
as integral to organizational success [13]. The
advantages of such commitment manifest in the form
of heightened work motivation, reduced employee
turnover, increased satisfaction and performance,
lower absenteeism and tardiness, adherence to
organizational rules, and improved citizenship
behavior [38].
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The Hawthorne effect can theoretically elucidate
the interplay among WE, EE, and IWB. This effect
posits that an employee's effectiveness is as much a
product of their surroundings and interactions with
co-workers as it is of their intrinsic abilities [16].
Concurrently, the affective events theory (AET)
provides insights into how an employee's mood and
emotions influence their engagement and job
satisfaction. This theory proposes a linkage between
an employee's internal emotional and cognitive states
and their reactions to incidents occurring in the WE.
These reactions, in turn, can significantly impact
employee behavior, job satisfaction, and overall
organizational effectiveness [17]. Empirical evidence
also supports these theoretical propositions,
indicating that the WE significantly and positively
impacts EE [39]. Additionally, EE has a considerable
effect on IWB [6]. Given these theoretical
discussions and empirical evidence, the current
research posits as follows:

Hs: Employee engagement significantly and
positively affects innovative work behavior.

Hgs: Employee engagement significantly and
positively mediates the link between work
environment and innovative work behavior.

3. Methodology

This section offers a comprehensive discussion on
the methodological framework utilized to achieve the
delineated research objectives. It delves into the
research design and population, as well as the
research instrument and data collection methods
employed.

3.1. Research Design and Population

Primary data was used in a quantitative method to
predict IWB within Palestinian universities. The
rationale for selecting higher education employees as
information sources was driven by a gap in existing
research targeting this demographic. IWB at higher
education institutions significantly enhances the
instructional process, which in turn influences
present and forthcoming generations.

3.2. Research Instrument and Data Collection

The research instrument's items, developed to
measure IWB, OL, WE, and EE, were formulated by
reviewing relevant literature to ensure content
validity. The measurement indices for IWB were
adapted from [40]; while the metrics for OL and the
WE were informed by [41]. The construct of EE was
assessed based on the framework proposed by [42].
Furthermore, a five-point Likert scale was utilized in
the employed instrument, ranging from 1, signifying
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strong disagreement, to 5,
agreement.

This study's intended respondents were higher
education employees located in the West Bank,
Palestine. The sample size determination followed
the G*Power method, endorsed by [43],
recommending a sample size of 65 observations [44].
Data were gathered through self-administered
questionnaires and electronic survey techniques, with
the collecting period from October 29, 2020, to
January 11, 2023. Hence, questionnaires were
disseminated using a convenient random sampling
method. We garnered 105 valid answers in total, thus
adhering to the general rule of thumb that requires a
minimum sample size of 100 [45].

Ultimately, the collected data were evaluated
through the partial least squares method. Adhering to
the best practices associated with PLS, an evaluation
was conducted on the measuring model to determine
the internal consistency reliability of the indicators.
Convergent and discriminant validity were assessed
using the PLS modeling approach, a form of multiple
regression analysis, to evaluate the hypotheses. The
bootstrapping method was employed using 10,000
resamples for this purpose [44].

indicating strong

4. Results

This section intricately details the quantitative
findings obtained through the data collection process.
It primarily emphasizes evaluating and refining the
measurement model, while also presenting the
outcomes of the tested hypotheses.

4.1. Assessment and Refinement of the Measurement
Model

The measurement model was initially evaluated to
verify its reliability and wvalidity. The results
demonstrate marked consistency and acceptability in
the outer loadings, as evidenced by their
corresponding T-values. According to [46], an
acceptable range for outer loadings of observed
variables should surpass a threshold of 0.50. In the
context of this study, the outer loadings extend
between 0.636 and 0.917, comfortably exceeding the
established benchmark. Concurrently, the associated
T-values, falling within the statistically significant
boundaries of 5.15 to 46.40, exceed the commonly
accepted threshold of 1.96, further substantiating the
robustness of the findings.

Moreover, the study satisfied the expected
standards for convergent validity. This is evidenced
by the average variance extracted (AVE) values for
all constructs, which range from 0.603 to 0.796,
comfortably exceeding the predefined threshold of
0.50 [44], [47], [48].
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Regarding the composite reliability of the latent
variables, their values vary from 0.819 to 0.951.
Additionally, the study revealed that Cronbach's
alpha (CA) values fluctuated between 0.787 and
0.936. These values meet and exceed the acceptable
level, as specified by [49], [50], [51]. This
emphasizes the robust reliability and validity of the
measurement model employed in the study, as
detailed in Table 1.

