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Abstract. This study aims to analyze the influence of authentic leadership and organizational support on
innovative behavior through intrinsic motivation as a mediating variable among millennial employees and
permanent staff in Yogyakarta. The sampling method used is purposive sampling. A total of 128 online
questionnaires were distributed and deemed valid, and the data were processed using SPSS 26 software.
The data analysis method of this study uses multiple linear regression analysis. Hypothesis testing in this
research uses the t-test and path analysis. The results of the analysis indicate that authentic leadership and
organizational support have a positive and significant effect on intrinsic motivation, authentic leadership
and intrinsic motivation have a positive and significant effect on innovative behavior, organizational support
has a positive but not significant effect on innovative behavior, and authentic leadership and organizational
support have a positive but not significant effect on innovative behavior through intrinsic motivation.
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INTRODUCTION

In the era of globalization and intense business competition, innovative behavior
has become a crucial factor for companies to maintain a competitive edge [1]. This
behavior, which involves the process of generating, introducing, and implementing new
ideas, is heavily influenced by the quality of human resources (HR) within the company.
High- quality HR is considered a key asset that must be well-managed through training,
motivation, and skill development [2].

Human resource management (HRM) plays a central role in regulating the
relationships and roles of employees to achieve organizational goals effectively,
innovatively, and efficiently [3]. HRM integrates various disciplines, such as sociology
and psychology, to manage aspects like employee planning, career management,
performance evaluation, and maintaining positive work relationships. These elements
collectively contribute to the cultivation of innovative behavior in the workplace [4] .

In addition to HRM, leadership style significantly influences employees' innovative
behavior. Authentic leadership, a leadership theory that emphasizes honesty and ethics,
is believed to enhance leader effectiveness and provide long-term positive impacts on the
organization [5]. Previous research has demonstrated a strong relationship between
authentic leadership and employees' innovative behavior [6].

Organizational support is also a key factor that influences innovative behavior.
Support from the organization can enhance employees' perception of their role within the
organization, thereby encouraging their contribution to innovation [7] [8]. When
employees feel supported, they tend to develop a stronger emotional attachment to the
organization, which motivates them to contribute positively [9] [10].
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Intrinsic motivation, which focuses on the internal drive of employees to achieve,
has also been shown to have a significant influence on innovative behavior. Previous
studies have indicated that high intrinsic motivation is associated with increased creativity
and innovation in the workplace [11] [12].

This study aims to investigate the relationship between authentic leadership,
organizational support, and intrinsic motivation on innovative behavior, with a focus on
employees in Yogyakarta. The study seeks to build on previous research and provide
deeper insights into the factors that drive innovative behavior in the workplace.

METHODS
a. Sample
This study utilizes purposive sampling with the following criteria for selecting
participants:
1. Millennials
2. Employees or staff who are permanently employed in private companies or state-

owned enterprises

Table 1. Amount of Participants

No Description Total
1 Questionnaires 147
2 Cannot be processed 19
3 Processable 128

Based on the distribution of the questionnaires, 147 responses were obtained. However,
19 respondents did not meet the criteria and thus their data could not be processed.
Therefore, the analyzable data for this study totals 128 responses.
b. Operational Definition of a Variable
The variables used in this study consist of an independent variable, namely Authentic
Leadership and Organizational Support. The dependent variable is Innovative Work
Behavior, with one intervening variable being Intrinsic Motivation.
1. Dependent Variable
The dependent variable in this study is Innovative Work Behavior. Innovative Work
Behavior is defined as an individual's actions aimed at identifying or proposing new
ideas, processes, products, or procedures that are beneficial within the context of work,
groups, or organizations, according to [13].

Table 2. Innovative Behaviour Statement Item

Number of Question Item Reference
11 [14]

2. Independent Variable
The independent variables in this study are Authentic Leadership and Organizational
Support, which are explained as follows:
a) Authentic Leadership
Authentic Leadership is a leadership style that emphasizes expectations, optimism,
self-confidence, and efficiency. Leaders who adopt this approach have clear moral
values and perspectives and encourage employees to become leaders in the interest of
the greater good [15].

