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Abstract

Rapid changes and strict competition in the business world require relevant leadership strategies. Coaching
leadership has advantages compared to other leadership styles that have been widely studied because coaching
leadership emphasizes the personal approach and uniqueness of employees. This quantitative study aims to
examine the effect of coaching leadership on employee well-being, knowledge sharing, and employee innovative
behavior. Distributing questionnaires to 175 bank employees in Jakarta, Indonesia using a google form. The
collected data was processed and analyzed using Structural Equation Modeling (SEM) with SmartPLS software.
The research findings prove that coaching leadership has a positive direct and indirect effect on employee well-
being, knowledge sharing behavior, and employee innovative behavior. The leader's personal approach influences
the positive behavior of employees and encourages employees to behave and work according to the expectations
of the organization. Therefore, leaders and managers need to develop coaching leadership as a strategy to

increase organizational excellence and competitiveness.
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1. Introduction

Leaders and leadership are two topics are never
completely discussed and are always interesting to study
because they relate to the development or success and
setbacks or failures of an organization. Research on various
leadership styles has often been carried out by previous
researchers, such as, transactional leadership,
transformational leadership, authentic leadership, servant
leadership, and other classical leadership. This study raises a
topic that has not been studied much, namely coaching
leadership. According to Berg & Karlsen (2016), the difference
between coaching leadership and other leadership styles is
that coaching leadership considers the uniqueness of each
individual. In addition, coaching leadership can help motivate
employees to improve attitudes and behavior towards a better
direction in the organization (Yuan et al., 2019). In leadership
development, coaching has been detected as a strategic
intervention (Asobee, 2021). Leadership that emphasizes
coaching and mentoring employees can have an impact on
organizational strategy updates by developing individual
talents and strengths more effectively (Berg & Karlsen, 2016;
Woo, 2017).

The coaching leadership style emphasizes being non-

judgmental, receptive, open, and increasing the level of team
awareness (Zhang, 2020) and encourages knowledge sharing
behavior (Mangion-Thornley, 2021). Coaching leadership as
well has an essential aspect in improving employee well-being
and employee innovative behavior. According to Zhang
(2020), the capacity possessed by a leader that is relevant to
coaching is the ability to inspire, guide and motivate
subordinates better, stimulate potential development, and
improve employee abilities and performance. Another capacity
is that the leader gives subordinates more opportunity to grow
through practice and experimentation, and provides feedback
and guidance for the execution of work and the
implementation of new ideas. These capacities possessed by
coaching leaders can improve employee well-being and foster
employee innovative behavior. In organizations, a leader can
be a great decision maker, organizer, and planner, but without
coaching for effective employee performance management,
goals will be difficult to reach. Coaching can build partnerships
between leaders and employees to assist employees obtain
the work done. Coaching is not only used as an intervention to
develop individual talents, but also as a strategic tool for
organizational transformation (Mangion-Thornley, 2021).

Previous studies have successfully tested the effect of
several classical leadership styles on knowledge sharing,
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employee well-being, and employee innovative behavior, for
example transformational and transactional effects on
knowledge sharing behavior (Mishra & Pandey, 2019); the
influence of servant leadership on innovative work behavior
and employee knowledge sharing (Bou Reslan et al., 2021).
Wang et al. (2021) have conducted research on workers in
two countries namely UK and US, regarding the effect of
employee well-being and self-efficacy in the relationship
between coaching leadership and knowledge sharing
intention. This research was conducted on employees of a
large bank in Jakarta, Indonesia. The selection of this
research location is based on considerations, there are still
not many studies on this topic in various fields including
banks. Coaching leadership has been practiced when the
employee starts working at this; bank. Coaching is also
carried out by employees getting new assignments and when
there are changes in the service system. Coaching from
managers or directors that is carried out includes instructions
on doing work and serving customers, giving positive
feedback if employees ask questions, discussions to find
solutions of problems that arise due to customer complaints,
willingness of leaders to advise and assist managers who
have just taken up their positions. Managers acknowledge that
the practice of coaching leadership has worked well in the
bank.

This bank won four prestigious awards at the national level
at the 2022 annual GRC (Government, Risk, and Compliance)
& Performance Excellence Award which was held by
BusinessNews Indonesia Magazine in collaboration with the
Indonesian Human Capital Forum (FHCI), Open Compliance
& Ethics Group (OCEG), Grajosa Resources, Digital
Transformation & Innovation Institute, Portege Cloud
Technology, MB Solution, and others. The achievement
provides evidence that this bank has strong and strategic
leadership, implements good governance so that it can direct
bank employees to work productively and innovatively,
especially during the pandemic crisis and have managed to
get through it better than other organizations in Indonesia.

Since there have not been many studies on the influence
of coaching leadership on the proposed variables, especially
in Indonesia and the banking industry, this research can
enrich existing literature sources. Thus, this study aims to
examine the effect of coaching leadership on employee well-
being, knowledge sharing intention, knowledge sharing
behavior, and employee innovative behavior.

2. Literature Review
2.1. Coaching Leadership (CL)

Coaching is a human and personal touch in a global
organization, enabling the coachee to go back, reflect, and
focus on personal development (Mangion-Thornley, 2021).
Coaching refers to a leader's skill in analyzing employee
performance using effective communication and interpersonal
skills, such as respect, trust, objectivity, intimacy, asserting,
and integrity (Khaola & Coldwell, 2019). Coaching becomes
important when struggling with an unstable business
environment. Effective coaching is not only about skills but
also a leader's mindset. In this case, a leader uses his power
to adopt new mindsets and retain old ones (Rosha, 2014,
Lawrence, 2017). Coaching is needed by managers to
connect with followers to push effective performance.
Coaching behavior from leaders such as telling something to
employees is considered better than listening or asking
(Milner et al., 2018). Coaching has become an indispensable

tool for correcting behavior and learning in organizations and
implementing changes in organizations (Cardoso et al., 2014).

Coaching for most organizations is focused on developing
a new style of leadership that supports the implementation of
new ideas. Therefore, it can be said that coaching is done for
management, organization, change, and leadership
development (Rosha, 2014). The employee's supervisor or
direct manager is responsible for coaching by acting as a
mentor, teaching new skills, or helping to overcome certain
problems (Khaola & Coldwell, 2019). Coaching is defined as a
process utilized to drive employees to take commitment for
attaining and maintaining superior performance, by treating
employees as partners towards achieving organizational
effectiveness and goals (Khaola & Coldwell, 2019).

2.2. Employee Well-Being (EWB)

The idea of EWB is not rigid but very flexible and varies
depending on generation age, social values, culture, region
and country (Stankeviciené et al., 2021). Well-being refers to
the harmonious satisfaction one experiences from goals and
desires. Psychological well-being is a subjective sense of
pleasure, when a person achieves satisfaction in life
experiences and roles at work, achievement, and a greater
sense of belonging (Singh et al., 2019). EWB is very important
in a world full of competition and challenges and is related to
organizational health. If the well-being of employees is good,
the health of the organization will be good and vice versa
(Singh & Jha, 2022). Sometimes well-being is recognized as a
person's degree of living, as a result of a combination of
several interrelated factors such as welfare, subjectivity of
health condition, and life satisfaction (Singh et al., 2019).

2.3. Self Efficacy (SE)

Self-efficacy is an individual's feelings around her/himself,
about his/her abilities or actions in doing work (Singh et al.,
2019). According to Wulandari & Muafi (2021), SE is the belief
that exists within a person about his/her abilities. Employees
who have high SE have positive self-reflection and tend to be
less involved in unhealthy things Damen & Dam (2016). SE is
related to adaptability, engagement, and life satisfaction. The
higher the employee's SE, the higher the employee's ability to
adapt to organizational changes, the more involved in
activities in the organization and have high life satisfaction
(Singh et al., 2019).

2.4. Knowledge Sharing Intention (KSI)

Knowledge is private property so that when interested and
comfortable to share, employees are ready to pass on
knowledge to co-workers or otherwise willing to receive
knowledge from co-workers (Nguyen et al., 2019). Knowledge
sharing is needed to turn abstract ideas and concepts into
services and products. Knowledge sharing can encourage the
creation of a positive work environment within the
organization, which is very beneficial for increasing innovation,
performance, continuous improvement, and organizational
competitiveness (Wadhwa & Bali, 2016). The results of Han's
study declared that organizational support, appreciation,
awareness, and openness significantly affect the intention to
knowledge sharing (Han, 2018). In addition, other factors that
influence the intention to share knowing are corporate climate
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and personality traits. The personality traits in question are
extrovert, openness to experience, and agreeableness (van
Greunen et al., 2019).

