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Abstract: This study investigates how leadership, more precisely leader–member exchange (LMX), af-
fects innovative behavior through an innovative climate as well as, indirectly, through organizational
commitment and internal trust. A total of 1114 samples were collected from employees working in
firms in Slovenia and Serbia. The quantitative data and the proposed model were analyzed with the
partial least squares—SEM technique. The results indicate that an innovative climate is a mediator in
the relationship between leadership and innovative behavior, and this relationship is also further
mediated by internal trust and organizational commitment. These results reveal serial mediation or
the complex role of an innovative climate in the process of influencing innovative work behavior.
Implications for theory and recommendations for practice are discussed.

Keywords: leadership; LMX; innovative climate; innovative behavior; internal trust; organizational
commitment

1. Introduction

The recent COVID-19 pandemic, growing uncertainty in the world, and possibility of
a recession are influencing both developed and developing countries, presenting challenges
for organizations that are struggling to retain their operations and survive during these
challenging times. In order to adapt, these organizations must rely on sound leadership
and innovative employees to quickly develop and implement innovative strategies. Failure
to innovate can expose organizations to potential risk and reduce their ability to survive
or to gain a competitive advantage [1]. This study aims to investigate how leadership,
more precisely leader–member exchange (LMX), affects innovative behavior through an
innovative climate. In previous studies, an innovative climate is sometimes identified as a
mediator of said relationship. However, those studies failed to investigate the possibility of
an innovative climate also being mediated by other organizational factors. In this study
we propose the so-called “mediation of the mediator” and aim to investigate the indirect
effects through internal trust and organizational commitment. This study presents a model
that illustrates said relationships and seeks to explain the complex role of an innovative
climate in the process of influencing innovative work behavior.

2. Literature Review and Hypotheses Development
2.1. Leadership and Innovative Climate

An effective leader is considered to be one who is able to successfully prepare a
company for upcoming challenges. They anticipate change and the future with their vision.
An effective leader is able to foster a sense of personal commitment and to transform
individuals into important prospects [2]. Leadership should be viewed as a process that
allows employees to embrace the vision, while facilitating individual and collective learning
and the achievement of organizational goals [3]. The leader–member exchange (LMX)
theory focuses on the interaction between leaders and followers [4]. The leadership-
making model proposed by Graen and Uhl-Bien [5] highlights the importance of a leader’s
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high-quality exchanges with their followers. Those exchanges allow leaders to give their
followers something other than working just for self-gain and to offer new responsibilities
and roles. In exchange, followers feel loyalty and trust, are willing to do more, and
seek innovative ways to work harder than expected. While focusing on the exchanges
with their followers, leaders also influence the attitudes, emotions, and behaviors that
make up the organizational climate [6]. Organizational climate can be viewed as the
organizational experience [7] or as a collective perception of the organization [8] that can
be expressed through trust, openness, commitment, motivation, and a willingness to take
risks [6]. According to Isaksen and Ekvall [9], the greatest challenge for modern leaders
is to foster an organizational climate that encourages and promotes creative thinking
and innovation. Only in that case will organizations be able to acquire and retain their
competitive advantage, grow, and increase economic development [10]. An innovative
climate is an internal environment that supports innovation and change, which is crucial
for innovative organizations [11], so that employees can share and build on ideas with
each other [9]. An innovative climate is, therefore, a set of the employees’ perceptions of
the organization’s work environment that encourages creativity and the use of creative
approaches regarding the allocation of resources, the execution of work activities, and the
creation of new products and services [12].

The impact of leadership on organizational climate has long been studied [13,14], but
there is still great interest in researching the impact of leadership on an innovative climate.
There is evidence that a leader’s behavior can influence an innovative climate [15–17].
Scott and Bruce [12] found that LMX can predict an innovative climate: a higher level of
leader–member interaction indicates a greater perceived climate for innovation. These
results were confirmed in a study conducted by Kazama and colleagues [18].

