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Abstract. Purpose examine and analyze the internal factors are knowledge sharing self-efficacy, self leadership, knowledge sharing behavior
which is a determinant of innovative behavior. Innovative behavior is the variable of interest in the company that produces classic and this
becomes a success and a means to sustain in the competition for very competitive industry. Design / methodology / approach This research
method uses a quantitative approach to structural equation model of partial least square (PLS-SEM) as a tool to test and analyze, the
respondents in this study amounted to 90 from various divisions. Internal factors that have a role to innovative behavior. Findings This study
get the result that knowledge sharing self-efficacy and self-leadership has a direct influence on knowledge sharing behavior. Only the self-
efficacy of knowledge sharing behabior does not have a direct influence on innovative behavior. Variable knowledge sharing behavior in this
study could be the moderator of knowledge sharing self-efficacy and self-leadership to innovative behavior.Research limitations / implications
The study was limited to one company that has been selling its products to foreign countries in the form of a classic product. The existence
of multiple variables of a strong internal factors that become determinants of innovation behavior and is coherent with other studies but still
on innovation behavior.Practical implications Companies that introduce innovative behavior must consider the importance of internal factors
that can sustain the company in the face of competition is already clear today is globalization. Globalization is not inevitable, to achieve and
maintain their co-factors needed to become an influence. Originality / value The research indicates the difference variables on internal factors,
as it explores the innovative behavior in terms of behavior, because behavior is the feedback to be received directly by the company. On the
other hand is expected to be added in the form of moderator variables gender difference (female or male) that will get the results (male and
female) is more dominant
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1. Introduction

One product that was environmentally friendly products made from natural ingredients derived from nature, one
watches. This product can be regarded as an innovation eco watch. The term eco watch itself is an environmentally
friendly product, this is because Matoa in producing products by using scrap materials selection timber industry
(wood industry waste). The reason is because the ebony wood waste is not easily damaged, especially not easily
perforated or Tropos. In addition, this species including black wood, strong and visible has its own charm that is so
more memorable exotic premium and elegant when seen. Another reason made from wood waste,

The process to get something that is unique and has its charms required an innovative behavior. Innovative behavior
is the ability of individuals in completing tasks and assignments using the workings of combining procedures,
practices and techniques. The innovative behavior of individual behavior that everyone focused on the
circumstances, deliver, and the application of new things that will bring benefits in the organization. Can say
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something new in the form of a creative idea or technology in new product development and the development of
the administration with the main objective to improve the working relationship (Haseeb et al., 2020).

There two (2) factors that form the innovative stimulus behavior is internal and external factors. The internal factors
may be viewed on the type of personality and individual style in solving the problem. External factors in this case
the leadership, support for innovation ber, and psychological demands of the job. In this study, more focused on the
internal factors are knowledge sharing self-efficacy (Hsiao, Brouns, Bruggen, & Sloep 2012), self-leadership (Asfar
B, Mamoon M 2017); Carmeli 2006), and knowledge sharing behavior (Tseng, & Kuo, 2014; Ofori, Osei, Mensah,
Affum, 2015)

Knowledge sharing behavior is an activity or process by which tacit and explicit knowledge conveyed or for all
other individuals (Becerra et al 2016). According (Madanchian, M et al 2015) knowledge sharing is very important
because it could be competitive for the company, in this case the innovation is obtained from the sharing of
knowledge from one person to another person in an organization. The knowledge sharing, then it could have a
significant influence on an individual's competence in the organization. On the other hand, other than as a stimulus
of innovation behavior turned out to be knowledge sharing self-efficacy and self-leadership as antecendents of
knowledge sharing behavior. Knowledge sharing behavior can be described as part of the formulation of strategies
formulated to reduce or avoid the obstacles that will occur either within the organization or outside the organization,
either by an organization or the employee himself. Processing knowledge can be through knowledge sharing
behavior which is a mandatory requirement is owned by an organization, because organizations that have confidence
in the ability to absorb knowledge can manage them and exploit the knowledge on the resources which will generate
a competitive advantage that will have an impact on the existence of organizations working in the midst of
competition and changes that can not be predicted.