2.5. Knowledge Sharing Behavior (KSB)

KSB leads to increased performance. When leaders share
knowledge with employees, employees will work more
effectively and productively. KSB can also make it easier for
employees to maintain the health of the organization's work
(Javaid et al., 2018). Knowledge sharing among employees
can increase the enrichment of the organization's knowledge
pool that leads to changes in employee beliefs and behavior
(Yadav et al.,, 2019). Leaders need to facilitate the flow of
knowledge culture, identify and resolve conflicts among
employees (Yadav et al., 2019). Managers need to strive so
that employees can share knowledge and discuss thoughts
with colleagues, learn together, get new concepts, thereby
expanding knowledge (Mohammed & Kamalanabhan, 2020).
Awareness to turn tacit into explicit knowledge for companies
that are in the vortex of global competition to increase and
encourage knowledge sharing behavior. These activities will
slowly but surely create a conducive environment for
organizations to develop knowledge sharing and support
companies to achieve various competitive advantages
(Youssef et al., 2017).

2.6. Employee Innovative Behavior (EIB)

Innovative behavior is the ability of employees to find
innovative solutions in solving a problem through updating
processes and mindsets with more efforts to improve
performance, establish excellence, and sustainable
effectiveness (Javed et al., 2021). Employee behavior is very
important for organizational innovation because employees
can design and execute innovative problem solving for the
organization (Purc & Lagun, 2019) especially when faced with
the challenges of competition and globalization today.
Companies need to have a competitive advantage, namely
the company develops new products and services that are
different from other companies. It will be realized if the
company has employees who are able to think productively
and act innovatively. Employee innovation and creativity are
imperative elements for the development and sustainability of
the company. Innovative workers assist organization reduce
costs, streamline operational efficiency, and minimize effort.
Therefore, employee innovative behavior needs to be pushed
and promoted in sundry ways, including providing a conducive
work environment and giving the necessary financial and non-
financial incentives (Alshebami, 2021).

2.7. The Effect of CL on EWB

CL gives job guidance to workers, helps to achieve goals,
provides needed resources, decreases pressure, and
improves the quality of the work environment, thereby
increasing well-being of employees (Wang et al., 2021).
Leader behavior is a key element in determining the impact of
leaders on well-being in the workplace (Kerns, 2018). CL is a
new management style and way to establish and improve
employee capabilities and competencies, CL has a unique
advantage in improving employee welfare(Zhang, 2020).
Leadership and EWB can be described as activities and
interactions between leaders and subordinates that have a

positive or negative influence on EWB (Salmi et al., 2021).

H1 CL has a positive effect on EWB

2.8. The Effect of CL on KSI

Discretion in considering the possibility of lost
organizational resources in the future, requires coaching
leaders to invest resources by intensifying knowledge sharing
activities (Wang et al., 2021). Youssef et al. (2017) confirmed
that top leaders in organizations play an important role in
growing and developing employee knowledge sharing
intentions. According to Xu & Li (2022), KSI should be
stimulated by increasing enthusiasm, support and self-control
to encourage knowledge sharing behavior. CL significantly
influences on KSI (Wang et al., 2021).

H2 CL has a positive effect on KSI

2.9. The Effect of CL on KSB

CL is a process used by managers or supervisors to give
employees the opportunity to take responsibility for their
performance, encourage employees to achieve and maintain
superior performance, and treat employees as partners in
working towards organizational goals (Khaola & Coldwell,
2019). Coaching and mentoring is a recognized way not only
to bridge and support talented employees, but also to achieve
the company's strategic targets. Coaching and mentoring
interventions have been adopted by several organizations to
explore and nurture employee capacities and abilities. The
intervention was considered a success as a competitive
driving factor for innovation and creativity in a volatile
business environment (Woo, 2017). Wadhwa & Bali (2016)
assert that organizations can use coaching as a tool to
promote KSB so as to overcome vulnerabilities and conflicts
that may emerge in the knowledge-sharing process among
employees.

H3 CL has a positive effect on KSB

2.10. The Effect of CL on EIB

Improving and solving employee mental models is the key
to innovation. The role of a coaching leader facilitates
employees to find employees' true needs and set work targets
by utilizing effective training methods such as inspiration,
authorization, mentoring and encouragement, relate and
communicate openly, provide resources and appropriate
support in the process to achieve goals, improve mental
model and stimulate the innovation potential of employees. At
the implementation level of innovative thinking, the coaching
leader will help employees to develop action plans that are fit
for purpose, and help them acquire relevant skills and
resources, thereby acquiring innovative ideas and complete
innovative behavior (Zhang, 2020). Innovative behavior is
related to several factors such as leadership, employee career
stages, support for expected innovation, managerial roles and
problem-solving styles. Employees who have good
relationships with leaders who are characterized by high
support, autonomy, and trust also provide information that the
organization supports innovation and values a high supply of
resources (Scott & Bruce, 1994). Zhang (2020) found that CL
is a new and important way of management to develop
employee capabilities, because coaching leadership has a
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unique advantage in promoting employee innovation.

H4 CL has a positive effect on EIB

2.11. The Effect of EWB on KSB

One of the keys to ensuring that information sharing
occurs in a healthy manner among employees in the
organization is EWB (Alghamdi et al., 2021). According to
Sulistiawan et al. (2022), employees tend to easily share
simple knowledge but employees retain tacit knowledge as an
important resource for themselves. To generate KSB,
management strategies are needed to overcome employee
reluctance to share complex knowledge, namely by increasing
employee welfare. Alghamdi et al. (2021) concluded that an
increase in EWB both physically and socially will guide to an
enhance in KSB.

H5 EWB has a positive effect on KSB

2.12. EWB Mediates the Effect of CL on KSI
and KSB

According to Salmi et al. (2021), leaders and employees
can have a common experience of well-being and leadership.
Shared experiences between leaders and employees are
mostly emotion-based, followed by knowledge-based
experiences. Coaching produces an atmosphere that
simplifies the development of the company's innovative
capabilities. The company's open innovation sets a chance to
persuade stakeholders in expanding knowledge. Employees
who receive coaching, participate in the evaluation of
coaching interactions, not only experience changes in critical
thinking and behavior, but employees also experience
empowered, and thus the impact of coaching tends to be
prolonged (Rosha & Lace, 2021).

Previous researchers have proven that CL has an effect
on employee knowledge intention mediated by EWB. CL
increases resources and nurtures EWB. To maintain well-
being, employees will save and keep resources in the
organization by sharing knowledge with others. Employee
well-being can be a bridge that supports the leader's efforts to
provide guidance, build high-quality relationships with
followers, and provide the necessary work resources that can
directly increase positive emotions and decrease stress and
negative affects (Wang et al., 2021) thereby encouraging KSI
and KSB.

H6 EWB mediates the effect of CL on KSI

H7 EWB mediates the effect of CL on KSB

2.13. The Effect of EWB on KSI Moderated by
SE

According to Singh et al. (2019), employees who have
high SE will be more motivated in positive things and easily
adapt to organizational changes. There is a linear relationship
between SE and engagement and life satisfaction. The higher
the SE, the higher the involvement and life satisfaction. In
addition, employees who have high SE will easily relate and

interact with colleagues and leaders at work (Wulandari &
Muafi, 2021). In college practice, Jolaee et al. (2014) proved
that academic staff who have a high SE are easier to share
knowledge. In other words, positive attitudes and reactions to
knowledge sharing depend on the ability to contribute
knowledge possessed by academic staff. The results of the
study of Wang et al. (2021) confirmed that SE moderates the
effect of EWB on KSI. When employee SE is high, the effect
of EWB on the intention to share knowledge increases and
vice versa.

H8 SE moderates the influence of EWB on KSI

2.14. The Effect of KSI on KSB

Everyone has knowledge based on the learning,
experience, and practice of that person. Likewise, everyone
has the intention or no intention to share their knowledge.
Employees who have the intention to share knowledge will
direct themselves to knowledge sharing behavior either
temporarily or become a consistent behavior (Castaneda et
al., 2016). A study by Xu & Li (2022) on university lecturers in
Jiangxi Province in China showed that KSI should be
increased first to increase KSB. The positive result of the
motivation to share knowledge carried out by the organization
will increase the intention to share knowledge. Employee KSI
that arise in employees stimulate a strong tendency towards
KSB. Castaneda et al. (2016) have proven that KSI has a
strong influence on KSB.

