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ABSTRACT:

This study addresses the urgent challenges faced by
Indonesia's labor-intensive garment industry. The research
used a quantitative cross-sectional survey, data were
collected from 220 managerial employees in Jabodetabek
Region (Greater Jakarta) and analyzed with PLS-SEM.
Results show that perceived learning positively atfects IWB,
and psychological safety also enhances IWB. However,
workability negatively moderates the relationship between
psychological safety and IWB, while positively moderating
the link between perceived learning and IWB. These
findings offer new insights into the nuanced role of
workability in innovation dynamics within hierarchical and
collectivist cultural contexts. This research provides
practical strategies for transforming labor cost pressures
into competitive advantage through targeted learning and
workability initiatives in an industry where innovation is not
merely beneficial but essential for survival.

Keywords: Innovation work behavior,
psychological safety, workability.

perceived learning,

1. Introduction

millions of workers, this industry cannot

The Indonesian garment and textile industry
faces a critical juncture where rising labor costs
(5-8% annual minimum wage increases) collide
with the imperative for innovation in an
increasingly competitive global market (Phan et
al., 2022). As a labor-intensive sector employing

sustainably increase operational costs while
maintaining competitiveness (Miah et al., 2024).
The urgency of this research stems from the
industry's  vulnerability to these economic
pressures combined with the need for digital
transformation, where experienced managers

(10+ years) often lack familiarity with new
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technologies  despite  possessing  valuable
institutional knowledge (Pfrombeck et al., 2024).

This study focuses on how perceived learning and
psychological safety influence innovation work
behavior among managerial employees in the
garment and textile industry, with workability as
a crucial moderating factor. Innovation work
behavior (IWB) represents the behavioral
dimension of innovation, encompassing "the
creation, promotion, and implementation of
ideas that are new to the organization"
(Fasbender et al., 2021). Unlike mere creativity,
IWB requires individuals to navigate social
processes to turn ideas into reality, making it
particularly relevant in complex organizational
settings like the garment industry.

The importance of this research stems from the
unique challenges faced by the garment and
textile industry. As noted in the literature,
organizations in traditional ~manufacturing
sectors often struggle to balance established
practices with innovative approaches, creating
tension between experience and innovation
(Ptrombeck et al., 2024). Managers with over ten
years of experience, while possessing valuable
institutional knowledge, may experience reduced
workability due to digital transformation
pressures, making it difficult for them to
contribute innovative ideas (Pfrombeck et al.,
2024).

The garment and textile industry presents a
particularly urgent case for this research. As one
of Indonesia's priority sectors in the Making
Indonesia 4.0 program, it remains a labor-
intensive industry that employs millions of
workers across the supply chain (United Nations
Industrial Development Organization (UNIDO),
2022). This labot-intensive nature makes the
industry highly vulnerable to annual minimum
wage increases, which typically range between 5%
to 8% each year (Miah et al., 2024). These rising
labor costs, combined with increasing global
competition from countries with lower wage
structures, create immense pressure for
Indonesian garment companies to improve
productivity and innovation without significantly
increasing operational costs.

According to the Digital Transformation
Landscape Index (DTLI) 2023, most textile
companies in Indonesia ate still in the early stages
of digital transformation, lagging behind global
competitors (Darmawan et al., 2023). The United
Nations Industrial Development Organization
(UNIDO) emphasizes that the textile sector in
developing countries, including Indonesia,
requires significant transformation in reskilling
and upskilling to meet the demands of Al and
IoT-based automation (United Nations Industrial
Development Organization (UNIDO), 2022).
Unfortunately, most available training programs
remain traditional and fail to address the specific
technological needs of Industry 4.0.

This situation creates a perfect storm for the
industry: rising labor costs due to minimum wage
increases, global competition requiring higher
productivity, and a workforce that needs
substantial ~ upskilling to  operate  new
technologies. The consequences of failing to
address these challenges are severe reduced
competitiveness, potential job losses, and even
business closures (Seetharaman, 2020). In this
context, fostering innovation work behavior
among experienced managers becomes not just
beneficial but essential for survival.

This research addresses a critical gap in
understanding how to leverage the potential of
experienced employees in traditional
manufacturing industries. By examining the
interplay ~ between  perceived  learning,
psychological safety, and workability, this study
provides practical insights for organizations
seeking to cultivate innovation among their
senior workforce (Kyambade et al., 2024). The
findings are particularly relevant for the
Indonesian context, where high power distance
and collectivist cultural values may influence how
psychological safety and learning opportunities

are perceived and utilized (Steil et al., 2020).

