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ABSTRACT

Freelancers, defined as non-employees or independent contractors, provide company comprehensive by
utilizing freelancers to be more flexible, agile, and innovative. Employee innovative behavior is an essential
foundation in supporting the company’s success. In previous research, there has not been much discussion
of the competitive advantage of a freelancer from the perspective of an individual freelancer. Innovation
can arise from innovative work behavior using the absorptive capacity to att knowledge. This piece has
an objective to design and analyze the impact of work motivation and transformative Leadership on free-
lancer employees innovative behavior in the oil and gas mining industry mediated by absorptive capacity.

Keywords: Work motivation, Transformative Leadership, Absorptive capacity, Employee Innovative
Behavior, Freelancers

Introduction

Organizations pay attention to site selection to gain ployee behavior is dbehaviours creating, intro-
an advantage and increase competitiveness with ducing, and applying ideas intentionally with-
a quality supply and workforce network (Mariotti in the scope of work roles, groups, or organi-
et al., 2019). organizations seek performance ex- zations (Janssen, 1998; Scott & Bruce, 1994).
cellence and thrive in a world where innovation is To be comprehensive, employees must have
prized above all else (Bourini, 2021). You need to novel perceptions that may applied and are es-
innovate to stay competitive and deliver on your sential in the workplace (Liu & Phillips, 2011);
customers’ expectations. Freelancers, defined as innovation is considered an essential source of
non-employees or independent contractors in Ba- competitiveness, and from an individual perspec-
tam, are still not seen as a solution for companies tive, innovation can arise from innovative work
that can support the organization because they behavior by using absorptive capacity is restrict-
look like a source of cheap and unskilled labour ed by Bourini (2021) as “the ability to learn from
(Burke & Cowling, 2020). BPS data related to em- external knowledge through the process of iden-
ployment for February 2020-February 2022 has tifying, assimilating, and exploiting knowledge.”
not declared freelancers as a formal and informal Employees’ propensity to take risks and try new
workforce; outside Batam companies that col- things in the workplace is strongly influenced by
laborate with skilled freelancers, companies are the degree to which they like their job (Bhat-
increasingly exploiting freelancer services toat- nagar, 2012; Schaufeli & Bakker, 2004), which
taind ca ompetitive edge (Kozica et al., 2014). in turn is directly tied to their work motivation
Employee innovative behaviour is essential (Hackman, 1980). Transformational Leadership
in supporting company success; creative em is not only a supporter of the process of creat-
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ing absorption, assimilation, and application of
knowledge but is incarnate as project’s success
element with the efforts of leaders to explore
beneficial work behaviours (Aga et al.,, 2016).