H9 KSI has a positive effect on KSB

2.15. The Effect of KSB on EIB

According to Kmieciak (2020), knowledge sharing behavior
affects employee innovative behavior, so if you want to
improve employee innovative behavior, leaders need to create
conducive conditions so that employees can share
knowledge. Sharing what is known will create wider prospects
for being more creative and innovative (Saripin & Kassim,
2019). Knowledge sharing will be very potent in boosting
employee innovative behavior. Knowledge sharing activities
are one of the effective ways to foster EIB. The exchange of
information and knowledge among employees in the
organization has a major contribution to improvement in
innovative behavior (Aktharsha & Sengottuvel, 2016; Pratiwi,
2021). Sharing knowledge among individual employees will
help facilitate their communication and interaction, which in
turn can promote or implement innovative thinking and new
ideas (Wang et al., 2017).

Knowledge sharing from exploratory innovation or
knowledge sharing perspective is the current trend. The
activity of sharing experiences and knowledge of employees
who work in batik SMEs helps solve the problems they face.
Likewise, through this sharing experience, batik entrepreneurs
will gain more knowledge to improve work processes so as to
increase effectiveness and efficiency (Laily & Ernawati, 2020).
The study of Nguyen et al. (2019) revealed that willingness to
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3. Research Methods

The research was conducted at a major bank in Jakarta,
Indonesia. The population in this study were 400 employees.
By using random sampling technique, 175 employees
participated in the study. This number of samples has
exceeded the standard recommended by Hair et al. (2019)
which is five times the number of questionnaire items. The
data that has been collected through google form,
downloaded then processed and analyzed using Structural
Equation Modeling (SEM) with SmartPLS software. SmartPLS
was chosen because it is considered superior especially when
dealing with models with multiple direct, indirect associations,
mediation, and moderation.

The measurement of coaching leadership uses an
instrument adopted from by Farh and Chen (2018) used by
Wang et al. (2021), consists of 4 items. To measure the
innovative behavior of employees using 6 items adapted from
the study of Scott & Bruce (1994). Measurement of employee

Figure 1. Research Framework

Rehavior

well-being uses 4 items, 3 items self-efficacy, and knowledge
sharing intention uses 3 items, each of which is adapted from
Wang et al. (2021). Knowledge sharing behavior using 10 item
guestionnaires used by Mafabi et al. (2017). The
questionnaire uses five Likert scales, namely 1 strongly
disagree to 5 strongly agree. The total number of
guestionnaires is 30 statement items. To ensure the feasibility
of the instrument, the researchers tested the validity and
reliability of each item of the questionnaires. The variables
used to measure the respondent's profile are gender, age,
educational background, and length of service at the bank.

4. Results and Discussions

Respondents who patrticipated in this study were 175 bank
employees. The majority of the respondents were male,
namely 53.1%, 45.7% had ages ranging from 26 — 35 years,
72.6% had a bachelor's degree in education and 44% had
worked in a bank for 4 — 10 years (table 1).

Demographic Variable Statistics
Gender 53.1% male, 46.9% female
Age (years) <25 =12%, 26-35= 45,7%, 36-45= 30,3 %, 46-55= 10,9%, > 56= 1,1%

Education Background

No degree= 6.3%, Bachelor degree= 72.6%,
Post Graduate= 21.1%

Tenure (years)

< 3= 20%, 4-10= 44%, 11-16= 18.9%, 17-24=13.1 %, > 25=4 %

Table 1. Characteristics of Demographic
Source: Data processed

The average score for coaching leadership is 4,383. It
means that bank employees in Jakarta, Indonesia experience
that their leaders do coaching by giving instructions and

feedback, updating the situation for the purpose of
assignments, teams, environments, work progress;
understand unexpected activities, and discuss their

significances for the team; and provide clarifications and
discussions of workings, diagnoses, tools, and equipment.

Employee well-being has an average value of 4,081,
meaning that bank employees in Jakarta, Indonesia feel that
by working, important goals in life can be achieved, there is
sufficient time to reflect on what is being done at work; quite
satisfied with the work; and feel fullness in what is done.
Similarly, the average value for knowledge sharing intention is
4.569, which means that bank employees in Jakarta,
Indonesia have strong intentions and will try to share
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knowledge and skills with colleagues.

The average value for knowledge sharing behavior is
4,387, meaning that bank employees in Jakarta, Indonesia
have the behavior of sharing knowledge, skills, and expertise
with their colleagues. They learn from each other, actively
participate in meetings so that they gain new knowledge to
share with colleagues. In addition, they actively learn new
things to share with colleagues.

The average value for self-efficacy is 4.482, which means
that bank employees in Jakarta, Indonesia are confident and
confident that they have adequate abilities, capabilities and
skills to carry out the assigned tasks. Finally, the average
score for employee innovative behavior is 4.184, meaning that

bank employees in Jakarta are included in the innovative
category, where they actively generate and implement
creative ideas.

The validity test was carried out on all indicators of the
research instrument, the results showed that the loading factor
value > 0.5 for all indicators of the instrument, as well as the
Extracted Variance Average (AVE) > 0.5 also for all variables.
Therefore, the instrument is said to be valid according to the
standard proposed by Hair et al. (2019). The results of the
reliability test show the Cronbach's Alpha value > 0.60 so the
instrument is said to be reliable to use. All questionnaire items
have met the elements of validity and reliability which prove
the accuracy of this research measuring instrument.

. . Convergent Validity Cronbach’s
Variable Indicator Loading Factor AVE Alpha Results
CL1 0.870
Coaching CL2 0.910 . .
Leadership cL3 0.868 0.754 0.925 Valid and Reliable
CL4 0.824
EIB1 0.837
EIB2 0.900
Employee EIB3 0.879 . .
Inngvaétlive Behavior | EIB4 0.805 oty DR Valid and Reliable
EIB5 0.888
EIB6 0.763
EWB1 0.812
Eg?rf’éoyee Ual Ewgg 8:2%; 0.714 0.909 Valid and Reliable
EWB4 0.877
KSB1 0.765
KSB2 0.655
KSB3 0.766
KSB4 0.792
Knowledge Sharin KSB5 0.811 . .
Behayior 9 KoBe 0.803 0.630 0.944 valid and Reliable
KSB7 0.808
KSB8 0.849
KSB9 0.831
KSB10 0.839
K ledge Shari KSI1 0.937
m’t‘;’r‘]"t’ignge anng | kg2 0.857 0.825 0.934 valid and Reliable
KSI3 0.928
SE1 0.954
Self-Efficacy SE2 0.962 0.892 0.961 Valid and Reliable
SE3 0.917

Table 2. Validity and Reliability
Source: Data processed

The results of testing the value of R Square for the
construct of EIB is 0.560 meaning that CL and KSB is able to
explain the variance of EIB by 56%. The R value is also found

in EWB which is influenced by CL, which is 0.338 and KSI is
influenced by CL, EWB is 0.456 and KSB is influenced by CL,
EWB, KSI, EIB that is equal to 0.702.
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Among the ten proposed hypotheses, three of them are
not supported, while seven are supported. (table 3). There is a
positive influence of CL on EWB with a coefficient value of
0.582 and p-values 0.000. Thus, H1 is supported. The
coefficient value of the influence of CL on KSl is 0.105 and p-
values 0.216, so H2 is not supported. There is a positive
influence of CL on KSB with coefficient values of 0.280 and p-
values of 0.000; then H3 is supported. CL has a positive
impact on EIB because the coefficient value shows the
number 0.215 and p-values 0.009. Therefore, H4 is
supported. There is a positive influence of EWB on KSB with
coefficient values of 0.147 and p-values of 0.010. Then H5 is
supported. There is an impact of CL on KSI mediated by EWB
with a coefficient of 0.081 and p-values of 0.066 > 0.05. Thus
H6 is not supported. EWB also mediates the influence of CL
on KSB with a coefficient of 0.086 and p-values of 0.022. H7
is supported. EWB has an influence on KSI moderated by SE
with coefficient values of 0.150 and p-values of 0.082 > 0.05.
Then, H8 is not supported. There is an influence of KSI on

Frowiedge =
skaringrsarsizn

KSB with a coefficient of 0.580 and p-values 0.000, then H9 is
supported. Finally, there is the effect of KSB on EIB with a
coefficient of 0.593 and p-values 0.000. H10 is supported.

