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ABSTRACT

In the era of globalization and increasing competition, organizations are required to
continuously innovate and create a work environment that supports collaboration and
knowledge sharing. Effective leadership plays a crucial role in fostering an organizational
culture that encourages knowledge sharing and innovative behavior among employees.
This quantitative study aims to examine the influence of coaching leadership (CL) on
employees’ knowledge sharing behavior (KSB) and innovative behavior, mediated by
employee well-being (EWB). A total of 181 employees from private banks in Indonesia
participated in this study. The results showed that CL has a significant positive impact
on EWB, which in turn positively affects KSB. Furthermore, EWB was found to have a
strong mediating role in the influence of CL on both innovative behavior and KSB

ARTICLE HISTORY
Received 8 January 2025
Revised 12 September
2025

Accepted 19 September
2025

KEYWORDS
Coaching leadership;
employee well-being;
innovative behavior;
knowledge sharing

among employees. This indicates that enhancing EWB through CL not only improves behavior; bank

the quality of employees’ lives but also encourages them to be more innovative and
collaborative. The practical implications of this study highlight the importance of
organizations adopting a CL approach to improve EWB, which in turn strengthens the
culture of innovation and knowledge sharing in the workplace.
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1. Introduction

Employees are often considered one of the most valuable assets of any organization, playing a pivotal
role in its advancement and success. Therefore, it is crucial for organizations to prioritize continuous
development in various aspects of their employees’ lives, including their skills, knowledge, well-being and
behavior. According to Salas-Vallina et al. (2020), organizations that place a strong emphasis on employee
well-being (EWB) are likely to see increased employee enthusiasm, which in turn leads to longer tenure
with the organization. This focus on well-being not only benefits employees but also serves as an indi-
cator of the overall health and success of the organization (Nimmi et al., 2023).

The role of leaders and managers extends beyond merely overseeing work processes and outcomes;
it includes the essential function of guiding, developing and directing employees to align with organiza-
tional goals. Effective leaders are not only concerned with achieving results but also with fostering an
environment where employees can thrive. This involves nurturing knowledge sharing behavior (KSB) and
promoting innovative practices among employees. Knowledge sharing is a critical component that can
significantly enhance performance (Javaid et al., 2018) and stimulate innovative behavior (Kmieciak,
2021). Ansong et al. (2023) suggest that knowledge sharing provides employees with new insights and
ideas, which can lead to improved work practices. This process of knowledge sharing not only encour-
ages creativity but also increases employee confidence and performance. Furthermore, it promotes a
learning culture that equips employees with new skills necessary for innovation (Vandavasi et al., 2020).

In the highly competitive banking sector, the rapid evolution of market dynamics, changing customer
demands and shifting lifestyles compel banks to continually innovate. Innovation is recognized as a
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critical element for adding value and achieving organizational excellence (Dede & Zazkaya, 2018).
Banks with a large customer base and significant profits tend to excel in innovation, often developing
superior products compared to their competitors (Q. Wang et al., 2020).

Employee behavior plays a crucial role in fostering innovation, as employees are responsible for cre-
ating and implementing new solutions that address organizational challenges (Purc & Lagun, 2019). To
remain competitive, companies must offer new products and services that stand out from those of their
competitors. Achieving this requires employees who are capable of thinking creatively and acting inno-
vatively. Employee innovation and creativity are vital for the sustainability and growth of the organiza-
tion (Alshebami, 2021). The innovation process within companies involves employees at every stage,
from idea generation and program planning to implementation and feedback (G. Zhang & Wang, 2022).
Innovative employees help reduce operational costs and address business challenges. Employee innova-
tive behavior (EIB) encompasses a series of internal processes where employees generate ideas and
endeavor to implement them into practical innovations (Ye et al., 2021). Innovative employees contribute
to reducing operational costs and addressing business challenges, highlighting the need for organiza-
tions to support and encourage innovative behaviors through a supportive workplace and appropriate
incentives (Alshebami, 2021).

One effective approach to facilitating employee development and knowledge transfer is coaching.
Coaching is a technique that helps employees overcome weaknesses and enhances their skills through
targeted guidance. Leaders who provide coaching for individual employees can address specific areas of
improvement, while group coaching can facilitate the sharing of skills and knowledge among employees,
leading to the development of new banking products and services (El Achi, 2017). Berg and Karlsen
(2016) emphasize that coaching leadership (CL) is distinct from other leadership styles because it recog-
nizes and values the uniqueness of each individual. This personalized approach to leadership can moti-
vate employees to enhance their attitudes and behaviors within the organization (Yuan et al, 2019).
Coaching has been proven to be an effective strategy for leadership development, contributing to the
renewal of organizational strategies by more effectively developing individual talents and strengths
(Asobee, 2021; Berg & Karlsen, 2016; Woo, 2017).

The banking industry in Asia faces significant challenges in maintaining competitiveness amid market
changes, digitalization and rising customer expectations. To address these challenges, banks must opti-
mize human resource management by ensuring EWB while simultaneously fostering workplace innova-
tion. Although numerous studies have explored various leadership styles and their impact on employee
behavior, there remains a gap in understanding how CL influences KSB and innovative behavior in the
Asian banking sector.

This study focuses on EWB as a mediator in the influence of CL on KSB and innovative behavior, an
aspect that has been rarely examined in the banking industry in Asia. By understanding the role of EWB
in this mechanism, this research aims to provide strategic insights for banks in designing more effective
leadership models. By implementing CL that prioritizes EWB, banks can create a more supportive work
environment, enhance productivity, strengthen a culture of innovation and collaboration and accelerate
adaptation to the increasingly competitive industry dynamics.

2, Literature review and hypothesis development
2.1. Social exchange theory

Social exchange theory is one of the most influential conceptual approaches in analyzing workplace
behavior. This theory highlights that interdependent relationships can foster high-quality interactions
(Cropanzano & Mitchell, 2005). The core principles of this theory are reciprocity and mutual dependence,
which help explain various forms of social interactions and relationships (Kim, 2016). Blau (1964) explains
that exchange relationships are causal in nature, where the characteristics of a relationship influence the
dynamics of social exchange. When exchanges are successful, they strengthen commitment within the
relationship. Social exchange consists of a series of actions that depend on positive responses from oth-
ers, ultimately leading to mutually beneficial transactions and relationships. In the context of CL, this
theory illustrates how leaders who provide guidance and support to employees can establish positive
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social exchange relationships. When employees experience benefits from CL, such as improved psycho-
logical well-being (EWB), they are more likely to engage in knowledge sharing and innovation as a form
of reciprocity for the support provided by their leaders. Thus, CL plays a crucial role in fostering construc-
tive social relationships within organizations, ultimately promoting KSB and employee innovation.

2.2. CL

Coaching provides a human and personal touch in global organizations, giving coachees space to
reflect and develop themselves (Mangion-Thornley, 2021). Coaching success depends on the leader’s
skills in communicating and building effective interpersonal relationships, such as affirming, showing
respect, intimacy, building trust, objectivity and integrity (Khaola & Coldwell, 2019). In performance
management, coaching is considered to have a positive side in problem solving. In the midst of busi-
ness uncertainty, coaching plays a highly strategic role. Its effectiveness is not solely determined by
technical skills but also by the leader’s mindset. An effective leader is one who remains open to adopt-
ing new perspectives while preserving relevant existing ones, thereby creating a balance between inno-
vation and continuity within the organization (Lawrence, 2017). When leaders engage in coaching by
conveying information to employees, it is regarded as more beneficial than simply listening or posing
questions (Milner et al., 2018).

In many organizations, coaching is emphasized as a means of shaping leadership approaches that
foster the adoption and implementation of innovative ideas. The employee’s direct supervisor or man-
ager is responsible for coaching by acting as a mentor who teaches new skills or helps overcome certain
problems (Khaola & Coldwell, 2019). Coaching is also defined as a process used to boost employees to
take responsibility for achieving performance, maintain superior performance and foster a partnership
approach to achieve common goals and effectiveness (Khaola & Coldwell, 2019).

CL is a style of leadership that allows employees to be guided, inspired and encouraged with the aim
of increasing work performance. CL has bottom-up leadership characteristics, namely regular interactions
to optimize employee potential and encourage employees to be brave in facing new challenges and
learning from mistakes (Cui et al., 2022).

According to Berg and Karlsen (2016), CL is superior to transformational leadership and servant lead-
ership in optimizing employees’ individual potential. CL focuses on individual growth and development
through continuous guidance and feedback. Transformational leadership emphasizes inspiration and
motivation to align followers with the organization’s larger vision and prepare them for change.
Meanwhile, servant leadership prioritizes meeting team needs and ensuring their well-being while
fostering collaboration and trust. Therefore, CL is more effective in building employee independence,
confidence and readiness to face challenges, creating an adaptive and productive work environment.

2.3. EWB

The notion of EWB is versatile and shows considerable variation across different generations, regions,
countries, social values and customs (Stankevi¢iené et al., 2021). It is a measure of quality based on
individual feelings and experiences while performing their roles and responsibilities as employees (Xerri
et al, 2023). EWB can be described as the harmonious satisfaction of one’s needs, goals and overall life
balance (S. K. Singh et al, 2019). This comprehensive view highlights the importance of addressing
diverse aspects of well-being to ensure a supportive and effective work environment.

The well-being of employees in a highly competitive and challenging environment is closely linked to
the overall health of the organization. If employee welfare is well maintained, the organization’s health
will also improve, and poor welfare is likely to weaken it (Pawar, 2016; A. Singh & Jha, 2022). A person’s
quality of life, understood as an accumulation of various interrelated factors such as life satisfaction, can
also be viewed as well-being (S. K. Singh et al., 2019). The well-being of employees can also impact their
level of productivity which is another characteristic of a healthy business. EWB is not only manifested in
employees’ thoughts and feelings about job and vitality but also in psychological experiences and
expressions of satisfaction shown in professional and personal lives of employees (Nimmi et al., 2023).
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2.4. KSB

Knowledge sharing is a crucial factor in an increasingly competitive business environment (Chen et al., 2024).
Knowledge sharing is done by disseminating, transferring and exchanging news, knowledge or experience
and skills from one employee to another within the organization. KSB influences performance improvement.
By sharing knowledge with their teams, leaders enable them to work more effectively, productively and in
a healthier manner (Javaid et al., 2018). Sharing of insights within the workplace can strengthen the organi-
zational knowledge base, which in turn may influence attitudes and behavioral patterns (Yadav et al., 2019)
so leaders need to facilitate the flow of cultural knowledge, identify and resolve conflicts among employees
(Yadav et al, 2019). Knowledge sharing among employees can increase organizational knowledge and
benefits through increasing innovation in employees and the organization as a whole (Kmieciak, 2021).

Leaders need to drive employees to share knowledge and discuss ideas with others and learn from
each other in order to acquire new insights and expand knowledge (Mohammed & Kamalanabhan,
2019). Experience of foreign employees and knowledge sharing can help them to understand and adapt
conditions and policies according to local conditions of work (Chen et al.,, 2024). Enterprises that com-
pete globally realize that transforming tacit knowledge into explicit knowledge is a critical factor to
encourage and promote KSB. Such activities foster the synergy of KSB within the organizational environ-
ment and contribute to sustaining a competitive edge (Youssef et al., 2017).

2.5. EIB

A range of actions focused on generating, promoting and applying new ideas is commonly referred to
as innovative behavior (Yang et al.,, 2021). Innovative behavior entails employees’ capacity to engage in
novel thinking processes to solve work-related problems, aiming to achieve excellence, enhance perfor-
mance and foster long-term development (Javed et al, 2021). This behavior applies when employees
take the initiative to generate and execute new ideas in order to be able to conform quickly to work
and get benefits as expected (G. Zhang & Wang, 2022). Innovative behavior directly supports to organi-
zational productivity and effectiveness, leading to sustainable growth. Organizations must utilize effective
human resource management (HRM) practices to develop employees’ knowledge in order to increase
innovative behavior in achieving competitive advantage continuously (Shafaei & Nejati, 2024). Innovative
behavior is a key factor so that companies can survive and successful in facing increased tough and
complex business competition (Igbal et al.,, 2023). Employees must devote time and energy and dare to
face the risk of failure when innovating (Yang et al., 2021).

2.6. CL and EWB

CL offers guidance, prepares resources, relieves pressure, promotes a high-quality work environment and
helps employees achieve goals thereby enhancing EWB (W. Wang et al,, 2021). Leaders’ conduct plays a
decisive role in how their presence affects well-being within the work environment (Kerns, 2018). CL, as
a contemporary leadership approach and an effective means of enhancing employee capabilities, plays
an important role in promoting well-being (X. Zhang, 2020). Employee welfare and leadership may be
understood through the interactions and behaviors that occur between leaders and their teams, which
can influence well-being both positively and negatively (Salmi et al., 2020). CL serves as a bridge between
the utilization of individual and team strengths in the workplace, contributing to improved EWB and
team effectiveness (Makela et al.,, 2024).

H1: Coaching leadership has a positive effect on employee well-being.

2.7. CL and KSB

Through CL, leaders guide team members to be more diligent and accountable, enabling the attainment
and maintenance of excellent performance. The principle of equal treatment, employees are treated as
partners (Khaola & Coldwell, 2019). Coaching is a recognized way not only to simplify and support
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talented workers, but also to accomplish the company’s strategic goals. Several organizations have
adopted coaching interventions to discover and develop potential employee capabilities. This practice is
considered to be able to encourage company creativity and innovation in an increasingly competitive
business environment (Woo, 2017). Organizations can use coaching as an instrument to drive KSB.
Coaching can also be utilized to overcome conflicts that may appear in the process of sharing knowl-
edge among employees (Wadhwa & Bali, 2016).

H2: Coaching leadership has a positive effect on knowledge sharing behavior.

