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Abstract

The purpose of this research is to analyze the effect of digital leadership and organizational support on innovative
work behavior mediated by emotional intelligence. The implementation of a management pattern from conventional
to digital era requires adaptation and transition from old to new habits that must be adhered to by all human resources.
This frequently causes discomfort, anxiety, and fear to the detriment of employees' self-confidence due to the inability
to keep up with the technology acceleration.

Methodology, The population of this study was all lecturers of the Faculty of Fine Arts, Institut Seni Indonesia (ISI)
Yogyakarta, the sampling technique used was a saturated sample of 119 lecturers through a questionnaire, and the
data analysis tool used was SmartPLS version 3.2.9 software. Research results show that digital leadership is not
proved to have a positive influence on innovative work behavior, organizational support has a positive and significant
effect on innovative work behavior, digital leadership is not proved to have a positive effect on lecturers' emotional
intelligence, organizational support has a positive and significant effect on lecturers’ emotional intelligence, and
emotional intelligence has a positive and significant effect on lecturers' innovative work behavior.

Future research is expected to be able to build a comparative analysis study by comparing two material objects, which
are two institutions/universities with state and private status and it is recommended to use mixed methods, namely
quantitative and qualitative approaches through deep review and add variables that influence innovative work

behavior, namely efficiency variables. Thus, the study will obtain better research results.
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Introduction

Entering the industrial revolution 4.0 which is marked by
unlimited technological developments with various existing
challenges demands a higher quality of human resources in
every organization to be able to adapt to rapid technological
changes. One of the ways is to innovate [1]. Innovation is the
introduction and application of new ideas, processes, products,
and procedures designed for better performance in work groups,
organizations, and wider communities [2]. Innovation is realized
in the organization if the existing human resources are involved
in innovative work behavior.

Etikariena [3] adopts various sources in defining innovative
work behavior such as from Scott & Bruce, 1994 and Janssen,
2000, then concludes that innovative work behavior is a stage of
behavior to intentionally create, introduce, and implement new
ideas within the scope of work roles, groups, or organizations.
Innovative work behavior is an important factor in achieving

organizational success [4], which cannot be separated from the
role of a leader.

Leaders play a significant role in the success or failure of an
organization in achieving its’ vision, mission, and goals by
improving employees’ performance through innovative work
behavior [5]. Leaders in this era must have digitization skills to
inspire employees to be innovative that they can perform higher
since it is proved that leaders who have digital capabilities have
a positive effect on innovative work behavior [4]. Leaders must
not only be able to command employees but also serve and
motivate their subordinates. Leaders must be able to mingle,
communicate and embrace all colleagues [5].

The leadership style in today's digital era is more towards the
use of information technology that is developing on a large
scale. All management activities can be monitored digitally,
making it easier for leaders to do assessment or evaluation
when something goes wrong. Digital leadership does not refer
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to someone who is an expert in assembling computers,
operating computers, or programming, but someone who has
the ability to lead organizations or companies using information
and communication technology in the digital era to achieve
organizational goals [6]. Digital leadership is described as a
leadership style resulting from a combination of transformational
leadership style and the use of digital technology [4].

The Minister of Administrative Reform and Bureaucratic
Reform, Tjahjo Kumolo stated that "a digital leader must be able
to use digital assets to make fast and precise decisions". In
addition, digital leaders must also be able to innovate and
collaborate with either elements of the organization or other
stakeholders to find solutions. Therefore, digital leadership is
required in the ongoing digital transformation process to
manage changes and utilize technology quickly in various
sectors, including the government sector. [7]. The same as in
universities’ human resources management which consist of
lecturers and educational staff, a leader who has the capability
to carry out digital transformation is needed for achieving the
organizational success.