CL has an important role for the success of organizational
development because CL has a direct and indirect effect on
EWB, KSB and EIB. The research findings show that CL has
an effect on EWB, meaning that the higher the practice of CL,
the higher the EWB. If the leader shows the attitude and
behavior as a coach, namely inspiring, motivating, guiding,
and empowering employees, employees will feel satisfaction
in the work they are doing. In addition, employees will feel
fulfillment of the important goals of their lives. The results of
this study confimed Wang et al. (2021) that coaching
leadership offers work instruction to employees, assists reach
goals, provides resources, decreases tension, and drives a
high-quality work atmosphere, thereby enhancing employee
well-being. According to Zhang (2020), coaching leadership
has a unique advantage in enhancing employee welfare.

Hypothesis Coefficient p- Values Result

CL [0 EWB 0.582 0.000 H1 Supported

CL [J KSI 0.105 0.216 H2 Not supported
CL [ KSB 0.280 0.000 H3 Supported

CL 1 EIB 0.215 0.009 H4 Supported
EWB 1 KSB 0.147 0.010 H5 Supported

CL [0 EWB [IKSI 0.081 0.066 H6 Not Supported
CL [0 EWB 1 KSB 0.086 0.022 H7 Supported
EWB (1 Moderating Effect (SE) (1 KSI 0.150 0.082 H8 Not Supported
KSI (1 KSB 0.580 0.000 H9 Supported
KSB [ EIB 0.593 0.000 H10 Supported

Table 3. Hypothesis Testing
Source: Results of SEM data processing with SmartPLS

Statistically, CL has no significant effect on KSI. It
contradicts Wang et al. (2021) who found that CL significantly
influences KSI. When viewed from the characteristics, most of
the respondents are 26-35 years old. Bank employees in this
age range are in an effort to adjust to their newly acquired job

and/or position so that most of the time employees are
focused on themselves and mastery of work. According to
Israilidis et al. (2020), employees cannot share knowledge
because of the time pressure that employees often experience
to complete daily tasks effectively in a limited time. The age
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range of respondents from 26-35 years are millennials who
have narcissistic tendencies, are obsessed with selfies, and
promote themselves. In addition, intention is something that
comes from within the employee that may not be intervened
by external factors such as leadership. According to Han
(2018), KSil is closely related to individual willingness, namely
consciousness and openness. An individual who has clear
goals, likes to work hard, is strong-willed and ambitious in
carrying out any work, tends to share knowledge with others.
Similarly, individuals who are open to accepting and listening
to the opinions of others are better able to share knowledge
with others. Furthermore, according to van Greenen et al.
(2019), personality traits such as extroversion, openness to
experience and agreeableness significantly affect KSI. The
study of Harb et al. (2021) found that doctors who have an
extroverted personality, are more sociable, and have high
levels of self-confidence have a high tendency to share
knowledge with others.

CL has a positive effect on KSB, so if the leader shows
attitudes and behaviors as coaching, namely listening,
motivating, inspiring, and empowering employees, it will
generate employees’ enthusiasm to share information,
knowledge and expertise with coworkers. According to
Castaneda et al. (2016); Anand & Dalmasso (2020),
knowledge sharing is a core behavior to achieve
organizational goals. Positive behavior from leaders can
promote and influence employee voluntary behavior in sharing
knowledge.

There is a direct positive influence of CL on EIB, which
means that the higher the practice of CL, the higher EIB.
According to Zhang (2020), coaching leaders will assist
employees create activity plans that are in line with objectives,
and aid them to have the relevant qualifications, so as to
reach innovative concepts and integrate innovative behavior.
EWB has a positive effect on KSB, meaning that an increase
in EWB will also increase KSB. The results of this study
reaffirm the study of Alghamdi et al. (2021) which concludes
that an increase in employee well-being both physically and
socially will drive to an upgrade in KSB.

Employee well-being successfully mediates the influence
of coaching leadership on knowledge sharing behavior but not
on knowledge sharing intention. This implies that the well-
being of employees needs attention from leaders so that
coaching efforts practiced within the organization can
effectively encourage employees' knowledge sharing
behavior. This finding contradicts Wang et al. (2021) found
that EWB as an intervening variable for the influence of CL on
KSI. According to Yuan et al. (2019), coaching leadership can
help motivate employees to improve attitudes and behavior
towards a better direction in the organization. This finding
suggests that employee well-being serves as the pathway
through which this leadership style influences knowledge
sharing behavior. Employees who feel supported and valued
by their leaders tend to feel more satisfied and motivated,
thereby encouraging them to be more active in sharing
knowledge with colleagues.

This research finding indicates that self efficacy is unable
to moderate the influence of employee well-being on
knowledge sharing intention. This result contradicts Wang et
al. (2021), who found that self efficacy moderates the
influence of EWB on KSI. Contextual factors in the workplace
environment in banks, such as hierarchy structure, or
management practices, may play a role in these results.
Additionally, there may be other psychological factors that are
more dominant in influencing the intention to share

knowledge, such as the need for social affiliation or intrinsic
motivation.

KSI has a positive effect on KSB. KSB is driven by the
intention to share attention. If an employee has an intention in
his heart and or mind, then the employee will do it in practice.
These results confirm Castaneda et al. (2016) that KSI has a
strong influence on KSB. There is a positive influence of KSB
on EIB. According to Pratiwi (2021), knowledge sharing is a
time when there is an exchange of information and knowledge
among individuals that contributes to improvements in
innovative behavior. These findings strengthen the study of
Nguyen et al. (2019) that the willingness to contribute and
collect knowledge enables individual employees to increase
EIB.

5. Conclusion

The research findings confirm that CL has a positive effect
on EWB, KSB, and EIB both directly and indirectly. Research
findings also reveal that EWB has a positive effect on KSI.
Likewise, KSI has a positive effect on KSB and KSB has an
effect on IEB. Therefore, organizations need to develop CL by
hiring or employing leaders who tend to listen, help, support
development, and empower employees and the organization
rather than pursue power (Wang et al., 2021).

The important implication of this finding is that the role of
leaders and leadership styles will determine employees'
positive behaviors, which ultimately determine organizational
productivity. The human touch of leaders towards individual
employees and their needs encourages employees to behave
in line with organizational expectations. Coaching is not just a
leadership style but also a much-needed leadership skill in
today's fast-changing world and intense competition across
various fields. In the face of fierce competition and rapidly
changing situations, a coaching leader will motivate and assist
employees in transitioning and leaping by adopting new
mindsets and ways of working, leaving behind old mindsets
and ways of working to achieve organizational goals.

This finding contributes to knowledge and research in the
fields of leadership, knowledge sharing, well-being, and
individual innovation, especially regarding the influence of
coaching leadership on IEB, which is a novelty. Additionally,
CL does not directly or indirectly influence KSI, and SE is not
successful in mediating the influence of EWB on KSI. Results
that are inconsistent with Wang et al. (2021) open
opportunities for further research in various countries with
different cultures. This research can also be conducted in
other fields to enrich the literature.