2.8. CL and EIB

Coaching leaders assist workers to explore their deepest demands and set job objectives using effective
coaching manners such as guidance, encouragement and inspiration. Coaching leaders engage in open
interaction and communication with their teams, providing the necessary resources and support to
encourage innovative thinking. They also guide individuals in developing action plans and acquiring
relevant skills and resources needed to transform ideas into innovative behaviors (X. Zhang, 2020). CL
tolerates mistakes and empowers employees (Li et al., 2022). When employees feel empowered, their
level of innovative attitude will develop (Dede & Zazkaya, 2018). Individual innovative behavior is strongly
linked to leadership, anticipated managerial traits, career progression, innovation support and systematic
approaches to problem solving (Scott & Bruce, 1994). According to Yang et al. (2021), company leaders
must provide strong support so that innovative behavior can be continued to develop.

H3: Coaching leadership has a positive effect on employee innovative behavior.

2.9. EWB and KSB

One essential factor in promoting healthy information sharing among employees within an organization is
ensuring their well-being (Alghamdi et al,, 2021). While explicit knowledge is often shared with ease, tacit
knowledge is typically retained as a valuable personal resource. Encouraging KSB therefore requires strategic
efforts to address the reluctance to share more complex insights, which can be facilitated by enhancing overall
well-being in the workplace (Sulistiawan et al., 2022). The studies of Alghamdi et al. (2021) and Latif et al.
(2022) concluded that better physical and social well-being among employees promotes greater KSB.

H4: Employee well-being has a positive effect on knowledge sharing behavior.

2.10. EWB and EIB

The physical and social well-being of employees plays an integral role in the relationship between their
perceptions of skill usage and the human resource practices designed to enhance opportunities and role
performance. Psychological well-being, in particular, serves as a critical link between perceived HR prac-
tices and the motivation and performance needed for innovation (Khoreva & Wechtler, 2018). According
to a study by Koroglu and Ozmen (2022), psychological well-being has a significant influence on employ-
ees’ innovative behavior. When employees are provided with freedom of expression, flexibility, support
for their ideas and a workplace environment characterized by trust and minimal conflict, creativity and
innovation are more likely to flourish (Jain, 2022).

H5: Employee well-being has a positive effect on employee innovative behavior.

2.11. KSB and EIB

According to Kmieciak (2021), EIB is influenced by the extent to which knowledge sharing is encouraged
among them. To encourage innovation, leaders must establish an environment that supports knowledge
sharing among employees. The exchange of knowledge expands opportunities for greater creativity and
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innovation (Saripin & Kassim, 2019). Shared knowledge enriches fellow employees, raises awareness and
stimulates innovative behavior. Knowledge sharing serves as a mechanism for employees to exchange
insights and contribute to enhancing innovative behavior (Aktharsha & Sengottuvel, 2016; Pratiwi, 2022),
like as the case in small and medium enterprises of batik in Indonesia. Knowledge sharing activities include
sharing experiences and knowledge, helping batik small and medium enterprises (SMEs) in solving prob-
lems faced together. When sharing, batik entrepreneurs gain more knowledge to increase the effectiveness
and efficiency of the work process (Laily & Ernawati, 2020). Knowledge sharing between individuals will
promote individual interaction and communication, can increase the promotion or implement creative
ideas and innovative thinking (J. Wang et al.,, 2017). Nguyen et al. (2019) demonstrated that employees’
readiness to both exchange and absorb knowledge fosters the development of innovative behavior.

H6: Knowledge sharing behavior has a positive effect on employee innovative behavior.

2.12. EWB as mediator

Salmi et al. (2020) highlighted that leaders and employees may experience well-being and leadership in
similar ways. These common experiences are predominantly emotional in nature, complemented by
those grounded in knowledge. By applying coaching, organizations can cultivate an atmosphere that
enhances the development of their innovative potential. The openness of corporate innovation provides
an opportunity for stakeholders to be involved in expanding knowledge. Coaching enables employees
to enhance critical thinking and modify behavior, while simultaneously fostering a perception of empow-
erment provided by the leader (Rosha & Lace, 2021). Knowledge sharing is reciprocal. It starts from one
individual to another then the other party is willing to share useful information. Managers need to
reward employees who contribute in sharing knowledge and support employees who voluntarily share
their innovative ideas, so that mutual trust will be created (Ye et al., 2021).

Leadership that applies a coaching style can enhance EWB, which in turn encourages them to be
more active in knowledge sharing in the workplace (W. Wang et al., 2021). Organizations with adequate
leadership and better EWB lead to a safe working environment for employee (Awais-E-Yazdan et al,,
2023). Well-being employees are more motivated, feel secure and have positive work relationships. In
such an environment, they are more open to sharing knowledge without fear of competition or criticism.
Therefore, this study proposes:

H7: Employee well-being functions as a mediator of the effect of coaching leadership on knowledge sharing
behavior.

Employees consider themselves or their work meaningful in an organization if they regularly receive
feedback from leaders. For example, when a leader visits employee regularly, the employees feel that the
leader is care to them and their work causing positive emotions. In addition, feedback offers employees
the opportunity to learn something new and develop themselves. Employees tend to value support that
is more psychological than practical (Salmi et al., 2020). Coaching leaders interact personally with employ-
ees and help employees realize their creative and innovative potential (X. Zhang, 2020). Employee
well-being contributes positively to the positive behavior of employees. Social welfare increases innova-
tive roles and performance, psychological well-being of employees is positively contributed to innovative
performance and physical well-being is positively connected to role performance. Therefore, employees
who are fit and experience high levels of social welfare tend to experience a sense of vitality which
allows them to successfully achieve performance in their innovative and roles (Khoreva & Wechtler, 2018).
In this study, CL enhances EWB through support, feedback and empowerment. Employees with higher
well-being tend to be more motivated, feel secure and be more open to innovation. Thus, EWB acts as
a mediator in the relationship between CL and employees’ innovative behavior, as good well-being
fosters creativity and the confidence to express new ideas. Therefore, the proposed hypothesis is:

H8: Employee well-being functions as a mediator of the effect of coaching leadership on employee innova-
tive behavior.

The research framework is shown in Figure 1.
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Figure 1. Research model.

3. Method
3.1. Data and samples

This research is a quantitative descriptive study conducted at two branch offices of large private banks
located in Jakarta, Indonesia. The choice of these research objects was grounded in the remarkable
accomplishments of the two private banks. In recent years, particularly in 2023, these two banks have
successfully positioned themselves as leading banks in the Indonesian banking industry, surpassing other
banks and institutions in the competition for the 2023 Indonesia Human Resources Award.

These two banks have demonstrated remarkable performance in human resource management. One
of these banks was awarded the title of ‘Best HR Management for Outstanding Digitalization of HR
Recruitment and Development to Create a Sustainable and Agile Banking Business Environment’ This
award highlights that the bank has implemented highly effective strategies in digitizing the recruitment
and employee development processes, ultimately creating a dynamic work environment that is capable
of adapting to change.

The other bank received the same award, showcasing their strong commitment to innovation in HR
management. This achievement proves that both banks have strong leadership that can influence
employee behavior to achieve excellence. This effective leadership not only motivates employees to per-
form better but also contributes to the overall success of the banks in facing the challenges of an
ever-evolving banking industry.

Although only two banks are involved, these two have very representative characteristics that illus-
trate best practices and industry standards in the private banking sector. As large banks with significant
market share and adequate resources, they can represent the practices and policies applied by many
other large banks in Indonesia. These two banks also offer a wide range of services and serve a broad
market segment, operating in a highly competitive environment, which allows the results of this research
to provide relevant insights that can be applied to other large banks with similar characteristics.

Questionnaires were distributed online using the Google form to bank employees, either directly
or through managers. The target population of the two bank branch offices is 540 people. Sampling
was handled by convenience, namely based on the readiness of the respondents to give feedback
voluntarily, so 181 employees filled out the online questionnaire that was distributed. According to
Hair et al. (2019), an adequate sample size for the covariance-based structural equation modeling
(CB-SEM) approach, particularly for models with 20-30 indicators, ranges from 150 to 200 respon-
dents to ensure stable and reliable parameter estimates. Memon et al. (2020) also suggest that a
sample size between 160 and 300 observations is considered appropriate for use in multivariate sta-
tistical analysis techniques. This study involved 24 reflective indicators measuring four latent con-
structs, with a total of 181 respondents. Therefore, the sample size in this study meets the
recommended minimum criteria and can be considered sufficient for CB-SEM analysis. The data gath-
ered from the Google form is systematically processed and analyzed using the advanced tools of
AMOS version 22.0.

This research has received a feasibility assessment from the Ethics Committee of the Faculty of
Economics and Business, Universitas Trisakti (No. 002/A.S3/IK/USAKTI/1I/2023, date: 4 February 2023). The
research participants were provided with explanations about the procedures, confidentiality and other
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important details before their participation. Only participants who gave informed consent took part in
the study. Participants’ consent was given verbally because they trusted the researchers, supported by
an official letter from the University.

3.2. Measurements

The instrument for measuring CL was adopted from Farh and Chen (2018) and comprises four items. EIB
was assessed using six items adapted from Scott and Bruce (1994). EWB was measured with four items,
also adapted from W. Wang et al. (2021). KSB was evaluated using 10 items developed by Mafabi et al.
(2017). All questionnaire items utilized a 5-point Likert scale, with response options ranging from 1
(strongly disagree) to 5 (strongly agree). This standardized approach ensures consistent measurement of
the variables and facilitates the comparison of responses across different dimensions.

Testing the feasibility of the research instrument was carried out by testing the validity and reliability
of each questionnaire item. The validity of the questionnaire was seen from the value of the factor load-
ing (Table 1), for CL, EWB, KSB and EIB showing a number >0.6. The results of the reliability test of the
instrument showed the value of Cronbach’s alpha >0.8. Thus, the research instrument is valid and reliable
according to Hair et al. (2019).

The feasibility test results for the research model were promising. The root mean square error of
approximation (RMSEA) was 0.072, the root mean square residual (RMR) was 0.039, the comparative fit
index (CFl) was 0.916, the incremental fit index (IFl) was 0.917 and the Chi-square normed index was
3.801. The results of this calculation show a good model according to Hair et al. (2019). The RMSEA value
of 0.072 falls within the acceptable range (between 0.05 and 0.08). The CFI and IFI values of 0.916 and
0.917, respectively, indicate that the model is quite fit, as both values are above 0.90. Additionally, the
normed Chi-Square index value of 3.801 is below 5, which is still acceptable.

To identify potential common method bias (CMB), this study employed three testing methods. Firstly,
Harman’s single-factor test was conducted, revealing that the largest single factor accounted for 49.4%
of the total variance, slightly below the common 50% threshold (Podsakoff et al., 2003), indicating no
dominance of a single factor (Usmanova et al., 2021). Secondly, the common latent factor (CLF) approach
was applied using AMOS, and the results showed that many items had standardized loading differences
exceeding 0.20 between models with and without the CLF, suggesting potential bias. Thirdly, the marker
variable technique was implemented using gender as the marker variable. The results indicated minimal
changes in correlation values (r), ranging from 0.000 to 0.005. Therefore, including gender did not

Table 1. Confirmatory factor analysis.

Variable Indicator  Factor loading Cronbach’s alpha Results
Coaching leadership cL 0.872 0.894 Valid and reliable
CL2 0.915
CL3 0.868
CL4 0.830
Employee well-being EWB1 0.797 0.869 Valid and reliable
EWB2 0.819
EWB3 0.890
EWB4 0.886
Knowledge sharing behavior KSB1 0.762 0.934 Valid and reliable
KSB2 0.665
KSB3 0.775
KSB4 0.801
KSB5 0.817
KSB6 0.808
KSB7 0.810
KSB8 0.851
KSB9 0.835
KSB10 0.839
Employee innovative behavior EIB1 0.838 0.918 Valid and reliable
EIB2 0.901
EIB3 0.882
EIB4 0.813
EIB5 0.892
EIB6 0.764

Source: Data processing.
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significantly reduce correlations among the main constructs (Lindell & Whitney, 2001) suggesting that
CMB does not pose a significant threat to the validity of the study’s findings.

4, Results
4.1. Descriptive statistics

The majority of bank employees participating in this study consisted of 52.5% male and 47.5% female,
46.4% aged 24-34years, 72.9% had a bachelor’s degree and 44.8% had worked for 4-10years (Table 2).

The average respondent’s answer to the CL variable is 4.39 (SD = 0.602). It means bank employees
experience that their leaders provide guidance, conduct coaching and provide feedback on questions
raised by employees. Leaders are also able to analyze the situation that occurs and can take appropriate
action. The average EWB is 4.10 (SD = 0.685), which means that bank employees feel quite satisfied with
their work because they can reflect on what is done at work and through work, the life goals of employ-
ees can be fulfilled. The average KSB is 4.39 (SD = 0.532), meaning that there is a good exchange of
information among bank employees. An employee easily shares his knowledge and skills with other
employees. The average EIB is 4.20 (SD = 0.643), meaning there is an innovative climate at these two
banks. Employees have creative ideas that can be promoted to others. In addition, employees actively
seek new techniques or ways to carry out work. Descriptive statistics for the constructs, including mean,
standard deviation, minimum and maximum values, are presented in Table 3.

4.2. Hypothesis testing

The results of hypothesis testing with a 95% confidence level show that out of the eight proposed
hypotheses, seven are supported, while one is not supported (Table 4). A hypothesis is considered
supported if the p-value <0.05 and not supported if the p-value >0.05. The coefficient for the effect of
CL on EWB is 0.464 with a p-value of 0.000, so H1 is supported. The effect of CL on KSB results in a
coefficient of 0.836 with a p-value of 0.000, thus supporting H2. The coefficient on the effect of CL on
EIB is 0.117 while the p-value is 0.212, indicating that there is no support for hypothesis H3. The coef-
ficient for the influence of EWB on KSB is 0.144, and the associated p-value is 0.007, confirming the
support for hypothesis H4. The coefficient on the effect of WBE on EIB is 0.189 with a p-value of 0.002,
the H5 is supported. Furthermore, the coefficient of KSB on EIB is 0.742 with a p-value of 0.000, thus
H6 is supported. For testing the indirect effect, the coefficient of EWB mediating the effect of CL on
KSB and EIB is 0.592 and 0.120, respectively and with p-value is 0.010 and 0.004. Thus, H7 and H8 are
supported.