The presence of digital leaders can accelerate
transformation in an organization. In this case, emotional
intelligence also has a significant role to shape digital
leadership. Emotional intelligence has a very significant role in
individuals’ capacity to work together effectively, manage stress,
lead others effectively and create innovative work behavior. The
higher a person's position, the more emotional intelligence is
needed, so organizations must choose leaders with high
emotional intelligence or train their leaders to improve their
emotional intelligence [8] for leaders to be able to create
innovative work behavior mediated by their emotional
intelligence. Employees’ innovative work behavior is also crucial
as an emotion controller when they are upset and be attentive
to others’ feelings in order they can support their field of work.

Besides leadership, another variable that influences
innovative work behavior is organizational support. When
employees feel that the organization cares, provides non-
judgmental feedback, supports their actions, and is honest, they
can be more creative and active in exploring possible
opportunities to solve current and future problems, so as to
create innovative behavior [9]. Organizational concern for
employees can take the form of providing intervention and
support in program design, training, or competency
development to increase employee perceptions of the
organization as supportive of them [10]. Organizational support
is essential because several studies had proved that
organizational failure is due to the lack of creativity from
employees and poor organizational support [11].

Employees’ emotional intelligence influences the creation of
innovative work behavior because when employees have good
emotional intelligence they can easily identify and manage
emotions, motivate themselves, empathize, and cooperate with
others, as evidenced by research conducted by Nurali and
Dogru [9]; [12]. The research states that organizational support,
supervisors, and colleagues have a positive and significant
effect on innovative work behavior; meaning that by increasing
the organizational support provided to employees, the
innovative work behavior of employees will surely increase and
make it possible for organizational goals to be achieved more
optimally. Other than that, employees will also be more
enthusiastic about completing their work.

However, the results of this study are not in accordance with
the research conducted by Hadi et al., [11], which infers that
organizational support does not have a significant positive effect

on employee innovative work behavior. Thus, there is a
dialectical gap research from previous researchers which shows
changes in the development of leadership, technology to
aspects of organizational work behavior. Therefore, like it or not,
creating innovative work behavior must be followed by the
awareness of and organization support from all academic
communities which consist of leaders, lecturers, and education
staff.

The subject of this research is the state higher education
institution of art, Faculty of Fine Arts, ISI Yogyakarta. The
institution was founded in 1949 providing a complete history of
leadership starting from the conventional leadership period, the
4.0 era, until now entering the 5.0 era that is characterized with
various digital technology developments facilitating business
processes namely SERUPA applications, SISTER applications,
and some others. The process of creating, introducing and
implementing new ideas will not occur if digital leadership,
organizational support and emotional intelligence do not have a
drive to increase innovative performance behavior’ [1][2];
[4][5][6]; [9]; [10].

The implementation of a management pattern from
conventional to digital era requires adaptation and transition
from old to new habits that must be adhered to by all human
resources. This frequently causes discomfort, anxiety, and fear
to the detriment of employees' self-confidence due to the
inability to keep up with the technology acceleration. This is
where psychological, emotional, and personal resistance toward
changes in managerial dynamics begins to arise and resulting
in the necessity of emotional management to be a wiser
employee.

Leadership sensitivity and organizational support are
urgently needed in the digital bureaucratic transition process.
That is because organizational development requires innovation
contributions from both the leaders and employees. The role of
a leader and organizational support through emotional
intelligence in creating lecturers’ innovative work behavior to
support the creations of breakthroughs in implementing the Tri
Dharma of Higher Education give a significant contribution to
organizational progress.

The description of the phenomenon background and
previous empirical studies shows the reason why this research
is important to do. In addition to analyzing the phenomenon it
also tries to close the previous research gap caused by research
results inconsistencies by proposing the variable emotional
intelligence as the mediating variable between digital leadership
on innovative work behavior and organizational support on
innovative work behavior.