Other internal factors, namely knowledge sharing self-efficacy by (Kurbago 2010) "efficacy beliefs play a central
role in the cognitive regulation of motivation". In this case the efficacy has an important role in regulating one's
motivation. (Kurbago, S 2010) "Perceived self-efficacy contributes to motivation ", which means that the efficacy
of a person having major impact on the behavior of individuals, one of which is motivation. Self-efficacy in this
study explained to three (3) dimensions of self-efficacy magnitude, generality and strength. Magnitude itself is a
level or a level where when someone believes that effort or behavior can be performed. Strength is a self-confidence
that are within the individual that can make happen for getting individual performance. Generality is the freedom
of self efficay form that is in the individual to be used in other situations are different. So to say that the higher the
level of self-efficacy individuals, the higher the level of an individual adjustment to the situation at hand. Knowledge
sharing is an individual's perception of self-efficacy will be able to perform his belief that sharing behavior or
actions. Knowledge sharing self-efficacy may affect the actions to be carried out, the amount of effort and resilience
when faced with obstacles or difficulties. So to say that people with high self-efficacy choose to do business bigger
and unyielding. So to say that the higher the level of self-efficacy individuals, the higher the level of an individual
adjustment to the situation at hand. Knowledge sharing is an individual's perception of self-efficacy will be able to
perform his belief that sharing behavior or actions. Knowledge sharing self-efficacy may affect the actions to be
carried out, the amount of effort and resilience when faced with obstacles or difficulties. So to say that people with
high self-efficacy choose to do business bigger and unyielding. So to say that the higher the level of self-efficacy
individuals, the higher the level of an individual adjustment to the situation at hand. Knowledge sharing is an
individual's perception of self-efficacy will be able to perform his belief that sharing behavior or actions. Knowledge
sharing self-efficacy may affect the actions to be carried out, the amount of effort and resilience when faced with
obstacles or difficulties. So to say that people with high self-efficacy choose to do business bigger and unyielding.
Knowledge sharing is an individual's perception of self-efficacy will be able to perform his belief that sharing
behavior or actions. Knowledge sharing self-efficacy may affect the actions to be carried out, the amount of effort
and resilience when faced with obstacles or difficulties.
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Self leadership is a process that affects the self (self influence) through a behavior or action that may or able to be
done by an individual or a person to reach a destination (self-direction) and motivation (self motivation) are required
to complete the work (Manz, 1986, Manz and Neck, 2004). Self leadership is composed of specific behavioral and
cognitive strategies designed to influence personal wherein effectively. In general in this strategy are grouped into
three main categories, namely strategy centered on the behavior (behavior focus strategy), natural reward strategies,
and strategic thinking patterns konstruktiff (constructive thought pattern strategies) (Manz and Neck, 2004). Von
Glinow on the other hand, mentions that self leadership includes mental exercise (mental practice), designing natural
rewards, monitor themselves (self-monitoring), self-reinforcement and self-cueing. The first part in self leadership
is to develop expectations for one's work (personal goal setting). This section to identify partictular expectations to
be achieved, relevant and challenging expectations. Something that makes this case different is the expectation itself
was compiled, so not a result of joint discussions with the boss or colleagues. (Mc Shane & Von Glinow, 2003), the
next step is a constructive thought patterns (constructive thought patterns). So before starting an activity and when
people would carry it out, employees should have positive thoughts about the job and as well as the completion of
the work. So that employees will be more motivated and ready to finish the job once they have made 'positive self-
talk' and 'mental imagery' (Mc Shane & Von Glinow, 2003)

2. Literature Review and Hypotheses Development

Innovative Behavior

Innovative behavior something that often arise when employees face a challenge in the activities or work, getting
ample opportunity to carry out their duties and responsibilities. (Begonja 2016) states a series of innovative behavior
of an activity or behavior that gradually work done by workers or by individuals who are working to develop and
improve the behavior of an effective and efficient work. There are several steps in creating innovative behavior that
includes: 1. To know and properly interpret the scope of employment and potential problems being faced and that
could be a strong sense.2. Have a high awareness of the quality of work and creative has a solution if it has
problems.3. Creating a network of cooperation and agreement together to bring innovative proposal of any
improvement in the process of group work together. 4. Aplicated or implementing the recommended improvements
in employment.