2.2. Innovative Climate and Innovative Behavior

Employees’ creativity and innovation are the driving forces for change that allow orga-
nizations to build and secure their future [19–22], so it is crucial to understand the creation
and the dynamics of an organizational climate that will encourage the employees’ innova-
tive behavior [23–25]. Innovative work behavior includes a broad set of behaviors related
to generating and promoting ideas, creating support for them, and helping their realization
and implementation [26,27]. An innovative climate encourages employees to be committed
to the organization and to work toward achieving organizational goals. This is because as
soon as employees perceive a positive climate that is conducive to innovation, they tend to
actively participate in innovations instead of remaining passive [28,29]. It has been found
that an innovative climate not only supports employees’ innovative behavior [30,31] but
also supports their motives and attitudes toward innovation [32]. Recent research con-
ducted by Odoardi et al. suggests that employees will be more willing to accept innovation
goals or to demonstrate innovative behavior if they perceive the work environment as
a place where ideas are truly appreciated and where innovative and creative endeavors
are valued and nurtured [33]. Previous research suggests that certain dimensions of an
innovative climate, such as autonomy and freedom, along with specialized knowledge,
have a positive effect on innovative behavior [34]. When employees become aware that
freedom exists in their work environment, they are more willing to take initiative, promote
their own ideas, and propose new processes, while increasing their innovativeness [15,35].

2.3. Mediating Role of Innovative Climate

Mumford and Gustafson [17] and Jung [36] showed that leadership is one of the
most important, if not the most important, influencing factors on employee creativity and
innovative performance. De Jong [37], who conducted in-depth research with leaders in
knowledge-intensive businesses, found that an innovative climate is a precursor to innova-
tive work behavior. West [38] had a similar attitude in their research and stated that creative
and innovative behavior is a product of the combination of personal qualities and factors
in the work environment. According to Moghimi and Subramaniam [39], the components
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of an innovative climate that significantly predict the innovative behavior of employees
are the resources that encourage creativity and innovation and the clarity of a mission
that refers to the awareness of goals and expectations regarding creative performance, as
well as support from the leader. Describing what leaders can do to manage creativity and
innovation, Catmull [40] pointed out that leaders need to build an environment that fosters
relationships of trust and respect in order to release creativity in the organization. Leaders
who know how to positively influence an innovative climate and innovative behavior
that creates innovation, create the potential for innovation resulting in increased perfor-
mance [41]. Given that leadership and an innovative climate influence innovative behavior,
an innovative climate is identified as an intervening variable. Few studies have examined
how an innovative climate mediates the relationship between leadership and innovative
outcomes. Ekvall and Ryhammer [42,43] found evidence for the moderating role of an
organizational climate when investigating leadership styles and organizational outcomes
at a Swedish university. Jung, Chow, and Wu [44] studied the effects of transformational
leadership, empowerment, and innovation support. They found that transformational lead-
ership was significantly and positively related to organizational innovation and innovation
support and also concluded that the leadership styles of top managers can significantly
influence the creativity and innovative capabilities of an organization. They believe that
the main way to gain this benefit is to create an organizational climate that encourages
employees and supports innovation. An innovative climate is important for achieving
organizational results and can serve as a means for leaders to positively influence orga-
nizational performance. Company leaders should create an organizational climate that
inspires and supports innovative behaviors to facilitate the impact of their leadership style
on company performance [45].

2.4. Mediating Role of Internal Trust

Trust is defined as “the willingness of a party to be vulnerable to the actions of another
party based on the expectation that the other will perform a particular action important
to the trustor, irrespective of the ability to monitor or control that other party” [46]. In
order for trust to exist, there must be an expectation of reliability and an intention in the
trustee’s behavior to perform as expected [47]. Trust involves a degree of uncertainty and
involves belief in their partner’s abilities and benevolence. Therefore, the emphasis is on
the readiness of the trustor to show trust, not on the trustworthiness of the trustee. Internal
trust represents the climate of trust in an organization. It is defined as “positive expectations
individuals have about the intent and behaviors of multiple organizational members, based
on organizational roles, relationships, experiences and interdependencies”. Organizations
will be more innovative, adaptive, and successful if they manage to obtain a great deal
of internal trust [48]. Most existing studies suggest that the process of building internal
trust lies in the hands of the leader. Baer and colleagues [49] suggested that an employee’s
feelings of trust develop in response to an actual trusting behavior by a supervisor, such
as delegating crucial tasks or disclosing sensitive information. Andersen [50] revealed a
connection between the actions of superiors and the trust of their subordinates. Superiors
gain the trust of their subordinates through their activities, so the level of trust differs across
different levels of a hierarchy. A leader’s efforts to build trust are also identified as one of
the key mechanisms to increase organizational effectiveness [51]. Research conducted by
Pučetaite, Noveskaite, and Markunaite [52] confirms that the leadership’s attitude toward
employees can improve trust in private organizations. A correlation between leadership
and internal trust was found by several studies [53,54].