The primary objective of this study is to examine
how perceived learning and psychological safety
influence innovation work behavior among
experienced managers in the garment industry,
with workability as a crucial moderating factor.
Specifically, we investigate: (1) the direct effects
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of perceived learning and psychological safety on
innovation work behavior; (2) the moderating
role of workability in these relationships; and (3)
how these dynamics can be leveraged to enhance
innovation despite rising labor costs. By
addressing these objectives, this research
provides actionable strategies for garment
manufacturers to transform their experienced
workforce into an innovation asset rather than a
cost burden.

This study is particularly timely given that most
textile companies in Indonesia are still in eatly
stages of digital transformation (Darmawan et al.,
2023), while global competitors advance rapidly.
The consequences of failing to address these
challenges are severe on reduced
competitiveness, potential job losses, and
business closures (Seetharaman, 2020). By
understanding how to foster innovation among
experienced  managers, organizations can
improve productivity and quality without
proportionally  increasing  costs,  thereby
maintaining competitiveness in the global market
(Miah et al., 2024). The findings offer critical
insights for industry leaders navigating the
delicate balance between preserving valuable
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Figure 1

The population for this study comprised
managerial employees (Supervisors and above)
with at least 10 years of experience working in
garment and textile companies in the
Jabodetabek Region (Greater Jakarta). The
sample size was determined a minimum of 10
observations per indicator in structural equation
modeling (Hair et al., 2019). With 25 indicators
across the four constructs (5 for perceived

institutional knowledge and embracing necessary

innovation in an era of rising labor costs.
2. Methodology

This study employed a quantitative research
design using a cross-sectional survey approach to
examine the relationships between perceived
learning, psychological safety, workability, and
innovation work behavior among managerial
employees in the garment and textile industry in
Jabodetabek Region (Greater Jakarta). The
research followed a positivist paradigm, focusing
on identifying causal relationships between the
constructs of interest (Steil et al., 2020).

The conceptual framework (Figure 1) illustrates
the proposed relationships, with perceived
learning and psychological safety as antecedents
of innovation work behavior, and workability as
a  moderating  variable influencing both
relationships. The framework draws on diffusion
of innovations theory (Rogers, 2007), job
demands-resources theory (Bakker & Demerouti,
2023), and the SECI Framework (Nonaka &
Takeuchi, 1995) to explain how learning
processes and psychological conditions influence
innovative behaviors in a multigenerational
workplace.

/ " Innovation \\
\ Work )
\,\ Behavior //

. Research Model

learning, 6 for psychological safety, 4 for
workability, and 7 for innovation work behavior),
the minimum sample size required was 220.

However, considering potential non-response
and data quality issues, the researchers targeted
250 respondents and successfully collected 220
usable responses, representing a response rate of
88%. The final sample consisted of 220 managers

with an average work experience of 14.7 years.
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The gender distribution was 58% male and 42%
female, reflecting the gender composition
typically found in managerial positions within the
Indonesian garment industry. The age range of
respondents was 40-58 years, with a mean age of
45.3 years, indicating a workforce with substantial
experience but potentially facing challenges
related to digital transformation and changing
industry demands.

The questionnaire used in this study was carefully
developed based on wvalidated scales from
previous research, adapted to the specific context
of the Indonesian garment industry. The survey
instrument consisted of two main sections:
demographic information and the measurement
of research constructs. The demographic section
collected data on gender, age, education level, job
position, and years of experience, while the main
instrument section comprised 22  items
measuring the four key constructs of interest. All
items were measured using a 5-point Likert scale
ranging from 1 (strongly disagree) to 5 (strongly
agree), which is widely recognized for its
reliability and validity in organizational research.

The Perceived Learning construct, five items
were adapted from Porath et al. (2012), with each
item capturing different dimensions of how
managers perceive their learning experiences in
the workplace. The items included statements
such as "I feel that I frequently gain new
knowledge in my job," "I continue to learn and
develop over time at work," "I feel my abilities
improve over time in my job," "I view my work
as a valuable opportunity for learning," and "I feel
I experience personal development through work
activities." These items were selected based on
their strong theoretical foundation and previous
empirical validation in organizational contexts,
while being carefully adapted to reflect the
specific challenges faced by managers in the
garment industry.