Literature Review

The Effect of Digital Leadership on Innovative
Work Behavior

Research conducted by Erhan et al. [4] shows that
employees’ perceptions of digital leadership have a positive and
significant effect on all dimensions of employees’ innovative
work behavior. In addition, leaders with high digital skills are
perceived positively by employees and tend to adapt innovative
behavior. This indicates that the role of a leader can influence
organizational outcomes such as innovation, since innovation
requires employees’ creativity. Then, leaders with innovative
approaches play a very important role in the organization
because employees’ work behavior is an intangible and valuable
resource.
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In particular, digital leaders must be able to adapt to the
latest technological developments and provide the newest and
most convenient ways to reach customers and streamline
organizational performance. Digital leaders from several articles
are also considered as transformational leaders who play a
proactive role to achieve organizational goals and objectives [4].
The better the leader's ability to carry out transformation, the
easier innovation carried out. This is in line with research
conducted by Khasanah & Himam [13] that transformational
leadership has a positive effect on innovative work behavior.
Then, research conducted by Afsar & Umrani [14] also asserts
that transformational leadership has a positive impact on
innovative work behavior of employees. Therefore, from some
of the previous research findings, it can be hypothesized as
follow:

H1: Digital leadership has a positive effect on innovative
work behavior.

The Effect of Organizational
Innovative Work Behavior

Support on

Organizational support can positively influence innovative
work behavior. That is compliant with research conducted by
Dogru [12], which indicates that organizational support has the
strongest relationship with innovative work behavior. Other than
that, research conducted by Adila Putri et al. [15] also finds that
there is a significant positive relationship between perceptions
of organizational support and innovative work behavior. This
shows that when employees see that the company supports
their innovative ideas, employees will be more eager to show
their innovative behavior.

It means that the higher the organizational support felt by
employees, the innovative work behavior of employees will also
increase, and vice versa the lower the organizational support,
the lower the employees’ innovative work behavior. It is certain
that employees will work optimally following what the company
has given to them [16]. Based on these findings, a hypothesis
can be proposed:

H2: Organizational support has a positive effect on
innovative work behavior.

The Effect of Digital Leadership on Emotional
Intelligence

Facing the current digital era, leaders must be able to adapt
to all changes in organization management since leadership is
very connected to organizational success. Good leaders must
have a good understanding of their own and other's emotions
then be able to regulate theirs when interacting with others. The
higher the level a person has in an organization, the more
important it is to have emotional intelligence.

Research conducted by Lubbadeh [17] points out that
leaders who have high emotional intelligence can help create an
interactive and interesting environment, and employees’

commitment to direct them and increase higher productivity in a
dynamic environment. Therefore, intuitively emotional
intelligence has a positive effect on effective leadership [18].
That statement is in accordance with a research conducted by
Acosta-Prado et al [8] which implies that the effectiveness of
leadership practices can be explained through their
expectations of the future by using emotional intelligence as the
influencing strategy. Hence, leadership and emotional
intelligence are interrelated [19]. Based on those findings, a
hypothesis can be proposed as follow:

H3: Digital leadership influences emotional intelligence

The Effect of Organizational
Emotional Intelligence

Support on

Emotional intelligence becomes a valuable personal
resource and can directly or indirectly help employees to believe
in the perceived organizational support. Thus, emotional
intelligence is  positively interrelated with  perceived
organizational support [20].

The existence of organizational support can increase
emotional intelligence and leads to increasing productivity in a
dynamic organizational environment. From that research, a
hypothesis can be proposed:

H4: Organizational support has a positive effect on
emotional intelligence

The Effect of Emotional
Innovative Work Behavior

Intelligence on

According to research conducted by Malik [21], emotional
intelligence affects individual outcomes. Therefore, emotional
intelligence can guide individuals towards innovative work
behavior in organizations. Thus, emotional intelligence has a
significant effect on innovative work behavior of employees.

