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ARTICLE INFO ABSTRACT
This quantitative study aims to investigate the influence of inclusive
DOI: 10.32832/jmuika.v16i3.20723 leadership and high-performance work systems (HPWS) on em-
ployees’ innovative behavior, with voice behavior acting as a me-
Article h(;sm'y’ diating variable at Rakyat Bengkulu Media Group. The probability
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sampling method used in this study uses a cluster sampling method

zgz;lez?zs and Hair's formula to make sure that there are at least 237 workers
28 Juni 2025 in the sample. It was possible to gather information by giving out
Available online: surveys. Structural Equation Modeling (SEM) research with the
05 Oktober 2025 SmartPLS 3 software was used to look at the data in this work. The

study's results are as follows: (1) inclusive leaership have a posi-
Keywords: tive and significant effect on innovative behavior; (2) high-perfor-
Inclusive, HPWS, Voice, mance work systems have a positive and significant effect on em-
Innovative ployee innovative behavior; (3) inclusive leadership has no effect

on voice behavior, (4) high-performance work systems have a pos-
itive and significant effect on voice behavior; (5) voice behavior
has a positive and significant effect on employee innovative behav-
ior; (6) inclusive leadership has no effect on employee innovative
behavior with voice behavior as a mediating variable; and (7) high
performance work system have a positive and significant effect on
employee innovative behavior with voice behavior as a mediating
variable. It is expected that the findings of this study will contribute
to resolving the challenges encountered by the Rakyat Bengkulu
Media Group. The Group’s primary objectives are to address is-
sues related to inclusive leadership, high-performance work sys-
tems, and the influence of voice behavior on employee innovation.
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1. INTRODUCTION

Innovative behavior is of critical importance in ensuring the long-term impact and development
of a company, as well as its ability to remain sustainable. According to the research conducted
by Jong & Hartog (2008), innovative behavior can be defined as a behavioral orientation to-
wards implementation that aims to create change and new knowledge, and improve processes
in business or personal performance. Conversely, Siregar et al (2019) and Manzoor et al (2024)
posit that innovative behavior is a person's conduct in the workplace and modern work arena,
proactively promoting novel ideas, work processes, products, and procedures in the organiza-
tion. An innovative information media company is an entity that functions as a platform to
promote cultural diversity, deliver relevant information, and provide quality entertainment for
the community, particularly in the context of Bengkulu province.

Therefore, to provide engaging information, employers must have competent, innovative staff.
A variety of factors can influence the level of employee competence within an organization.
This result fits with the study by Kremer et al. (2019), which looked at what makes employees
more or less likely to be original. Specifically, the study identified creativity, voice, and
knowledge sharing as key elements in this context. Furthermore, inclusive leadership and work
engagement have been identified as key factors that motivate employees to engage in innovative
behaviors (Falih Bannay et al, 2020). Concurrent with this finding, research by Caniéls & Veld
(2019) posits that the factors determining innovative behavior are employees with multiple
skills and high-performance work systems.

The initial factor that influences employee innovative behavior is inclusive leadership. Carmeli
et al. (2010) say that inclusive leadership is a type of leadership in which workers are constantly
supported and open communication is encouraged to help them grow and develop. It has been
shown that employees giving psychological support and positive treatment by their bosses can
lead to more creative ideas at work, which in turn leads to more innovative behavior on the part
of employees (Randel et al., 2018). This phenomenon can be attributed to the positive correla-
tion between inclusive leadership and the adoption of innovative behaviors among employees
(Mansoor et al., 2021). On the other hand, this study disagrees with Rajandran & Subramaniam
(2023) conclusion that open leadership does not affect employees' willingness to be creative.