Table 2. Characteristics of respondents.

Variable Frequency Percent
Gender
Female 86 475
Male 95 52.5
Age (years old)
<24 24 13.3
24-34 84 46.4
35-44 53 293
45-54 18 9.9
>55 2 1.1
Education
Undergraduate 12 6.6
Bachelor 132 729
Master 37 20.4
Length of work (years)
<3 37 20.4
4-10 81 448
11-17 33 18.2
18-24 23 12.7
>25 7 39

Source: Data processing.
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Table 3. Descriptive statistics (n=181).

Variable/item Minimum Maximum Mean Std. deviation
Coaching leadership
Col1 2 5 4.40 0.656
Col2 2 5 4.36 0.707
Col3 2 5 441 0.699
Col4 2 5 4.40 0.705
ColL 2 5 4.39 0.602
Employee well-being
EWB1 1 5 4.27 0.712
EWB2 1 5 4.05 0.884
EWB3 1 5 4.01 0.830
EWB4 1 5 4.08 0.802
EWB 1.5 5 4.10 0.685
Knowledge sharing behavior
KSB1 1 5 4.46 0.628
KSB2 1 5 4.21 0.753
KSB3 1 5 443 0.701
KSB4 1 5 4.44 0.709
KSB5 1 5 4.29 0.734
KSB6 1 5 4.29 0.713
KSB7 1 5 4.45 0.627
KSB8 1 5 441 0.596
KSB9 1 5 443 0.668
KSB10 1 5 4.55 0.571
KSB 1.1 5 4.39 0.532
Employee innovative behavior
EIB1 1 5 432 0.728
EIB2 1 5 4.25 0.747
EIB3 1 5 4.20 0.705
EIB4 1 5 4.06 0.883
EIB5 1 5 4.23 0.690
EIB6 1 5 4.14 0.815
EIB 1 5 4.20 0.643
Source: Data processing.
Table 4. The outcome of hypothesis testing.
Hypothesis Coefficient p-Value Decision
H1: CL has a positive effect on EWB 0.464 0.000 Supported
H2: CL has a positive effect on KSB 0.836 0.000 Supported
H3: CL has a positive effect on EIB 0.117 0.212 Not supported
H4: EWB has a positive effect on KSB 0.144 0.007 Supported
H5: EWB has a positive effect on EIB 0.189 0.002 Supported
H6: KSB has a positive effect on EIB 0.742 0.000 Supported
H7: EWB mediates the effect of CL on KSB 0.592 0.010 Supported
H8: EWB mediates the effect of CL on EIB 0.120 0.004 Supported

Source: Data processed with AMOS.

5. Discussion

Our research contributes to existing body knowledge by filling in the following gaps. Statistical analyses
indicate that CL has a beneficial effect on the well-being of employees. The well-being of bank employ-
ees is greatly influenced by the leadership style. Leaders who can direct, foster and accompany employ-
ees to be better in their behavior and performance will make employees experience prosperity, namely
a sense of satisfaction that arises from harmonization between desires and results achieved (S. K. Singh
et al., 2019). According to Salmi et al. (2020), leadership and EWB are two interrelated activities. The
interaction between a leader and employees will affect employee welfare either positively or negatively.
CL is one of the human capital practices that can elevate the physical and social well-being of employees
(Khoreva & Wechtler, 2018). Bank leaders or managers who implement CL focusing on mentoring, pro-
viding feedback and developing employees’ skills can enhance their well-being. When they support pro-
fessional growth, offer guidance and foster positive workplace relationships, employees will feel more
valued, motivated and satisfied with their work.

CL significantly influences the KSB of bank employees. Leaders and managers who build strong, sup-
portive relationships with their employees, treating them as partners, foster a sense of value and trust.
This, in turn, encourages employees to openly share their knowledge and skills with colleagues.
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These findings are consistent with Wadhwa and Bali (2016), who highlighted coaching as an effective
tool for promoting KSB among employees. Furthermore, Rosha and Lace (2021) confirmed that coaching
creates an environment that enhances a company’s innovative capabilities. By fostering a culture of open
innovation, organizations can effectively involve stakeholders in the expansion of knowledge. This collab-
orative approach not only drives innovation but also enriches the overall knowledge base within the
company, leading to sustained competitive advantage and growth.

CL, while influential in various aspects of employee development, does not exhibit a direct impact on
the fostering of innovative behavior among employees. This means that even though the leader has
tried to foster, assist and direct and even tolerate employee mistakes, it has not yet developed EIB. These
results contradict the studies of X. Zhang (2020) and Tanuwijaya et al. (2025), which demonstrated that
CL contributes positively to EIB. Environmental factors, in this case the role of the leader cannot foster
innovative behavior of bank employees. The tendency for innovative behavior should emerge from within
employees as revealed by Dede and Zazkaya (2018), innovation necessitates internal creativity, a strong
sense of autonomy, a readiness to embrace uncertainties and the drive to discover and generate novel
ideas, products and methodologies. Considering their characteristics, the majority of respondents (46.4%)
are aged 24-34years, known as generation Y or millennials. This generation can develop themselves and
innovate without any assistance from leaders. According to Rony (2019), the millennial generation has
grown up in a digital era, leveraging instant communication technologies like email, text message, instant
messaging and social media platforms such as Facebook, Twitter and Instagram. This technological
sophistication enables Gen-Y to foster a work environment focused on continuous improvement and
innovation. They contribute to transforming methods, processes and work practices to become more
effective and efficient through the use of technology. In the context of Indonesia’s collectivist culture and
hierarchical organizational structure, CL may not directly encourage employees’ innovative behavior. In a
work culture that prioritizes harmony and compliance with superiors, employees tend to be more cau-
tious when expressing new ideas, especially if those ideas challenge existing norms. The banking indus-
try itself is a highly regulated sector, with strict procedures that limit employees’ flexibility to innovate.
In such an environment, adherence to rules and standards is prioritized over the exploration of new ideas.

EWB positively influences their propensity to share knowledge. When employees feel that their needs
at work are met, they experience a deep sense of fulfillment and satisfaction. This inner satisfaction
motivates them to share their experiences, knowledge and skills with colleagues. Knowledge sharing is
rewarding not only for those who receive the information but also for those who provide it, fostering a
culture of mutual benefit and collaboration. Such behavior contributes to a supportive work environment
where collective growth is encouraged. These findings support Alghamdi et al. (2021) and Latif et al.
(2022), who demonstrate that enhancements in both physical and social well-being are likely to boost
employees’ KSB, thereby benefiting the organization as a whole.

EWB acts as a driving force behind the cultivation of innovative behavior within the workforce, mean-
ing that bank employees who experience that their needs and expectations have been met will show
innovative behavior. It concluded that innovative behavior is determined by the compensation and pos-
itive treatment provided by the bank to employees. These results are consistent with Koroglu and Ozmen
(2022). An individual’s subjective well-being, which is their personal evaluation of life satisfaction, plays
a pivotal role in influencing both innovation and organizational performance. In addition, we can expect
employees to work more creatively when their level of well-being increases. At the same time, employ-
ees also feel that their innovative behavior is recognized and valued (Elsamani et al., 2023). According to
Khoreva and Wechtler (2018), psychological well-being urges employees to be diligent when facing the
challenges inherent in creative and innovative work and thereby enhance their innovative performance.

KSB contributes positively to fostering innovative behavior among employees. The results of this study
are in accordance with many previous studies (Aktharsha & Sengottuvel, 2016; Batmomolin et al., 2024;
Kmieciak, 2021; Nguyen et al.,, 2019; Pratiwi, 2022; Saripin & Kassim, 2019; J. Wang et al,, 2017). To be
innovative, employees need flexibility to generate initiative, trust and learning within the organization.
Organizational authority regulates that justice occurs in the distribution of resources and information,
enabling employees to be involved in decision making (Dede & Zazkaya, 2018). According to Vandavasi
et al. (2020), having knowledge is a crucial element that promotes innovative behavior. The higher
employees share knowledge, the higher the level of their innovative behavior. KSB can accelerate the
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flow of knowledge and skills transfer among employees causing employee knowledge to become more
complete, systematic and structured so that it can create quality innovations (Ye et al., 2021).

EWB serves as an intermediary between CL and both KSB and EIB. This suggests that EWB assumes a critical
role, notably in the manner by which CL influences EIB. Employees who are satisfied with the place where they
work, the job and the results obtained from work will be able to play an active role in facilitating the coaching
approach taken by the leader in order to enable employees to share knowledge and generate innovative
behavior. This result reinforces the perspective of Khoreva and Wechtler (2018), who argue that HR practices
fostering skills and opportunities help reduce work-related stress while improving employees’ quality of work
life. Physical well-being strengthens the perceived influence of using HR practices that enhance skills and
opportunities and role performance. The outcomes of this study further support W. Wang et al. (2021) in stat-
ing that employee welfare can facilitate coaching support by leaders on positive emotions of employees in the
form of knowledge sharing and innovative behavior.

6. Theoretical implications and managerial practice

’

The theoretical implications of this study indicate that CL plays a crucial role in influencing KSB and employees
innovative behavior. However, its impact can be mediated by employees’ well-being. These findings emphasize
the importance of well-being in the context of human resource management, as it can be a determining factor
in the processes of knowledge sharing and innovation within organizations.

This study contributes to enriching leadership theory, particularly in the context of CL, which not only
focuses on achieving work outcomes but also on fostering EWB as an integral part of performance. Thus,
effective CL should not only consider its direct influence on employee behavior but also take into
account their well-being as a mediator in this relationship. Furthermore, the findings provide new insights
that, while CL enhances KSB, the same effect does not directly apply to employees’ innovative behavior.

This study also has several practical managerial implications. Bank leaders and managers should
develop and enhance their coaching skills. To support this, it is recommended that banks implement
coaching training programs for managers at various levels.

Organizations should prioritize integrating coaching as a fundamental component of their leadership
methodology. This can be achieved by incorporating coaching competencies into selection criteria, devel-
opmental programs and performance assessment frameworks. During the hiring process, organizations
can use coaching tools to identify managers who have the potential to mentor and develop future
coaches. For developmental purposes, structured training sessions can be offered to help managers
refine their coaching skills for maximum effectiveness. In terms of performance evaluation, organizations
should integrate CL principles into supervisors’ key performance indicators (KPIs) and utilize 360-degree
feedback mechanisms to comprehensively assess their productivity (Cui et al., 2022).

Additionally, EWB must be a focus for policymakers, as it directly impacts positive employee behavior
and can mediate the effects of CL on employee behavior, particularly regarding knowledge sharing and
innovation. Bank managers should prioritize EWB by addressing both physical and psychological needs.
This could include offering competitive salaries, benefits, additional time off, transportation, housing and
other essential facilities that employees need.

Knowledge sharing fosters innovative behavior among employees. To gain a competitive edge, orga-
nizations need to build and enhance a culture of knowledge sharing. Employees should be assigned
meaningful and stimulating tasks to encourage innovation. It is recommended that companies recognize
and reward employees who exhibit innovative behavior and generously share their knowledge, experi-
ence and skills. By valuing and appreciating employees’ innovation and willingness to share, companies
can cultivate a more motivated and productive workforce.

7. Limitations and future research directions

This research was conducted at two large banks in Jakarta, Indonesia, with a total of 181 respondents.
While this study provides valuable insights into the impact of CL on employees’ innovative and KSB
within the banking sector in Indonesia, there are several limitations that must be considered. One pri-
mary limitation is the relatively small sample size and the focus on only two banks located in a specific
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geographic area. The limited sample and focus on specific institutions may not fully capture the diver-
sity present across the banking industry or other sectors within Indonesia, potentially affecting the
generalizability of the findings. Using convenience sampling may introduce selection bias because
respondents are chosen based on their voluntary willingness to complete the questionnaire.
Consequently, the sample tends to overrepresent individuals who are more open or interested in the
research topic, while the perspectives of less interested groups or those with limited time may be over-
looked. This can compromise external validity and reduce the representativeness of the sample for the
broader population.

In addition, this study has limitations due to the Harman's single-factor test value being relatively
close to the 50% threshold (49.4%) and the CLF test results showing standardized loading differences
exceeding 0.20 on several items. This condition is likely caused by the use of the same self-report method
for all variables, cross-sectional data collection and uniform instrument formats, which may potentially
lead to respondent perception bias. Nevertheless, the marker variable test using gender as the indicator
variable showed no significant decrease in correlations among constructs, indicating that the potential
CMB does not threaten the validity of the findings. Future research is recommended to combine diverse
data collection methods or use multiple data sources to minimize this potential bias.

Future research should adopt a more structured methodology to enhance sample representativeness
and encourage broader employee participation. Additionally, future studies should include a larger and
more diverse sample by involving respondents from various banks, both public and private, as well as
other industries to obtain more comprehensive findings that can be better generalized. Similar research
should also be conducted in different countries or regions across Asia to provide deeper insights into
how CL is perceived and implemented in various cultural and organizational contexts.

Another limitation is the contextual focus on Indonesian culture. Although the study offers valuable
insights, the findings may not be fully generalizable to other cultural or organizational settings that may
have different norms, values and practices. To enhance the understanding of the universality of these
findings, future research should be conducted across a variety of organizational contexts or industries in
different cultural settings. This would help determine whether the effects of CL on employee behavior
are consistent or vary depending on cultural context.

Furthermore, while this research contributes to the understanding of CL, it is still relatively underex-
plored compared to other leadership styles, particularly in the Asian region. Future studies should
broaden their scope to examine how CL impacts various aspects of employee behavior, such as job
satisfaction, commitment and engagement. Assessing the relationship between CL and these different
dimensions of employee behavior will provide a more comprehensive view of how this leadership style
influences overall EWB and performance.