The Psychological Safety construct was measured
using six items detived from Edmonson's seminal
scale (A. Edmondson, 1999), which has been
widely validated across various cultural contexts.
The items included "I feel my team supports me
when I make mistakes," "I can discuss difficult

issues with my team without fear," "I feel
respected and valued even though my way of
thinking differs from other team members," "I
feel safe taking risks when working with my
team," "I feel easy and comfortable asking for
help from team members," and "I feel my unique
skills and talents are valued and utilized by the
team." These items wete chosen to
comprehensively capture the multidimensional
nature of psychological safety in hierarchical
organizational settings typical of Indonesian

garment companies.

The Workability construct, four items were
adapted from McGonagle et al. (2015), focusing
on the capacity of managers to sustain their work
performance in the face of changing demands.
The items included "I feel I have sufficient ability
to complete my work well," "I feel capable of
handling mental challenges in my work," "I am
confident I can work effectively and productively
in the coming years," and "I have sufficient
energy and motivation to continue working
effectively." These items were specifically
selected to reflect the physical, cognitive, and
motivational aspects of workability relevant to
experienced managers in a rapidly transforming
industry.

The Innovation Work Behavior construct was
measured using seven items from De Jong & Den
Hartog. (2010), which capture the full spectrum
of innovation processes from idea generation to
implementation. The items included "I notice
things beyond my routine work tasks," "I often
think of new ways to improve efficiency," "I try
to find different solutions to solve problems," "I
create new ideas to overcome difficult problems,"
"I can make colleagues or superiors interested
and enthusiastic about innovative ideas," "I
contribute to implementing new ideas," and "I
realize ideas that can be applied in work practice."
These items were carefully adapted to reflect
innovation behaviors relevant to managerial roles
in the garment industry context.

Prior to the main survey, the questionnaire
underwent a rigorous pre-testing process with 30
respondents who shared similar demographic
characteristics with the target population but

www.internationalsped.com

298



2026, 41(24s), 295 - 304

INTERNATIONAL JOURNAL of SPeciAL EDucaTION

were not included in the main sample. The pre-
test served multiple purposes: to verify the clarity
of the items and their appropriateness for the
Indonesian garment industry context, to assess
the internal consistency of the scales, and to
identify any potential ambiguities in the wording.
The reliability analysis from the pre-test showed
Cronbach's alpha values above 0.8 for all
constructs,  indicating  excellent  internal
consistency. Based on the pre-test results and
feedback from respondents, minor wording
adjustments were made to enhance clarity
without altering the theoretical meaning of the
items. The final questionnaire was distributed
using a combination of online (Google Forms)
and face-to-face methods to accommodate
different  preferences among  managerial
respondents, with all participants assured of the

confidentiality of their responses.

The data were analyzed using partial least squares
structural equation modeling (PLS-SEM) with
Smart-PLS V3 software. This approach was
chosen because it is well-suited for predictive
research and can handle complex models with
smaller sample sizes (Hair et al, 2019). The
analysis proceeded in two stages: first, evaluating
the measurement model to assess reliability and
validity of the constructs; second, examining the
structural model to test the hypotheses. The
measurement model was assessed through
indicator reliability, internal consistency reliability
(Cronbach's alpha and composite reliability),
convergent validity (average variance extracted),
and  discriminant validity = (Fornell-Larcker
Criterion and Cross-Loadings). The structural
model was evaluated through Path Coefficients,
R-Squared, and Effect Sizes. For the moderation
hypotheses, we created interaction terms between
the independent variables and the moderator
(workability) following the procedure outlined by
Chin (Chin, 2010).

3. Results
Population and sample

The population for this study comprised
managerial employees (Supervisors and above)
with at least 10 years of experience working in
garment and textile companies in the

Jabodetabek Region (Greater Jakarta). The
sample size was determined a minimum of 10
observations per indicator in structural equation
modeling (Hair et al., 2019). With 25 indicators
across the four constructs (5 for perceived
learning, 6 for psychological safety, 4 for
workability, and 7 for innovation work behavior),
the minimum sample size required was 220.
However, considering potential non-response
and data quality issues, the researchers targeted
250 respondents and successfully collected 220
usable responses, representing a response rate of

88%.

The final sample consisted of 220 managers with
an average work experience of 14.7 years. The
gender distribution was 58% male and 42%
female, reflecting the gender composition
typically found in managerial positions within the
Indonesian garment industry. The age range of
respondents was 40-58 years, with a mean age of
45.3 years, indicating a workforce with substantial
experience but potentially facing challenges
related to digital transformation and changing
industry demands.