It has also been demonstrated that high-performance work systems exert a substantial influence
on employees' innovative behaavior. Wahid & Hyams-Ssekasi (2018) say that a high-perfor-
mance work system is a way of dealing with human resources that aims to improve the perfor-
mance of a company. The majority of creative employees are the outcome of a robust work
system, which involves hiring skilled and capable workers and selecting the appropriate indi-
viduals for training, development, and motivation. This method is meant to create an atmos-
phere that encourages people to think of new ways to do things (Haar et al., 2022). The results
of this study agree with those of Escriba-Carda et al. (2017), it is asserted that a high-perfor-
mance work system exerts a substantial influence on the innovative behavior of employees.
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However, this finding is different from that of Escriba-Carda et al. (2023), who demonstrated
that the high-performance work system does not affect employees' innovative behavior.

Another factor that influences employee innovative behavior is voice behavior, defined as an
experimental construction of employee ideas, information, and opinions that is shown to facil-
itate organizational change (Botero & Van Dyne, 2009). Voice behavior is used so that workers
can make ideas that are positive and try to make things better, with the goal of changing things
(Crant et al., 2011), which leads to even more creative behavior at work. According to Guzman
& Espejo (2019) research, this claim is supported by the fact that voice behavior has a big, good
effect on new behavior. Voice behavior and innovative behavior among workers have been
shown to be related in a good way. Research by Zhou & Velamuri (2018), on the other hand,
shows that voice behavior makes it harder to balance a new work system with high-performance
behavior.

Acknowledging the pivotal role that employee innovation plays in the advancement and evolu-
tion of an organization, it is imperative to enhance this aspect. The object of research in this
study was the company Rakyat Bengkulu Media Group. The Rakyat Bengkulu Media Group is
an amalgamation of various industries engaged in the information media sector in Bengkulu
Province, encompassing print media, online media, and electronic media. It has been docu-
mented that the Bengkulu City Media Group company has encountered a number of challenges
related to its employees' innovative conduct. These challenges are attributed to a variety of
factors, including employees' apprehensions regarding the potential failure of novel initiatives,
a paucity of motivation, a perceived lack of consultation with leadership, and reservations con-
cerning their own capabilities and the viability of their concepts. This reluctance to adopt inno-
vative practices in the workplace is a salient factor contributing to the perpetuation of the status
quo. Moreover, it has been observed that a subset of team members exhibits a pattern of non-
contributory behavior, which, when taken in conjunction with the actions of other team mem-
bers, has the potential to impede the collective productivity and performance of the group.

The implementation of inclusive leadership in the company Rakyat Bengkulu Media Group has
given rise to several issues among employees. For instance, employees have reported that the
leadership style, characterized by an openness to novel concepts, is not universally embraced.
A notable concern is the reluctance of employees to voice their opinions or address challenges,
potentially due to the perception that their previous contributions have not been adequately
addressed by the leadership. Therefore, it is hypothesized that the aforementioned factors will
have a significant impact on innovative employees within the company.

The implementation of a high-performance work system in the company has resulted in several
issues within the recruitment and selection system. Employees who are selected for these roles
are evaluated not only based on their professional merits but also on their personal characteris-
tics. This phenomenon has been observed to result in employees adhering to existing paradigms
rather than engaging in the generation of novel, innovative concepts.
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The problem statement for this study is based on what other studies have found and what hap-
pens in the field. The main question is whether voice behavior at the company Rakyat Bengkulu
Media Group influences creative behavior through open leadership and high-performance work
systems. The point of this study is to look into how open leadership and high-performance
work systems affect employees' creative behavior. Voice behavior will be used as a mediator
variable in the Rakyat Bengkulu Media Group business.

Research Framework. A number of theories and ideas about open leadership, high-perfor-
mance work systems, voice behavior, and employee creative behavior were used to create the
research model for this study. This study is based on a research model that looks into how high-
performance work tools are used and were created by Saleem et al. (2023). The model says
that sharing knowledge and being an open leader can get employees to act in more new ways.
Several studies from the past back up this claim and make the mental model stronger, as illus-
trated in Figure 1.