In conclusion, future research should adopt a more holistic and varied approach to exploring the effects of
CL. This includes involving larger and more representative samples, examining different cultural contexts and
evaluating the impact of CL on a wider range of employee behaviors and attitudes. Such efforts will not only
enhance the understanding of the effectiveness of CL but also contribute to the development of more effective
and sustainable leadership strategies across various organizations and sectors.
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Empowering Innovation: How Coaching Leadership Shapes Employee Behavior
Through Well-Being

Cogent Business & Management (Open Research)

Dear Dr Anastasia MD Batmomolin:

Your manuscript, "Empowering Innovation: How Coaching Leadership Shapes
Employee Behavior Through Well-Being" submitted to Cogent Business & Management
(Open Research), has now been reviewed.

The reviewer comments suggest that if you complete minor revisions, your manuscript
could be accepted for publication.

The reviewer comments are included at the bottom of this letter.

Your revision is due by 05-Mar-2025.

If you would like to submit a revision, please:

1)  Submit a list of changes or a rebuttal against each point in the reviewer
comments. More information can be found

here: https://authorservices.taylorandfrancis.com/publishing-your-research/peer-
review/#respondtoreviewers

2)  Show any changes to the text, by using a different color font or by highlighting the
changes (please do not use the Track Changes feature in Microsoft Word).

3)  Any figures should be saved as either .ps, .eps, .tif or .jpeg file types. If you have
built your paper in LaTex, please ensure that all relevant .sty, .bib, .cl etc.
supplementary files are included so that the manuscript can be correctly built.

4)  Make sure to refer to the formatting requirements for this journal found on the
journal’s Information for Authors page here:[include journals IFA link].

5)  Upload all source files including a clean copy of your manuscript as well as the
version with changes.
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IMPORTANT: Your original files are available to you when you upload a revision.
Please delete any files that you do not want to include with your revision.

To submit a revision, go to:
https://rp.tandfonline.com/submission/flow?submissionld=248706446&step=1.

For further assistance, please contact the Editorial Office team at QABM-
peerreview@journals.taylorandfrancis.com

You may request an extension of the due date of 05-Mar-2025 by contacting the journal.

If you do not want to submit a revision, please respond to this email with the text:
‘Decline to revise’. Please note if your manuscript becomes overdue, after a certain time
period it will be withdrawn.

Thank you for submitting your manuscript to Cogent Business & Management (Open
Research). | look forward to receiving your revision.

Sincerely,

Dr Zuhair Abbas
Deputy Academic Editor
Cogent Business & Management (Open Research)

Editor Comments:

Deputy Academic Editor: 1
DAE Comments to Author:
Dear Authors

We have received comments from reviewers on your manuscript.

You need to address the comments of both reviewers accordingly and submit your
revised version of manuscript.

See below mentioned raised concerns by Reviewers':

Comments Reviewer 1:
| appreciate your efforts in conducting this study however, it can be made publishable
by addressing the stated points and answering the questions raised:

The area of research and topic is interesting however, the authors fail to pitch their idea
correctly.

The authors fail to justify the need for the study.

The literature review is recurring without justification and theoretical support.
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Hypotheses are underdeveloped.

The methodology section is poorly managed—no appropriate justification for the
population sample and the instrument used.

The analysis part is poorly executed. Benchmarks are kept very low even though actual
values are quite high.

No measure of validity is reported.

Hypotheses outcomes are casually reported without any justification or explanation.

No theoretical contributions are given.

Additional Questions:
Does the article fall within the aims and scope of the journal?: Yes

Are the Title, Abstract and Introduction clear?: No

Is the objective / hypothesis clearly stated?: No

Is the methodology sufficiently detailed and reproducible?: Yes
Is the statistical methodology appropriate?: No

Do any figures and tables presented in the article accurately represent the findings of
the article?: Yes

Have the authors made available any data, novel code and/or software that contributed
to this research?: Not applicable

Are the results and analysis sound?: No
Is the interpretation and discussion sound?: No
Are the conclusions of the article supported by the results?: Yes

Are references relevant and appropriate throughout, with all key references included?:
Yes

Comments Reviewer 2:

Comments for Improvement:

1. Clarify the Contribution

o] The study does a good job of highlighting the role of coaching leadership in
employee well-being and behavior. However, further emphasis should be placed on
how this study fills a specific research gap, especially in the context of Asian banking
industries.

o] The contribution of this study to leadership and innovation research should be
more explicitly stated in the Introduction and Discussion sections.

2.  Theoretical Framework Expansion

o] While the paper references key leadership theories, it could benefit from a



stronger discussion on how coaching leadership differs from other leadership styles,
particularly transformational or servant leadership.

o] Consider adding more depth on how employee well-being functions as a mediator
in leadership research.

3. Justification of Sample Size and Methodology

o] The study includes 181 participants, but there is no clear justification for how this
sample size was determined as sufficient.

o] The study also uses convenience sampling, which should be acknowledged as a
limitation more explicitly in the Limitations and Future Research Directions section.

o] Explain how external validity is ensured given the focus on only two private banks
in Indonesia.

4.  Statistical Analysis Details

o] The AMOS version 22.0 was used for analysis, but additional details on model fit
indices and the decision-making process for hypothesis support should be provided.

o] Report the confidence intervals and effect sizes for better transparency of
statistical significance.

5. Expand on the Non-Significant Finding (H3: CL — EIB)

o] The study found that coaching leadership does not have a direct impact on
employee innovative behavior, contradicting prior research.

o] Consider discussing alternative explanations, such as industry-specific factors or
cultural aspects that may influence this relationship.

6. Improve the Literature Review Organization

o] The Literature Review section could be better structured by distinguishing more
clearly between theoretical background and empirical findings.

o] Suggested studies to be used:

Mohammad et al.,. (2021). Human resource management and organisational
performance: The mediating role of social exchange. European Management Review,
18(1), 125-136. https://doi.org/10.1111/emre.12426

Li, et al. (2023). Towards examining the link between Green HRM practices and
employee green in-role behavior: Spiritual leadership as a moderator. Psychology
Research and Behavior Management, 383-396. https://doi.org/10.2147/PRBM.S383691

Magbool, et al. (2023). The role of diverse leadership styles in teaching to sustain
academic excellence at the secondary level. Frontiers in Psychology,
13. https://doi.org/10.3389/fpsyq.2023.1096754

Fan, et al. Examining toxic leadership nexus with employee cyberloafing behavior via
mediating role of emotional exhaustion. Journal of Organizational and End User
Computing (JOEUC), 35(1), 1-23. https://doi.org/10.4018/JOEUC.317569

Bourini et al. (2024). Towards sustainability in the services industry: Does green top
management support stimulate an organization's green operational performance? A
moderated mediation model. Business Strategy and the

Environment. https://doi.org/10.1002/bse.3481
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Deputy Academic Editor: 2

Comments to Author::

(There are no comments.)

Comments from the Reviewers:

Reviewer: 1

Comments to the Author

| appreciate your efforts in conducting this study however, it can be made publishable
by addressing the stated points and answering the questions raised.

Thank You

Reviewer: 2

Comments to the Author

15 Jul 2025

“ M fotek Musuk (88} - proposalt

F 3

2

Mail

a

Chat

o
Maat

M 24AT06445 /1 {Cogent Busine: X +

a %2 mail poogle.com/meil/u/2/#search/togent + business+ 15+jul+ 2025/ FMfcozQba PXPH mEg)CsFjSraIMX kLw 1 in} a

™ Gmail

Af Compose

Inbox

Starred

=]

T

@ Snocrzed
B~  Sent
[} Drafts
w

Mare

Labels

-~ Contacts
- Spam
B Spam

B Emalled Contacts

I © Type here to search

Q  cogent business 15 jul 2025 x

1y
L3

E e O B B (<t §)
B O = B @ @ 2 o i > m-
248706446 R1 (Cogent Business & Management) A revise decision has been madeon & @
your submission (Buemall nbox <

Cogent Business & Management =onbshalfofeimenusonpiezniral.coms Tue, Jul 15 2005 624PM Yy &

tey froat lanaitady, me, Z210121117006 «

15-Jul-2025

Ms. No. 246706446.R1

Emg ing I ign. Howr Coaching L ip Shapes Employee Behavier Through Wal-Being

Cogant Businass & Managameant

Dear Dr Anastasia MO Batmomolin

Your Pt Emy { ion How Coaching Leaderchip Shapes Employes Behavior Through Well-Belng” submined to Copent Business &
Management, has now been reviswsd

The reviewsr commenis suggest that if you complets minor revisions, y our manuscript could be accepted for publcation.

For your , any additi reviawar have been shared at the end of this email.

Your revision i dua by 29-Jul-2025 $

20 e G/ €~ 8 ~eE AN o B

2012026




“ M fotok Musuk [48) X ™M 81 {Cogent Busine: X+ = fu} ®

€ A %2 mail poogle.com/meil/u/2/#search/togent + business+ 15+jul+ 2025/ FMfcozQba PXPH mEg)CsFjSraIMX kLw
= M Gmail Q  cogent business 15 jul 2025 X @ Active ~
« 5 A H 1of1y o > -
&= 2 o 2 © 8 & @ @ ®# D o =
Mail :

I you would ke to submil a revision, please
Inbox 200
Chat 1) Submit a list of changes or a rebuttal against each point in the reviewer comments. Marz Information can be found here: hitps liautharservices taylom

nifrancis ]

Starred

2] Show any chenges 1o the tex, by walng a different color Tent or by highlighting the changes (please do not use the Track Changes feature in Microsoft

Sent Ward).

=]
<3

Ck @ Snocrzed
Maat -
0

31 Any figures should be saved as either _ps, .eps, il or jpeq fils types. i you have buill your paper in LaTex, please ensurs that all relevant _sty. bib, .ol etc.

w  Mare supplementary files are included so that the manuscript can be comectly buiit
Liibes + 4)  Make sure 10 refer to the formatiing reguirements for this journal found on the journals Information for Authors page here [include journals IFA link].
IS
5)  Upload afl source files incheding a dean copy of your manuscript as wall as the version with changes.
~ @ Contacts
- ® Spam IMPORTANT Your origingl files are availatie 1o yeu when you upload a revision Plaasa delate any fles that you da not want 10 inchisde with your revision
B  Spam To submit & revisien, go o
4 hifps.timp. =5 s 248700440 Bi#stap=1.

B Emailed Contects i

For further assislance. please contact the Editarial Office team al QABN ievi@jrurnals dirancs. com

IF you no do nol want 1o submil 3 reviglon. please respand fo this emall with tha text 'Dacling to revise’. If no revision is recatvad by 29-Jul-2025, your
marnuscript will be withdravm.

WM . Type here to search o m m & t_ & # e P . ﬂZB‘_’CBemm AoE .ﬁﬂ@_ﬂ?z?;ﬁ;“.-

“ M fotok Musuk [48) X ™M BRI (Cogent Busine: X+ - fu ®
€ A %2 mail poogle.com/meil/u/2/#search/togent + business+ 15+jul+ 2025/ FMfcozQba PXPH mEg)CsFjSraIMX kLw
= M Gmail Q  cogent business 15 jul 2025 X @ Active ~

“ 5 A H H -
&= 7 Comn & 0 8 B @ & 8 D =
Mail

For further assistance, please contact the Editedal Office team a OAEM few@inumnals ylorndliancs com

=] Inbox 20m

If you no-do not want to submit & revizion, please respand to this email with tha text 'Dedline to ravise’. i no revision is recaived by 29-hal-2035, your
manuscript will ba withdravan

Chist Starrad

You may request an extension of the due date of 25-Jul-2025 by contacting the Joumal

=]
<3

Ck @ Snocrzed
Maat -
0

Drafts 15 Thank you for submitting your manuscript to Cogent Business & Management. | Inak forward to receiving your revision
v Mare Sinceraly,

D Jaffray Muldoon
Academic Editor. Cogent Business & Managemeant

Labels +
Editer Comments:
~ @ Contacts
- ® Spam Deputy Acadamic Editor: 1
DAE Comments to Author:
B  Spam Drear Authors,

®  Emailed Cantaots Please revisa your manuscript 35 per comments by reviswers.

and ¢

Reviawar 1

Recommendation: Minor Revision <

W Piperecosacn 4, B[l B E B G/ C - 8 Fooamngnis A0 @ E0H o0 B



“ M fotok Musuk [48) X ™M 81 {Cogent Busine: X+ = fu} ®

© - = | 2% mail google.com//mail/u/2#search/cogent + business = 15+ ul+ 2025/ Ffcgz bl PXPHmEQJCsFSriaiMX kLw
= M Gmail Q  cogent business 15 jul 2025 X 3 @ Active ~
2 ¢ @ 0O 8 B Q@ & 8 D i T B
& Compose
Mail
Comments.
(=] Ed  Inbox 2.0m Ploase usa the lolowing papers in your LR section
Chat
Starrad 4 P i R 1 b
bt 1) Untecking the secrets of expat employees the rale of diversity leadesship, work adp and self-esteam in inhibiting g
Ck @ Snocrzed
2) Prasive leadership and frontine emp: ' crestive perf: In the UAE: The moderating rele of job tanure and coworker help and suppart
Maat
B Sent
D Drafts - 3) Ece-innovation and customear satisfaction in the hospitaity industry in Dubal the role of green leadarship
w  Mare 1) How job stress influences employes problem-sotving behaviour in hospitality setting: Exploring the critical roles of difficulty and
leadership
Labels + ) K riented and projact tha rales of isatianal l2eming bilties and ive capaciy
- Contacts Also, please do a final proafread for 1ha entirs paper
~ B Spam |
B Spam Raviewer: 2

Recommandation: Majar Revision
B  Emalled Contacts

This siudy imestigates the impact of ceaching leadarship on employes knewladge shasing and b behavior, with amployes well-baing acling as a

mediating variable. Data were colleciad from 187 employess al two private banks in Indonssia. The findings show that coaching lzadership enhances both

employee well-being and knowledge shadng. and that well-belng posifively Infleences Innovative behavior. The study fopic Is Inferesting, hawever, there are

savaral methodalogical issuss thal must be addressed. Firslly, the sludy relied on a sampla from only two banke and this was oliained using convenience

sampling The data from only fwa banks limits the generalizability of the results and Introduces potential selection blss. Secondly, the reported acores far key <

WM . Type here to search .’-\. : L] m m & t_ ﬁ # e = . ‘.F:z““"“‘.a“.n‘* Am-Eﬁqwﬁzﬂ:ﬁ;ﬁﬁ- 2

“ M fotok Musuk [48) X ™M 81 {Cogent Busine: X+ = fu} ®

& 3 9 2% mail google.com//mail/u/2#search/cogent + business = 15+ ul+ 2025/ Ffcgz bl PXPHmEQJCsFSriaiMX kLw i in ) a H

Mi Gmail Q. cogent business 15 jul 2025 X eactin- @ @ = =u 3/ |
pd,pm « @ 0O =8 B Q0 & B8 D i > om-
Mail cansiructs are unusually high (above 4 on a &-point scala), suggasting a risk of commen mathod bias (CMB} Rather than maraly acknewlsdging tha pessibility,

the author should formally tes: for CMEB. Appropriate technigues for this check include Harman's single-factor test, the common lstent factor approach. and the.
=] Inbox 200 marker varlable method. The suthor should wse tests and peove thal the results are net blased. Thirdly, the manuscript does not report item-eved descripthe

statistics. and this is ezsential for evaluating response patterns. The authar should include & descriptive statistics 1abie for all constructs and report mean,
stendard eviation, minimum, and maximum values

Chist Starrad

Deputy Academic Editar: 2
Sent Commants te Author,
[Thers are no comments. |

=]
<3

Ck @ Snocrzed
Maat -
0

Drafts 15
v Maore

Comments from the Reviewers:

Labels + Reviewer 1

~ @ Contacts Comments to the Author

Please usa the following papers in your LR section:

~ B Spam H

® Spam 1) Unlocking the secrsts of expat employess the rale of diversity leadership, work adj and self-=steam in inhibiting psychological withdrawal behaviour
B Emailed Contects ) Passive ip and itality frontine emp - creative p in the UAE. The moderating roe of job tenure and coworker help and support.