According to (George and Zhou 2001) stated that the character of innovative behavior include the desire of
knowledge about new technologies, processes, new ideas and generate creative ideas, promote and to strive idea
possessed to others, investigate and provide the necessary resources to realize the new ideas you have, develop
plans and schedules are pretty good to realize new ideas. Innovative behavior has an indicator which, according to
(Begonja 2016) that there are three (3) consisting of: 1) Opportunities, saw opportunities for employees to identify
various possibilities or opportunities, it can be seen problems in work patterns already in progress, the needs of
consumers (customers) are not met, or an indication of the changing trends. 2) Idea, at this stage, employees said
the new concept is expected to improve the destination. It issued a new idea or renew services, meeting with clients
and supporting technology. The key in issuing the idea is to combine and reorganize information and concepts that
have been there before to solve problems or improve performance. 3) Defend, in this case to develop dan implement
new ideas, the employee must have a behavior or actions based on the outputs (results). Convergen innovative
behavior consists of effort and work hard to become champion. So individuals who have behavioral champions will
remove all creative ideas. It's become a champion is to have a positive influence on employees to be able to create
or attract customers.

Knowledge Sharing Behavior

Managing knowledge is important and should be done by the organization if the organization wants to have the
advantage competitive (Wang and Noe, 2010; Wichitsathian, SNakruang, 2019). So an organization that already
has something interesting and unique knowledge, it will have a chance to get in the competitive industrial market.
Knowledge management is based on systematic activity offer management through the acquisition, use, sharing,
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storage, retrieval and knowledge development in order to generate new ideas that generate innovation. The success
of knowledge management practices rely heavily on knowledge sharing behaviors that occur among employees
within an organization. Knowledge sharing behavior a behavior that is displayed by the members of the group to
receive or provide the resources, knowledge, experience or something positive to or from other members (Wasko
& Faraj, 2000, 2005: Tseng, & Kuo, 2014).

Knowledge is a combination of several elements, which consist of insight expertise, experience, contextual
information, and values that provide a framework for evaluating and incorporating new skills and information.
Knowledge can be defined as "information in the form of ideas, facts, expertise and judgment are processed by an
individual which includes ideas, facts, skills, and assessment relevant to the individual, team, and organizational
performance” (Wang and Noe 2010 ). Knowledge is derived and applied in one's mind, it is reflected in
organizational routines, processes, practices, and norms that exist. Experts have outlined two (2) types of knowledge
(Penrose, 2009;. Jain et al, 2015; Wang and Noe, 2010). First, explicit knowledge which is a kind of knowledge of
concrete, usually with simple and well expressed in the form of language (words, numbers and other symbols) or
codified, easily articulated and easily transferred to others through writing or verbal communication. Secondly, tacit
knowledge that is not like eksplist knowledge, tacit knowledge, based on the knowledge that is embedded in the
mind about a man, is not easy and nice to be transferred to another person (Jain et al, 2015).

Lin, 2007 states that knowledge sharing can be defined as a culture of social interaction involving knowledge
transfer, sharing of experiences and skills among members of the organization. All kinds of knowledge sharing
behavior can occur on both levels, individuals (members of the organization) and the organization itself. (Hoof and
Weenen 2004) states that knowledge sharing is a process by which individuals mutually mempertuarkan their
knowledge (tacit and explicit knowedge). Knowledge sharing individuals in the information system or information
technology, the longer will be able to provide updates to the overall knowledge of the organization, which in turn
will provide a unique organizational characteristics for the company's competitors and can further improve
performance. In line with research conducted by (Lin 2007); (Yu, Fang and Chieh 2013).

H1: knowledge sharing behavior significantly influence innovation behavior on employees of PT. Matoa Indonesia
in Bandung.