This study also has several limitations, first, the potential
for bias to occur in the research results because all research
data is only based on individual reports on exogenous and
endogenous variables. Second, future research can use
knowledge sharing behavior as a mediating variable to
examine the effect of coaching leadership on employee
innovative behavior. Third, considering that coaching
leadership has not been widely studied, further study can be
conducted to examine the effect of coaching leadership with
other variables such as performance and job satisfaction.
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Abstract

Rapid changes and sirfct competition in the business wonld require relevant leadership strategies. Coaching
lgadarship has advantages comparad o othar Iﬂaﬂ'e«lsﬁn}: stylas that have been widely studied because coamhg
)eadersnp emphasizes the personal approach and uniguensss of empiloyses. This guantilalive study aims o
examine the effect of coaching leadership on employee wenmm knowredge sharing, and employee innovative
behavior, Distibuting questionnaires to 175 bank employ ia using a google form. The
colfected data was processed and analyzed using Structural Equarlm Moderm (SEM) with SmartPLS software.
The ressarch findings prove that coaching leadership has a positive diract and indirect effact on empioyss well-
being, knowledge sharing behavior, and employee innovative behavior. The leader’s personal approach influences
the positive bahavior of empioyess and encotrages empiayees to behave and work according fo the expectations
of the organization. Thersfore, leaders ang manage:s need fo develop coaching feadership as a strategy to

increase organizational i and t
Keywords: i bership, empk i tive behavior, employee well-being, knowlsdgs sharing intention,
knowledge sharing behavior

{ERFBEUEIGE judgmental, receptive, open, and | the level of team

awareness (Zhang, 2020) and encourages knowladge sharing
behavior (Mangion-Thornley, 2021). Coaching leadership as
well has an essential aspect in improving employee well-being
and employee innovative behavior. According to Zhang

Leaders and leadership are two lopics are never
completely discussed and are always interesting lo study
because they relate to the development or success and

setbacks or falures of an organization. Research on vanous
leadership slyles has often been camied out by previous
rasearchers, such as, fransactional leadership,
transformational leadership, authentic leacdership, servant
leadership, and other classical leadership. This study raises &
topic that has not been sldied much, namely coaching
leadarship. According 1o Berg & Karisen (201 &), the difference
betwsen coaching leadership and other leadership styles is
that coaching leadershi the of each
individual. In addition, coaching leadership can help mativate
employees to Improve attitudes and behavior towards a belter
direction in the organization (Yuan et al.. 2018). In leadership
development, coaching has been detected as a strategic
Intervention (Asobee, 2021). Leadership that emphasizes

coaching and mentoring employees can have an Impaa on
organizational strategy updat

(2020), the capacily possessed by a leader that is relevant o
coaching is the ability to inspire, guide and maotivate
subordinates better, stimulate potential development, and
improve empioyee abilities and perdformance. Ancther capacity
is that the lsader gives subordinates more opporiunity 1o grow
through practice and experimentation, and provides fesdback
and guidance for the execution ol work and the
implementation of new ideas. These capacities possessed by
coaching leaders can improve employse well-being and foster
employee innovative behavior. In organizations, a leader can
be a great decision maker, organizer, and planner, but without
coaching for effective employes performance managemant,
goals will be difficult to reach. Coaching can build partnsrships
between leaders and employees to assist employees obtain
the work done. Coaching is not only used as an intervantion to
develop individual talents, but also as a strategic tool for

by
talents and strengihs more effectively (Berg & Karlsen, 20186;
Woao, 2017).

The coaching leadership style emphasizes being non-
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arganizational transfc (Mangion-Thormlay, 2021).

Pravious studies have successfully tested the aeffect of
saveral classical leadership styles on knowledge sharing,

QUALITY
Access 1o Success

Vol. 26, No. 205/ Mar 2025




1SSN:1582-2559

GENERAL MANAGEMENT

empioyee well-baing, and employes innovative behaviar, for
example transformational and lransactional sffects on
knowledge sharing behawor {Msl‘la & Pandey. 20149); tha
influenca of servant lead an work behavi
and employse knowledge sharing (Bou Reslan et 4., 2021),
Wang ef al. (2021) have conducted research on workers in
two counfries namely UK and US, regarding the efiect of
employee  well-baing and saﬁ aﬂ'k:acy in the relationship
betwean and ledae  sharing
intention. This I&Beﬁlch was conducted on employees of a
large bank in Jakarta, Indonasia The seleclion of this
research location is based on considerations, there are still
not many studies on this topic In various fields including
banks, Coaching leadership has been practiced when the
employee stats working at this; bank.  Coaching is also
carried out by employees getting new assignments and when
there are changes in the servce system. Coaching from
managers or directors that is camied out includes insructions
on doing work and sendng customers, aiving positive
feedback if employees ask questions, discussions to find
solutions of problems that arise due to customer complaints,
wilingness of leaders 10 advise and asdst managers who
have just taken up their positions, Managers acknowledge that
the practice of coaching leadership has worked well In the
bank.

This bank won four prestigious awards at the national level
at the 2022 annual GRC (Govemnment, Risk, and Compliance}
& Performance Excellence Award which was held by
BusinessMews Indonssia Magazine in collaboration with the
Indonesian Human Capital Forum (FHCI), Open Compliance
& Ethics Group tOGEG). (":ajoaa Resources, Digital
Transic i I Institurt Partege Cloud
Technology, MB Soiulion. and others. The achievement
provides evidence that this bank has strong and strategic
leadership, implements good governance so that it can direct
bank employess to work productivaly and innovatively,
especially during the pandemic crisis and have managed fo
get through it better than other organizations in Indonesia.

Since there have not been many studies on the influence
of coaching leadership on the proposed variables, especially
in Indonesia and the banking industry, this research can
enrich existing literalure sources. Thus, this study aims to
examine the sffect of coaching leadership on employes well-
being. knowledge sharng intention, knowiedge sharing
behavior. and employee innovative behavior,

2. Literature Review
2.1. Coaching Leadership (CL)

Coaching is a human and personal touch in a global
organization, enabling the coachee to go back, reflect, and
focus on personal development (Mangion-Tharnley, 2021).
Coaching refers to a leader’s skil in analyzing employee
perfarmance using effective communication and interpersonal
skills, such as respect, trust, objectivity, intimacy, asserting,
and integrity (Khaola & Coldwell, 2018). Coaching becomes.
important - when  struggling  with an  unstable  business
environment. Effective coaching is not only about skilis but
also a leader's mindset. In this case, a leader uses his power
to adopt new mindsets and retain old ones (Rosha, 2014,
Lawrence, 2017). Coaching is needed by managers 1o
connect  with followers lo push effective performance.
Coaching behavior from leaders such as telling something to
employees is considered better than listening or asking
(Milner et al., 2018), Coaching has become an indispensable

tool for correcting behavior and learning In orgamizations and
ling changes in ¢ izations (Cardoso &t al., 2014).

Coaching for most organizations is focused on developing
a new style of leadership that supports the implementation of
new ideas. Therefore, it can be said that coaching is done for
managemenl, organization, change, and leadership
development {Rosha, 2014). The employee's supervisor ar
direct manager is responsible for coaching by acting as a
mentor, teaching new skills, or helping to overcome cerain
problems (Khaola & Coldwall, 2018}. Coaching is defined asa
process utilized to drive employees to lake commitment for
attaining and maintaining superior performance, by lreating
employees as pariners towards achieving organizational
effectiveness and goals (Khaola & Coldwell, 2018).

2.2. Employee Well-Being (EWB)

The idea of EWB is not rigid but very fiexible and varies
depanding on generalion age, social values, culture, region
and country (Stankevitiend et al., 2021). Wall-being refers 1o
the harmonious satisfaction one experiences from goals and
desires. Psychological well-baing is a subjective sense of
pleasure, when a person achieves safisfaction in life
experiences and roles at work, achievement, and a greater
sense of belonging (Singh etal., 2019), EWB is very important
in a world full of competition and challanges and is related o
organizational health, if the well-being of employess ks good,
the health of the organization will be good and vice versa
(Singh & Jha, 2022). Sometimes well-being is recognized as a
person's degree of living, as a result of a combination of
several interrelated factors such as welfare, subjectivity of
health condition, and life satisfaction (Singh et al., 2019).

2.3, Self Efficacy (SE)

Selil-efficacy i an individual's leslings around herhimsel,
about hisher abilities or actions in doing work (Singh et al.,
2015). According to Wulandari & Muah (2021), 5E is the belief
that exists within a person about hisher abiities. Employees
who have high SE have positive self-reflection and tend to be
less involved in unhealthy things Damen & Dam (2016). SE is
related to adaptability, engagement, and life satisfaction. The
higher the employes's SE, the higher the employse's ability 1o
adapl lo organizational changes, the more involved in
activities in tha organization and have high e salisfaction
{Singh at al., 2019).