3) Eco-innovation and cuslomer salisfaction in the hospitaily ndusiry in Dubai: the role of green leadarship.

4) How job stress influences employes problem-solving babanvipur in hospitality setiing: Exploring the critical roles of perf: difficulty and i

|zadership ¢

W Piperecosacn 4, B[l B E B G/ C - 8 P o2amhmias A ©® & DR i B



v M Kobsk Masuk (48) - proposal x M 248708445 R1 [Cogent Busine: X =+ - [} e

L= a 2% mail google.com//mail/u/2#search/cogent + business = 15+ ul+ 2025/ Ffcgz bl PXPHmEQJCsFSriaiMX kLw
= ™ Gmail Q, cogent business 15 jul 2025 X = @ Active ~
o] ¢« 8@ 0 8B B 0 & B D i > m-
Af Compose
Mail
51 ¥ ledge-oriented Jeadership and project emp performance: tha roles of organisati fzaming capabilfies and otive capacity.
= B inbox
it Aleo, please do a final proafread for the entire paper
il fr Starred
oh ® snoozed Reviewsr. 2
Mt B Sent Commants to tha Author
This study mvestigates the impact of coaching leadership on employ sharing and behavior, with employ |l-being acting as a
D Drafts 15 mediating varable Date were collecied from 121 employess at twe privale banks In Indonesiz. The findings show that coaching leaderahip enhances both
v W employes well-baing and knowledge sharng. and that wall-being positivaly infh v Behavior. The sludy lopic i Interasting, however, there are
several methodological lzsues that must be addressed Firsthy the study relied on 8 sample from only two banks and this was abtained using convenience
sampling The data from only two benks limits the generalizability of the results and introduces polential selection bias. Secondly, the reported scores for key
Labels + canstructs are unusually high (above 4 on & S-point scale}, suggesting a risk of common method bias (CMB). Rather than maraty acknowdedging the poasibility,
the author should formally test far CMB. Appropriate tachnigues for this chack include Hanman's single-factor teat, the common latent factor approach, and the
-~ Contacts marker variable method. The author should use tests and prove that the resufts are not biased. Thirdly, the manuscript doss not report item-teve! descriptive
statistics and this i essental for svaluating response patterns The authar should include 8 descrptive statistics 1able for all constructs and report mean,
- @ Spam standard deviation, minimum. and maximum valuss
B Spam
B Emalled Contacts = 2 e X
( # Reply || @ Replyall | ~ rorward

W O npetectosearcn L4, W [ G & & G / € = B J 2anhunfat A © = £ BF o B

248706446.R1 (Cogent Business & Management) A revise
decision has been made on your submission 248706446.R1
(Cogent Business & Management) A revise decision has been
made on



248706446.R1 (Cogent Business & Management) A revise decision has been made on your
submission

Cogent Business & Management <onbehalfof@manuscriptcentral.com> Jul 15, 2025,
6:24 PM

to marianaitab, me, 221022117006

15-Jul-2025

Ms. No. 248706446.R1

Empowering Innovation: How Coaching Leadership Shapes Employee Behavior Through Well-
Being

Cogent Business & Management

Dear Dr Anastasia MD Batmomolin:

Your manuscript, "Empowering Innovation: How Coaching Leadership Shapes Employee
Behavior Through Well-Being" submitted to Cogent Business & Management, has now been
reviewed.

The reviewer comments suggest that if you complete minor revisions, your manuscript could be
accepted for publication.

For your reference, any additional reviewer comments have been shared at the end of this email.
Your revision is due by 29-Jul-2025.

If you would like to submit a revision, please:

1)  Submit a list of changes or a rebuttal against each point in the reviewer comments. More

information can be found here: https://authorservices.taylorandfrancis.com/publishing-your-
research/peer-review/#trespondtoreviewers

2)  Show any changes to the text, by using a different color font or by highlighting the changes
(please do not use the Track Changes feature in Microsoft Word).

3)  Any figures should be saved as either .ps, .eps, .tif or .jpeg file types. If you have built your
paper in LaTex, please ensure that all relevant .sty, .bib, .cl etc. supplementary files are included
so that the manuscript can be correctly built.

4)  Make sure to refer to the formatting requirements for this journal found on the journal’s
Information for Authors page here:[include journals IFA link].


https://authorservices.taylorandfrancis.com/publishing-your-research/peer-review/#respondtoreviewers
https://authorservices.taylorandfrancis.com/publishing-your-research/peer-review/#respondtoreviewers

5)  Upload all source files including a clean copy of your manuscript as well as the version
with changes.

IMPORTANT: Your original files are available to you when you upload a revision. Please delete
any files that you do not want to include with your revision.

To submit a revision, go to:
https://rp.tandfonline.com/submission/flow?submissionld=248706446.R1&step=1.

For further assistance, please contact the Editorial Office team at QABM-
peerreview@journals.taylorandfrancis.com

If you no do not want to submit a revision, please respond to this email with the text: ‘Decline to
revise’. If no revision is received by 29-Jul-2025, your manuscript will be withdrawn.

You may request an extension of the due date of 29-Jul-2025 by contacting the journal.

Thank you for submitting your manuscript to Cogent Business & Management. | look forward to
receiving your revision.

Sincerely,

Dr Jeffrey Muldoon

Academic Editor, Cogent Business & Management
Editor Comments:

Deputy Academic Editor: 1

DAE Comments to Author:

Dear Authors,

Please revise your manuscript as per comments by reviewers.

Reviewers’ recommendations and comments:
Reviewer: 1

Recommendation: Minor Revision

Comments:
Please use the following papers in your LR section:

1) Unlocking the secrets of expat employees: the role of diversity leadership, work adjustment
and self-esteem in inhibiting psychological withdrawal behaviour.

2) Passive leadership and hospitality frontline employees’ creative performance in the UAE: The
moderating role of job tenure and coworker help and support.
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mailto:QABM-peerreview@journals.taylorandfrancis.com
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3) Eco-innovation and customer satisfaction in the hospitality industry in Dubai: the role of green
leadership.

4) How job stress influences employee problem-solving behaviour in hospitality setting:
Exploring the critical roles of performance difficulty and empathetic leadership.

5) Knowledge-oriented leadership and project employee performance: the roles of organisational
learning capabilities and absorptive capacity.

Also, please do a final proofread for the entire paper.

Reviewer: 2
Recommendation: Major Revision

This study investigates the impact of coaching leadership on employee knowledge sharing and
innovative behavior, with employee well-being acting as a mediating variable. Data were
collected from 181 employees at two private banks in Indonesia. The findings show that
coaching leadership enhances both employee well-being and knowledge sharing, and that well-
being positively influences innovative behavior. The study topic is interesting; however, there
are several methodological issues that must be addressed. Firstly, the study relied on a sample
from only two banks and this was obtained using convenience sampling. The data from only two
banks limits the generalizability of the results and introduces potential selection bias. Secondly,
the reported scores for key constructs are unusually high (above 4 on a 5-point scale), suggesting
a risk of common method bias (CMB). Rather than merely acknowledging the possibility, the
author should formally test for CMB. Appropriate techniques for this check include Harman’s
single-factor test, the common latent factor approach, and the marker variable method. The
author should use tests and prove that the results are not biased. Thirdly, the manuscript does not
report item-level descriptive statistics, and this is essential for evaluating response patterns. The
author should include a descriptive statistics table for all constructs and report mean, standard
deviation, minimum, and maximum values.

Deputy Academic Editor: 2
Comments to Author::

(There are no comments.)
Comments from the Reviewers:

Reviewer: 1

Comments to the Author
Please use the following papers in your LR section:

1) Unlocking the secrets of expat employees: the role of diversity leadership, work
adjustment and self-esteem in inhibiting psychological withdrawal behaviour.



2) Passive leadership and hospitality frontline employees’ creative performance in the
UAE: The moderating role of job tenure and coworker help and support.

3) Eco-innovation and customer satisfaction in the hospitality industry in Dubai: the role
of green leadership.

4) How job stress influences employee problem-solving behaviour in hospitality setting:
Exploring the critical roles of performance difficulty and empathetic leadership.

5) Knowledge-oriented leadership and project employee performance: the roles of
organisational learning capabilities and absorptive capacity.

Also, please do a final proofread for the entire paper.
Reviewer: 2

Comments to the Author

This study investigates the impact of coaching leadership on employee knowledge
sharing and innovative behavior, with employee well-being acting as a mediating
variable. Data were collected from 181 employees at two private banks in Indonesia.
The findings show that coaching leadership enhances both employee well-being and
knowledge sharing, and that well-being positively influences innovative behavior. The
study topic is interesting; however, there are several methodological issues that must be
addressed. Firstly, the study relied on a sample from only two banks and this was
obtained using convenience sampling. The data from only two banks limits the
generalizability of the results and introduces potential selection bias. Secondly, the
reported scores for key constructs are unusually high (above 4 on a 5-point scale),
suggesting a risk of common method bias (CMB). Rather than merely acknowledging
the possibility, the author should formally test for CMB. Appropriate techniques for this
check include Harman’s single-factor test, the common latent factor approach, and the
marker variable method. The author should use tests and prove that the results are not
biased. Thirdly, the manuscript does not report item-level descriptive statistics, and this
is essential for evaluating response patterns. The author should include a descriptive
statistics table for all constructs and report mean, standard deviation, minimum, and
maximum values.
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Dear Dr Anastasia MD Batmomolin:

Ref: Empowering Innovation: How Coaching Leadership Shapes Employee Behavior
Through Well-Being

Our reviewers have now considered your paper and have recommended publication

in Cogent Business & Management. We are pleased to accept your paper in its current
form which will now be forwarded to the publisher for copy editing and typesetting. For
your reference, any additional reviewer comments have been shared at the end of this
email.

You will receive proofs for checking, and instructions for transfer of copyright in due
course.

The publisher also requests that proofs are checked through the publisher’s tracking
system and returned within 48 hours of receipt.

Thank you for your contribution to Cogent Business & Management and we look
forward to receiving further submissions from you.

Sincerely,

Dr Jeffrey Muldoon
Academic Editor, Cogent Business & Management
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DAE Comments to Author:
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The publisher also requests that proofs are checked through the publisher’s tracking
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in Cogent Business & Management. We are pleased to accept your paper in its current
form which will now be forwarded to the publisher for copy editing and typesetting. For
your reference, any additional reviewer comments have been shared at the end of this
email.

You will receive proofs for checking, and instructions for transfer of copyright in due
course.

The publisher also requests that proofs are checked through the publisher’s tracking
system and returned within 48 hours of receipt.

Thank you for your contribution to Cogent Business & Management and we look
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Sincerely,

Dr Jeffrey Muldoon

Academic Editor, Cogent Business & Management
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Article: Empowering Innovation: How Coaching Leadership Shapes Employee
Behavior Through Well-Being

Journal: Cogent Business & Management OABM

Article ID: OABM (2566444)

Dear Justine Tanuwijaya

We are delighted that you have chosen to publish your article in Cogent Business &
Management.

We will be liaising with the corresponding author Anastasia MD Batmomolin during the
production process.

The corresponding author will be contacted when article proofs are ready for them to
review.

The DOI of your paper is: 10.1080/23311975.2025.2566444. Once your article has
published online, it will be available at the following permanent
link: https://doi.org/10.1080/23311975.2025.2566444.

We will contact you once the article has been published on Taylor & Francis Online.

In the meantime, please visit our Author Services website for more information about
the production process or for guidance on authors' rights, promoting your article, and
other useful topics.

Best wishes,
Cogent Business & Management Production Team
Email: OABM-production@journals.tandf.co.uk
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We are delighted that you have chosen to publish your article in Cogent Business &
Management.

We will be liaising with the corresponding author Anastasia MD Batmomolin during the
production process.

The corresponding author will be contacted when article proofs are ready for them to
review.

The DOI of your paper is: 10.1080/23311975.2025.2566444. Once your article has
published online, it will be available at the following permanent
link: https://doi.org/10.1080/23311975.2025.2566444.

We will contact you once the article has been published on Taylor & Francis Online.