Knowledge sharing self-efficacy

Self-efficacy is a complex cognitive assessment of the ability of a person or individual in the days to come to
organize and choose behaviors or actions required to achieve certain goals. self-confidence is one's belief in his
ability to provide valuable knowledge for others, as stated by (Shaari, Rahman and Rajab 2014). Self-efficacy are
stronger in person or individual underlying patterns of thought, feeling, and encouragement in itself that would
reflect all the skills that individuals have. Self-efficacy also provide a strong heavy foundation for individuals to
evaluate themselves in order to face or resolve the demands of work and dynamic competition. Self-efficacy alone
can bring a sense of optimism that the end goal can cause overflow or positive emotions and avoid individual or a
person of emotions negative emotions such as depression (Luszczynska, Scholz & Schwarzer, 2005). Individuals
or someone who has a high self-efficacy will build a good emotional condition and conducive for themselves to
solve the problem at hand. So with a good emotional state, then that person will be more capable and accept
whatever the problems and overcome the stress they felt.

Self-efficacy can be referred to as a trigger for individuals to perform the behavior in order to achieve the desired
goal. Self-efficacy in the field of crafts or skills related to belief employees or individuals ability to complete
activities or tasks, with their own organizations and others, so it can be concluded that the higher self-efficacy which
is owned by the individual, then the individual will self-efficacy one can increase when getting achievement which
experienced individual or that individual, the experience gained individual or person when he saw other people with
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characteristics similar to him in achieving success while completing a specific task, verbal support to someone in
order to complete the task well and psychological turmoil when people are in a state of distress. Self-efficacy in this
case affect the selection task can be trusted, effort, perseverance, joy and accomplishment Schunk, D. H., &
Zimmerman, B. J. 1998 . Innovation itself requires a sense of ductile behavior of a self-efficacy. Innovation requires
a great effort for a long period but with uncertain outcome Bandura, 1994. This is supported by research that
mentions the existence of a positive relationship between self-efficacy and innovation behavior of a teacher in
Taiwan (Hsiao HC, et al, 2011). Innovation itself requires a sense of ductile behavior of a self-efficacy. Innovation
requires a great effort for a long period but with uncertain outcome Bandura, 1994. This is supported by research
that mentions the existence of a positive relationship between self-efficacy and innovation behavior of a teacher in
Taiwan (Hsiao HC, et al, 2011). Innovation it self requires a sense of ductile behavior of a self-efficacy. Innovation
requires a great effort for a long period but with uncertain outcome Bandura, 1994. This is supported by research
that mentions the existence of a positive relationship between self-efficacy and innovation behavior of a teacher in
Taiwan (Hsiao HC, et al, 2012).

H2: Self-efficacy significantly influence innovation behavior on employees of PT. Matoa Indonesia in Bandung

Self-efficacy the self-confidence of the individual or someone in his ability that can contribution valuable
knowledge for others, as stated by (Shaari, Rahman and Rajab 2014), and (Momeni, Ebrahimpour and Ajirloo 2014).
In some studies, self-efficacy is a self-evaluation and self-confidence in the skills and personal ability to respond to
inquiries undertaken by other members, and to provide knowledge. Through knowledge sharing useful, people feel
more confident in the activities (Bandura, 1982). Self-efficacy is a form of self-evaluation that affect decisions about
what behaviors should be done (Igbaria & Iivari, 1995). Self-efficacy has received tremendous attention across
various disciplines (c.f., Mozammel, Ahmed, Slade & Zaman, 2018). In general, the perceived self-efficacy plays
an important position in influencing the motivation and knowledge sharing. The findings showed that self-efficacy
had a significant positive effect on knowledge sharing, it is supported also by (Alhady et al 2011) that
knowledge sharing is influenced by self-efficacy.

H3: Self-efficacy significantly influence knowledge sharing the employees of PT. Matoa Indonesia in Bandung.
Self Leadership

The concept of self-leadership is a set of behaviors that is based on social learning theory and the theory of goal
setting. (Mc Shane & Von Glinow, 2003). Self leadership describe the process of influencing oneself (self influence)
through an act that the person is able to do and achieve a direction of self (self-direction) and motivation (self
motivation) are required to complete the work (Manz and Neck, 2004).

