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Abstract

A research gap was found in evaluating the role of Innovative Work Behavior
in the food and Beverage sector, which is important for organizations to gain
a competitive advantage. Therefore, this research aims to test the impact of
the Perceived Organization Support and on the Employees Innovative Work
Behavior in the Food and Beverage Sector in Egypt. It also aims to test the
mediation role of Learning Organizations and Work Engagement between
each of Perceived Organization Support and Employees Innovative Work
Behavior. Thus, a semi-structured interview will be constructed with manag-
ers of Food and Beverage SMEs to explore the dimensions affecting Innova-
tive Work Behavior. Also, a questionnaire will be constructed with the em-
ployees of the same SMEs to test the relationships under study. Regression
analysis and structural equation modeling will be used to respond to the re-
search hypotheses.
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1. Introduction

Innovative Work Behavior had been proved to be important for the purpose of
organizations success. An evidence was introduced that employees innovative
work behavior (IWB) has a highly important role which helps organizations to
gain competitive advantage. A focus on the factors that improve IWB was done;

on the other hand, few studies have investigated the negative aspects of it and
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how to buffer such conflict [1]. Nowadays, knowledge-driven economy, max-
imizing the innovative potentials of employees has become a top priority in
every organization. Employees offer organizations a competitive advantage
through differentiation and enhancement of products or services by generating
new ideas and initiatives. Employees were encouraged to be engaged in innova-
tive behavior through effective interventions provided by researchers and practi-
tioners in human resource development (HRD), with the growing significance of
intellectual capital across all business sectors [2].

Furthermore, it was expected that HRD plays a more critical role in facilitat-
ing a culture that supports innovation than ever before, considering that innova-
tion requires a cultural change with collaboration. Given the existing emphasis
on innovation in HRD, however, research on determinants that motivate em-
ployees’ innovative behavior is still incomplete [2]. The intentional introduction
of new and useful ideas, in addition to a set of behaviors needed to develop,
launch and implement ideas with an aim to improve personal and/or business
performance is referred to by IWB. Employee’s attempt to find ultimate mean-
ing and purpose in his/her work and strengthen his/her interconnectedness is
referred to by workplace spirituality. It was suggested that workplace spirituality,
when nurtured with perceptions of organizational support, fosters employee’s

creativity [3].

2. Literature Review

This section will introduce the definition of Innovative work behavior according
to previous contributions and studies, and the relations between Innovative
work behavior with learning organization and perceived organizational support

moderated by work engagement.

2.1. Innovative Work Behavior Concept and Meaning

Innovative work behavior was defined as “intentional creation, introduction and
application of new ideas within a work role, group or organization, in order to
benefit role performance, the group, or the organization”. Then this definition is
limited to the creation, promotion, and implementation of new ideas that benefit
organizations. This innovative work behavior can be in the form of the imple-
mentation of new methods, new procedures, or new approaches in an organiza-
tion that are valuable to the organization. For example, in at an international
media company one of the mangers created a new method to encourage innova-
tion by establishing “rebel camps” for training other managers to be innovators,
which give benefit to the company. So, according to this definition employees
are encouraged to extra tasks more than team, group, or organization routines
[1].

The respond to rapid change might be not applicable through the routines
implemented by teams or organizations. Then, employees need to develop, en-

dorse, and implement new methods, approaches or procedures. The definition
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also includes taking risks. The effects of new ideas knowledge are not well
known to innovative employees. In other words, this innovation may put
employee’s status and rewards in the organization at risk. At the end, a truly new
idea or combination of existing ideas may create innovation. Creation, promo-
tion and implementation of ideas are the three steps of the complex process
called IWB. The problem that needs a solution is then the initiative of innova-
tion process which motivates employee creation of new ideas. After creation an
individual have to market the idea to gain support for their implementation as
real products, services, methods, or techniques. The organization can benefit
from supporting these new ideas at the end. Also, innovative employees might
gain more job satisfaction, get better performance in the workplace, develop
better relationships with other colleagues, experience relatively low stress, enjoy
higher personal growth and produce positive conflicts [1].

Individual innovative behavior was also defined as an individual intentional
behavior introduce and/or apply new ideas, products, processes and procedures
to his or her work role, unit or organization. Based on this definition, new ideas,
products, processes and procedures are considered both in their introduction
and implementation, as they pertain to innovative behavior. Moreover, the word
‘New’ the previous statement does not necessarily refer to new idea to the field
but it may refer to relatively new to the unit or initiating new technology which
has not been used in the organization before. In addition, innovative behavior
includes both technical and administrative innovation. Introducing and/or ap-
plying of new technologies, products and services is referred to as technical in-
novation, while introducing and/or applying of new procedures and policies is
considered administrative innovations [4].