2.4. Knowledge Sharing Intention (KSI)

Knowledge is private propery so that when interested and
comfortable to share, employses are ready to pass on
knowledge to co-workers or otherwise willing to receive
knowledge from co-workers (Mguyen et al., 2013). Knowledge
sharing is needed o lurn absiract ideas and concepts inlo
sarvices and products. Knowledge sharing can encourage the
creation of a positive work emnvironment within  the
organization, which is very benedicial for i ing ir i
performance, continuous imp ient, and organk
oumpehtwensss (Wadhwa & Ealn. 2016). The results of Hans
study  decl that ional support,  appreciation,
awareness, and openness significantly affect the intention o
knowledge sharing (Han, 2018). In addition, other factors that
influence the intention to share knowing are corporate climale
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and personality traits, The personality raits in guestion are
exdrover, openness fo experience, and agreeableness (van
Greunen et al., 2018)

2.5. Knowledge Sharing Behavior (KSB)

KSE leads to increased perfonnance When leaders share
with y will work  more
sﬂeclwely and productively. KSB carl also maka it easier for
o maintain the health of the oganization's work
{Javald et al, 2018}, Knowledge sharing among employees
can increase the enri of the organization's knowledge
poal that leads 1o changes in employee beliefs and behavior
(Yadav el al, 2019). Leaders need 1o facditate the flow of
knowledge culture, ideniify and resclve conflicts among
employess (Yadav el al., 2018). Managers need to slive =0
that employees can share knowledge and discuss thoughts
with onlleagues leam together, getl new concepts, thereby
{Moh d & Ki 1abhan, 2020},
Awateness o turm Iam into explicit knowledge for companies
that are in the vortex of global competition to increase and
encourage knowledge sharing behavior. These activities will
slowly but surely create a conducive environment for
organizations to develop knowledge sharing and support
companies to achleve various compeliive advantages
(Youssef et al., 2017).

2.6. Employee Innovative Behavior (EIB)

Innovative behavior is the ability of employees to find
innovalive solutions in solving a problem through updating
processes and mindsets with more efforts to improve
performance, establish  excellence, and sustainable
effectiveness (Javed et al., 2021). Employee behavior is very
important for organizational innovation because employees
can design and execute innovative problem solving for the
organization (Purc & Lagun, 2019) especially when faced with
the chaflenges of compelion and globalization foday.
Companies need o have a competitive advantage, namely
the company develops new products and services thal are
different from other companies. It will be realized it the
company has employees who are able to think productively
and act innovalively. Employee innovation and creativity are
imperative elsments for the development and sustainability of
the company. Innovative workers assist organization reduce
costs, streamline operational efficiency, and minimize effort,
Therefore, employes innovative behavior needs to be pushed
and promated In sundry ways, including providing a condudve
work environment and giving the necessary financial and non-
financial incentives (Alshabami, 2021).

2.7. The Effect of CL on EWB

CL gives job guidance 1o workers, heips to achieve goals,
provides needed resources, decreases pressure, and
Improves the quarlly' of the work environment, thersby
increasing well-@g of employees (Wang et al., 2021).
Leader behavior IS a key element in determining the impact of
leadars on well-being in the workplace (Kerns, 2018). CLis a
new management style and way lo establish and improve
employee capabilities and compelencies, CL has a unigue
advantage In improving employee welfare(Zhang, 2020).
Leadership and EWB can be described as activiies and
inferactions between leaders and subordinates thal have a

237

positive or negalive influence on EWB (Salmi et al,, 2021).
H1 CL hasa positive effect on ENB

2.8. The Effect of CL on KSI

Discretion  In considering  the possibility of lost
organizational resources in the future. peguires coaching
leaders 1o invest resources by intensilying knowledge sharing
activities (Wang et al, 2021). Youssel et al (2017) confirmed
that top leaders in organizations play an important role in
growing and developing employee knowledge sharing
intentions. According to Xu & Li (2022), KS| should be
stimulaled by increasing enthusiasm, suppor and sell-control
to encourage knowledge sharing behavior. CL significantly
influences on KSI (Wang &t al,, 2021).

H2 CL has a positive eifect on K5I

2.9. The Effect of CL on KSB

CL is a process used by managers or supervisors 1o give
employess the opportunity 1o take responsibility for their
performance, encourage employees fo achieve and mantain
suparior performance, and treal employees as parners in
working towards organizational goas (Khaola & Coldwell,
2019). Coaching and mentoring is a recognized way not only
1o bridge and support talented employees, but also to achieve
the company's strategic targets. Coaching and mentoring
interventions have been adopted by several organizations o
explore and nuriure employee capacities and abilities. The
intervention was considered a success as a competitive
driving factor for innovation and creafivity in a volatile
business environment (Woo, 2017). Wadhwa & Bai (2016)
asserl thal crganizalions can use coaching as a tod lo
promote KSB so as to overcome vulnerabiliies and conflicts
thal may emerge in the b ledge-sharing process among
employees.

H3 CL has a positive affect on KSB

2.10. The Effect of CL on EIB

Improving and solving employee mental models is the key
to innovation. The role of a coaching leader faciitates
employees lo find employees’ rue needs and set work largels
by utilizing effective fraining methods such as inspi
authorization, menionng and encouragament, relate ard
communicate openly, provide resources and appropriate
suppert in the process to achieve goals, improve mental
model and stimulate the i ati of loyees. Al
the implementation level of nnovative thinking, the coaching
Ieader will help employees to develop aclion plans thal are fit
for purpoze, and help them acguire relevant skils and
resources, thereby acquiring innovative ideas and complete
innowvative behavior (Zhang, 2020). Innovative behavior is
relaled o several lactors such as leadership, employes carser
stages, support for expected innovation, managerial roles and
problem-solving  styles. Employees who have good
relationships with leaders who are characterized by high
suppor, autonomy, and trust also provide information that the
organization supports innovation and values a high supply of
resources (Scolt & Bruce, 1984), Zhang (2020) found that CL
is a new  and h'nponam way of managemem m develop
ip has a

pioy F
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unique advantage in promoling employes innovation,
H4 CL has a positive effect on EIB

2.11. The Effect of EWB on KSB

One of the keys to ensurng that information sharing
occurs in a healthy manner among employees in the
organization is EWB (Alghamdi et al, 2021}, According to
Sulisiawan et al. (2022), employess tend to easdy share
simple knowledge but employees retain tacit knowledge as an
important resource for themselves. To generate KSB,
management strategies are nseded to overcome employes
reluctance lo share complex knowledge, namely by increasing
employee welfare. Alghamd et al (2021) concluded that an
Increase in EWB both physically and socially will guide to an
enhance in KSB.

H5 EWE has a positive effect on KSB

2.12. EWB Mediates the Effect of CL on KSI
and KSB

According to Saimi et al. (2021). leaders and employees
«can have a common expenence of well-being and leadership,
Shared experionces belween leaders and employees are
mostly emotion-based, followed by  knowledge-based
experiences. Coaching produces an  atmosphere  that
simpifies the development of the company's innovative
capabilities. The company's open innovation sets a chance to
persuade stakehoiders in expanding knowledge. Employees
who receive coaching, paricipate in the evaluation of
coaching ir ions, not only ex| ce changes in crtical
thinking and behavior, but employees also  experience
empowered, and thus the impact of coaching lends to be
prolonged (Rosha & Lace, 2021).

Prevlous nasearchars have prcvan tha! El has an effec!
an d by EWB. CL
anreases I’EQCILI(CQS and r!ulu.lles EWE. To maintain wall-
being, employees will save and keep resources in the
organization by sharing knowledge with others. Employes
weli-being can be a bridge that supports the leader's efiorts to
provide guidance, build high-quality relationshipe  with
followers, and provide the necessary work resources thal can
direclly increase positive emotions and decrease stress and
negative affects (Wang et al., 2021) thereby encouraging KSI
and KSB.

HE EWB mediates the eflect of CL on KSi

H7 EWB mediates the eflect of CL on KSB

2.13. The Effect of EWB on KSI Moderated by
SE

According 1o Singh el al. (2019), employees who have
high SE will be more motivated in positive things and easily
adam 1o organizational changes There is a inear relationship

SE and it and life faction. The higher
the SE. the higher the involvement and life satistaction. In
addition, employess who have high SE will easily relate and

ineract with colleagues and leaders al work (Wulandan &
Muafi, 2021). In college practice, Jolase et al. (2014) proved
thal acadamic gafl who have a high SE are easier to share
knowledge. In other words, positive attitudes and reactions 1o
knowledge sharng depend on the ablity to contribute
knowledge possessed by academic stafl. The results of the
study of Wang et al. (2021) confirmed that SE moderates the
effect of EWB on KSI. Whan employee SE Is high, the effect
of EWE on the intention to share knowledge increases and
vICe versa

Ha SE moderates the influence of EWB on KSI

2.14. The Effect of KSl on KSB

Everyona has knowledge based on the leaming,
axperience, and practics of that person, Likewise, everyone
has the intention or no intention to share their knowledgs.
Employees who have the Intention to share knowledge will
direct themselves t knowledge sharing behavior aither
temporarly or become a consistent behavior (Caslaneda et
al., 2016). A study by Xu & Ui (2022} on university lecturers in
Jiangxi Province in China showed that KSI should be
increased first 10 increase KSB, The positive result of the
malivation to share knowledge carried out by the organization
will increase the intention o share knowledge. Employee KSI
that arise in employeas slimulate a strong tendency towards
KSB. Castansda & al. (2016) have proven that K5I has a
streng influence on KSB.