Table 3. Authentic Leadership Statement Item

Number of Qustion Item Reference
10 [16]



b) Organizational Support
Perceived Organizational Support is the evaluation conducted by employees regarding
the contributions and attention that the organization provides towards the employees'
well-being [17].

Table 4. Organizational Support Statement Item

Number of Question Item Reference
9 [18]

3. Intervening Variable
The dependent variable in this study is Intrinsic Motivation, according to [19], intrinsic
motivation arises from within and is not influenced by external factors, as each
individual inherently has a tendency to engage in certain actions.

Table 5. Intrinsic Motivation Statement Item

Number Question item Reference
16 [20]

c. Method of Analysis
Validity testing is conducted by comparing the calculated r value with the table r

with positive results indicating validity. Classical assumption tests include the Monte
Carlo normality test, which should show sig>0.05, the multicollinearity test with
tolerance>0.1 and VIF<10, and the heteroscedasticity test using the Glejser test with
sig>

0.05 Data analysis is performed using multiple linear regression analysis via SPSS.
Hypothesis testing involves the coefficient of determination and t-tests, where
hypotheses are accepted if the sig>0.05 and the t-value is positive.

[21] explains that multiple linear regression analysis predicts changes in the
dependent variable based on variations in independent variables. This method is used
when there are two or more independent variables.
1. Regression Model 1

ᵄ� = ᵄ� + ᵄ�1ᵄ�1 + ᵄ�2ᵄ�2
Description:
Z = Intrinsic Motivation
X1 = Authentic Leadership
X2
b1
b2

= Organizational Support
= Regression Coefficient
= Regression Coefficient

2. Regression Model 2
ᵄ� = ᵄ� + ᵄ�1ᵄ�1 + ᵄ�2ᵄ�2 + ᵄ�3ᵄ�

Description:
Y = Innovative Behaviour
X1 = Authentic Leadership
X2 = Organizational Support
b1 = Regression Coefficient
B2 = Regression Coefficient

d. Path Analysis



According to [21], path analysis can be conducted using correlation and regression, 
which allows for the examination of relationships up to the final dependent variable, 
including direct paths or mediation variables

RESULTS AND DISCUSSION
a. Descriptive Analysis
Based on the questionnaires collected from 147 respondents from private companies and
state-owned enterprises in Yogyakarta, data regarding the type of employees was
obtained.

Table 6. Analysis Descriptive Result

Characteristic Number of employees Percent (%)
Based on type of employees
Permanent employees 128 87,1%

It was found that there are 128 permanent employees and 19 non-permanent employees.
Based on these results, the data used for analysis totals 128 responses.
b. Result of Validity and Reliability Testing
The SPSS calculations yielded an r value higher than the r table value of 0.1736, with a
significance level below 0.05, indicating that the questionnaire items are valid. For
reliability testing, Cronbach's Alpha was used to assess the consistency of the
statements. The results showed a Cronbach's Alpha value greater than 0.60, confirming
that the statements are reliable and suitable for use as research instruments.
c. Results of Classical Assumption Tests
The normality test conducted using the Monte Carlo method returned a significance
value greater than 0.05, suggesting that the data follows a normal distribution. The
multicollinearity analysis showed tolerance values above
0.1 and Variance Inflation Factor (VIF) values below 10, indicating that
multicollinearity is not an issue. The Glejser test for heteroskedasticity produced a
significance value greater than 0.05, confirming the absence of heteroskedasticity.
Lastly, the linearity test yielded a significance value below 0.05, which validates that
the model is linear.
d. Testing the Coefficient of Determination (Adjusted R Square)
Based on the R Square value of 0.692 shown in Table 7, it indicates that Authentic
Leadership and Organizational Support account for 69% of the variance in Intrinsic
Motivation, with the remaining percentage attributed to other factors not examined in
this study.