Employee innovation behavior EIB is an expression referring to of the inner
creativity of employees; it is a method to innovate creative products and
processes through employees which generate and implement new ideas to im-
prove performance or solve work-related problems. Introducing all individual
behaviors which guide to the generation, introduction and application of benefi-
cial novelty at various levels is included in EIB. It is highly related to employee
creativity, which must result in final outputs and produce actual benefits to the
organization. Creativity reflects the initial stage in a multiple stage process called
(5].

New ideas are generated by the employee after recognizing the problem, then
mobilizing support from others for applying the new idea. Later on, the idea is
now ready for implementation and come to reality by producing a new proto-
type or model. Various behaviors formulate a single stage of the process in
which altogether may get new process, product, market or organizational struc-
ture. Employees’ intentional introduction of new products/services or new ways
of doing things through the process of idea generation and implementation refer
to EIB. In services, EIB may be influenced by various job characteristics and it is
also considered as workplace behaviors; thus, they unavoidably relate to job

characteristics, which have been found to affect the behaviors of employees di-
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rectly or indirectly through psychological states [5].

2.2. The Relationship between Social Support and Innovative
Work Behavior

Tangible and intangible outcomes from employee experiences develop percep-
tions of organizational support through the daily exchange process with the or-
ganization. When positive outcomes come from these exchanges employee’s ex-
tra-role activities are also triggered. It was also proposed that inclination toward
initiating creative ideas, exploring possible opportunities, solving current and
future problems and translating their creative inputs into actions and innovative
output increase when employees recognize that the organization shows concern,
offers nonjudgmental, honest feedback about their work and supports their ac-
tions. IWB is not one-time discrete activity and it seems to be continuous
process as employees generate new ideas and, in parallel way they are busy in
implementing these ideas by building organizational support and others’ ideas
by being a part of the overall team that has to implement the ideas [3].

Social support types including Perceived Organizational Support (POS), Per-
ceived Supervisor Support (PSS), and Perceived Coworker Support (PCS). Social
support is part of the job resources; it refers to the extent to which organizations
and supervisors’ value the contribution and well-being of their employees [6].
and coworkers’ willingness to help each other complete work-related tasks [7].

Employees need strong perceptions of management and supervisor support to
display IWBs, in by giving them freedom at work and resource availability, col-
lective role behaviors at work to share ideas and build support and individual
role behaviors clarifying personal loyalty, flexibility, risk taking and fearlessness.
It is then expected that perceived organizational support POS encompasses cer-
tain psychological characteristics which may motivate IWB of employees. In-
crease behaviors that support organizational goals, and IWB is one of such posi-
tive behaviors, is a result of feelings of obligation which come from the percep-
tions of the social exchange framework that underlies POS. Thus, this obligation
feeling result that POS would drive extra-role behavior such as IWB. It was fi-
nally concluded that employees perceived organizational support POS positively

influences innovative work behavior IWB [3].

2.3. Mediating Role of Learning Organization between Social
Support and Innovative Work Behavior

Nowadays, maximizing the innovative potentials of employees has become a top
priority in every organization. Employees generate new ideas and initiatives of-
fering the organizations a competitive advantage through differentiation and
enhancement of products or services. Employees are encouraged to engage in
innovative behavior, with the growing significance of intellectual capital across
all business sectors, researchers and practitioners in human resource develop-
ment (HRD) can thus be expected to develop and provide effective interven-

tions. Furthermore, it is now expected that that HRD plays a more critical role in
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facilitating a culture that supports innovation than ever before, considering that
innovation requires a cultural change with collaboration. However, research on
determinants that stimulate employees’ innovative behavior is still incomplete,
given the current emphasis on innovation in HRD [2].

Problem-solving skills or motivation and organizational factors including
leadership and work group relations influence innovative behavior. It is consi-
dered an important factor when organizational culture motivates innovation
because innovation goes beyond individual-level idea generation. An attempt
was found to examine the effect of organizational climate on innovative beha-
vior. It was found that innovative behavior is motivated by organizational justice
through the psychological mechanism of perceived organizational support. It
was also stated that individual innovative behavior is affected by role expecta-
tions and leader-member exchange. Moreover, innovative behavior is predicted
by transformational leadership and this relationship is mediated by psychologi-
cal empowerment. Employees’ innovative behaviors sources was explored and
stated as organizational learning capabilities and knowledge sharing (another
innovative effort), because knowledge dissemination serves as initial idea gener-
ation [2].