It is too soon to say that self-leadership has components that are useful, but the reality says that implementation of
the 'self-leadership' itself generally can increase confidence in yourself, motivation and performance. A research on
"sports psychology" indicates that the "self-set goals" and "constructive thought process" improve individual
performance. One example is a young ice skater who trained the "self-talk" can get an increase in achievement year.
You could say in a study showing that the average or nearly all Olympic athletes rely on mental exercise and positive
self-talk that is used to get the performance he wanted. (Baughman, 2000). So any one of the advantages that
dipeorleh of self leadership, that leadership can be learned self. Training programs can help workers to improve
their ability of self leadership. Organizations can also improve self leadership by providing adequate autonomy and
rewards to encourage self leadership behaviors (Bradshaw, R. et al 2015).

Self leadership is a process where employees are motivated and reaching out to achieve the expected behavior
(Kor, 2016). According (Oduntan 2014), self leadership and work tasks have a positive relationship. Self-leadership
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refers to the internal process, where an individual knowledge and constructive move towards the creation of the
thoughts and intents of the desired changes, improvements and innovation behavior (Carmeli, Weisberg & Meiter
2006). In this case supported by several studies showing that self positive effect on innovation leadership behavior
(Tasan 2013); (Khodaverdi 2015); (Widyani, Sugianingrat, and Sarmawa 2016); (Kor 2016); (Park, Moon and Hyun
2014); (Hosseini, Bathae and Mohammadzadeh 2014); (Widyani 201), (Ziyae and Heydari 2016)

H4: Self leadership significantly influence innovation behavior on employees of PT. Matoa Indonesia in Bandung

Self leadership a combination of the theory of self-regulation, self-control and self-management which according
to (Manz and Neck 2004) is divided into three categories consisting of behavior focused strategies, natural reward
strategies and strategies of constructive thought patterns. According to (Manz 1986) self leadership process whereby
a person makes a decision based on the capacity and ability, although someone motivated to carry out and complete
the task, but not everyone is able to demonstrate his knowledge sharing at its final destination on the innovation
behavior. Self leadership is a process whereby a person motivated and reaching out to get the desired behavior (Kor,
2015). Based on research conducted by (Masood, Shahzad and Nosheen, 2011)

H5: Self leadership significant effect on knowledge sharing the employees of PT. Matoa Indonesia in Bandung

The research model

The current study has a framework in which this framework as the basis for the preparation of this hypothesis is as
follows (see figure 1).

Knowledge sharing

self efficacy

Knowledge
sharing
behavior

Tnnovation
behavior

Self leadership

Figure 1. Reseach model

4. Methodology

The population there is 90 employees of PT. Matoa Indonesia, each variable has several indicators. Variables of
innovative behavior has seven indicators, knowledge sharing has six indicators, knowledge sharing self-efficacy
consists of six indicators, self leadership consists of 9 indicators. All items within each indicator is measured using
a Likert scale (1 = strongly disagree, 5 = strongly agree). Data analysis in this study using structural equation
modeling (SEM) partial least square (PLS) with smart PLS (3.0).
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5. Result and Discussion

The result showed that all indicators in the study variables knowledge sharing self-efficacy, self leadership,
knowledge and innovative behavior sharing have a consistent and valid measurement. Can say the value of
coefficient loading outer has a range of 0.567 to 0.916, the value of Cronbach alpha coefficient of 0839-0915 and
an observed value of reliability shows 0.876-0.935. Based on the results of that indicators and variables valid and
reliable research suggests. Here is a table determinant coefficient (R2).

Table 1. Coefficients determination (R2)

Dependent variables R2
Knowledge sharing 0.570
Innovative behavior 0.655

Based on Table 1, it can be explained that the value of knowledge sharing koefiensi determinants of self-efficacy
and self knowledge sharing leadership towards 0.570. it is clear that 57.0% of the knowledge sharing knowledge
sharing is affected by self-efficacy and self-leadership and the rest are other factors beyond the study models. While
65.5% of innovative behavior is influenced by knowledge sharig self-efficacy, self leadership and knowledge
sharing, the remaining 34.5% were other factors beyond the study models.

Model fit in this study using Q Square Predictive Relevance (Q2) with the following formula:

Q2 =1-[(1R2Y1) (1R2Y2)]

=1-[(1-0570) (0655)]

=1-[(0.43) (0.345)]

=1-[0148]

=0852

The results of Q2 shows that the model fit quite strong, with 85.3% of knowledge sharing relationship between self-
efficacy, self leadership and knowledge sharing towards innovative behavior can be explained by this model.