Measurement Instruments

The questionnaire used in this study was carefully
developed based on wvalidated scales from
previous research, adapted to the specific context
of the Indonesian garment industry. The survey
instrument consisted of two main sections:
demographic information and the measurement
of research constructs. The demographic section
collected data on gender, age, education level, job
position, and years of experience, while the main
instrument section comprised 22  items
measuring the four key constructs of interest. All
items were measured using a 5-point Likert scale
ranging from 1 (strongly disagree) to 5 (strongly
agree), which is widely recognized for its
reliability and validity in organizational research.

The Perceived Learning construct, five items
were adapted from Porath et al. (2012), with each
item capturing different dimensions of how
managers perceive their learning experiences in
the workplace. The items included statements
such as "I feel that I frequently gain new
knowledge in my job," "I continue to learn and
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develop over time at work," "I feel my abilities
improve over time in my job," "I view my work
as a valuable opportunity for learning," and "I feel
I experience personal development through work
activities." These items were selected based on
their strong theoretical foundation and previous
empirical validation in organizational contexts,
while being carefully adapted to reflect the
specific challenges faced by managers in the
garment industry.

The Psychological Safety construct was measured
using six items detived from Edmonson's seminal
scale (A. Edmondson, 1999), which has been
widely validated across various cultural contexts.
The items included "I feel my team supports me
when I make mistakes," "I can discuss difficult
issues with my team without fear," "I feel
respected and valued even though my way of
thinking differs from other team members," "I
feel safe taking risks when working with my
team," "I feel easy and comfortable asking for
help from team members," and "I feel my unique
skills and talents are valued and utilized by the
team." These items were chosen to
comprehensively capture the multidimensional
nature of psychological safety in hierarchical
organizational settings typical of Indonesian

garment companies.

The Workability construct, four items were
adapted from McGonagle et al. (2015), focusing
on the capacity of managers to sustain their work
performance in the face of changing demands.
The items included "I feel I have sufficient ability
to complete my work well," "I feel capable of
handling mental challenges in my work," "I am
confident I can work effectively and productively
in the coming years," and "I have sufficient
energy and motivation to continue working
effectively." These items were specifically
selected to reflect the physical, cognitive, and
motivational aspects of workability relevant to
experienced managers in a rapidly transforming
industry.

The Innovation Work Behavior construct was
measured using seven items from De Jong & Den
Hartog. (2010), which capture the full spectrum
of innovation processes from idea generation to

implementation. The items included "I notice
things beyond my routine work tasks," "I often
think of new ways to improve efficiency," "I try
to find different solutions to solve problems," "I
create new ideas to overcome difficult problems,"
"T can make colleagues or supetiors interested
and enthusiastic about innovative ideas," "I
contribute to implementing new ideas," and "I
realize ideas that can be applied in work practice."
These items were carefully adapted to reflect
innovation behaviors relevant to managerial roles

in the garment industry context.

Prior to the main survey, the questionnaire
underwent a rigorous pre-testing process with 30
respondents who shared similar demographic
characteristics with the target population but
were not included in the main sample. The pre-
test served multiple purposes: to verify the clarity
of the items and their appropriateness for the
Indonesian garment industry context, to assess
the internal consistency of the scales, and to
identify any potential ambiguities in the wording.
The reliability analysis from the pre-test showed
Cronbach's alpha values above 0.8 for all
constructs,  indicating  excellent  internal
consistency. Based on the pre-test results and
feedback from respondents, minor wording
adjustments were made to enhance clarity
without altering the theoretical meaning of the
items. The final questionnaire was distributed
using a combination of online (Google Forms)
and face-to-face methods to accommodate
different  preferences among  managerial
respondents, with all participants assured of the

confidentiality of their responses.
Data Analysis

The data were analyzed using partial least squares
structural equation modeling (PLS-SEM) with
Smart-PLS V3 software. This approach was
chosen because it is well-suited for predictive
research and can handle complex models with
smaller sample sizes (Hair et al, 2019). The
analysis proceeded in two stages: first, evaluating
the measurement model to assess reliability and
validity of the constructs; second, examining the
structural model to test the hypotheses. The
measurement model was assessed through
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indicator reliability, internal consistency reliability
(Cronbach's alpha and composite reliability),
convergent validity (average variance extracted),
and discriminant validity (Fornell-Larcker
Criterion and Cross-Loadings). The structural
model was evaluated through Path Coefficients,
R-Squared, and Effect Sizes. For the moderation
hypotheses, we created interaction terms between
the independent variables and the moderator
(workability) following the procedure outlined by
Chin (Chin, 2010).