On the other hand, internal trust can be found to facilitate the exchange of ideas
and to reduce their complexity, but it also lowers the fear of failure and criticism when
implementing new ideas [55]. Krot and Lewicka [56] found a positive relationship between
internal trust and the creation of an innovative climate. A strong relationship is found
between internal trust and innovation, and there is a strong suggestion that trust should be
treated as the foundation of innovation [57]. Curseu and Schruijer [58] found that a low
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level of trust can make people feel attacked when disclosing information; this makes it less
likely that the release of knowledge and the creation of an innovative climate in which
innovation can be realized would follow.

2.5. Mediating Role of Organizational Commitment

Organizational commitment is seen as a form of psychological connection between
employees and the organization. Porter [59] defined organizational commitment as the
“strength of an individual’s identification with and involvement in a particular organiza-
tion”, consisting of three factors: (1) a strong belief in and acceptance of the organization’s
goals and values, (2) a willingness to exert considerable effort on behalf of the organization,
and (3) a definite desire to maintain organizational membership. Sheldon [60] proposed
that commitment is a positive attitude toward the organization and an intention to work
toward achieving its goals. A significant number of research studies showed that leadership
behavior has a very strong and positive effect on organizational commitment [61–65]. If
leaders exhibit supportive, directive, and participative leadership behaviors, employees
have high levels of commitment and involvement with their organization [66]. Similarly,
Lok and Crawford [67] found that leadership style positively affects the level of employee
commitment. Also, Stum [68] implied that leadership has a significant correlation or rela-
tionship with employee commitment and suggested a positive direct relationship between
leadership behavior and employee commitment. The results of a study conducted by
Nangoli et al. [69] showed that perceived leadership integrity, as a leadership attribute, pro-
vides a basis for the creation of organizational commitment, i.e., that perceived leadership
integrity has a positive impact on employee commitment. This finding is consistent with
earlier studies [70,71].

Research conducted by Lin [72] confirmed a significant positive correlation between
an innovative climate and organizational commitment. They proposed that improving a
company’s innovative climate and organizational commitment can effectively positively
influence the performance of the company. An innovative climate can affect commitment
through activities that increase the autonomy, competence, and relatedness of employ-
ees [73]. From the perspective of the self-determination theory, an innovative climate is
associated with self-determination, when employees experience autonomy and competence
and try new ideas [74], i.e., employees have a greater affective commitment when there is a
better climate for innovation. When a leader supports new ideas, shares ideas, encourages
innovation, and provides sufficient resources and time, their employees tend to show
greater commitment [75,76]. Thus, a positive organizational commitment can increase an
organization’s innovative climate.

Based on the previous literature review, the following hypothesis are developed:

H1 Leader–member exchange (LMX) positively affects an innovative climate (IC);
H2 An innovative climate (IC) positively affects innovative behavior (IB);
H3 Innovative behavior (IB) is positively affected by leader–member exchange (LMX)

through the mediating role of an innovative climate (IC);
H4 Leader–member exchange (LMX) positively affects internal trust (IT);
H4a An innovative climate (IC) is positively affected by Leader–member exchange (LMX)

through the mediating role of internal trust (IT);
H5 Leader–member exchange (LMX) positively affects organizational commitment (OC);
H5a An innovative climate (IC) is indirectly affected by leader–member exchange (LMX)

through the mediating role of organizational commitment (OC).