Inclusive

Leadership ik
‘ Employee
3 Voice Behavior Innovative
Behavior
High-
Performance
Work System H2

Figure 1. Research Framework

Relationship of Inclusive Leadership on Innovative Behavior. There are many ways that
inclusive leadership can encourage people to act in new ways. Innovation is more likely to
happen when workers think their bosses are open to new ideas, ready to listen, and easy to talk
to. According to the studies by Mansoor et al. (2021) and Bataineh et al. (2022), inclusive
leadership has been shown to exert a significant influence on innovative behavior. Other re-
search conducted by Fang et al. (2019), Javed et al. (2018), and Shakil et al. (2021) demon-
strated a significant influence between inclusive leadership and employee innovative behavior.
Based on previous research findings, the following hypothesis is proposed:

HI: Inclusive leadership influences innovative behavior

Relationship of High-Performance Work System on Innovative Behavior. According to the
research conducted by Shahzad et al. (2019), the implementation of a high-performance work
system has been demonstrated to exert a significant influence on the propensity for innovative
behavior among employees. Companies that adopt such systems have been observed to exhibit
a tendency to foster an increase in their employees' innovative conduct.. This claim fits with
the results of Escriba-Carda et al. (2017) and Imran & Al-Ansi (2019), which show that high-
performance work systems have a significant and positive effect on employee innovative
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behavior. Arshad et al. (2024) also shows that a high-performance work system has a direct
and significant effect on encouraging people to be more innovative. Based on what other stud-
ies have found, the following theory is put forward:

H2: High-performance work system influences innovative behavior

Relationship of Inclusive Leadership on Voice Behavior. Within an organization, inclusive
leadership and the development of a strong organizational culture have been found to promote
psychological empowerment and organizational identification, ultimately encouraging employ-
ees to engage in voice behavior (Li & Hang, 2017). Inclusive leadership has been demonstrated
to foster the implementation of voice behavior among employees (Lee & Dahinten, 2021).
Studies conducted by Liu et al (2023) and Jolly & Lee (2021) suggest a significant positive
relationship between the two variables. Furthermore, Qi & Liu (2017) research suggests that
inclusive leadership within an organization can have a positive impact on voice behavior. The
following hypothesis is proposed based on the findings of previous studies:

H3: Inclusive leadership influences voice behavior

Relationship of High-Performance Work System on Voice Behavior. Jabbar et al. (2023)
indicate that a high-performance work system exerts a direct influence on voice behavior. The
enhancement of employee voice within a high-performance work system has the potential to
yield a greater number of benefits for the company. The results of Wang et al. (2019) and
Badru et al. (2022) support this point of view. They show that a high-performance work system
has a significant effect on voice behavior. According to study by Ehrnrooth et al (2023), which
indicate a significant positive relationship between high-performance work systems and voice
behavior. The following hypothesis is proposed based on the findings in previous research:

H4: High-performance work system influences voice behavior

Relationship of Voice Behavior on Innovative Behavior. The idea behind this study is that
voice behavior encourages workers to try new things behaviors (Chen et al., 2021). The find-
ings indicated that employees who voice their opinions tend to experience a sense of respect
and support from their colleagues. Consequently, these employees are more likely to be moti-
vated to implement their suggestions and promote innovative behaviors within their work en-
vironment. Findings from Guzman & Espejo (2019), which show a positive correlation between
voice behavior and innovative behavior, back up this claim even more. The later study by Han
& Xia (2020) and Botha & Steyn (2022), which found a positive and significant effect of voice
behavior and innovative behavior, supports this point of view even more. Based on what other
studies have found, the following theory is put forward:

HS5: voice behavior influences innovative behaviour

The Indirect Relationship of Inclusive Leadership on Innovative Behavior Through Voice
Behavior. Voice behavior is a mediator in the link between being an inclusive leadership and
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employees' innovative behavior, according to research. The hypothesis can be considered rea-
sonable given the established connection between inclusive leadership and employee innova-
tive behavior. Inclusive leadership fosters a sense of empowerment within employees, encour-
aging them to engage in voice behavior as a form of active participation. This behavior, in turn,
is more likely to be noticed and acknowledged by leaders, potentially leading to a positive
feedback loop that enhances inclusive leadership practices and employee innovation. As a re-
sult, this will create a workplace environment that supports employee innovation. According
to research by Ye et al. (2019), companies that use an inclusive leadership style can get workers
to actively participate in voice behavior implementation, which in turn makes them more inno-
vative at work. The present study is predicated on the findings of recent research, which indi-
cate that inclusive leadership exerts a significant influence on the increase of employee inno-
vative behavior, with voice behavior serving as a mediator. The following hypothesis is put
forward by this study:

H6: Inclusive leadership has an indirect effect on innovative behavior through voice behavior

The Indirect Relationship of High-Performance Work System on Employee Innovative
Behavior Through Voice Behavior. It is imperative for companies to implement a high-per-
formance work system to foster an environment conducive to employee innovation. Voice be-
havior can be used as a balance, which is an effective way to achieve this objective. The main
reason for putting in place a high-performance work system (HPWS) at work is that its policies
and procedures can have a good effect on how employees conduct themselves. Because of this,
workers are likely to exhibit innovative behaviors (Rasheed et al., 2017). This claim is sup-
ported by the research of Miao et al (2020) and Nawaz & Khan (2023) who say that voice
behavior is a significant factor in the link between a high-performance work system and em-
ployees' innovative behaviour having a positive effect. Based on what other studies have found,
the following theory is put forward:

H7: High-performance work system has an indirect effect on innovative behavior through voice
behavior

RESEARCH METHODS

The present study employs a quantitative approach through structural equation modeling anal-
ysis using the partial least squares (PLS) application. The present study examines the relation-
ship between inclusive leadership, high-performance work systems, and innovative behavior,
with voice behavior serving as a mediator.

The population of this study comprised employees of the company Rakyat Bengkulu Media
Group, with a total of 330 individuals included in the analysis. The sampling technique uses
cluster random sampling, a method of sample selection that is contingent upon the population's
composition. In the context of the present study, the population consists of several groups of
companies, and the sampling process is accordingly executed based on these groups. The pop-
ulation is divided into 12 clusters, and employees will be randomly selected to become research
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samples. This study employed a structured questionnaire distributed via Google Forms as the
primary data collection instrument. The measurement of each indicator is executed through the
utilization of a Likert scale, ranging from 1 to 5, where 1 signifies "strongly disagree" and 5
denotes "strongly agree." This assessment provides respondents with the autonomy to articulate
their degree of agreement or disagreement with the statements in the questionnaire, which di-
rectly reflect their experiences and perceptions of inclusive leadership, high-performance work
systems, sound behavior, and innovative behavior.

The questionnaire employed in this study comprises 39 questions that reflect the indicators of
each research variable. The measurement of inclusive leadership variables was conducted using
a set of nine questions, with the underlying dimensions of openness, availability, and accessi-
bility being the foundation of the measurement tool (Carmeli et al., 2010). The high-perfor-
mance work system (HPWS) variable comprises a set of 12 questions, encompassing the do-
mains of recruitment and selection, performance appraisal, compensation system, and commu-
nication and information sharing (Wahid & Ssekasi., 2018). Concurrently, the variable of voice
behavior is measured by six questions that reflect the indicators of constructive voice (Botero
& Van Dyne., 2009). The innovative behavior variable encompasses a series of 12 inquiries,
meticulously designed to assess the dimensions of idea generation, idea exploration, idea cham-
pioning, and idea implementation (Jong & Hartog., (2008) and Lukes & Stephan (2017)).

2. RESULTS & DISCUSSION

Respondent Demographics. The results of the analysis demonstrate that, with respect to the
gender of the respondents, the majority of the 237 respondents analysed in this study were male
(67.1%), while the remaining 32.9% were female. It can be concluded that the majority of
Rakyat Bengkulu media group employees are male, due to the fact that a significant proportion
of the workforce is employed in roles such as field reporters, editors and managers, which are
typically associated with male workers. Conversely, women predominate in office and room-
based roles.