Literature Review

The foundations of motivation theory may be
found in the study of both extrinsic and intrin-
sic drives (Chang et al.,, 2021; Ryan & Dedi,
2000). The motivation that comes from outside
of an individual, or extrinsic motivation, is dif-
ferent from intrinsic motivation, which origi-
nates from inside an individual,into motivation-
tion. This was found by Ryan and Deci (2000).
“Self-determination” is defined by Ryan and Deci
(2000) as the state of being free from the in-
fluence of others’ expectations or demands on
one’s actions. According to research by Ryan
and Deci (2000), people are more likely to take
action when their core psychological demands
for competence, autonomy, and relatedness
are met. Challenge seeking, task enjoying, pay
seeking, and recognition seeking are presented
by Miao, Evan, and Zou (2007) as the four com-
ponents of extrinsic and intrinsic job motivation.
Transformational Leadership consists of two sylla-
bles, namely Leadership (Leadership) and trans-
formational (transformation); transformational
Leadership is the process that transforms and
aids in transforming the individual (Bernard M.
Bass, 2008). Transformational Leadership tends
to be optimistic. Leaders refer to common inter-
ests with followers by engaging followers closely
without using power but using morals, transform-
ing individuals, groups, organizations, and societ-
ies with the following components (Afshari, 2022;
Bernard M. Bass, 2008; Kasimoglu & Ammari,
2020; Ngo et al.,, 2022; Shafi et al., 2020): 1).
Cohen, Wesley, and Absorptive capacity are de-
fined by & Levinthal (1990) as the competence
of assessing new knowledge, absorbing it, and
utilizing it for advancing business goals. Re-
search into absorptive ability, both theoretical
and empirical, seems to have its origins in the
setting of well-established businesses (Qian &
Acs, 2013) (Grinfeld, 2003). Absorption capac-
ity was conceived as a practical idea. Knowl-
edge integration encompasses the ability to
learn, assimilate, apply it to new situations, and
then utilize that learning to create something
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new or break into a new market (Agust et al.,
2022). To wit: (Cohen, Wesley, Levinthal, 1990).
Employees’ creative actions are manifestations
of their innate inventiveness. Worker innovation
is defined as “the practice of generating and im-
plementing novel ideas to enhance performance
or address workplace challenges” (Yuan & Wood-
man, 2010). The importance of creative behav-
ior is growing as the economy, the world, and
the needs for competitiveness all undergo rap-
id shifts (Bourini, 2021). In particular, the abil-
ity of workers to think creatively while on the
job is essential to the success of the business.
Employees’ contributions to the innovation pro-
cess may be summed up in a multi-dimensional
umbrella concept called “innovative behavior” (J.
P. J. De Jong & Hartog, 2007). Innovating conduct
may be broken down into four categories: The first
step is “idea discovery,” which includes steps 2, 3,
and 4: create, promote, and put into action ideas.

Work Motivation to Absorptive Capacity

The absorptive capacity of examining the capabil-
ity of individuals in terms of recognizing, assim-
ilating and exploring new knowledge from forms
of work motivation, namely intrinsic and extrin-
sic. A significant positive relationship between ab-
sorptive capacity and work motivation was found
(Yilddiz et al.,2019). Hypothesis 1: there is an in-
fluence of work motivation on absorptive capacity

Transformative Leadership to Absorptive
Capacity

Leaders influence every side of the learning
system, having a crucial role in encouraging
learning through the absorption, assimilation,
and application of knowledge (Ferreras Mén-
dez et al.,, 2018)(Avila, 2022; Cohen, Wes-
ley, Levinthal, 1990; Qian & Acs, 2013).

Work motivation to workers’ innovative be-
havior

The relationship between employee psychological
needs is positively related to innovative employ-
ee behavior through work motivation (Z. Wang
et al.,, 2021). Hypothesis 3 Work motivation
has an influence on workers’ creative behavior

Transformative Leadership employees’ in-
novative behavior
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Employee innovative behavior positivity related
to job performance also obtained significantly
high innovative behavior (Zhang et al., 2018).
Hypothesis 4 There is an influence of transforma-
tive Leadership on innovative employee behavior.

Absorptive capacity for employee’s innova-
tive behavior

Absorptive capacity pumps the spirit to improve
innovative behavior by providing employees to
gain external knowledge and good communication
and encouraging the exploitation of external and
internal expertise Z. Wang et al. (2021); Moon et
al. (2019); Saether (2019); Hypothesis 5 There is
an influence of absorptive capacity as mediation
on the innovative behavior of employees.

Methods

Conceptual Framework

Based on the description of the background and
the results of previous research, a conceptual
framework is presented as follows:

Work
Motiva
tion

Emplo
yee
Innova

tivo

Absorp
tive
Capaci

Transfor
mative
Leadersh

Figure 1
Conceptual Framework

Research Design

In this work, we use quantitative tech-
niques. Testing hypotheses is a primary goal of
quantitative research, which measures and anal-
yses numerical data to conclude the world. Re-
search that uses a logical strategy to examine
and ultimately traditional, optimistic, experimen-
tal, or empirical paradigms (Sugiyono, 2017).