Table 2. Direct and indirect knowledge sharing self-efficacy, self leadership, knowledge sharing towards innovative behavior.

Direct and Indirect effect Total effect p-value Information
Self-efficacy of knowledge sharing to | 0.351 0.003 significant
knowledge sharing

Self leadership to knowledge sharing 0.458 0.000 significant
Knowledge sharing self-efficacy to innovative | 0.125 0.212 Non-Significant
behavior

Self leadership to innovative behavior 0.455 0.000 significant
Knowledge sharing to innovative behavior 0.306 0.002 significant
Self-efficacy of knowledge sharing to | 0.111 0.013 significant
knowledge sharing to innovative behavior

Self leadership to knowledge sharing to | 0.131 0.026 significant
innovative behavior

Based on Table 2 above can be explained that

1. The direct effect of knowledge sharing self-efficacy of the innovative behavior can be seen in the coefficient
column 0.125 with a p-value 0.212> 0.05 it indicates that knowledge sharing self-efficacy does not affect
significantly to the innovative behavior, this is in contrast to results of previous studies that have been done
(Hsiao, Chang, Tu, and Chen 2011); (Hsu, Tsunghou and Liangfan 2011).

2. The direct effect of the innovative behavior of self leadership shown by the coefficient of 0.455 with 0.000
p value of <0.05 suggesting that self leadership has a positive and significant influence on innovative
behavior, the results of this research line with previous research ever undertaken by (Tasan 2013); (Kor
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2016); (Park, Moon and Hyun 2014); (Hosseini, Bathae and Mohammadzadeh 2014); (Gomes, Curral,
Caetano and Quinteiro 2015); (Ziyae and Heydari 2016).

3. The direct effect of self-efficacy of knowledge sharing to knowledge sharing in the show by the coefficient
of 0.351 to 0.003 p value of <0.05 it indicates that the self-efficacy of knowledge sharing has a positive
effect on knowledge sharing and siginificant. This is according to research conducted by (Shaari, Rahman
and Rajab 2014); and (Alhady, Idris, Sawal and Azmi 2011)

4. The direct effect of self leadership to knowledge sharing behavior shown by the coefficient of 0458 with
0.000 p value of <0.05, it is stated that self leadership has a positive and significant influence on knowledge
sharing. (Masood, Shahzad and Nosheen, 2011; Bradshaw, 2015) in his study claimed that self-leadership
has an influence on knowledge sharing.

5. The direct effect of the innovative knowledge sharing behavior exhibited by the coefficient of 0.306 with p
value 0.002 <0.05 which indicates that knowledge sharing has a positive and significant influence on
innovative behavior in which the results of this research in accordance with previous studies, (Lin 2007);
(Yu, Fang and Chieh 2013); (Abdallah Khalil and Divine 2012) concluded that knowledge sharing has an
influence on innovative behavior.

6. The indirect effect of knowledge sharing self-efficacy of the innovative behavior through knowledge
sharing demonstrated by the coefficient of 0.111 with p value 0.013 <0.05 which means that knowledge
sharing is able to be a moderator between knowledge sharing self-efficacy to innovative behavior, whereas
if a direct influence knowledge of self-efficacy have influence significant to innovative behavior.

Slef indirect influence on innovative leadership through knowledge sharing behavior shown by the coefficient of
0131 with p value 0.026 <0.05 which means knowledge sharing can be a moderator between self-leadership to
innovative behavior

Conclusions

Knowledge sharing self-efficacy and self-leadership are antecedents of knowledge sharing behavior, because both
these variables have an influence. Knowledge sharing self efficacy and self-leadership has a direct influence on
innovative behavior, which means that employees at product this classic implementing a culture of sharing both
information and in a positive activity, as well as self-leadership, someone who is embodied in the form of activity,
so that with the knowledge sharing and self leadership embodied in the form of activity, it will directly improve the
innovative behavior. Another thing with self-efficacy of knowledge sharing which can not directly affect innovative
behavior, it can be said that employees at this classic products are not confident in the capabilities.
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