Research conducted by Tobing & Ratnaningsih [22] infers
that there is a positive and significant relationship between
emotional intelligence and individual work behavior. Other
research that has similar results also conducted by Oyadiwa [23]
which shows that emotional intelligence has a positive impact on
innovative work behavior and intelligence. Then, leaders’
emotional intelligence also has a significant positive effect on
the employees’ innovative behavior [24]. Hence, from some of
these previous research findings, it can be hypothesized as
follow:

H5: Emotional Intelligence has a significant effect on
Innovative Work Behavior

Based on the study and evaluation of different research
findings, the literature review, and the relationships between the
variables as mentioned earlier, The following Figure 1. presents
the research framework:

QUALITY
Access to Success

Vol. 25, No. 199/ March 2024

76



ISSN:1582-2559

GENERAL MANAGEMENT

. H1
Digital ]
Leadership J& \[/
H3 HS
Emotional Innovatmve
- Intelligence Work Behavior
Organizational V "T‘
Support J H2

Figure 1. Research Framework

Methodology

The population of this study were 128 lecturers at the Faculty
of Fine Arts, ISI Yogyakarta. Meanwhile, the sampling technique
used in this study is a non-probability sampling technique. Then,
the number of samples was determined using saturated
samples through the distribution of questionnaires containing a
list of statements regarding the variables to be studied as
primary data. The reason for using the census method is the
small population and the possibility of it being carried out
considering the time and cost [25].

The independent object or variable in this study is Digital
Leadership and Organizational Support. While the Dependent
Variable is Innovative Work Behavior. Then, Emotional
Intelligence as a mediator. According to Ajabar et al. [26]
indicators of Digital Leadership variable consist of six
dimensions equipped with statements that have been developed
by the authors, namely:

a) Technological skill, statement: "My leader follows
developments, reduces resistance, and adapts to digital
technology".

b) Communication skills, statement: "My leader is willing to
educate, share information, and have good communication skills
in adapting to the digital technology".

c) Social skills with the statement: "My leader cares about
welfare, a better career guidance, and the act of raising
information technology risk awareness".

d) Team building skills with the statement: "My leader
recommends mastering digital applications and increasing
collaboration and learning contributions between colleagues to
ease work.”

e) Change management with the statement: "My leader
raises awareness of digital technology, innovation and
developments in improving organizational processes.”

f)  Trustworthiness with the statement: "My leader has trust
in developing competence, increasing and maintaining trust
between employees.”

Organizational Support variable indicators according to
Umihastanti & Frianto [27] consist of four statements that have
been developed by the authors, namely:

a) Awards with the statements: “The organization values,
cares and appreciates every extra effort from employees.

b) Development with the statement: “The organization
provides training opportunities, further studies, and competency
certification to me.”

c) Working conditions with the statements: "The
organization creates an environment, vertical-horizontal
interactions, and comfortable work equipment.

d) Welfare with the statement: "My organization cares
about well-being and provides intrinsic & extrinsic support.

Variable indicators of Innovative Work Behavior according to
Erhan et al. [4] consist of four statements developed by the
authors as follow:

a) ldea exploration with the statement: "I pay attention to
problems and look for new alternatives in improving work
processes.

b) Idea generation with the statement: "l look for methods,
techniques, instruments to provide problem solutions with new
approaches.

c) Idea championing with the statement: "I make
organizational members enthusiastic and supportive towards
the innovative ideas searching in the work process.”

d) Idea implementation with the statement: "I contribute,
introduce, and develop innovative ideas into work practices.”

Emotional Intelligence variable indicators according to
Setiadi & Tampubolon [28] consist of five elements equipped
with statements developed by the authors as follow:

a) Self awareness with the statement: "I know exactly how
to identify feeling and emotion, and how to calm myself when
facing problems.”

b) Self-management with the statement: "I can manage
stress and control emotions rationally.”

c) Self-motivation with the statement: "l am able to get back
from failure and do better.”

d) Empathy with the statement: "I can observe and
understand the emotions and feelings of my colleagues.”
e) Relation-management with the statement: "I can

consider and control the emotions towards others when there is
a conflict, and can calm myself down quickly.”