Population and Sample

Respondents within the research are freelanc-
ers or freelance employees who work in the oil
and gas industry, as many as 50 freelancer em-
ployees. In this study, saturated sampling or
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census is used because the response was be-
low 100 for the total population. The following
are the variables used: X1) Work Motivation,
X2) Transformative Leadership, Z1) Absorptive
Capacity, and Y) Employee Innovative Behavior.

Research Instruments

This research instrument uses a ques-
tionnaire instrument. The questionnaire used
is in the form of a closed questionnaire, which
aims to obtain a general picture of variables,
a questionnaire to measure variables using
a Likert scale. Data collected from the ques-
tionnaire will be exported to Excel and utilized
as raw data for analysis in SPSS version 25.

The questionnaire preparation on cri-

teria derived from existing theories and
those carried out by previous researchers.
The study will study five variables, name-

ly transformative leadership arranged with
a score. The rating scale is used to categorize
how motivated an employee is to do their job.

Validity Test

The reliability of the items is exam-
ined by comparing the highest item score to
the aggregate item score. The obtained cor-
relation coefficient is evaluated in light of es-
tablished criteria for reliability and validity.
Sugiyono (2017) suggests the following require-
ments and criteria for this test: 1)If r 0.30,
then the questionnaire questions are legitimate.
2)If r < 0.30, then the question from the ques-
tionnaire is invalid The study used 50 respon-
dents with a table r of 0. 2787, the signification
rate for a two-way test.

Reliability Test

Test-retest (stability) equivalent testing
is performed together. Table 5 shows the Cron-
bach Alpha numbers of each variable, indicating
a number greater than 0.60. Therefore, it con-
cludes that the research instruments used to mea-
sure each variable’s characteristics are reliable.

Normality Test

The normality test is helpful to see whether the
residual value (the gap between the original data
and the forecast result data) distributes normally
or not. Decision-making guidelines with the Kolm-
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ogorov-Smirnov test with the following conditions:

Question Items | Coefficient of Choleration Ttable Information
(Calculated value of r)
WMI1 .628 0.2787 Valid
WM2 712 0.2787 Valid
WM3 714 0.2787 Valid
WM4 .664 0.2787 Valid
WMS5 .817 0.2787 Valid
WM6 .588 0.2787 Valid
WM7 .659 0.2787 Valid
WMS 766 0.2787 Valid
WMO9 .612 0.2787 Valid
WM10 737 0.2787 Valid
WM11 470 0.2787 Valid
WMI12 .893 0.2787 Valid
WM13 137 0.2787 Valid
WM14 578 0.2787 Valid
WMI5 517 0.2787 Valid
Table. 1
Research Instrument Validity Test Results (X1)
Question Items | Coefficient of Choleration Ttable Information
(Calculated value of r)
TL1 .823 0.2787 Valid
TL2 .865 0.2787 Valid
TL3 .658 0.2787 Valid
TL4 738 0.2787 Valid
TL5 593 0.2787 Valid
TL6 .816 0.2787 Valid
TL7 .653 0.2787 Valid
TL8 .666 0.2787 Valid
TL9 .808 0.2787 Valid
TL10 .816 0.2787 Valid
TL11 .848 0.2787 Valid
TL12 784 0.2787 Valid
TL13 784 0.2787 Valid
Table. 2

Research Instrument Validity Test Results (X2)
13
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Question Items | Coefficient of Choleration T'table Information

(Calculated value of r)

ACl 750 0.2787 Valid
AC2 .853 0.2787 Valid
AC3 .642 0.2787 Valid
AC4 .632 0.2787 Valid
ACS5 713 0.2787 Valid
AC6 .827 0.2787 Valid
AC7 .855 0.2787 Valid
AC8 .868 0.2787 Valid
AC9 943 0.2787 Valid
AC 10 77 0.2787 Valid

Table. 3

Results of The Validity Test of Research Instruments (2)

Question Items | Coefficient of Choleration T'table Information
(Calculated value of r)
EIB1 794 0.2787 Valid
EIB 2 .890 0.2787 Valid
EIB 3 851 0.2787 Valid
EIB 4 557 0.2787 Valid
EIB 5 750 0.2787 Valid
EIB 6 .886 0.2787 Valid
EIB 7 .823 0.2787 Valid
EIB 8 .833 0.2787 Valid
EIB 9 .881 0.2787 Valid
EIB 10 .831 0.2787 Valid