Motivating organizational culture that values continuous learning, knowledge
sharing, employee empowerment, and social interactions among its members
altogether enhance employees’ innovative behaviors seems important. An im-
portant component of innovation is employee intrinsic motivation and positive
emotions that elicit a deeper engagement with the innovation process. The role
of intrinsic motivation was emphasized in the innovation process by identifying
three dimensions of creativity: motivation, knowledge, and skills. It was also
stated that intrinsic motivation helps employees become flexible, persistent, and
goal-oriented. It was also highlighted that motivation is linked to innovation and
that people who are highly motivated are most likely to deal with obstacles they
face and take a proactive attitude to their work. Individuals’ work engagement
promoted by intrinsic motivation is significantly related to innovation in terms
of improving personal initiatives. In addition, employees devoted their time and
energy to their work facilitating their creativity when they have confidence in
their personal ability to achieve goals. It was also stated that individual work en-
gagement improves personal initiative, and accordingly influences innovation
[2].

Organizational innovation is also boosted by energy that engaged employees
bring into their work by enabling them to be more proactive and responsible.
People feel positive when they are engaged to their work which leads to creative
and explorative thinking and idea implementation, which in turn increase per-
sonal resources. At the end, it is concluded that engagement seems to play a me-
diating role in the relationship between the learning organization and innovative
behavior. There is a link between innovative behaviors and engaged employees.
A framework that aligns engagement with the organization’s leadership, learn-

ing, and support system is necessary when employees’ innovative behaviors are
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to be systematically motivated and developed within an organization [2].

2.4. Mediating Role of Work Engagement between Social Support
and Innovative Work Behavior

Work engagement is a persistent, positive, affective-motivational state of
fulfilment in employees that is characterized by energy, dedication and absorp-
tion [8]. Given its importance, an increasing number of studies examined factors
that affect work engagement (e.g. [9]). Among these factors were social support
types including Perceived Organizational Support (POS), Perceived Supervisor
Support (PSS), and Perceived Coworker Support (PCS).

Moreover, studies that have examined the effect of the three types of social
support on work engagement specifically, also recorded some non-uniformity in
results. For example, in one of the studies, all the three types had significant ef-
fect, with POS having the greatest effect.

Nevertheless, a review of the literature on studies focusing on one or two types
of social support confirms the positive impact of POS on work engagement (e.g.
[10]. However, inconsistency of results was witnessed among PSS and PCS.
Some studies have failed to prove the significant effect of PSS and/or PCS on
work engagement (e.g. [11] [12]), whereas others are debatable regarding the
relative importance of PSS and PCS to work engagement. Those who believe that
PSS is more important consider it as a more stable resource to employees [9],
while PCS advocates believe that colleagues are the heart of social support [7],
and help combat health impairment symptoms [13]. From the review above, it
can be concluded that the few studies including the three social support types
together, as well as those that concentrated on one or two types show that POS
has a relatively higher consistency in its results compared to PSS and PCS. Ac-
cordingly, this research attempts to distinguish between the effects of each type
of social support through including them in one study and examining their ef-
fect on work engagement.

Besides social support, other personal resources such as psychological empo-
werment in spite of its importance in raising employees’ work engagement have
been rarely investigated [14]. Psychological empowerment (including meaning,
competence, self-determination, and impact) refers to a set of psychological
states that are necessary for individuals to feel a sense of control in relation to
their work [15]. Unlike job resources, psychological empowerment leads to in-
trinsic motivation through employees’ perception of empowerment. Hence, it is
considered a personal belief rather than a job characteristic [16].

Additionally, empowerment theorists view psychological empowerment as an
explanatory mechanism through which contextual factors affect individuals® at-
titudes. This can be attributed to the fact that psychological empowerment is a
cognitive model that reflects people’s perception toward themselves in relation
to work environment based on individual differences. Consequently, it can be

argued that adding psychological empowerment as a mediator could help ex-
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plain the social support effect on work engagement, and hopefully, their asso-
ciated inconsistency [15].

Another point that has been raised in the work engagement literature is that
the research is predominantly Western-based [17]. Explaining work engagement
in different cultural contexts will add value to the established literature by com-
paring its results to other relatively new contexts, which will eventually help ge-
neralize the findings and broaden understanding of the engagement process. To
fill this research gap, this study examines work engagement in Egypt.