An analysis of the respondents' characteristics in terms of age reveals that the majority of those
who participated in this study were between the ages of 31 and 40 (45.57%). This is attributable
to the fact that, at this age, employees tend to demonstrate high levels of productivity and work
enthusiasm. The characteristics of respondents based on job type show that of the 237 respond-
ents studied, most respondents worked as permanent employees, namely 71.31%, reporters by
11.81%, journalists by 8.86%, content writers by 2.11%, and editors by 1.27% . The remaining
4.64% of respondents are employed in a variety of other roles.

Based on the level of education, the results of the analysis show that of the 237 respondents
studied in this study, most of the respondents had the latest S1 education (64.14%). This is
because companies in Rakyat Bengkulu Media Group consider that employees who are edu-
cated or have a bachelor's degree have sufficient knowledge and can more quickly adjust to the
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work in Rakyat Bengkulu Media Group. Furthermore, the characteristics of respondents based
on length of service, the results of the analysis show that of the 237 respondents studied, most
respondents have worked for 1 - 10 years (53.59%).

Measurement Model (Outer Model). As illustrated in Table 1, the validity test conducted using
the SEM-PLS method revealed that several indicators failed to meet the established validity
criteria. Indicators with a loading factor < 0.5 are regarded as invalid and therefore unsuitable
for hypothesis testing. The findings of the test indicate that three indicators on the high-perfor-
mance work system variable have a loading factor value of less than 0.5. These indicators are
SKBTS with a value of 0.669, SKBT9 with a value of 0.698 and SKBT11 with a value of 0.670.
It is imperative that these indicators are eliminated from the hypothesis testing analysis.
Table 1. Outer Loading Result

Outer Cronbach’ Composite
Loading s Alpha Reliability

Variable Indicator AVE

Inclusive Oppenes:
Leadeship

The manager is open to hearing new 0.881 0.953 0.960 0.728
ideas. )

The manager pays attention to new
opportunities to improve work pro-
cesses.

The manager is open to discussing
desired goals and new approaches to
achieving them

Availability:

The manager is willing to provide
consultation on issues.

The manager is always willing to at-
tend team discussions.

The manager is willing to receive
consultation inquiries.

The manager is ready to listen to
employees’ requests.

Accesibility:

The manager encourages employees
to be open about emerging issues.
The manager is easily accessible for
discussing arising problems.

0.873

0.888

0.819

0.876

0.831

0.874

0.814

0.820

Employee
Innovative
Behavior

Idea Generation:

I often pay attention to issues that 0.938 0.946 0.594
are not part of my daily work. 0.708

I frequently feel curious about how 0.743

things can be improved. )
I often seek new methods, tech-
niques, or work instruments.

Idea Exploration:

I often generate original solutions in
solving problems.

I frequently discover new ap-
proaches in carrying out tasks.

0.710

0.760

0.808

I often seek new ideas from others to ~ 0-767
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Outer Cronbach’ Composite

Loading s Alpha Reliability AVE

Variable Indicator

try implementing the best ones.

Idea Championing:

I often engage key members within

the company to be enthusiastic about ¢ 759
the implementation of innovative
ideas.

I frequently strive to convince others
to support innovative ideas.

I systematically introduce innovative
ideas into work practices.

0.811
0.814

Idea Implementation:
I often contribute to the implementa-
tion of new ideas.
I frequently make a strong effort to
develop new initiatives.
I regularly develop plans according
to the established schedule.

Voice I develop and provide recommenda- 0.846 0.884 0.561

Behavior tions to my superior regarding issues 0.739
that affect my work. )
I speak up and encourage others in
my work unit to engage in issues
that impact our work.
I express my opinions about work-
related issues to others in my unit,
even if their views differ and they
disagree with me.
I stay informed about workplace is-
sues where my input can be valua-
ble.
I am involved in matters that affect
the quality of life in my work unit.
I discuss new ideas or procedural
changes at work with my superior.