Table 7. Coefficient of Determination for Model 1

Model R R Square Adjusted R Square Std. Error of the Estimate
1 0,835a 0,696 0,692 3,123

Based on the R Square value of 0.672 shown in the table 8, this indicates that Authentic
Leadership, Organizational Support, and Intrinsic Motivation account for 67% of the
variance in Innovative Behavior, with the remaining percentage attributed to other
factors not examined in this study

Table 8. Coefficient of Determination for Model 2

Model R R Square Adjusted R Square Std. Error of the Estimate



2 0,825a 0,680 0,672 2,142

e. Regression Result
Table 9 presents the results of the panel data regression on the impact of Authentic
Leadership and Organizational Support on Intrinsic Motivation. Based on Table 9, it is
possible to determine whether the hypotheses for all independent variables are accepted
or not.

Table 9. Regression Result Model 1

Variables
Unstandardize

Coefficients (B)
t Sig Description

(Constan) 18,064 5,962 0,000
Authentic Leadership 0,702 7,198 0,000 Accepted

Organizational Support 0,385 3,344 0,001 Accepted
Dependent Variable Intrinsic Motivation

Table 10 presents the results of the panel data regression on the impact of Authentic
Leadership, Organizational Support, and Intrinsic Motivation on Innovative Behavior.
Based on Table 10, it is possible to determine whether the hypotheses for all independent
variables are accepted or not.

Table 10. Regression Result Model 2

Variables
Unstandardize

Coefficients (B)
t Sig Description

(Constan) 5,498 2,335 0,021
Authentic Leadership 0,254 3,190 0,002 Accepted

Organizational Support 0,029 ,352 0,725 Rejected
Intrinsic Motivation 0,341 5,556 0,000 Accepted

Dependent Variable Intrinsic Behaviour

f. Path Analysis
Based on the SPSS data analysis, the path analysis model shows that authentic leadership
influences innovative behavior with an index of 0.324 and affects intrinsic motivation
with an index of 0.596. Organizational support impacts innovative behavior with an
index of 0.031 and intrinsic motivation with an index of 0.277. Intrinsic motivation
affects innovative behavior with an index of 0.512. Additionally, authentic leadership
influences innovative behavior through intrinsic motivation with an index of 0.554,
while organizational support impacts innovative behavior through intrinsic motivation
with an index of 0.572. These results can be seen in Figure 1.

Figure 1. Path Anlysis

Based on the path analysis results, a Sobel test was conducted to assess the impact
of Authentic Leadership on Innovative behavior through the mediating variable of
Intrinsic Motivation, using a Sobel calculator as shown in Figure 2.



Figure 2. Sobel Calculator Result

The mediation test results show a p-value of 0.57 > 0.05, indicating that Intrinsic
Motivation does not significantly mediate the relationship between Authentic
Leadership and Innovative Behavior. Thus, Intrinsic Motivation does not have a partial
or full mediating effect between Authentic Leadership and Innovative Behavior.

Based on the path analysis results, a Sobel test was conducted to assess the impact
of Organizational Support on Innovative Behavior through the mediating variable of
Intrinsic Motivation, using a Sobel calculator as shown in Figure 3.

Figure 3. Sobel Calculator Result

The mediation test results show a p-value of 0.58 (> 0.05), indicating that Organizational
Support does not significantly affect Innovative Behavior through Intrinsic Motivation.
Thus, Intrinsic Motivation does not mediate the relationship between Organizational
Support and Innovative Behavior, either partially or fully.
g. Discussion
1. Impact of Authentic Leadership on Innovative Behavior
Based on the t-test with a 95% confidence level (α = 0.05), the Authentic Leadership
variable has a p-value of 0.02 (< 0.05) and a t-value of 3.190 (> 1.979), indicating that
H1 is accepted. This means Authentic Leadership has a positive and significant impact
on Innovative Behavior among millennial employees in Yogyakarta. It helps leaders
understand effective ways to think and act in the company and how their judgments are
perceived. These findings are consistent with [22] and [23], who also found a positive
and significant effect of Authentic Leadership on Innovative Behavior.
2. Impact of Authentic Leadership on Intrinsic Motivation
Based on the t-test with a 95% confidence level (α = 0.05), the Authentic Leadership
variable has a p-value of 0.00 (< 0.05) and a t-value of 7.198 (> 1.979), indicating that
H2 is accepted. This means Authentic Leadership has a positive and significant impact
on Intrinsic Motivation among millennial employees in Yogyakarta. Authentic
Leadership fosters trust through honesty and transparency, creating a supportive work
environment that enhances intrinsic motivation. These findings are supported by [24] and
[25], who also found a positive and significant effect of Authentic Leadership on Intrinsic
Motivation.
3. Impact of Organizational Support on Innovative Behavior
The t-test results show that Organizational Support has a p-value of 0.725 (> 0.05) and a
t-value of 0.352 (< 1.979), indicating that Organizational Support does not have a