Studying work engagement in Egypt is important because Egypt tends to have
high propensity of disengaged employees; it alone accounted for 32 percent of
disengaged employees in the Middle East region [18]. The disengagement prob-
lem in Egypt has been a crucial but under-resolved challenge. Factors such as
autocratic management styles denoted by a high-power distance culture have
contributed to the disengagement status for many years. In addition, with the
recent economic and political unrest.

following the 2011 revolution, employees’ attitudes toward their work have
changed [19], their demands increased and the disengagement problem intensi-
fied, as reflected in 1969 strikes in 2012 compared to 530 in 2010 [20]. Therefore,
this study focuses on examining the effect of both social support and psycholog-
ical empowerment in raising Egyptians’ engagement under the current tough

conditions.

3. Research Framework

3.1. Variables and Measurement

The variables used in this study can be categorized into three main types which

are; the dependent, independent variables and mediator variables.

3.1.1. Dependent Variable
The dependent variable for this study is Innovative Work Behavior.

3.1.2. Independent Variable
There are three independent variables that will be measured. These are state
POS, PSS, IWB

3.1.3. Mediator Variables

There are three variables representing the mediator Learning Organization
Work Engagement (Vigor, Dedication, and Absorption). The relationship be-
tween dependent variable, mediator variables and independent variables is ex-
plained in Figure 1.

In the questionnaire assigned, the questions were adopted to measure the di-
mensions under study by implementing a 5-point Likert -scale used for all res-
ponses with (1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 =
Strongly Agree). Thus, the literature had been reviewed and the following hypo-

theses were assumed:
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Figure 1. Research framework for the current study.

H,

H,: There is a significant positive impact of Perceived Organization Support
on Work Behavior.

H,: There is a significant positive impact of Perceived Supervisor Support on
Work Behavior.

4. Results and Findings

To test the hypotheses mentioned above, the current research used regression
analysis and structural equation modeling (SEM). This requires testing the va-
lidity and reliability of the research variables as well as presenting a descriptive
analysis of the research variables under study. After that, the hypotheses testing
will be presented through the model constructed. As a preliminary step, the fre-

quency tables are computed for the research variables.

4.1. Descriptive Analysis

The descriptive statistics is a tool in which it explains and gives a distinct under-
standing of the features of certain data set, by giving short summaries about
samples and how to measure the data. The three major types of descriptive anal-
ysis are frequency, measures the central tendency such as averages, and measure
of variability such as standard deviation. Measures of variability describes the
level of how different the scores are from the mean. Measures of central tenden-
cy suggest unique value that generally represents the entire scores set.

Frequency statistics sum how many times each variable is repeated; for in-
stance, the number of employed and unemployed among the sample. In the fol-
lowing section, means, standard deviations and frequency statistics will be con-
ducted on both; demographic data and the research variables. Table 1 shows the
frequency tables for the research variables, where it could be observed that res-
ponses vary between strongly disagree and strongly agree, which means that not
all responses are in the zone of agreement. Therefore, Perceived Organizational
Support, Perceived Supervisor Support, Innovative Work Behavior need to be

improved.

4.2. Data Testing

To test the validity of the research variables, confirmatory factor analysis was
used to calculate the Average Variance Extracted (AVE) and Factor Loading
(FL) of each construct. Therefore, confirmatory factor analysis using the prin-
cipal component method was used to examine the convergent validity of the re-

search dimensions. Reliability test is an assessment of the degree of consistency
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Table 1. Frequency table for research variables.

Frequency
Variable N Mean Std. Deviation

1 2 3 4 5

Perceived Organizational Support 418  1.5574 0.71490 230 151 31 4 2
Perceived Supervisor Support 418  1.6651 0.67343 180 204 30 2 2

Innovative Work Behavior 418  1.6579 0.69268 189 190 32 7 0

between multiple measurements of a variable. Cronbach’s alpha is the most
widely used measurement tool with a generally agreed lower limit of 0.7. Table 2
provides an overview of the reliability scores. As can be seen from this table, all
the alpha coefficients were above the required level of 0.7. The table also shows
the results of the KMO, AVE and FL for each variable and the corresponding
constructs. It could be observed that the KMO and AVE values are all above 50%
and the FL are all above 0.4 except for the third item in Innovativeness in Work
Behavior which was excluded in the reliability test. This indicates that the re-
search variables have adequate convergent validity.

4.3. Hypotheses Testing

In this section, the researcher will present the findings of the model significance
through presenting the correlation and regression analysis results. This will pro-

vide a decision whether to accept or reject the hypotheses under study.