To maintain the quality of the data, the researcher conducted
an instrument test (Validity and Reliability) before distributing all
the questionnaires. After the primary data had been obtained,
the next process is to carry out data analysis starting from the
descriptive analysis (Cumulative Description, Individual
Description), Inferential Analysis: Indicator Test (Convergent
Validity, Discriminant Validity, Composite Reliability) and Model
Fit Test with the conditions as in Table 1. Continued with the
hypothesis test and mediation analysis by looking at the P Value
< 0.05,then the hypothesis can be accepted using SmartPLS.
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Fit Summary Estimated
(SSF::t/rIEar dized Root A value less than 0.10 is considered

Mean Residual) CPPIEDTEN S,

d_ULS andd_G

The d_LS and d_G values are the bootstrap
results from the exact model fit size.

Chi-Square X2 Statistics < X2 Table the better the match.
NFI The closer NFI to the NFI value 1, the better the
(Normed Fit Index) fit.

RMS Theta

An RMS Theta value below 0.12 indicates a

(eloid LACEN correct model.

Square_Theta)

Table 1. Terms of Model Fit Test

education level of masters is dominant at 84.87% and doctoral
Results at 15% (Table 3), age range is quite varied from 21 to >60 years
P old and the most dominant is the age of 41-50 years old at
Characteristics of respondent data 35.29% (Table 4), the most dominant civil servant rank and class
is First Class Junior Superintendent, lll/b at 35.29% (Table 5),
the leading functional position is Assistant Professor at 48.74%
(Table 6), and for the period of employment, 62.1% found to
work for >10 years (Table 7).

The questionnaire distributed to 128 respondents in this
study, but only 119 respondents filled it out. Then, the
respondents are categorized based on gender (Table 2). It
shows that men are more dominant with a percentage of 73%,

Category Amount Percentage
Male 73 61.34%
Female 46 38.66%
Total 119 100%

Table 2. Respondents by Gender

Category Amount Percentage
S2 (Master) 101 84.87%

S3 (Doctoral) 18 15.13%
Total 119 100%

Table 3. Respondents by Education Level

Category Amount Percentage
21 - 30 years 13 10.92%

31 - 40 years 30 25.21%

41 - 50 years 42 35.29%

51 - 60 years 25 21.01%

> 60 years 9 7.56%
Total 119 100%

Table 4. Respondents by Age

Category Amount | Percentage
Junior Superintendent, Ill/a 5 4.20%
First Class Junior

Superintendent, llI/b 42 35.29%
Superintendent, Ill/c 22 18.49%
First Class Superintendent, 11I/d 37 31.09%
Administrator, |\V/a 7 5.88%
First Class Administrator, I\V/b 2 1.68%
Junior Administrator, IV/c 3 2.52%
Middle Administrator, 1V/d 1 0.84%
Total 119 100%

Table 5. Respondents by Rank and Class

A QUALITY  Vol. 25, No. 199/ March 2024 78



ISSN:1582-2559

GENERAL MANAGEMENT

Category Amount Percentage
Professor 1 0.84%
Associate Professor 14 11.76%
Assistant Professor 58 48.74%
Instructor 14 11.76%
Instructor (Civil Servant) 7 5.88%
Lecturer Instructor (Civil

Servant Candidates) 25 21.01%
Total 119 100%

Table 6. Respondents based on Functional Position

Category Amount Percentage
<1year 25 21.01%
>1lyearto5years |11 9.24%

> 5 year to 10

years 9 7.56%

> 10 years 74 62.18%
Total 119 100%

Table 7. Respondents Based on Period of Employment

reliability requirements.
Instrument Test Results yred

Evaluation of Goodness-of-fit model
The instrument test result for the Digital Leadership variable

with 18 statements, Organizational Support with 12 statements,
Emotional Intelligence with 15 statements, and Innovative Work
Behavior with 12 statements are declared valid for they have a
value of r greater than the Significant value. Besides that, the
reliability value (Cronbach's alpha) of Digital Leadership is
0.980, Organizational Support is 0.956, Emotional Intelligence
is 0.966, and Innovative Work Behavior is 0.942. All of them
have a Cronbach's alpha value above 0.70. Thus, the measuring
instrument, the questionnaire is declared reliable or has met the

Model fit testing is done by looking at the results of the
SmartPLS output estimation. The conclusion shows that SRMR,
d_ULS, and NFI have a good criteria, while d_G, Chi_Square,
and RMS Theta have a poor criteria which can be seen in Table
8. The minimum requirement that must be met to achieve model
fitis one indicator of Goodness of fit having good results. Hence,
this model is considered meeting the minimum requirement and
enables further research to be done.