H8 KSI has a positive effect on KSB

2.15. The Effect of KSB on EIB

g o (2020), kr dge sharing behavior
affects a‘nplovee Innovative behavior, so if you want 1o
improve employee innovative behavior, leaders need to create
conducive conditions so  that employses can  share
knowledge. Sharing what is known will creale wider prospects
for being more creative and innovative (Saripin & Kassim,
201 9] Knou\ledge sharing will be very polent in boosting
behavior. sharing activities
are one of the effective ways lo foster EIB. The exchange of
information and knowledge among employess in the
organization has a major contribution to improvement in
innowvative behavior (Akiharsha & Sengoftuvel, 2016; Pratiwi,
2021). Sharing knowledge among individual employees will
help facilitate 1ha|r oommunlwnon and interaction, which in
turn can p ir tive thinking and new
ideas [Wan; atal, 2!}1]")

Knowledge sharing from  exploratory  innovation  or
knowledge sharng perspeclive is the currenl trend. The
activity of sharing experiences and knowledge of employees
who work in batik SMEs helps solve the problems they face.
Likewize, through this sharing experience, batik entrepreneurs
will gain more knowledge to improve work processes so as lo
increase effectiveness and efficiency (Laily & Ernawati, 2020).
The study of Nguyen et al. (2019) revealad that wilingness to
confribute and  collect  knowledge enables  individual
employees to increase employee innovative behavior.

Hi0 KSH has a positive effect on EIB
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3. Research Methods

The research was conducted al a major bank In Jakarta,
Indonesia. The population in this study were 400 employees,
By using random sampling technique, 175 employees
participated in the study, This number of samples has
excesded the slandard recommended by Hair el &, (2013}
which is five times the number of guestionnaire items. The
data that has been collected through google  form,
downloaded then pr i and yzed using St |
Equation Modeling (SEM) with SmartPLS software. SmartPLS
was chosen b it is considered pecially when
dealing with maodels with muliple direct, Indirect assaciallons,
mediation, and modsration.

The measurement of coaching leadership usss an
Instrument adopted from by Farh and Chen (2018) used by
Wang et al. (2021), consists of 4 items. To measure the
innovative behavior of employees using & tems adapted from
the study of Scott & Bruce (1894). Measurement of employes

Figure 1. Research Framework

Rehavior

well-being uses 4 items, 3 items seff-efficacy, and knowledge
sharing intention uses 3 items, each of which is adapted from
Wang at al. (2021). Knowledge sharing behavior using 10 item
questionnaires  used by Mafabi st al. (2017 The
questionnaire uses five Likerl scales, namely 1 strongly
disagree to 5 strongly agree. The total number of
questionnaires is 30 statement lems. To ensura the feasibility
of the instrument, the researchers tested the wvalidity and
reliability of each item of the guestionnaires. The varables
used to measure the respondent's profie are gender. age,
educational background, and length of service at the bank.

4. Results and Discussions

Respondeants who participated in fhis study were 175 bank
empioyess. The majority of the respondants were male,
namely 53.1%. 45.7% had ages ranging from 26 — 35 years,
72.6% had a bachelor's degree in education and 44% had
waorked in a bank for 4 — 10 years {lable 1).

Demographic Varable Statistics
Gender 53.1% male, 46.9% female
Age (vears) <25 =12%, 26-35=45,7%, 36-45= 30,3 %, 46-55= 10.9%, >56= 1,1%
Education Background No dag B5.3%, degree= 72.6%,
Post G 21.1%

Tenura [years)

< 3= 20%, 4-10=44%, 11-16=189% 17-24=13.1%, >25=4 %

Table 1. Characterstics of Demographic
Source: Data processed

The average score lor coaching leadership is 4,383 It
means thal bank employees in Jakara, indonesia experience
that their leaders do coaching by giving instructions and
feedback, updaling the situalion for the pumose of
assignments, leams, enwr work  progress;
understand  unexpected activities, and dscuss  their
significances for the team; and provde clanfications and
discussions of workings, dagnosss, tools, and eguipment

239

Employee well-being has an average value of 4,081,
meaning that bank employeas in Jakarta, Indonesia feel that
by working, important goals in life can be achieved, there is
sufficient time to reflect on what is being done at work; quite
satisfied with the work; and fedl fullness in what is done.
Similarly, the average value for knowledge sharing intantion is
4,562, which means lhal bank employess in Jakarda,
Indonesia have strong intentions and will try to  share
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knowledge and skills with coleagues.

The average value for knowledge sharing behavior is
4,387, meaning that bank employees in Jakarta, Indonesia
have the behavior of sharing knowledge, skils, and expertise
with their colleagues. They learn from each other. aclively
participate in meetings so that they gain new knowledge to
share with collsagues. In addition, they actively learn new
things o share with colleagues.

The average value for sell-efficacy is 4.482, which means
that bank employees In Jakara, Indonesia are confident and
confident thal they have adequate abilities, capatbiities and
skills to carry outl the assigned tasks. Finally, the average

bank employess in Jakarta are included in the innovative
category, where they actively generate and implement
creative ideas.

The wvalidity test was caried out on all Indicators of the
research instrument. the results showed that the loading factor
value > 0.5 for all indicators of the instrument, as well as the
Extracted Variance Average (AVE) = 0.5 also for all variables.
Therefore, the instrument is said to be valid according 1o the
standard proposed by Hair et al. (2019). The results of the
reliability test show the Cronbach’s Alpha value > 0.60 so the
instrument is said to be reliable 1o use. Al questionnars items
have met the elements of validity and reliability which prove
the accuracy of this research measuring mstrument.

scors for employes Ir v bahavior is 4.184, ing that
Variable Indicator |- Convergent Ve Cronbach's | pegyis
Loading Factor AVE Alpha
[oIE] 0,870
Goaching cLz 0.910 =
Leadamhip cLa 0.868 0.754 0.925 Valid and Reliatle
cLé 0.824
EiB1 0.837
EiB2 0.900
Employee EIB3 0.878 .
IAnovative Behavior | EIB4 0.605 LA 2940 walidanc felzc
EIBS 0.888
Eig6 0763
EWB1 0.812
Emplo wel-| EwB2 0814 ;
Being vee i e 0.714 0.909 Valid and Reliatle
EWB4 0.877
TKSB1 0.765
KsB2 0.655
KSBa 0.766
KSB4 0792
Knowledge Sharing | KSBS 0.811 X
Sl = s 0.630 0.944 Valid and Reliable
KSe7 0.808
KSB8 0.849
KSBY 0,631
KSB10 0.839
KSh 0.937
;f‘mg‘:g" Sharing | e 0.8s7 0.825 0.934 Valid and Reliatle
KSia 0928
SE1 0,951
Selt-Efticacy SE2 0962 0.892 0.961 Valid and Reliatle
SE3 0917

Table 2. Validity and Aeliabiity
Source! Data processed

The results ol testing the value of A Square lor lhe
construct of EIB is 0.560 meaning that CL and KSB is able to
explain the vanance of EIB by 56%. The R value is also found

in EWE which |s influenced by CL, which is 0.338 and KSl is
influenced by CL. EWB is 0.456 and KSB is influenced by CL,
EWE, K5I, EIB that is equal to 0.702,
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Among the ten proposed hypotheses, three of them are
not supported, while seven are supparted, (table 3). Thereis a
positive influsnce of CL on EWB with a coefficient value of
0582 and pwvalues 0.000. Thus, H1 is supported. The
coefficient value of the influance of CL on KSI is 0.105 and p-
values 0.216, so HZ is nol supportsd. Thers is a positive
influence of CL on KSB with cosfficient values of 0.280 and p-
values of 0.000; then H3 i supported. CL has a positive
impact on EIE because the coefficient value shows the
number 0215 and p-values 0.008. Therelore, H4 s
supported. There is a positive influence of EWB on KSB with
coefficient values of 0.147 and p-values of 0.010. Then H5 is
supported. There i an impact of CL on KS1 mediated by EWE
with a coefficient of 0.081 and p-values of 0.066 = 0.05. Thus
HE is not supg EWB also medi the influence of CL
on KSEB with a coefficient of 0.086 and p-values of 0.022. H7
Is supporied, EWB has an influence on KSI moderated by SE
with coefficient values of 0,150 and p-values of 0.082 = 0.05,
Then, H8 is not supported. There is an influence of K3l on

KSB with a coefficient of 0.580 and p-values 0.000, then HS is
suppored, Finally, there is the effect of KSB on EIB with a
coefficient of 0.583 and p-values 0.000. H10 is supported.