HPWS Rectrument and Selection:

The recruitment and selection imple- 0.901 0.919 0.559
mented in this organization are 0.770

based on selective screening. )
All recruitment in this organization
is based on merit (i.e., the best per-
son for the job is chosen regardless
of their personal characteristics).
In our organization, line managers
and HR managers participate in the
recruitment process.

0.765

0.815

0.778

0.790

0.714

0.794

0.723

0.729

0.734

0.759

Performance Appraisals:

Performance appraisals are reviewed
in accordance with the goals and

needs of the organization. 0.736
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Outer Cronbach’ Composite

Loading s Alpha Reliability AVE

Variable Indicator

I regularly receive feedback from

my manager on how well I am per- 0.812
forming my job. ’
Decisions such as promotions, salary
increases, and training are linked to 0.764
my performance appraisal. )

Compensation System:

The organization provides a compe-

tetive salary package to all employ- 0.721

ees.

Communication and Information

Sharing:

Employees at various levels within

the organization are encouraged to 0.714

interact with one another. )

It is easy for me to communicate my 0.713

thoughts to management. )
Source: Data processed using SmartPLS3 (2025)

As demonstrated in Table 1, all constructs have an Average Variance Extracted (AVE) number
of more than 0.50. This proves that the constructs are reliable and valid (Ghozali & Laten,
2015). The results show that the convergent validity standards have been met, which means
that the indicators are valid and can be used for further research. It has also been found that the
total dependability and Cronbach's alpha values of all the factors are higher than 0.70 (Ghozali
& Laten, 2015). Based on this result, it looks like all factors meet the necessary standards for
dependability.

Structural Model (Outer Model). The structural model (outer model) aims to predict the re-
lationship between latent variables. The inner model can be explained by examining the R-
Square value. The higher the R-Square value, the better the research model. Figure 2 shows
the results of using SEM to measure the structure model.
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Figure 2. Result Structural Model (Inner Model)
Source: Data processed using SmartPLS3 (2025)

The structural model (outer model) was tested, with the result that the R? value of the effect of
inclusive leadership and high-performance work systems on employee innovative behaviour
was found to be 0.441. This result shows that inclusive leadership and high-performance work
systems affect workers' high or low innovative behavior by 44.1%, whilst the remaining 55.9%
is influenced by other factors outside the research variables. It also has an R-square value of
0.168 for the effect of inclusive leadership and high-performance work system on voice behav-
ior. This suggests that inclusive leadership and high-performance work systems are capable of
influencing voting behaviour by 16.8%, with the remaining 83.3% being influenced by varia-
bles external to the model under study. Figure 2 shows the results of using SEM to measure
the structure model.

Hypothesis Test. For hypothesis testing, the bootstrapping results can be used. The tests carried
out in this study are as follows: if the t-statistic value > 0.96 (significance level 5%) for each
path, and the p-value < 0.05, then the hypothesis can be accepted.
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Table 2. Hypothesis Test result
Original Sample Standard
Hypothesis Sample Mean Deviation
(O) ™) (STDEV)

T Statistics P-Val-
(|(O/STDEV|) ues

Inclusive Leadership -> Innovative

. 0.193 0.189 0.076 2.537 0.011
Behavior
High-Performance Work System ->—, ¢, 0.197 0.087 2.078 0.038
Innovative Behavior
Inclusive Leadership -> Voice 0.124 0127  0.101 1.234 0.218
Behavior
High Performance Work System -> ) 5, 0312 0.097 3.168 0.002
Voice Behavior
Voice Behavior -> Innovative 0.439 0434 0.083 5.298 0.000
Behavior
Inclusive Leadership -> Voice
Behavior -> Innovative Behavior 0.055 0.054 0.045 1.220 0.223
High-Performance Work System ->
Voice Behavior -> Innovative 0.135 0.135 0.048 2.788 0.006

Behavior
Sources: Data processed using SmartPLS3 (2025)

According to the result of testing the relationship between the first hypothesis (H1) show that
the t-statistic is 2.537, which is greater than 1.96, and p-value is 0.011, which is less than 0.05.
Therefore, H1 is accepted and it can be concluded that inclusive leadership has a positive and
significant effect on employee innovative behaviour. The results of this study align with the
research by Mansoor et al. (2021), inclusive leadership has a positive and significant effect on
employees' innovative behavior. The hypothesis that leadership which encourages diversity and
openness helps to create good cooperation between people who have different backgrounds,
thus generating creative new ideas, is tested in this study (Zhou & Velamuri, 2018).