Fit Summary | Cut Off Estimated Explanation

SRMR Less than 0.10 0.062 Good
Output Confidence
Interval (Cl) 95% - 99% | 0.728 (CI) >

R greater than Original | 0.721(0S) Cran
Sample (OS)
Output Confidence

d_G Interval (Cl) larger than 822; éggf Not good
Original Sample (OS) )

. 420.543 >
Chi-Square | y» Statistics < X2 Table | 144.353672 | NOt900d
NFI Approaching value 1 0.855 Good
RMS Theta <0.12 0.186 Not good

Table 8. Model Fit Test Results
Source: SmartPLS Outputs

Hypothesis Test

This hypothesis testing stage will indicate whether there is a
significant positive effect of the independent variables on the

dependent variable. This test utilized SmartPLS (Partial Least
Square) software. Then, the limit for rejecting and accepting the
proposed hypothesis is a probability of 0.05. The value of the
research hypothesis test could be seen in Figure 2. And Table
9. Below.
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0.696

Figure 2. Hypothesis Test Using SmartPLS

Hypothesis t Statistics P-value Status

H1 Digital Lead_ershlp influences Innovative + | 0678 0.498 Not proved
Work Behavior
Organizational Support influences

2”2 Innovative Work Behavior M D HEY
Digital Leadership influences Emotional

H3 Intelligence + | 1.060 0.289 Not proved

Ha Orgar_uzatlonal _ Support influences + 374 0.000 Proved
Emotional Intelligence
Emotional Intelligence influences

i Innovative Work Behavior v e Dl HOCY

Table 9. Hypothesis Testing Based on Path Coefficients
Source: SmartPLS Outputs

The results of this hypothesis test indicate that hypothesis 2,
4, and 5 is proved to have a significant positive effect because
the p-value > 0.05, while hypotheses 1 and 3 are not proved to
have a significant positive effect because the p-value < 0.05.

Mediation Analysis

This mediation analysis was carried out to explain what
the role of the emotional intelligence variable as a mediator of
the relationship between digital leadership and organizational
support for innovative work behavior is. The results of the
analysis can be seen in Table 10. as follows:

Direct Effect | Indirect Effect | Total Effects Mediation Effect
VAR (De) (le) (Te)
(X1 > Y2) X1->Y1->Y2 DE + |E TE - DE
(1) 2 (3) (4) (5)
X1 0.077 (0.487) 0.090 (0.314) 0.167 (0.199) 0.167 — 0.077 = 0.090
X2 0.299 (0.003) 0.288 (0.001) 0.587 (0.000) 0.587 — 0.299 = 0.288

Table 10. Mediation Effect Analysis
Source: SmartPLS Outputs

The table above shows that the Digital Leadership variable
(X1) has an Indirect Effect (IE) value of 0.090 with a p-value of
0.314 (greater than 0.05). Hence, the Indirect Effect of Digital
Leadership (X1) on Innovative Work Behavior (Y2) through
Intelligence Emotional (Y1) also is not proved significant.

The Organizational Support variable (X2) has an Indirect
Effect (IE) of 0.288 with a p-value of 0.001 (below 0.05). Thus,
the Indirect Effect of Organizational Support (X2) on Innovative
Work Behavior (Y2) through Emotional Intelligence (Y1) is
proved to be significant.

Discussion

The influence of digital
innovative work behavior

leadership on

The results of the study with p-value (0.498) > sig (0.005)
indicates that digital leadership is not proved to have a positive
influence on innovative work behavior. Thus, the results of this
study do not support previous research entitled "From
Conventional to Digital Leadership: Exploring Digitalization of
Leadership and Innovative Work Behavior®, by Erhan et al. [4]
which finds that digital leadership has a positive and significant
effect on all dimensions of employee innovative work behavior.