In the meantime, please visit our Author Services website for more information about
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ABSTRACT

In the era ef globalization and increasing competition, organizations are required o
continucusly innovate and create a work envirenment that supports collaboration and
knowledge sharing. Effective leadership plays a crucial role in fostering an organizational
culture that encourages knowledge sharing and | ative behavior among employees,
This quantitative study aims to examine the influence of coaching leadership (CL) an
employees’ knowledge sharing behavior (KSB) and innovative behavior, mediated by
employee well-being (EWB). A total of 181 employees from private banks in Indonesia
participated In this study. The results showed that CL has a significant positive impact
on EWB, which in tum positively affects KSB. Furthermare, EWB was found to have a
strong mediating role in the influence of CL on beth innovative behavior and KSB
among employees. This indicates that enhancing EWE through CL not only improves
the quality of employees’ lives but also encourages them to be more innovative and
collaborative. The practical implications of this study highlight the importance of
organizations adopting a Cl approach to improve EWE, which in turn strengthens the
culture of innavation and knowledge sharing in the warkplace.
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1. Introduction

Employees are often considered one of the most valuable assets of any organization, playing a pivotal
role in its advancement and success. Therefare, it is crucial for organizations to prioritize continuous
development in various aspects of their employees’ lives, including their skills, knowledge, well-being and
behavior. According to Salas-Vallina et al. (2020), organizations that place a strong emphasis on employes
well-being (EWB) are likely to see increased employee enthusiasm, which in tum leads to longer tenure
with the organization. This focus on well-being not only benefits employees but alse serves as an indi-
cator of the overall health and success of the organization (Nimmi et al., 2023).

The role of leaders and managers extends beyond merely overseeing work processes and outcomes;
it includes the essential function of guiding, developing and directing employees to align with organiza-
tional goals. Effective leaders are not only concermned with achieving results but also with fostering an
environment where employees can thrive. This involves nurturing knowledge sharing behavior (KSB) and
promating innovative practices among employeeas. Knowledge sharing is a critical component that can
significantly enhance performance (Javaid et al, 2018) and stimulate innovative behavior (Kmieciak,
2021). Anseng et al. (2023) suggest that knowledge sharing provides employees with new insights and
ideas, which can lead to improved work practices. This process of knowledge sharing not only encour-
ages creativity but also increases employee confidence and performance. Furthermore, it promotes a
learning culture that equips employees with new skills necessary for innovation (Vandavasi et al, 2020).

In the highly competitive banking sector, the rapid evolution of market dynamics, changing customer
demands and shifting lifestyles compel banks to continually innovate. Innavation Is recognized as a
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critical element for adding value and achieving organizational excellence (Dede & Zazkaya, 2018).
Banks with a large customer base and significant profits tend to excel in innovation, often developing
superior products compared to their competitors (Q. Wang et al., 2020).

Employee behavior plays a crucial role in fostering innovation, as employees are responsible for cre-
ating and implementing new solutions that address organizational challenges (Purc & Lagun, 2019). To
remain competitive, companies must offer new products and services that stand out from those of their
competitars. Achieving this requires employees who are capable of thinking creatively and acting inno-
vatively. Employee innovation and creativity are vital for the sustainability and growth of the organiza-
tion (Alshebami, 2021). The innovation process within companies involves employees at every stage,
from idea generation and program planning to implementation and feedback (G. Zhang & Wang, 2022).
Innovative employees help reduce eperational costs and address business challenges. Employee innova-
tive behavior (EIB) encompasses a series of internal processes where employees generate ideas and
endeavor to implement tham into practical innovations (Ye et al,, 2021). Innovative employees contribute
to reducing operational costs and addressing business challenges, highlighting the need for organiza-
tions to support and encourage innovative behaviors through a supportive workplace and appropriate
incentives (Alshebarni, 2021).

One effective approach to facilitating employee development and knowledge transfer is coaching.
Coaching Is a technigue that helps employees overcome weaknesses and enhances their skills through
targeted guidance. Leaders who provide coaching for individual employees can address specific areas of
improvement, while group coaching can facilitate the sharing of skills and knowledge among employees,
leading to the development of new banking products and services (El Achi, 2017). Berg and Karlsen
{2016) emphasize that coaching leadership (CL) is distinct from other leadership styles because it recog-
nizes and values the unigueness of each individual. This personalized approach to leadership can moti-
vate employees to enhance their attitudes and behaviors within the organization (Yuan et al, 2019).
Coaching has been proven to be an effective strategy for leadership development, contributing to the
renewal of organizational strategies by more effectively developing individual talents and strengths
(Asobee, 2021; Berg & Karlsen, 2016; Woa, 2017).

The banking industry in Asia faces significant challenges in maintaining competitiveness amid market
changes, digitalization and rising customer expectations. To address these challenges, banks must opti-
mize human resource management by ensuring EWB while simultanecusly fostering workplace innova-
tion. Although numerous studies have explored various leadership styles and their impact on employee
behavior, there remains a gap in understanding how CL influences KSB and innovative behavior in the
Asian banking sector,

This study focuses on EWB as a mediator in the influence of CL on KSB and innovative behavior, an
aspect that has bean rarely examined in the banking industry in Asia. By understanding the rale of EWB
in this mechanism, this research aims to provide strategic insights for banks in designing more effective
leadership models. By implementing CL that prioritizes EWB, banks can create a more supportive work
environment, enhance preductivity, strengthen a culture of innovation and collaboration and accelerate
adaptation to the increasingly competitive industry dynamics.

2. Literature review and hypothesis development
2.1. Social exchange theory

Social exchange theory is one of the most influential conceptual approaches in analyzing workplace
behavior. This theory highlights that interdependent relationships can foster high-quality interactions
{Cropanzanc & Mitchell, 2005). The core principles of this theory are reciprocity and mutual dependence,
which help explain various forms of social interactions and relationships (Kim, 2016). Blau (1964) explains
that exchange relationships are causal in nature, whera the characteristics of a relationship influence the
dynamics of sacial exchange. When exchanges are sucressful, they strengthen commitment within the
relationship. Social exchange consists of a series of actions that depend on positive responses from oth-
ers, ultimately leading to mutually beneficial transactions and relationships. In the context of CL, this
theory illustrates how leaders who provide guidance and support to employees can establish positive
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social exchange relationships. When employees experience benefits from CL, such as improved psycho-
lagical well-being (EWB), they are more likely to engage in knowledge sharing and innovation as a form
of reciprocity for the support provided by their leaders, Thus, CL plays a crucial role in fostering construc-
tive social relationships within organizations, ultimately promoting KSB and employee innovation.

2.2. CL

Coaching provides a human and persanal touch in global arganizations, giving coachees space to
reflect and develop themselves (Mangion-Thornley, 2021). Coaching success depends on the leader's
skills in communicating and building effective interpersonal relationships, such as affirming showing
respect, intimacy, building trust, objectivity and integrity {(Khacla & Coldwell, 2019). In performance
management, coaching is considered to have a positive side in problem solving. In the midst of busi-
ness uncertainty, coaching plays a highly strategic role. Its effectiveness is not solely determined by
technical skills but also by the leader’s mindset. An effective leader is one who remains open to adopt-
ing new perspectives while preserving relevant existing anes, thereby creating a balance between innao-
vation and continuity within the organization (Lawrence, 2017). When leaders engage in coaching by
conveying information to employees, it is regarded as more beneficial than simply listening or posing
questions (Milner et al., 2018).

In many organizations, coaching is emphasized as a means of shaping leadership approaches that
foster the adoption and implementation of innovative ideas. The employee’s direct supervisor or man-
ager is responsible for coaching by acting as a mentor who teaches new skills or helps overcome certain
problems (Khaola & Coldwell, 2019). Coaching is also defined as a process used to boost employees to
take respansibility for achieving performance, maintain superior performance and foster a partnership
approach to achieve common goals and effectiveness (Khaola & Coldwell, 2019).

CL is a style of leadership that allows employeses to be guided, inspired and encouraged with the aim
of increasing work performance. CL has bottom-up leadership characteristics, namely regular interactions
to optimize employee potential and encourage employees to be brave in facing new challenges and
learning from mistakes (Cui et al., 2022).

According to Berg and Karlsen (2016), CL is superior to transformational leadership and servant lead-
ership in optimizing employees’ individual potential. CL focuses on individual growth and development
through continuous guidance and feedback. Transformational leadership emphasizes inspiration and
motivation ta align followers with the organization's larger vision and prepare them for change.
Meanwhile, servant leadership prioritizes meeting team needs and ensuring their well-being while
fostering collaboration and trust. Therefore, CL is more effective in building employee independence,
confidence and readiness to face challenges, creating an adaptive and productive work environment.

2.3. EWB

The notion of EWB is versatile and shows considerable variation across different generations, regions,
countries, social values and customs (Stankeviciene et al, 2021). It is a measure of quality based on
individual feelings and experiences while performing their roles and responsibilities as employees (Xerri
et al, 2023). EWB can be described as the harmonious satisfaction of ane's needs, goals and overall life
balance (5. K. Singh et al, 2019). This comprehensive view highlights the importance of addressing
diverse aspects of well-being to ensure a supportive and effective work environment.

The well-being af employees in a highly competitive and challenging environment |s clasely linked to
the overall health of the organization. If employee welfare is well maintained, the organization’s health
will also improve, and poor welfare is likely to weaken it (Pawar, 2016; A. Singh & Jha, 2022). A person's
quality of life, understood as an accumulation of various interrelated factors such as life satisfaction, can
also be viewed as well-being (5. K. Singh et al., 2018). The well-being of employees can also impact their
level of productivity which is another characteristic of a healthy business. EWB is not only manifested in
employees’ thoughts and feelings about job and vitality but also in psychological experiences and
expressions of satisfaction shown in professional and personal lives of employees (Nimmi et al., 2023).
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2.4. KSB

Knowledge sharing is a crucial factor in an increasingly competitive business environment {Chen et al, 2024).
Knowledge sharing is done by disseminating, transferring and exchanging news, knowledge or experience
and skills from one employee ta another within the organization. K5B influences performance improvement.
By sharing knowledge with their teams, leaders enable them to work more effectively, productively and in
a healthier manner {Javaid et al, 2018). Sharing of insights within the workplace can strengthen the organi-
zational knowledge base, which in turn may influence attitudes and behavioral patterns (Yadav et al, 2019)
50 leaders need to facilitate the flow of cultural knowledge, identify and resolve conflicts among employees
(Yadav et al, 2019). Knowledge sharing among employees can increase organizational knowledge and
benefits through increasing innovation in employees and the organization as a whole (Kmieciak, 2021).

Leaders nead to drive employees to share knowledge and discuss ideas with others and learn from
each ather in order to acquire new insights and expand knowledge (Mohammed & Kamalanabhan,
2018), Experience of foreign employees and knowledge sharing can help them to understand and adapt
conditions and policies according to local conditions of work (Chen et al, 2024). Enterprises that com-
pete globally realize that transforming tacit knowledge into explicit knowledge is a critical factor to
encourage and promote K5B. Such activities foster the synergy of KSB within the organizational environ-
ment and contribute to sustaining a competitive edge (Youssef et al, 2017).

2.5. EIB

A range of actions focused on generating, promoting and applying new ideas is commenly referred to
as innovative behavior (Yang et al, 2021}. Innovative behavior entails employees’ capacity to engage in
novel thinking processes to solve work-related problems, aiming to achieve excellence, enhance perfor-
mance and foster long-term development (Javed et al, 2021). This behavior applies when employees
take the initiative to generate and execute new ideas in order to be able to conform quickly to work
and get benefits as expected (G. Zhang & Wang, 2022}, Innovative behavior directly supports to organi-
zational productivity and effectiveness, leading to sustainable growth. Organizations must utilize effective
human resource management (HRM) practices to develop employees' knowledge in order to increase
innovative behavior in achieving competitive advantage continuously (Shafaei & Mejati, 2024). Innovative
behavior is a key factor so that companies can survive and successful in facing increased tough and
complex business competition (lgbal et al, 2023). Employees must devote time and energy and dare to
face the risk of failure when innovating (Yang et al,, 2021).

2.6. CL and EWB

CL offers guidance, prepares resources, relieves pressure, promates a high-quality work envireonment and
helps employees achieve goals thereby enhancing EWB (W. Wang et al., 2021). Leaders’ conduct plays a
decisive role in how their presence affects well-being within the work environment (Kerns, 2018}, CL, as
a contemporary leadership approach and an effective means of enhancing employee capabilities, plays
an important role in promoting well-being (X. Zhang, 2020). Employee welfare and leadership may be
understood through the interactions and behaviors that occur between leaders and their teams, which
can influence well-heing both positively and negatively (Salmi et al, 2020). CL serves as a bridge between
the utilization of individual and team strengths in the waorkplace, contributing to improved EWB and
team effectivenass (Makela et al, 2024).

H1: Coaching leadership has a positive effect on employee well-being.

2.7. CL and KSB

Through CL, leaders guide team members to be more diligent and accountable, enabling the attainment
and maintenance of excellent performance. The principle of equal treatment, employees are treated as
partners (Khaola & Coldwell, 2019). Coaching is a recognized way not only to simplify and support
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talented workers, but also to accomplish the company’s strategic goals. Several organizations have
adopted coaching interventions to discover and develop potential employee capabilities. This practice is
considered to be able to encourage company creativity and innovation in an increasingly competitive
business environment (Woo, 2017). Organizations can use coaching as an instrument to drive KSB.
Coaching can also be utilized to overcome conflicts that may appear in the process of sharing knowl-
edge among employees (Wadhwa & Bali, 2016).

H2: Coaching leadership has a positive effect on knowledge sharing behavier.