Table 4

Research Instrument Validity Test Results (Y)

14



Journal of Business Leadership and Management

RIEJSIyNESS Volume 2, Issue 1
Variable Alpha Cronbach Keterangan
WM (X1) 0.772 Reliable
TL (X2) 0.763 Reliable
AC (2) 0.783 Reliable
EIB (Y) 0.783 Reliable
Table. 5

Results of the Research Instrument Reliability Test

Ho: the sig value > 0.05, then the normal distrib-
uted residual data

Ha: the sig value < 0.05, then the residual infor-
mation is not normally distributed.

Normality test results using Kolmogorov-Smirnov

Data Analysis

To manage the data using the SPSS
version 25, quantitative analysis using in-
ferential statistics with correlational analysis
(Sugiyono, 2017). The stages in conducting a

Asymp Sig. | Criterion
No. | Data Variable (2-tailed) [f the value of Conclusion
value p>0.05,
(or p-value) | Accept Ho.
1. | Work Motivation
2. | Transformative
Leadership
>
3. | Absorptive Capacity 0.200 p =005 Normal
4. | Employee Innovative
Behaviour

method are as follows:

Based on the results of the spss version 25 output
shown in table 28 above, the value of Asyimp Sig.
(2-tailed) 0.200, more significant than the proba-
bility value (p) of 0.05. conclude that the research
data came from a normally distributed population.

Data Collection Techniques

There are certain data collection meth-
ods that are utilized within the research. Ques-
tionnaires or questionnaires are data collection
techniques that give respondents a set of ques-
tions or written statements to answer. Docu-
mentation and research data are obtained from
reports and other documents, which are closely
related to the object of research and reading lit-
erature as the theoretical basis for this research.
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quantitative correlational analysis are as follows:

Result

Regression may be broken down into
two categories, depending on the number of
independent variables: basic linear and mul-
tiple linear regression. One free variable and
one constrained variable make up simple lin-
ear regression. In contrast, multiple regression
includes both free and constrained variables.

Model 1 Regression Results

Model 1 Regression’s “Coefficients” table shows
that X1 = 0.000 and X2 0.030 have statisti-
cally significant effects on Z, where 0.05 is the
threshold for statistical significance. The “Mod-
el Summary” table reports a R Squared value
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of 0.728. estimates that X1 and X2 account for
72.8% of Y’'s effect, while other factors account
for the remaining 27.2%. el = (1-0.728) = 0.521
is a formula that may be used to get its value.

Regression Model 1

El1=0,521

Work
Motivation (X,)

0,590

Absorptive
Capacity (Z,)

Transformative
Leadership (X,)

0,326

Figure 2
Model Regression Results

Regression Model 2

-0,173

e2=0,733

Work
Motivation
(x,)

Employee

Absorptive Innovative
Capacity

)

(v)

Transformative
Leadership (X,)

-0,224

Figure 3.
Model 2 Regression Results

The Outcomes of Regression Model 2

The significance levels of the three variables in
Model 2’'s Regression Output, Coefficients sec-
tion are X1= 0.514, X2 = 0.325, and Z = 0.002,
with X1 and X2 being larger than 0.05 and Z
being less than 0.05, respectively. There is no
discernible link between X1 and X2, and Y. Z
is a crucial factor in determining Y. How much
of a value for R Squared is listed in the table.