The findings of H2 testing process yielded a t-statistic value of 2.07 > 1.96, and p-value 0.038
< 0.05. This indicates that H2 is accepted, thereby supporting the hypothesis that a high-perfor-
mance work system exerts a positive and significant influence on employee innovative behav-
ior. Jin et al. (2022) researchs which showed that a high-performance work system has a posi-
tive and significant effect on innovative behavior, is supported by this study. It has been shown
that workers are more naturally driven when they feel supported by their company through
things like intense training, performance-based awards, and opportunities to help make deci-
sions. Jin et al. (2022) found that this kind of drive makes people more likely to try new things,
share new ideas, and take measured risks in the name of positive change.

Hypothesis 3 testing process yielded a t-statistic value of 1.234 < 1.96 and p-value of 0.218 >
0.05. This indicates that H3 is rejected, thereby concluding that inclusive leadership exerts no
influence on employee voice behavior. The results of this study differ from those of Jiang et
al. (2022) who said that inclusive leadership has a significant effect on voice behavior. In any
case, this study agrees with Guo et al. (2022) findings the relationship between inclusive lead-
ership and promotive voice is not significant. This is because organizations with strong
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structures don't have enough inclusive leadership to get people to share their thoughts. It is
evident that norms and culture can act as impediments to active participation in innovation.

The results of Hypothesis 4 testing indicate that the obtained t-statistic value of 3.168 > 1.96
and p-value of 0.002 < 0.05. The present study finds support for the hypothesis that H4 is ac-
cepted, thus providing evidence that a high-performance work system exerts a positive and
significant effect on voice behavior. Previous study by Ehrnrooth et al. (2023), Alfes et al.
(2021) and Mowbray et al. (2021) all came to the same conclusion. Human resource practices
that incorporate training, employee participation, and recognition have been demonstrated to
enhance employee abilities, motivation, and opportunities. As a result, these practices are es-
sential in promoting voice behavior, thereby creating an organizational culture that is more
receptive to employee feedback (Alfes et al., 2021).

Hypothesis 5 testing indicate t-statistic value of 5.298 > 1.96 and p-value of 0.000 < 0.05 There-
fore, HS is accepted, and it can be concluded that voice behavior affects employee innovative
behaviour. These findings align with the results of a study by Botha & Steyn (2022). Employees
who demonstrate a propensity to articulate their perspectives and propositions are more inclined
to participate in the innovation process, as they perceive a sense of appreciation and acknowl-
edgement within the organisational milieu(Afsar et al., 2019).

The findings of the empirical investigation yielded a t-statistic value of 1.220 < 1.96, and p-
value of 0.223 > 0.05. These results indicate that the indirect effect of inclusive leadership on
innovative behaviour through voice behaviour as mediation was not statistically significant. It
has been demonstrated that Hypothesis 6 is not accepted. The findings of this study demonstrate
an inverse relationship with the research conducted by Ye et al. (2019). The latter suggests that
voice behavior may serve as a mediator between inclusive leadership and employees' innovative
work behavior. The results of this study show that leaders with inclusive qualities do not have
a significant impact on their employees’ willingness to express opinions or participate in inno-
vative activities at work. Despite the fact that leaders exhibit an openness and support for di-
versity that is expected to engender innovative behaviour, the reality is that voice behaviour,
which includes employee actions to convey suggestions, does not appear