2.8. CL and EIB

Coaching leaders assist workers to explore their deepest demands and set job objectives using effective
coaching manners such as guidance, encouragement and inspiration, Coaching leaders engage in open
interaction and communication with their teams, providing the necessary resources and support to
encourage innovative thinking. They also guide individuals in developing action plans and acquiring
relevant skills and resources needed to transform ideas into innovative behaviors (X. Zhang, 2020). CL
tolerates mistakes and empowers employees (Li et al, 2022). When employees feel empowered, their
level of innovative attitude will develop (Dede & Zazkaya, 2018). Individual innovative behavior is strongly
linked to leadership, anticipated managerial traits, career progression, innovation support and systematic
approaches to problem solving (Scott & Bruce, 1994). According to Yang et al. {(2021), company leaders
must provide strong support so that innovative behavior can be continued to develop.

H3: Coaching leadership has a positive effect on employee innovative behavior.

2.9. EWB and KSB

One essential factor in promoting healthy infarmation sharing among employees within an organization is
ensuring their well-being (Alghamdi et al, 2021). While explicit knowledge & often shared with ease, tacit
knowledge is typically retained as a valuable personal resource. Encouraging KSB therefore requires strategic
efforts to address the reluctance to share more complex insights, which can be facilitated by enhandng overall
well-being in the workplace (Sulistiawan et al, 2022), The studies of Alghamdi et al. (2021) and Latif et al.
{2022) conduded that better physical and social well-being ameng employees promotes greater K5B.

H4: Employes well-being has a positive effect en knowledge sharing behavior.

2.10. EWB and EIB

The physical and social well-being of emplayees plays an integral role in the relationship between their
perceptions of skill usage and the human resource practices designed to enhance opportunities and role
perfarmance. Psychaolagical well-being, in particular, serves as a critical link between perceived HR prac-
tices and the motivation and performance needed for innovation (Khoreva & Wechtler, 2018). According
to a study by Koroglu and Ozmen (2022}, psycholegical well-being has a significant influence on employ-
ees’ innovative behavior. When employees are provided with freedom of expression, flexibility, support
for their ideas and a workplace environment characterized by trust and minimal conflict, creativity and
innovation are more likely to flourish (Jain, 2022).

H5: Empleyee well-being has a positive effect on employee innovative behavior,

2.11. KSB and EIB

According to Kmieciak (2021), EIB is influenced by the extent to which knowledge sharing is encouraged
among them. To encourage innovation, leaders must establish an environment that supports knowledge
sharing among employees. The exchange of knowledge expands opportunities for greater creativity and
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innovation (Saripin & Kassim, 2019). Shared knowledge enriches fellow employees, raises awareness and
stimulates innovative behavior. Knowledge sharing serves as a mechanism for employees to exchange
insights and contribute to enhancing innovative behavior (Aktharsha & Sengottuvel, 201€; Pratiwi, 2022),
like as the case in small and medium enterprises of batik in Indonesia. Knowledge sharing activities include
sharing experiences and knowledge, helping batik small and medium enterprises (SMEs) in solving prob-
lems faced together. When sharing, batik entrepreneurs gain mere knowledge to increase the effectiveness
and efficiency of the work process (Laily & Ernawati, 2020). Knowledge sharing between individuals will
promaote individual interaction and communication, can increase the promotion or implement ceative
ideas and innovative thinking (J. Wang et al,, 2017). Nguyen et al. (2019) demonstrated that employees’
readiness to both exchange and absorb knowledge fosters the development of innovative behavior.

He6: Knowledge sharing behavior has a positive effect on employes Innovative behavior,

2.12. EWB as mediator

Salmi et al. (2020) highlighted that leaders and employees may experience well-being and leadership in
similar ways. These common experiences are predominantly emotional in nature, complemented by
those grounded in knowledge. By applying coaching, organizations can cultivate an atmosphere that
enhances the development of their innovative potential. The openness of corporate innovation provides
an opportunity for stakeholders to be involved in expanding knowledge. Coaching enables employees
to enhance critical thinking and modify behaviar, while simultanecusly fostering a perception of empow-
erment provided by the leader (Rosha & Lace, 2021). Knowledge sharing is reciprocal. It starts from one
individual to another then the other party is willing to share useful information. Managers need to
reward employees who contribute in sharing knowledge and support employees who voluntarily share
their innovative ideas, so that mutual trust will be created (Ye et al, 2021).

Leadership that applies a coaching style can enhance EWB, which in tum encourages them to be
more active in knowledge sharing in the werkplace (W. Wang et al., 20217). Organizations with adequate
leadership and better EWE lead to a safe working environment for employee (Awais-E-Yazdan et al,
2023). Well-being employees are more motivated, feel secure and have positive work relationships. In
such an environment, they are mare open to sharing knowledge withourt fear of competition or criticism.
Therafore, this study proposes:

H7: Empleyee well-being functions as a mediator of the effect of coaching leadership on knowledge sharing
behavior.

Employees consider themselves or their work meaningful in an organization if they regularly receive
feedback from leaders. For example, when a leader visits employee regularly, the employees feel that the
leader is care to them and their work causing positive emotions. In addition, feedback offers employees
the apportunity to learn something new and develop themselves. Employees tend to value support that
is mare psychological than practical (Salmi et al, 2020). Coaching leaders interact personally with employ-
ees and help employees realize thelr creative and innovative potential (X. Zhang, 2020). Employee
well-being contributes positively to the positive behavior of employees. Secial welfare increases innova-
tive roles and perfarmance, psychological well-being of employees is positively contributed to innovative
performance and physical well-being is positively connected to role performance. Therefore, employees
who are fit and experience high levels of social welfare tend to experience a sense of vitality which
allows them to successfully achieve performance in their innovative and roles (Khoreva & Wechtler, 2018).
In this study, CL enhances EWB through support, feedback and empowemment. Employees with higher
well-being tend to be maore motivated, feel secure and be more open to innovation. Thus, EWB acts as
a mediator in the relationship between CL and employees’ innovative behavior, as good well-being
fosters creativity and the confidence to express new ideas. Therefore, the proposed hypothesis is:

HB8: Empleyee well-being functions as a mediator of the effect of coaching leadership on employes innova-
tive behavior.

The research framework is shown in Figure 1.
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Figure 1. Research model.

3. Method
3.1. Data and samples

This research is a quantitative descriptive study conducted at two branch offices of large private banks
located in Jakarta, Indonesia. The choice of these research objects was grounded in the remarkable
accomplishments of the two private banks. In recent years, particularly in 2023, these two banks have
successfully positioned themselves as leading barks in the Indonesian banking industry, surpassing other
banks and institutions in the competition for the 2023 Indonesia Human Resources Award.

These two banks have demonstrated remarkable performance in human resource management. One
of these banks was awarded the title of Best HR Management for Outstanding Digitalization of HR
Recruitment and Development to Create a Sustainable and Agile Banking Business Environment! This
award highlights that the bank has implemented highly effective strategies in digitizing the recruitment
and employee development processes, ultimately creating a dynamic weork environment that is capable
of adapting to change.

The other bank received the same award, showcasing their strong commitment to innovation in HR
management. This achievement proves that both banks have strong leadership that can influence
employee behavior to achieve excellence. This effective leadership not only motivates employees to per-
form better but also contributes to the overall success of the banks in facing the challenges of an
ever-evolving banking industry.

Although only two banks are involved, these twe have very representative characteristics that illus-
trate best practices and industry standards in the private banking sector. As large banks with significant
market share and adequate resources, they can represent the practices and policies applied by many
other large banks in Indonesia. These two banks also offer a wide range of services and serve a broad
market segment, operating in a highly competitive environment, which allows the results of this research
to provide relevant insights that can be applied to other large banks with similar characteristics.

Questionnaires were distributed online using the Google form to bank employees, either directly
or through managers. The target population of the two bank branch offices is 540 people. Sampling
was handled by convenience, namely based on the readiness of the respondents to give feedback
voluntarily, so 181 employees filled out the online guestionnaire that was distributed. According to
Hair et al. (2019), an adequate sample size for the covariance-based structural equation modeling
{CB-SEM) appreoach, particularly for models with 20-30 indicators, ranges from 150 to 200 respon-
dents to ensure stable and reliable parameter estimates, Memon et al, (2020) also suggest that a
sample size between 160 and 300 observations is considered appropriate for use in multivariate sta-
tistical amalysis techniques. This study involved 24 reflective indicators measuring four latent con-
structs, with a total of 181 respondents. Therefore, the sample size in this study meets the
recommended minimum criteria and can be considered sufficient for CB-SEM analysis. The data gath-
ered from the Google form is systematically processed and analyzed using the advanced tools of
AMOS version 22.0.

This research has received a feasibility assessment from the Ethics Committee of the Faculty of
Economics and Business, Universitas Trisakti (No. 002/A.53/IK/USAKTL/1/2023, date: 4 February 2023). The
research participants were provided with explanations about the procedures, confidentiality and other
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important details before their participation. Only participants who gave informed consent took part in
the study. Participants’ caonsent was given verbally because they trusted the researchers, supported by
an official letter from the University.

3.2. Measurements

The instrument for measuring CL was adopted from Farh and Chen (2018) and comprises four items, EIB
was assessed using six items adapted from Scott and Bruce (1994). EWB was measured with four items,
also adapted from W. Wang et al. (2021). KSB was evaluated using 10 items developed by Mafahi et al.
(2017). All guestionnaire items utilized a 5-point Likert scale, with response options ranging from 1
(strongly disagree] to 5 (strongly agree), This standardized approach ensures consistent measurement of
the variables and facilitates the comparison of responses across different dimensions.

Testing the feasibility of the research instrument was carried out by testing the validity and reliability
of each guestionnaire item. The validity of the questionnaire was seen from the walue of the factor load-
ing (Table 1), for CL, EWB, KSB and EIB showing a number >0.6. The results of the reliability test of the
instrument showed the value of Cronbach’s alpha >0.8. Thus, the research instrument is valid and reliable
according to Hair et al. (2019).

The feasibility test results for the research model were promising. The root mean square error of
approximation (RM5EA) was 0.072, the root mean square residual (RMR) was 0.039, the comparative fit
index (CFl) was 0.916, the incremental fit index (IFl] was 0917 and the Chi-square nermed index was
3.801. The results of this calculation show a good model according to Hair et al. {2019). The RMSEA value
of 0.072 falls within the acceptable range (between 0.05 and 0.08). The CFl and IF values of 0.916 and
0.917, respectively, indicate that the model is quite fit, as both values are above 0.90. Additionally, the
normed Chi-Square index value of 3.801 is below 5, which is still acceptable.

To identify potential commaen method bias (CMBE), this study employed three testing methods. Firstly,
Harman's single-factor test was conducted, revealing that the largest single factor accountad for 49.4%
of the total variance, slightly below the common 50% threshold (Podsakeff et al, 2003), indicating no
dominance of a single factor (Usmanova et al,, 2021). Secondly, the commaon latent factor (CLF) approach
was applied using AMOS, and the results showed that many items had standardized loading differences
exceeding 0.20 between models with and without the CLF, suggesting potential bias. Thirdly, the marker
variable technique was implemented using gender as the marker variable. The results indicated minimal
changes in correlation values (r), ranging from 0.000 to 0.005. Therefore, including gender did not

Table 1. Confirmatory factor analysis.

Variable Indicator  Factor loading  Cronbach's alpha Resuls
Coaching leadershin cu 0872 0854 alid and reliablz
L 0915
3 0.858
CL4 0.830
Employes well-being EWE1 0797 0.8c9 alid and reliable
EWE2 0.819
EWB3 0.830
EVV B4 0.536
Knowledge sharing behavior KSB1 0.752 0934 Valid and rellable
K582 0.655
K5B3 0775
K584 0.8
KBS 0817
K5B& 0818
KSB? 0810
K5B8 0851
5B 0.835
KSB10 0539
Employee innovative behavior  EIBT 0838 0918 Valid and reliable
EIE2 080
HE3 082
EHE4 0.813
HEs 0832
EIB6 0.7654

Source: Data processing.
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significantly reduce correlations among the main constructs (Lindell & Whitney, 2001} suggesting that
CMB does not pase a significant threat to the validity of the study's findings.

4. Results
4.1. Descriptive statistics

The majority of bank employees participating in this study consisted of 52.5% male and 47 5% female,
464% aged 24-34years, 72.9% had a bachelor's degree and 44.8% had worked for 4-10years (Table 2).

The average respondent’s answer to the CL variable is 4.39 (5D = 0.602). It means bank employees
experience that their leaders provide guidance, conduct coaching and provide feedback on questions
raised by employees. Leaders are also able to analyze the situation that occurs and can take appropriate
action. The average EWB is 4.10 (5D = 0.685), which means that bank employees feel quite satisfied with
their wark because they can reflect on what is done at work and through work, the life goals of employ-
ees can be fulfilled. The average KSE is 4.3% (SD = 0.532), meaning that there is a good exchange of
information among bank employees. An emplayee easily shares his knowledge and skills with other
employees. The average EIB is 4.20 (5D = 0.643), meaning there is an innovative climate at these two
banks. Employees have creative ideas that can be promoted to others. In addition, employees actively
sesk new techniques or ways to carry out work. Descriptive statistics for the constructs, including mean,
standard deviation, minimum and maximum values, are presented in Table 3.

4.2, Hypothesis testing

The results of hypothesis testing with a 95% confidence level show that out of the eight proposed
hypotheses, seven are supported, while one is not supparted (Table 4). A hypothesis is considered
supported if the p-value <005 and not supported if the p-value >0.05. The ceefficient for the effect of
CL an EWB is 0.464 with a p-value of 0.000, so H1 is supparted. The effect of CL on KSB results in a
coefficient of 0.836 with a p-value of 0.000, thus supperting H2. The coefficient on the effect of CL on
EIB is 0.117 while the p-value is 0.212, indicating that there is no support for hypothesis H3. The coef-
ficient for the influence of EWB on KSB is 0.144, and the associated p-value is 0.007; confirming the
support for hypothesis H4. The coefficient on the effect of WEE on EIB is 0.189 with a p-value of 0.002,
the H5 is supported. Furthermore, the coefficient of KSB an EIB is 0.742 with a p-value of 0.000, thus
Hé is supperted. For testing the indirect effect, the coefficient of EWB mediating the effect of CL on
KSB and EIB is 0.502 and 0.120, respectively and with p-value is 0.010 and 0.004. Thus, H7 and HB8 are
supported.