4. Discussion

Based on the analysis conducted, this study
provides important insights into the relationship
between psychological factors and innovative
behavior  among  older  employees  in
multigenerational ~ organizations.  Empirical
findings indicate that Perceived Learning has a
significant positive effect on Innovation Work
Behavior IWB), as predicted in H1. This resultis
consistent with social learning theory, which
states that individuals' perceptions of their
learning ability influence their propensity to
explore new ideas (Bandura, 1986). This finding
is supported by Qazi et al. (2023), who found that
employees who perceive themselves to be
learning more tend to be more open to creative
experimentation and more willing to take risks in
the innovation process. Thus, Perceived Learning
is a crucial cognitive foundation for triggering
innovative behavior, particularly in the context of
digital transformation, which requires continuous

adaptation to new technologies.

Significant findings were also evident in H2,
which examined the effect of Psychological
Safety on IWB. The analysis showed that
Psychological Safety had a positive and
significant effect on IWB, supporting the
argument that a psychologically safe work
environment enables employees to innovate
without fear of negative consequences
(Edmondson & Lei, 2014). These findings align
with research by Kyambade et al. (2024), which
states that employees in environments with high
levels of psychological safety are more likely to
take innovative initiatives and experiment with
new work approaches. In the context of older

employees who frequently face uncertainty
related to digital technology, psychological safety
acts as a catalyst, enabling them to overcome their
fear of failure and spark creativity in solving work
problems.

Furthermore, this study examined the
moderating role of workability in the relationship
between psychological safety and IWB (H3). The
results indicate that workability strengthens the
relationship between psychological safety and
IWB, meaning the influence of psychological
safety on IWB is stronger when older employees
have high levels of workability. These findings
enhance the Job Demands-Resources Theory
from Bakker & Demerouti (2017) by
demonstrating that personal resources (in this
case, workability) can amplify the effect of
environmental resources (psychological safety)
on innovative work outcomes. Hlado &
Harvankova (2024) support this finding by
showing that employees with high workability are
better able to translate psychological safety into
concrete innovative actions, as they perceive they
have the capacity to effectively implement new
ideas.

This study revealed an unexpected and
statistically ~ significant result a  negative
interaction effect between workability and
psychological safety on innovation work
behavior, with a coefficient of -0.370. This
finding suggests that for employees with high
levels of workability, psychological safety reduces
the tendency to innovate, providing an important
critical perspective, especially in the context of
the Indonesian  manufacturing  industry
undergoing  digital transformation. In an
Indonesian work culture that emphasizes
hierarchy and seniority (High Power Distance
with a score of 78), older employees who feel
psychologically safe and have high workability
may feel less need to innovate because their
positions are secure and there is no pressure to
maintain their relevance.

This finding is consistent with research by Zhu et
al. (2022) indicated that Psychological Safety does
not always have a positive impact on innovation,
especially when combined with other factors
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such as high Workability. In Indonesia's
collectivist culture which referring a score of 14
according to Hofstede et al. (2010), the presence
of high Psychological Safety in older employees
with high Workability may reduce the need to
take risks or innovate due to the focus on group
harmony and organizational stability.

This finding is also in line with the findings of
Pfrombeck et al. (2024) who stated that when
Psychological Safety is too high in employees
with high Workability, it eliminates the need to
learn from younger colleagues, thereby reducing
opportunities for innovation that arise from
cross-generational knowledge transfer. In the
context of implementation, these findings
suggest that human resource management
strategies need to be more nuanced and situation-
based, with different approaches for employees
with different levels of Workability. For older
employees with high Workability, management
may need to create measurable tensions or
innovation challenges, rather than relying solely
on Psychological Safety. These findings add to
the literature on Innovation Work Behavior by
demonstrating that the effects of Psychological
Safety on innovation behavior can be more
nuanced and situation based.

5. Conclusion

Based on the findings of this study, it can be
concluded that Perceived Learning has a
significant positive influence on Innovation
Work Behavior, indicating that the higher
employees' perceptions of mastering new

knowledge, the greater their tendency to innovate
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