Discussion
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Analyst’s influence of X1 on Z: From the analy-
sis above, the X1 signification was obtained by
0.000 < 0.05, and it resulted in the significant
direct influence of Work Motivation on Absorptive
capacity. Analyst’s influence of X2 on Z: From the
analysis above, the X2 signification was obtained
by 0.030 < 0.05, and it showed that significant
influence was generated by the Transformative
Leadership on Absorptive capacity. According to
the study, Work Motivation did not significant-
ly affect Employee Innovative Behaviour since
X1’s significance was attained at 0.514 > 0.05.
Analysts impact X2 and Y: The study above
found no statistically significant relationship be-
tween Transformative Leadership and Employ-
ee Innovative Behavior (X2 = 0.325 > 0.05).
The foregoing research shows that there was a
substantial effect of Absorptive ability on Employ-
ee Innovative Behaviour, with a Z signification
of 0.002 0.05. Examining how X1 via XZ affects
Y, we find that X1 directly impacts -0.173 on Y.
In contrast, X1 against Z multiplied by Beta’s
value Z against Y equals the indirect impact of
X1 on Y; in this case, 0.565. As a result, the
combined direct and indirect impact of X1 on Y
is (-0.173) + 0.565 = 0.392. Therefore, it can
be stated that Work Motivation significantly im-
pacts the mediation of Absorptive ability on Em-
ployee Innovative Behavior, suggesting that in-
direct effect is stronger than direct influence.

Acknowledgments

Transformational Leadership comes un-
der those vital aspects affecting absorptive ca-
pacity’s antecedents (Ferreras Méndez et al.,
2018). The results of the study showed that
the support of the influence of work motivation
on Absorptive capacity, especially the motiva-
tion of individual freelancers, is powerful in in-
creasing their absorptive capacity (Yildiz et al.,
2019). Still, work motivation in this study has
no significant influence on Employee Innovative
Behaviour, so it does not support empirical re-
search on individual motivation (intrinsic), which
is considered very important for credibility and
Employee Innovative Behaviour (Saether, 2019).

The mediation effect of other factors on
Worker Innovative Behavior and work motiva-
tion has effectively sought to improve innovation
through the mediation process against EIB. EIB has



become very beneficial for service companies and
also for employees individually, encouraging the
development of civility (Li & Hsu, 2016) as a nov-
elty in this study. Absorptive capacity, as a media-
tion variable, has strengthened the relationship of
work motivation to EIB significantly. The innova-
tive involvement of freelancers is abstracted like
a course with a variety of individual behaviors to
improve competence and personal development
to contribute to supporting the company’s agility
and flexibility in the oil and gas mining industry.

Bourini (2021) suggests that the effect of
Absorptive capacity mediation on Employee In-
novative Behaviour strengthens leadership re-
lationships and provides detailed knowledge for
leaders on encouraging and improving innovative
employee behavior. Supports the findings in this
study that transformative Leadership seen by
freelancers as users of services for the expertise
and skills of freelancers in supporting company
activities has a strong and significant relation-
ship to the innovative behavior of freelancer em-
ployees and explores or applies new methods.

Research Contributions

Theoretical implications: freelancers are
multiplying, and the innovative behavior of free-
lancers to increase their competence in competing
with freelancers globally increases curiosity about
what companies need in the international-class oil
and gas mining industry. Thus, freelancers have
a vision and imagination for how they can cap-
ture the development of new knowledge, make
it a competency, and be certified for this new
knowledge, which leads to sustainable, innova-
tive behavior through better absorption capacity.

This study aids in the development of lit-
erature within the gas and oiling sector by inte-
grating work motivation with absorptive capac-
ity as a reference for leaders to be capable of
adopting transformative Leadership to devel-
op innovative behaviors of freelancer employ-
ees as supporters of the organization to gain
comprehensive advantage through its agility
and flexibility to get employees to fill positions
that require workforce skilled who are com-
petent and certified at the international level.

Research Limitations
The limitations of research on the min-
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ing industry are in Kepuluan Riau, they have not
been able to get an understanding of other re-
gions, and the limits of respondents, which are
only 50 respondents, have not been able to get
maximum results. Freelancers work in different
companies, so leaders in each company will have
different leadership styles. So there are limita-
tions to leadership styles that affect the innova-
tive behavior of freelancers, so research in the
future requires research with more than one
leadership style to close the gaps in this study.
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