However, the results of this study are supported by previous
research which reveals that leadership has no effect on
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innovative work behavior. That research is entitled “The
Influence of Emotional Intelligence and Transformational
Leadership on Innovative Work Behavior Mediated by
Psychological Empowerment” and conducted by Diana [29]. It
infers that transformational leadership has a positive effect but
not significant on innovative work behavior where according to
Erhan et al. [4] digital leadership is the same as transformational
leadership. Another explanation can be asserted from the
descriptive analysis result that the employee with tenure < 1 year
is as much as 21.01%. Hence, it is possible that the employee
or lecturer has not known much about the process of digital
bureaucratic innovation in the workplace.

Leaders must continue to adapt, make optimal use of
technology, and improve their digital capabilities to encourage
and motivate their employees to keep innovating to generate
innovative and creative ideas. Furthermore, leaders must be
able to build a competitive atmosphere related to collaborative
work between employees through organizational activities like
having committees that build organizational innovation,
competence strengthening, or training that in nature optimize
human resource and organizational managerial awareness.
Thus, the overall scheme of human resources improvement and
organizational innovation will have more implications in the
increasing employees motivation and forms of lecturer's
achievements appreciation. Therefore, leaders will provide
rewards in the form of academic awards or incentives.

The effect of organizational
innovative work behavior

support on

The results showed that the p-value < 0.05 (0.006 < 0.05). It
means that organizational support has a positive and significant
effect on innovative work behavior of the employees. The result
of this study is in line with research conducted by Dogru [12],
which asserts that organizational support has the strongest
relationship with innovative work behavior. Moreover, research
conducted by Adila Putri et al. [15] also explains that there is a
significant positive relationship between perceptions of
organizational support and innovative work behavior.

Another explanation can be seen in the descriptive analysis
results of this study which show that employees with tenure > 10
years are 62.18%. It means that with a longer tenure employees
have more experience, awareness of organizational work
needs, and understanding of innovation aspects in the course of
forming the organization that enables the production of
sustainable innovative work behavior.

This research shows that the role of organizational support
will have real implications in both the creation of creative ideas
and the acceleration of transformation in achieving the vision,
mission and purpose of the organization. The compensation is
the higher and more complete the organizational support
provided and felt by employees, the higher the improvement of
employees’ innovative work behavior, vice versa, the lower the
organizational support given and felt, the lower the employee's
innovative work behavior.

The effect of digital leadership on emotional
intelligence

The results show that p-value > 0.05 (0.289 > 0.05). It means
that digital leadership is not proved to have a positive influence
on employees' emotional intelligence. The results of this study
do not support previous research conducted by Pambudy &

Handayati, Acosta-Prado et al. and Ayalew & Ayenew [18]; [8];
[19], which state that leadership and emotional intelligence are
interrelated.

However, this research is supported by previous research
entitted “The Influence of Work Discipline, Transformational
Leadership and Emotional Intelligence on Satisfaction and
Performance of Civil Servants in the General Section and
Protocol of the Regional Secretariat of East Kutai Regency” [30],
which proves that leadership has no effect on emotional
intelligence. Another explanation can be seen in the descriptive
analysis which shows that the age of employees in the range of
21-30 years is as much as 10.92%. The data shows that within
this age range, the tendency of the emotional intelligence aspect
is greatly influenced by the ability to manage the psychological
side, which is related to emotional maturity, knowledge of good
and bad, tolerance, and the ability to control emotions in
organizations.

Every employee needs knowledge related to the
psychological world in order to build awareness of how to
manage emotions and develop emotional intelligence in the
future. This also means that employees with low emotional
intelligence will reduce their contribution in creating an
interactive, attractive and comfortable work environment in
supporting digital leadership. Besides that, building a good
emotional intelligence in every employee can be done
individually by managing emotions and understanding oneself
and others correctly, having self identity, having mentally mature
personality; not jealous, not hateful, not easily hurt, not holding
grudges, not having feelings excessive guilt, not anxious, not
easily be angry and not easily be frustrated.