CL has an important role for the success of organizational
development bacause GL has a direct and indirect effect on
EWE. KSB and EIB. The research findings show that CL has
an effect on EWE. meaning that the higher the practice of CL,
the higher the EWB. Il the leader shows the aftitude and
behavior as a coach, namely inspifng, motivating, guiding,
and empowering employees, employ will feel satisfacti
in the work they are doing. In addition, employees will feel
fulfilment of the impartant goals of their lives. The results of
this study confirmed Wang et al. (2021) that coaching
leadiership offers work instruction to employees, assists reach
goals, provides resources, decreases tension, and dnves a
high-quality work atmosghers, thereby enhancing employee
well-being. According 1o Zhang (2020), coaching leadership
has a unique advantage in enhancing employee welfare.

Hypothesis Coefficient p- Values U
CL EwB 0.582 0.000 it Supports
cL o Ksl 0105 0216 H2 Not supported
CL | KSB 0.280 0.000

CcLI EB 0215 0.009

EWE | KSB 0.147 0010

CL L EWB L KSI 0.081 0.086

CL [ EWB [ KSB 0.086 0022

EWE | Maderating Effect (SE) | KSI 0150 0082

KS| | KSB 0.580 0000

KSB [ EIB 0583 0.000

Table 3. Hypothesis Testing
Source: Results of SEM daia procassing with SmartPLS

Stafistically, CL has no significant effect on KSL It
contradicts Wang et al. (2021) who found that CL significantly
influences K51 When viewed from the characteristics, most of
the respondents are 26-35 years old Bank employses |n this
age range are in an effort fo adjust to their newly acquired job

241

andfor position so that most of the time employees are
focused on themselves and mastery of work. According 1o
Israilidis et al. (2020), employees cannol share knowledge
pecause of the lime p that employ often experi

o complete daily tasks effectively in a lmited time. The age
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range of respondents from 26-35 years are millennials who
have narcissistic lendencies. are obsessed with selfies, and
promote themselves. In addition, intention is something that
comes from within the employse that may not be intervened
by external factors such as leadership. According to Han
{2018), K&l is dosely related to individual willingness, namely
consciousness and openness. An individual who has clear
goals, likes 1o work hard, is strong-willed and ambitious in
carrying out any work, tends to share knowledge with others,
Simdarly, individuals who are open to accepting and listening
1o the opinions of others are betler able to share knowledge
with others. Furthermare, according lo van Greenen et al
(2019), personality traits such as extroversion, cpenness to
experience and agreeableness significantly affect KS1 The
study of Harb et al. (2021} found that doctors who have an
exrovered personality, are more sociable. and have high
levels of self-confidence have a high tendency to share
knowledge with athers.

CL has a positive effect on KSB, so if the leader shows
afttudes and behaviors as coaching. namely listening,
motivating, inspiring, and empowerng employees, it will
generate  employees’ enthusiasm 1o share information,
knowledge and expertise with coworkers. According to
Castaneda ef al. (2016); Anand & Dalmasso (2020},
knowledge sharing is a core behavior to  achieve
orgarizational goals. Positive behavior from leaders can
promote and influence employee voluntary behavior in sharing
knowledge.

There is a direct positive influence of CL on EIB, which
means that the higher the practice of CL the higher EIB.
According to Zhang (2020), coaching leaders will assist
empioyees create activity plans that are in line with objectives,
and aid them to have !he relevant qualrfncahona 50 as to
reach i and | ir ive behavior,
EWE has a positive elfacl on KSB, meamng that an increase
in EWB will also increase KSB. The rasults of this study
reaffirm the study ol Alghamdi et al. (2021) which concludes
that an increase in employee well-being both physically and
socially will dive to an upgrade in KSB.

Ernpfuyee well- be:ng successiully mediates the influence
of coaching lead p on kr lge sharing t ior but not
on knowledge sharhg intention. This implies that the wall-
being of employees needs attention from leaders so that
coaching efforts  practiced within the organization can
effeclively encourage employees' knowledge sharing
behavior.  This finding contradicts Wang et al. (2021) found
that EWE as an infervening variable for the influence of CL on
KSI. According to Yuan et al. (2019). coaching leadership can
help molivate employees to improve atliludes and behavior
towards a better direction in the organization. This finding
suggests thal employee well-being serves as the pathway
through which this leadership styde iffluences knowledge
sharing behavior. Employess who feal suppored and valued
by their leaders tend to feel more satisfied and motivated,
thereby encouraging them to be more active in sharing
knowiedge with colleagues.

This research finding Indicates that self efficacy |s unable
to moderale the influence of employee well-being on
knowledge sharing intention. This result contradicls Wang et
al. (2021), who found that self efficacy moderates the
influence of EWB on KSI. Contextual factors in the workplace
environment in banks, such as hierarchy siructure, or
managemen! pradices, may play a role In these results,
Additionally, there may be other psychological factors that are
more dominant in influencing the Intention to  share

knowledge, such as the need for social affiliation or intrinsic
molivation.

KSI has a positive effect on KSB. KSB is driven by the
intention to share attention. If an employee has an intention in
his heart and or mind, then the employee will do it in practice.
These results confirn Castaneda et al (2016) that KSI has a
strong Influance aon KSB. Thare is a positive influence of KSB
on EIB. According to Pratiwi {2021), knowledge sharing is a
time when there is an exchange of information and knowledge
among individuals that contrbutes to improvements in
innovative behavior. These findings strengthen the study of
Nguyen et al. (2019) that the 'Mlllngness o contribute and
collect knowledge enables indi o increase
EIB.

oy

5. Conclusion

The research findings confirm that CL has a positive effect
on EWB, KSB, and EIB both directlly and Indirectly, Research
findings also reveal that EWB has a positive effect on K5I
Likewise, K51 has a positive elfect on KSB and KSB has an
effect on IEB. Therefore, organizations need 1o develop CL by
hiring or employing leaders who tend 1o listen, help, support
development, and empower employess and the organization
rather than pursue power (Wang et al., 2021).

The imporant implication of this finding is that the role of
Ieaders and leadership styles will determine emplcyees
behaviors, which ultimately determine 1al
produciwﬂy The human touch of leaders towards individual
employees and their nesds encourages empioyess to behave
in line with organizational expectations. Coaching is not just a
leadership style but also a much-needed leadership skill in
today's fast-changing word and intense compeliion across
various fields. In the face of fierce competition and rapidy
changing situalions, a coaching leader will motivate and assist
employees in fransitioning and leaping by adopting new
mindsats and ways of working, leaving behind old mindzets
and ways of working to achieve organizational goals.

This finding conributes to knowledge and research in the
flelds of leadership, knowledge sharing, well-being, and
individual innovation, especially regarding the influence of
coaching leadership on [EB, which is a novelty. Additionally,
CL does not directly or indirectly inflience KSI, and SE is not
successiul in mediating the influence of EWB on K51 Resulls
thal are inconsistent with Wang et a. (2021) open
opporunities for further research in various countries with
different cultures. This rasearch can also be conducted in
ather fields to enrich the lterature.

This study also has several limitations, first, the potential
for bias to occur in the research results because all research
data s only pased on individual reports on exogenous and
endogenous variables. Second, future research can use
knowledge sharing behavior as a mediating variable io
examine the effect of coaching leadership on employee
innovative behawvior. Third, considering thal coaching
leadership has not been widely studied, further study can be
conducted to examine the effect of coaching leadership with
other variables such as pedformance and job satistaction,
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