Table 1. Latent variable evaluation

Cronbach's Composite Reliability AVE

Constructs alpha Rho a Rho ¢

IWB 0.90 0.91 0.93 0.69

OL 0.93 0.93 0.95 0.79

EE 0.79 0.81 0.86 0.62

WE 0.78 0.84 0.85 0.60
To evaluate the discriminant validity, the

procedure outlined by [52] was implemented. As
Table 2 illustrates, the square roots of the average
variance extracted (AVE) for the principal constructs
conspicuously surpass their associated construct
correlations. This significant disparity among
constructs  demonstrates the attainment of
discriminant validity, in line with the Fornell-Larcker
criteria [49], [53]. Furthermore, the Heterotrait-
Monotrait (HTMT) test outlined by [54] was also
implemented. The results showed HTMT values
ranging from 0.386 to 0.644, comfortably under the
0.85 threshold [22], [55]. This demonstrates a distinct
separation between the different constructs,
reinforcing the discriminant validity of this research,
as can be found in Table 2.

Table 2. Latent variable evaluation

IWB OL EE LAY
IWO 0.832 0.633 0503 0.386
OL 0.587 0.892 0412 0.644
EE 0.418 0356 0.789 0.533
WE 0340 0.583 0471 0.776

4.2. Structural Model: Hypothesis Testing Results

The hypotheses underwent assessment through
the application of the partial least squares (PLS)
bootstrapping technique, recognized for its solid
statistical inference capabilities [49]. Figure 4 depicts
the model's predictive power, accounting for 39.6%
of the wvariance in IWB, indicating moderate
explanatory capacity. Tables 3 and 4 verify six
relationships at a 95% confidence level. A key
finding validates the theoretical proposition: OL and
EE are vital mediators in IWB, offering insights for
practical enhancement.
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In detail, the result revealed a potent impact of the
WE on OL. The beta coefficient () value of 0.583
indicates a strong positive relationship, which
implies that changes within the work environment
are closely linked with improvements in OL. This
positive correlation means that as the work
environment becomes more supportive, engaging,
and intellectually stimulating, there is a notable
enhancement in the organization's learning
capabilities. This relationship is confirmed by a t-
value of 9.799 and a p-value less than 0.05,
establishing its statistical significance. To interpret
this more straightforwardly, enhancing OL is often
facilitated by the provision of a supportive, engaging,
and intellectually stimulating environment [56], [57].
This is achieved by fostering a culture of knowledge

acquisition, dissemination, and implementation
within the organization [58].
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Figure 1. Structural model results

Likewise, the result highlighted the substantial
influence of the WE on fostering EE. A robust
positive association was unveiled, as indicated by a
beta coefficient () of 0.471, a t-value of 5.879, and a
p-value less than 0.05. This statistically significant
outcome evidences a firm and dependable link
between a nurturing WE, and the degree of
engagement employees display [59]. This means that
improvements or positive changes in the work
environment are directly associated with increased
levels of employee engagement. A positive WE,
characterized by support for employee well-being
and the provision of opportunities for professional
growth and development, can lead to higher levels of
EE. Such an environment not only promotes the
well-being of employees but also encourages their
active participation, commitment, and enthusiasm
towards their work. This may result in many
favorable results, such as enhanced productivity,
better job satisfaction, and higher retention rates.

TEM Journal —Volume 13 / Number 2 / 2024.
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Furthermore, the study highlighted the significant
role of OL in driving IWB. The beta coefficient ()
of 0.505 signifies a robust positive association
between these elements. This relationship's statistical
significance is reinforced by a T-value of 5.853 and a
p-value below the threshold of 0.05, suggesting that
improvements in an organization's learning processes
are closely linked with higher levels of innovation
among its workforces. In practical terms, these
findings suggest that improvements in an
organization's learning processes are directly linked
to higher levels of IWB among employees. This
indicates that the mechanisms facilitating learning—
namely, the acquisition, dissemination, and
application of knowledge—are essential for creating
a culture conducive to innovation [60]. This
relationship suggests that organizations that invest in
learning and knowledge management practices are
more likely to see a rise in innovation activities. This
is because OL fosters a culture that values the
creation, retention, and sharing of knowledge, which
are foundational elements for innovation [61].