The effect of organizational
emotional intelligence

support on

The results showed that the p-value < 0.05 (0.000 < 0.05). It
indicates that organizational support has a positive and
significant effect on employees' emotional intelligence. This is in
accordance with research conducted by Gopinath et al. [20]
which shows that emotional intelligence is positively interrelated
with organizational support felt by employees. The results of this
research descriptive analysis also discovers that employees
with tenure > 10 years was 62.18%. On that, this research infers
that employees who had a long tenure certainly have a lot of
experiences and a great understanding on how the organization
valued their contributions. Then, employees who feel their
organization provides support, appreciates their work, and cares
about their welfare will certainly tend to feel more comfortable at
work that they are able to manage their emotional intelligence.

This research suggests organizations to continue improving
organizational support in the form of both facilities and
infrastructure to support the work task implementations. High
emotional intelligence is a valuable personal resource. That
quality will give influence both directly and indirectly to
employees by increasing trust in perceived organizational
support.

The effect of emotional
innovative work behavior

intelligence on

The results showed that the p-value < 0.05 (0.000 < 0.05). It
means that emotional intelligence has a positive and significant
effect on employee innovative work behavior. This is in
consonance with research conducted by Malik and Ardhito &
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Wicaksono [21] and [31] which discover that emotional
intelligence has a significant effect on employees’ innovative
work behavior. Furthermore, the research conducted by Tang et
al. [24] also shows that emotional intelligence has a significant
positive effect on employees’ innovative behavior and work
performance. These findings are corroborated by this research
descriptive analysis showing that employees with master degree
education have a share of 84.87% and with doctoral education
have a portion of 15.13%. It indicates that lecturers' innovative
work behavior is influenced by emotional intelligence obtained
from the breadth of knowledge and the level of education both
at master and doctoral level [32]-[33].

Employees who have good emotional intelligence are
usually more able to identify and direct their emotions effectively
so that they have a range of emotional tolerance in sensing the
feelings of others. In accordance with that, leaders who have
high emotional intelligence show effective performance, while
leaders with low emotional intelligence will find it difficult to work
effectively in certain fields. Thus, emotional intelligence has an
important role in carrying out innovative behavior.

Conclusions

Digital leadership is not proved to have a positive influence
on innovative work behavior, meaning that leaders who lack of
understanding on communication openness, information
technology risk awareness, the importance of collaborative,
adaptive cooperation, and the latest digital technology
developments are incapable of directing employees to adapt to
technological developments. Therefore, employees become not
innovative.

Organizational support has a positive and significant effect
on innovative work behavior. It means that the higher and better
the organizational support felt by employees, the more
employees’ innovative behavior will also increase. Thus,
organizational support will have real implications for the creation
of creative ideas and acceleration of transformation in achieving
the vision, mission and goals of the organization.

Digital leadership is not proved to have a positive effect on
emotional intelligence, meaning that digital leadership
competence will not necessarily affect the increase in emotional
intelligence. Hence, every employee needs knowledge related
to understanding psychological aspects for awareness of
developing emotional intelligence that is relevant to the field of
work to be built.

Organizational support has a positive and significant effect
on emotional intelligence, meaning that the higher
organizational support felt by employees will increase their
emotional intelligence. It can be said that high emotional
intelligence is a valuable human resource.

Emotional intelligence has a positive and significant effect on
innovative work behavior. It means that the higher the
employee's emotional intelligence, the higher the employee's
innovative work behavior will also be. Therefore, to increase
innovative behavior, organizations must concentrate on
increasing employees’ emotional intelligence competence
through training, coaching and mentoring programs that are
suitable for their field of work and needs of innovative work
behavior.

Future research is expected to be able to conduct a
comparative analysis study by comparing two material objects,
between two institutions or universities with state and private

status. It is recommended to use mixed methods, namely
guantitative and qualitative approaches through deep review
and add variables that influence innovative work behavior,
namely efficiency variables to obtain better research results.
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