4.3.1. Testing the First Hypothesis: The impact of Perceived
Organizational Support on Innovative Work Behavior

This hypothesis is designed to test the impact of Perceived Organizational Sup-
port on Innovative Work Behavior. Table 3 shows the output of applying mul-
tiple regression analysis, where it was found that the Perceived Organizational
Support under study explain 32.4% of the variation in Innovative Work Beha-
vior, as R-square = 0.324. The importance of Perceived Organizational Support
according to the standardized coefficient beta is determined as follows: (S =
0.552, P-value = 0.00) which indicates that the variable “Perceived Organization-

al Support” was found to be Significant as its P-values was less than 0.05.

4.3.2. Testing the Second Hypothesis: The impact of Perceived
Supervision Support on Innovative Work Behavior

Table 4 shows the output of applying multiple regression analysis, where it was
found that the Perceived Supervision Support under study explain 32.6% of the
variation in Innovative Work Behavior, as R-square = 0.326. The importance of
Perceived Supervision Support according to the standardized coefficient beta is
determined as follows: (8= 0.588, P-value = 0.00) which indicates that the varia-
ble ‘Perceived Supervision Support’ was found to be Significant as its P-values
was less than 0.05.

Table 5 shows the SEM model for the effect of Perceived Organization
Support, and Perceived Supervisor Support on Innovative Work Behavior. It was
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Table 2. KMO, average variance extracted and factor loadings of items.

Variables KMO AVE Cronbach’s Items Item Loading
Alpha

1 0.837
2 0.800
3 0.742
4 0.750
5 0.746

POS 0.934 60.093 % 0.926
6 0.751
7 0.753
8 0.773
9 0.819
10 0.775
1 0.568
2 0.547

PSS 0.784 54.727% 0.792 3 0.476
4 0.593
5 0.553
1 0.600
2 0.481

IWB 0.655 50.772% 0.748 3 Deleted
4 0.497
5 0.608

Table 3. Regression analysis of perceived organizational support on innovative work be-

havior.
Unstandardized Standardized
Model Coefficients Coefficients T Sig. R Square
B Std. Error Beta
(Constant) 0.798 0.067 11.92 0.000
Perceived Organizational 0.324
0.552 0.039 0.570 14.15 0.000

Support

a. Dependent variable: Innovative work behavior.

Table 4. Regression analysis of perceived supervisor support on innovative work beha-

vior.
Unstandardized Coefficients ~ Standardized
Model Coefficients T Sig. R Square
B Std. Error Beta
(Constant) 0.680 0.074 9.14 0.000
Perceived 0.326
0.588 0.041 0.571 14.19 0.000

Supervisor Support

a. Dependent variable: Innovative work behavior.
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Table 5. SEM model for the effect of social support on innovative work behavior.

Estimate P-value R Square
Innovative Work Perceived Organiza-
. <--- . 0.373 il
Behavior. tion Support
0.498
Innovative Work Perceived Supervisor
. <--- 0.545 il
Behavior. Support

Table 6. Model fit for the effect of social support on innovative work behavior.

CMIN/DF p-value GFI CFI AGFI RMSEA

1.500 0.000 0.948 0.979 0.931 0.035

0.18 /
0
Perceived Supervisor Support

Figure 2. SEM model for the effect of social support on innovative work behavior.

observed that there is a significant effect of Perceived Organization Support, and
Perceived Supervisor Support, with estimates of 0.373, and 0.545 respectively
and P-values of 0.00. Also, the R Square is 0.498, which means that Social Sup-
port; Perceived Organization Support, and Perceived Supervisor Supportexplain
49.8% of the variation in Innovative Work Behavior.

The model fit indices shown in Table 6 are described as minimum discrepan-
cy (CMIN), goodness of fit index (GFI), comparative fit index (CFI), incremen-
tal fit index (IFI), Tucker-Lewis index (TLI), and root mean square of approxi-
mation (RMSEA). It was found that CMIN/df = 1.500, GFI = 0.948, CFI = 0.979,
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AGFI = 0.931 and RMSEA = 0.035 are all within their acceptable levels (Figure
2).

Thus, both the first hypothesis that there is positive impact of Perceived Or-
ganizational Support on Innovative Work Behavior and the second hypothesis
that there is positive impact of Perceived Supervision Support on Innovative

Work Behavior are fully supported.

5. Discussion and Conclusion

The statistical tests of multiple regression analysis and Structural Equation Mod-
eling (SEM) presented above enabled the researcher to identify the social sup-
port that had the most significant positive impact on Innovative Work Behavior.
The multiple regression applied showed that the constructs that had the most
significant positive impact on Innovative Work Behavior could be classified as

Perceived Organizational Support and Perceived Supervision.
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