Hypothesis 7 yielded results indicating the indirect effect value of the high-performance work
system on employee innovative behaviour through voice behaviour as a mediator. The t-statis-
tic value of 2.778 is greater than 1.96, and the p-value of 0.006 is less than 0.05, which means
that the finding is statistically significant. It is evident that the H7 in this study has been ac-
cepted. These results are consistent with the findings of research conducted by Nawaz & Khan
(2023), which demonstrated that a high-performance work system exerts a positive and signif-
icant effect on innovative behaviour, with sound behaviour functioning as a mediating variable.
Thus, it can be concluded that the high-performance work system adopted by the company is
more effective at boosting innovation when employees have the chance to share their ideas and
opinions.
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3. CONCLUSION & SUGGESTION

The point of this study is to look at how voice behavior, which is a mediator, affects creative
behavior among employees when they are led in an open way and work in high-performance
systems. The people who work for Rakyat Bengkulu Media Group are the center of this study.
Based on the study, we can come to the following conclusions: (1) the findings indicated that
inclusive leadership exerts a positive and significant influence on the innovative behaviour of
employees at Rakyat Bengkulu Media Group. (2) the findings indicated that the high-perfor-
mance work system exerts a positive and significant influence on the innovative behaviour of
employees at Rakyat Bengkulu Media Group. (3) the findings indicated that inclusive leader-
ship exerts no influence on the professional conduct of employees at Rakyat Bengkulu Media
Group. (4) the findings indicated that a high-performance work system exerts a positive and
significant influence on the voice behaviour of employees at Rakyat Bengkulu Media Group.
(5) the findings indicated that voice behaviour exerts a positive and significant influence on the
innovative behaviour of employees at Rakyat Bengkulu Media Group. (6) the findings indicated
that voice behaviour was incapable of mediating the effect of inclusive leadership on the inno-
vative behaviour of employees at Rakyat Bengkulu Media Group. (7) the findings indicated
that voice behaviour had the capacity to moderate the impact of a high-performance work sys-
tem on the innovative behaviour of employees at Rakyat Bengkulu Media Group.

Based on the results of a study that looked at how open leadership and high-performance work
systems affect employees' creative behavior, as seen through speaking behavior at Rakyat
Bengkulu Media Group, those ideas can be made: (a) Managerial Implications for Rakyat
Bengkulu Media Group include several key strategies: (1) strengthening inclusive leadership
development by fostering psychological safety and openness through dedicated employee con-
sultation times, participatory decision-making, and communication platforms like regular team
discussions and video conferences, especially for remote teams; (2) improving the High-Per-
formance Work System (HPWS) by ensuring recruitment and selection processes are transpar-
ent, objective, and merit-based with clearly defined performance criteria to enhance workforce
quality and organizational fairness; (3) encouraging voice behavior by establishing formal
mechanisms such as regular feedback forums, suggestion boxes, and open-door policies, along-
side training management to respond constructively to employee input to create a culture of
continuous dialogue and improvement; and (4) fostering innovative behavior by promoting
cross-functional collaboration, attending industry seminars, and initiating problem-solving
workshops to broaden employees’ perspectives beyond their functional roles and stimulate cre-
ative contributions. (b) Future researchers are encouraged to expand the scope of the study by
increasing the sample size and applying more diverse respondent groups. Incorporating addi-
tional variables—such as perceived organizational support, psychological empowerment, or
work engagement—as mediators or moderators is also recommended to enrich the theoretical
model and provide more nuanced insights into the determinants of innovative behavior.

Research Limitations. The present study is subject to certain limitations in terms of its scope.
It is hoped that future research will employ a similar methodology using different objects and
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respondents in order to strengthen the validity of the research. Furthermore, it is recommended
that other variables be examined or that the inclusive leadership and high-performance work
system perceived by employees towards the organisation be examined in greater depth. In ad-
dition, the impact of the aforementioned leadership system on employee innovative behaviour
should be analysed. A further limitation of this study is the sampling method, which was com-
plicated by the large number of workers in the field and outside the Bengkulu City area, making
it difficult to collect the required data.
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