significant impact on Innovative Behavior among millennial employees in Yogyakarta.
This suggests that despite having supportive policies and programs, their implementation
might be ineffective or not well-communicated, resulting in limited impact on
employees. These findings align with [26]), who also found no significant effect of
Organizational Support on Innovative Behavior.
4. Impact of Organizational Support on Intrinsic Motivation
The t-test results show that Organizational Support has a p-value of 0.01 (< 0.05) and a
t-value of 3.334 (> 1.979), indicating a significant effect on Intrinsic Motivation. This
suggests that Organizational Support in Yogyakarta positively influences the Intrinsic
Motivation of millennial employees. Effective organizational support enhances
employees' sense of autonomy and control, boosting their intrinsic motivation.
Supportive practices such as career development programs and growth opportunities
further increase motivation by providing clear paths for personal and professional goals.
These findings are consistent with [27] and [28], who also found a significant impact of
Organizational Support on Intrinsic Motivation.
5. Impact of Intrinsic Motivation on Innovative Behavior
The t-test results show that Intrinsic Motivation has a p-value of 0.00 (< 0.05) and a t-
value of 5.556 (> 1.979), indicating a significant effect on Innovative Behavior. This
means that Intrinsic Motivation significantly influences the Innovative Behavior of
millennial employees in Yogyakarta. Intrinsic Motivation drives employees to explore
and learn new things, leading them to seek innovative solutions and improve job
performance. Employees who are intrinsically motivated are generally more engaged and
satisfied with their work, which fosters creativity and efficiency. These findings are
supported by [29] and [30], who also found a significant impact of Intrinsic Motivation
on Innovative Behavior.
6. Impact of Authentic Leadership on Innovative Behavior Through Intrinsic Motivation
The Sobel test results show a p-value of 0.57 (> 0.05), indicating that Intrinsic Motivation
does not significantly mediate the relationship between Authentic Leadership and
Innovative Behavior. This suggests that Intrinsic Motivation does not have a partial or
full mediating effect between Authentic Leadership and Innovative Behavior. Factors
such as organizational context, work environment, and external pressures may limit the
impact of Intrinsic Motivation, despite its positive potential. Additionally, insufficient
skills or resources and varying perceptions of leadership and innovation might affect the
clarity of Intrinsic Motivation's impact.
7. Impact of Organizational Support on Innovative Behavior Through Intrinsic
Motivation
The mediation test results show a p-value of 0.58 (> 0.05), indicating that Intrinsic
Motivation does not significantly mediate the relationship between Organizational
Support and Innovative Behavior. This means that Intrinsic Motivation does not have a
partial or full mediating effect between Organizational Support and Innovative Behavior.

CONCLUSIONS
This study aimed to examine the impact of Authentic Leadership and Organizational
Support on Innovative Behavior through Intrinsic Motivation as a mediating variable.
Based on the results and discussions, the conclusions are as follows:
1. Authentic Leadership has a positive and significant effect on Innovative Behavior.
2. Authentic Leadership positively and significantly influences Intrinsic Motivation.
3. Organizational Support has a positive but not significant effect on Innovative



Behavior.
4. Organizational Support positively and significantly affects Intrinsic Motivation.
5. Intrinsic Motivation has a positive and significant impact on Innovative Behavior.
6. Authentic Leadership does not significantly influence Innovative Behavior through

Intrinsic Motivation.
7. Organizational Support does not significantly influence Innovative Behavior through

Intrinsic Motivation.
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