Table 2. Charactenistics of respondents.
Variable Frequency Percent
Gender
Fermala 86 475
Male g5 325
Age (years old)
<24 24 133
24-34 B4 464
3544 53 293
45-54 18 99
=55 2 1
Education
Undergraduate 12 [
Bachelor 132 129
Master 37 204
Length of work iyears|
<3 37 204
410 a1 448
1-17 33 182
1B-24 2 127
»25 7 39

Source: Data processing,
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Table 3, Descriptive statistics (n=181).

Variable/tem i Mean Std deviation
Coaching leadership
Call 2 5 44 0656
CoLz 2 5 438 0.r07
Col3 2 5 441 0.6%9
CoL4 2 5 440 0.705
Cal 2 & 439 0602
Employee well-being
EWB1 1 5 427 0712
EWE2 1 5 405 0.884
EWB3 1 5 401 0.830
EWE4 1 5 408 0802
EWe 15 ] 410 0.685
Knowledge sharing behavior
K5E1 1 5 445 0.628
KSE2 1 K 42 0753
K5E3 1 5 443 L[]
KSB4 1 5 a4 orn9
K5E5 1 5 429 0.734
K5E8 1 5 429 0713
K5E7 1 5 445 0627
K5EE 1 5 441 0.596
K5ES 1 5 443 0.658
KSEID 1 5 455 0.571
K5B 11 5 439 0532
Employee Innovative behavior
ElBT L} 32 078
ElB2 1 5 425 0.747
ElB3 1 5 42 0.705
ElB4 1 5 406 0.883
EIBS 1 5 43 0.650
ElB& 1 5 414 0.815
ElB 1 5 420 0.643
Source: Data processing
Table 4. The outcome of hypothesis testing.
Hypothesis Coefficlent p-Value Decision
H1: CL has a positlve effect on EWE 0454 0.000 Supported
H2: CL has a positive effect on K58 0836 00040 Supported
H3: CL has a positive effect on EIB ARKS 0212 Mot supported
H4: EWB has a positive effect on K38 0144 0007 Supported
H5: EWE has a positive effect en EB 0189 0002 Supporied
HE: KSB has a postive effect on EIR 0raz 0000 Supported
H7: EWB mediates the effect of CL on KSB 0552 0010 Supported
HE: EWE mediates the effect of CL on EIB 0120 0,004 Supported

Source: Data processed with AMOS.

5. Discussion

Our research contributes to existing body knowledge by filling in the following gaps. Statistical analyses
indicate that CL has a beneficial effect on the well-being of employees. The well-being of bank employ-
ees is greatly influenced by the leadership style. Leaders who can direct, foster and accompany employ-
ees to be better in their behavior and perfermance will make employees experience prosperity, namely
a sense of satisfaction that arises from harmonization between desires and results achieved (S. K. Singh
et al, 2019). According to Salmi et al. (2020), leadership and EWB are two interrelated activities. The
interaction between a leader and employees will affect employee welfare either paositively ar negatively.
CL is one of the human capital practices that can elevate the physical and social well-being of employees
(Khoreva & Wechtler, 2018). Bank leaders or managers who implement CL focusing on mentoring, pro-
viding feedback and developing employees’ skills can enhance their well-being, When they support pro-
fessional growth, offer guidance and foster positive workplace relationships, employees will feel more
valued, metivated and satisfied with their work.

CL significantly influences the KSB of bank employees. Leaders and managers who build strong, sup-
portive relationships with their employees, treating them as partners, foster a sense of value and trust.
This, in turn, encourages emplayees o openly share their knowledge and skills with colleagues.
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These findings are consistent with Wadhwa and Bali (2016), who highlighted coaching as an effective
tool far promating KSB among employees. Furthermore, Rosha and Lace (2021) confirmed that coaching
creates an environment that enhances a company’s innovative capabilities. By fostering a culture of open
innovation, arganizations can effectively involve staksholders in the expansion of knowledge. This collab-
orative approach not only drives innovation but also enriches the overall knowledge base within the
company, leading to sustained competitive advantage and growth.

CL, while influential In various aspects of employee development, does not exhibit a direct impact on
the fostering of innovative behavior among employees. This means that even though the leader has
tried to foster, assist and direct and even tolerate employee mistakes, it has not yet developed EIB. These
rasults contradict the studies of X. Zhang (2020} and Tanuwijaya et al. (2025), which demonstrated that
CL contributes positively to EIB. Environmental factors, in this case the role of the leader cannot foster
innovative behavior of bank employees. The tendency for innovative behavior should emerge from within
employees as revealed by Dede and Zazkaya (2018), innovation necessitates internal creativity, a strong
sense of autonomy, a readiness to embrace uncertainties and the drive to discover and generate novel
ideas, products and methodologies. Considering their characteristics, the majority of respondents (46.4%)
are aged 24-34years, known as generation ¥ or millennials. This generation can develop themselves and
innovate without any assistance from leaders. According to Rony (2019), the millennial generation has
grown up in a digital era, leveraging instant communication technologies like emall, text message, instant
messaging and social media platfarms such as Facebook, Twitter and Instagram. This technological
sophistication enables Gen-Y to foster a work environment focused on continuous imprevement and
innovation. They contribute to transforming methods, processes and work practices to become more
effective and efficient through the use of technolegy. In the context of Indenesia’s collectivist culture and
hierarchical organizational structure, CL may not directly encourage employees’ innovative behavior. In a
work culture that prioritizes harmony and compliance with superiors, employees tend to be more cau-
tious when expressing new ideas, especially if those ideas challenge existing norms. The banking indus-
try itself is a highly regulated sector, with strict procedures that limit employees’ flexibility to Innovate.
In such an environment, adherence to rules and standards is prioritized over the exploration of new ideas.

EWEB pasitively influences thelr propensity to share knowledge. When employees feel that their needs
at work are met, they experience a deep sense of fulfillment and satisfaction. This inner satisfaction
motivates them to share their experiences, knowledge and skills with colleagues. Knowledge sharing is
rewarding not only for those who receive the information but also for those who provide it, fostering a
culture of mutual benefit and collaboration. Such behavior contributes to a supportive work environment
where collective growth is encouraged. These findings support Alghamdi et al. (2021) and Latif et al.
(2022), who demonstrate that enhancements in both physical and sodal well-being are likely to boost
employees’ KSB, thereby benefiting the arganization as a whole.

EWBE acts as a driving force behind the cultivation of innovative behaviar within the workforce, mean-
ing that bank employees who experience that their needs and expectations have been met will show
innovative behavior. It concluded that innovative behavior is determined by the compensation and pos-
itive treatment provided by the bank to employees. These results are consistent with Koroglu and Ozmen
12022}, An individual's subjective well-being, which is their personal evaluation of life satisfaction, plays
a pivotal role in influencing both innovation and organizational performance. In addition, we can expect
employees to work more creatively when their level of well-being increases. At the same time, employ-
ees also feel that their innovative behavior is recognized and valued (Elsamani et al., 2023). According to
Khoreva and Wechtler (2018), psychological well-being urges employees to be diligent when facing the
challenges inherent in creative and innovative work and thereby enhance their innovative performance.

KSB contributes positively to fostering innovative behavior among employees. The results of this study
are in accordance with many previous studies (Aktharsha & Sengottuvel, 2016; Batmomolin et al, 2024;
Kmieciak, 2021; Nguyen et al., 2019; Pratiwi, 2022; Saripin & Kassim, 2019; J. Wang et al, 2017). To be
innovative, employees need flexibility to generate initiative, trust and learning within the organization.
Organizational authority regulates that justice accurs in the distribution of resources and information,
enabling employees to be involved in decision making (Dede & Zazkaya, 2018). According to Vandavasi
et al. (2020), having knowledge is a crucial element that promotes innovative behavior. The higher
employees share knowledge, the higher the level of their innovative behavior. KSB can accelerate the
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flow of knowledge and skills transfer among employees causing employee knowledge to became mare
complete, systematic and structured so that it can create quality innovations (Ye et al, 2021).

EWE serves as an intermediary between CL and both KSB and EIB. This suggests that EWB assumes a critical
role, notably in the manner by which CL influences EIB. Employees who are satisfied with the place where they
work, the job and the results obtained from work will be able to play an active role in fadlitating the coaching
approach taken by the leader in order to enable employees to share knowledge and generate innovative
behavior. This result reinforces the perspective of Khoreva and Wechtler (2018), who argue that HR practices
fostering skills and opportunities help reduce work-related stress while improving employees’ quality of work
life. Physical well-being strengthens the perceived influence of using HR practices that enhance skills and
opportunities and role performance. The outcomes of this study further support W. Wang et al. (2021) in stat-
ing that emplayee welfare can facilitate coaching support by leaders on positive emotions of employees in the
form of knowledge sharing and innovative behavior.

6. Theoretical implications and managerial practice

The theoretical implications of this study indicate that CL plays a crucial role in influendng KSB and employees
innovative behavior, However, its impact can be mediated by employees' well-being. These findings emphasize
the importance of well-being in the context of human resource management, as it can be a determining factar
in the processes of knowledge sharing and Innovation within organizations.

This study contributes to enriching leadership theary, particularly in the context of CL, which not only
focuses on achieving work outcomes but also on fostering EWB as an integral part of performance. Thus,
effective CL should not only consider its direct influence on employee behavior but also take into
account their well-being as a mediator in this relationship. Furthermore, the findings provide new insights
that, while CL enhances KSB, the same effect does not directly apply t employees’ innovative behavior.

This study also has several practical managerial implications. Bank leaders and managers should
develop and enhance their coaching skills. To support this, it is recommended that banks implement
coaching training programs for managers at various levels.

Organizations should prioritize integrating coaching as a fundamental companent of their leadership
methedology. This can be achieved by incorporating coaching competencies into selection criteria, devel-
opmental programs and performance assessment frameworks. During the hiring process, organizations
can use coaching tools to identify managers who have the potential to mentor and develop future
coaches. For developmental purposes, structured training sessions can be offered to help managers
refine their coaching skills for maximum effectiveness. In terms of performance evaluation, organizations
should integrate CL principles into supervisors’ key performance indicators (KPIs) and utilize 360-degree
feedback mechanisms to comprehensively assess their productivity (Cui et al, 2022).

Additionally, EWE must he a focus for policymakers, as it directly impacts paositive employee behaviar
and can mediate the effects of CL on employee behavior, particularly regarding knowledge sharing and
innovation. Bank managers should prioritize EWB by addressing both physical and psychological needs.
This could include offering competitive salaries, benefits, additional time off, transportation, housing and
other essential facilities that employees need.

Knowledge sharing fosters innovative behavior among employees. To gain a competitive edge, orga-
nizations need to build and enhance a culture of knowledge sharing. Employees should be assigned
meaningful and stimulating tasks to encourage innovation. It is recommendad that companies recognize
and reward employees who exhibit innovative behavior and generously share their knowledge, experi-
ence and skills, By valuing and appreciating employees’ inncvation and willingness te share, companies
can cultivate a more motivated and productive workforce.

7. Limitations and future research directions

This research was conducted at twao large banks in Jakarta, Indanesia, with a total of 181 respandents.
While this study provides valuable insights into the impact of CL on employees’ innovative and KSB
within the banking sector in Indonesia, there are several limitations that must be considered. One pri-
mary limitation is the relatively small sample size and the focus on only two banks located in a specific
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gengraphic area. The limited sample and facus on specific Institutions may not fully capture the diver-
sity present across the banking industry or other sectors within Indonesia, potentially affecting the
generalizability of the findings. Using convenience sampling may introduce selection bias because
raspondents are chosen based on their voluntary willingness to complete the questionnaire.
Consequently, the sample tends to overrepresent individuals who are more open or interested in the
research topic, while the perspectives of |ess interested groups or those with limited time may be over-
looked. This can compromise external validity and reduce the representativeness of the sample for the
broader population.

In addition, this study has limitations due to the Harman's single-factor test value being relatively
close to the 50% threshold (49.4%) and the CLF test results showing standardized |nading differences
exceeding 0.20 on several items. This condition is likely caused by the use of the same self-report method
for all variables, cross-sectional data collection and uniform instrument formats, which may potentially
lead to respondent perception bias. Mevertheless, the marker variable test using gender as the indicatar
variable showed no significant decrease in correlations among constructs, indicating that the potential
CMB does not threaten the validity of the findings. Future research is recommended to combine diverse
data collection methods or use multiple data sources to minimize this potential bias.

Future research should adopt a more structured methodology to enhance sample representativeness
and encourage broader employee participation. Additionally, future studies should include a larger and
more diverse sample by invalving respandents from various banks, both public and private, as well as
other industries to obtain more comprehensive findings that can be better generalized. Similar research
should also be conducted in different countries or regions across Asia to provide deeper insights into
how CL is perceived and implemented in various cultural and organizational contexts,

Another limitation is the contextual focus on Indonesian culture. Although the study offers valuable
insights, the findings may not be fully generalizable to other cultural or organizational settings that may
have different norms, values and practices. To enhance the understanding of the universality of these
findings, future research should be conducted across a variety of organizational contexts or industries in
different cultural settings. This would help determine whether the effects of CL an employee behaviar
are consistent or vary depending an cultural context.

Furthermore, while this research contributes to the understanding of CL, it is still relatively underex-
plored compared to other leadership styles, particularly in the Asian region, Future studies should
broaden their scope to examine how CL impacts various aspects of employee behavior, such as job
satisfaction, commitment and engagement. Assessing the relationship between CL and these different
dimensions of employee behavior will provide a more comprehensive view of how this leadership style
influences overall EWE and performance.

In conclusion, future research should adopt a more holistic and varied approach to exploring the effects of
CL. This indudes invalving larger and more representative samples, examining different cultural contexts and
evaluating the impact of CL on a wider range of employee behaviors and attitudes. Such efforts will not only
enhance the understanding of the effectiveness of CL but ako contribute to the development of mare effective
and sustainable leadership strategies across various organizations and sectors.
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