Table 3. Path coefficients of the PLS-SEM results

Hy Relationship  Std Beta T-Value P-Value
H, WV->O0L 0.583 9.799 0.000
H, WV ->EE 0.471 5.879 0.000
H; OL ->IWB 0.505 5.853 0.000
Hs EE ->IWB 0.236 2.540 0.011

The study's results emphasize the significant role
of EE in driving IWB. It found a robust positive
association, indicated by the beta coefficient (B) of
0.236 suggests that for every one-unit increase in EE,
there is an associated increase of 0.228 units IWB.
Moreover, the results showed a T-value of 2.540, and
the p-value was below the significance threshold of
0.05. The T-value is a measure of the statistical
significance of the beta coefficient. Since the p-value
is less than 0.05, it indicates that the relationship
between EE and IWB is statistically significant.
Engaged employees tend to be more motivated,
creative, and open to new ideas, which can positively
influence their propensity to engage in innovative
behavior within the workplace [6].

The findings pertaining to the mediating effects
highlight a significant role of OL and EE in shaping
the relationship between the WE and IWB as seen in
Table 4.

Table 4. PLS-SEM of mediation results

Hy Relationship Std Beta T-Value P-Value

0.296 4.161 0.000
0.111 2.299 0.022

H, WV->OL->IWB
Hg WV->EE->IWB

TEM Journal —Volume 13 / Number 2/ 2024.

The data analysis corroborates the indirect, yet
statistically significant, influence of the WE on IWB,
facilitated through the mechanism of OL (H4: =
0.296; t = 4.161, P < 0.05). It is inferred that
enhancements in the WE positively stimulate OL,
which, in turn, boosts IWB. Furthermore, the WE
exerts a substantial influence on IWB (B = 0.359; t =
4.422, P <0.05), which can be ascribed to both direct
impacts and indirect effects transmitted through the
conduit of OL [62]. These findings suggest a
comprehensive mediation role played by OL in the
WE-IWB relationship, as per [63] mediation criteria.

Similarly, the statistical analysis validates the
indirect impact of the WE on IWB, channeled
through EE (H6: B = 0.111; t = 2.299, P < 0.05). An
enhanced WE increases EE, subsequently fostering
IWB. The collective influence of the WE on IWB (B
= 0.359; t = 4.422, P < 0.05) can be traced to both
direct and indirect pathways, with EE functioning as
the mediating variable. In line with [63] guidelines,
this suggests a full mediation role for EE in the WE-
IWB association. This underlines the strategic
importance of a conducive WE for nurturing EE and
fostering innovation within the organization.

5. Discussion and Implications

This section synthesizes and analyzes the study's
findings and their implications. It encompasses
theoretical discussions, practical considerations,
limitations, and recommendations for future research
directions.

5.1. Theoretical Discussion and Implications

Recent research emphasizes the role of the WE in
enhancing IWB, focusing on multidimensional
aspects. A well-structured WE fosters creativity and
innovation; elements like culture, recognition, and
collaboration contribute to innovation [1]. This study
empirically supports a mediating model where OL
and EE are critical. It addresses a research gap,
contrasting with [29], by showing a correlation
between the WE and innovative behavior chiefly
through the mediators of the proposed model, namely
OL and EE.

The results reveal a positive relationship between
the WE, OL, and EE, laying a foundation for future
studies. Addressing a significant research gap, this
study innovatively incorporates OL as a mediating
variable within the context of WE and IWB. In
alignment with this argument, the research findings
indicate that OL plays a crucial role in fostering
IWB, corroborating the views of [18]. The propensity
of OL to engender a culture of continuous
improvement, knowledge sharing, and adaptability
harmonizes with socio-technical system theory,
reinforcing the study's theoretical grounding [15].
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Furthermore, the research supports the findings of
[4], [5], demonstrating that a strong emphasis on OL
bolsters IWB facilitating the generation, refinement,
and implementation of new ideas.

The present study sheds light on a crucial aspect
of organizational behavior, exploring the relationship
between the WE and IWB, focusing on the mediating
role of EE. A well-designed and supportive WE are
found to positively affect EE, which, in turn, fosters a
culture of innovation within the organization. This
finding aligns with previous research that has
emphasized the pivotal role of EE in influencing
employee attitudes, behavior, and performance [64].
The results indicate that EE fully mediates the
association between the WE and IWB. This
highlights the crucial role of EE in fostering
innovation. The study's findings enrich existing
theory by emphasizing EE as a vital mediator and
aligning with the socio-technical system theory,
which underscores the impact of OL in promoting
continuous improvement and adaptability within
organizations.

Future research should investigate other possible
mediators like leadership style, team dynamics, or
organizational culture. Longitudinal studies could
illuminate how these relationships progress over
time, and cross-industry, cross-cultural studies could
assess the generalizability of these findings.

6. Conclusion

This work has practical implications in addition to
its theoretical significance, providing interested
parties with effective and quantifiable insights. The
results indicate that the WE are indispensable in
successfully implementing innovative behavior.
Institution managers must transform the WE into a
more supportive, engaging, and intellectually
stimulating environment. To this end, managers need
to recognize the WE as a fundamental principle
within their institutional framework. Consequently,
they must endeavor to foster a collaborative WE and
eliminate barriers that could inhibit the manifestation
of IWB.

The empirical evidence derived from this study
provides considerable insights for practical
organizational —management. The conspicuous
influence of the WE on OL elucidates the need for
fostering a nurturing, intellectually stimulating, and
supportive WE. In practical terms, it suggests that
practitioners, particularly managers and executives,
should facilitate a culture of learning that emphasizes
knowledge acquisition, sharing, and utilization. This
would necessitate creating open channels of
communication, encouraging team collaborations,
promoting continuous education, and maintaining a
robust feedback system.
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Furthermore, the study underscores the powerful
influence of a supportive WE on enhancing EE. For
managers, this signifies the importance of cultivating
a positive WE that engages employees, providing
them with the right resources, recognition, and
feedback to excel in their roles. Such practices can
significantly heighten employee loyalty,
consequently reducing turnover rates and enhancing
overall productivity.

Another key finding of this study is the strong
relationship between OL and IWB. This correlation
implies that an increase in OL - via an environment
that promotes the creation, sharing, and retention of
knowledge - would likely foster innovative behavior
among employees. For organizations seeking to drive
innovation, the practical implication is to promote
practices that engender learning and knowledge
sharing. The empirical findings of the present study
underscore the crucial role that EE plays in fostering
IWB. This relationship suggests that efforts to boost
EE can be an effective avenue for stimulating
innovative behavior within the organizational setting.
Consequently, organizations aiming to spur
innovation should invest resources in fostering EE,
for instance, by shaping a supportive organizational
culture, fostering healthy employee-manager
relationships, and offering opportunities for skills
development.

The role of OL as a mediator between the WE and
IWB has been significantly highlighted in this study.
This points to the importance of bolstering learning
capabilities in organizations to harness the benefits of
a conducive WE. The ability to learn, adapt, and
implement new knowledge directly influences an
organization's innovative capacity. The study
validates the indirect influence of the WE on IWB
via EE. It highlights the importance of a supportive
WE in fostering EE and thereby spurring innovation.
Organizations are advised to enhance their WE, for
instance, by bolstering safety, encouraging
inclusivity, providing advanced tools, and offering
flexible work arrangements. These measures could
boost EE significantly, further catalyzing innovative
behavior.

Overall, this study serves as a practical guide for
organizations seeking to enhance their innovative
capacities and a valuable resource for academic
researchers investigating these relationships.

6.1. Limitations and Future Research Directions

This research, while offering insights into the
relationship between WE, OL, EE, and IWB, has
some limitations. The focus was primarily on OL and
EE as mediating factors, leaving out other potential
mediators like leadership style, team dynamics, and
organizational culture.
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Also, the use of cross-sectional data does not
provide insight into the evolution of these
relationships over time. Future research could
address these limitations by considering other
potential mediators and implementing longitudinal
study designs.

In addition to exploring other mediators, future
studies could consider the potential influence of
industry-specific factors and cultural contexts.
Comparative studies across industries and cultures
could test the applicability of the findings to different
contexts. Moreover, the synergistic effects of
multiple mediators on the relationship between WE
and IWB could be examined, exploring the combined
influence of factors like EE, OL, leadership style,
and organizational culture.

The study contributes  significantly to
understanding the relationship between the WE, OL,
and IWB. However, an expanded perspective
accounting for additional variables and longitudinal
effects would further enrich this body of knowledge.
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