The conceptual model based on these hypotheses is presented in Figure 1.
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3. Materials and Methods
3.1. Measurement

In the theoretical model, five constructs were defined. The questionnaire used in
this study consisted of 10 questions about the respondent’s demographic, while 41 items
were used to measure the constructs. The measures of constructs used in this study were
adapted from previous research identified in an extensive literature review. Leader–member
exchange was measured with the LMX-7 scale [77]. The Organizational Commitment
Questionnaire—OCQ was used in order to measure organizational commitment [78]. This
consisted of 15 items, 6 of which were negatively formulated. Internal trust was measured
with four items adapted from Huff and Kelley’s [79] previous study. Innovative climate
was measured with five items that evaluate the innovative dimension of the psychological
climate [7]. Innovative work behavior was measured with the 10-item Innovative Work
Behavior Scale—IWBS [80]. Respondents evaluated the items on a 5-point Likert scale, with
response options ranging from 1 for “completely disagree” to 5 for “completely agree”. For
the purpose of this study, the items were translated from English to Serbian and Slovenian
by the double translation method [81]. Firstly, the questionnaire was translated from the
English language by licensed translators. Secondly, by back-translation, the questionnaires
were translated back to the English language by two people who are management experts
and fluent in English, Serbian, and Slovenian. The double translation method showed that
the translation process did not change the essence of the items. The questionnaires were also
separately validated for internal consistency, validity, and reliability. Confirmatory factor
analysis showed that all measures of internal consistency, validity, and reliability showed
very similar values for both the Serbian and the Slovenian versions of the questionnaire.
Based on these results, it was concluded that there is justification for the use of adapted
scales for Serbian and Slovenian, so the following analyses used a summarized sample
from Serbia and Slovenia.

3.2. Data Collection and Sample Characteristics

The quantitative data were obtained from May to October 2021. The sample size
was projected based on Hair’s [82] suggestions for PLS-SEM analysis. In order to achieve
the statistical power of the test of 80% and to obtain the R2 value of 0.25 at the statistical
significance level of 95%, for a total of 5 variables in the model, it was necessary to provide
a minimum of 45 observations [83]. Leading companies from different fields operating in
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Serbia and Slovenia were contacted via email. The questionnaire was sent to a company’s
PR or HR representatives when they responded positively to the invitation for participation
in this study. The research was approved by the top management of the involved orga-
nizations. A total of 69 companies were contacted (38 from Serbia and 31 from Slovenia),
while a total of 32 companies responded positively (18 from Serbia and 14 from Slovenia).
Since anonymity of respondents was requested, and companies distributed questionnaires
through company email, the exact number of distributed questionnaires is unknown. The
respondents accessed the questionnaire through the Google Form platform. The final sam-
ple consisted of 1114 respondents from Serbia (54%) and Slovenia (46%), which exceeded
the identified minimum sample size. Sample demographics are presented in Table 1.

Table 1. Sample demographics.

Variable Category N %

Country Serbia 597 53.6%
Slovenia 517 46.4%

Gender Female 579 52%
Male 535 48%
Other 0 0%

Age <25 yrs. 29 2.6%
25–34 yrs. 244 21.9%
35–44 yrs. 318 28.5%
45–54 yrs. 302 27.1%
>55 yrs. 221 19.8%

Level of education Elementary school 36 3.2%
High school 381 34.2%

College 231 20.7%
University (B.A. and M.Sc.) 382 34.3%

University (Ph.D.) 84 7.5%
Total work experience <2 yrs. 201 18%

2–4 yrs. 203 18.2%
5–9 yrs. 204 18.3%

10–14 yrs. 169 15.2%
15–19 yrs. 110 9.9%
>20 yrs. 227 20.4%

Work experience in
current company <2 yrs. 34 3.1%

2–4 yrs. 98 8.8%
5–9 yrs. 134 12%

10–14 yrs. 145 13%
15–19 yrs. 141 12.7%
>20 yrs. 562 50.4%

Job position Managerial 350 31.4%
Non-managerial 764 68.6%

Company ownership Public 413 37.1%
Private 694 62.3%
Other 7 0.6%

Type of company Manufacturing 223 20%
Service 727 65.3%
Other 164 14.7%

Company operations Local 700 62.8%
International 414 37.2%

Size of company <10 employees 217 19.5%
10–49 employees 276 24.8%

50–249 employees 275 24.7%
>250 employees 346 31.1%
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4. Results

Partial least squares structural equation modeling (PLS-SEM) is able to investigate
multiple relationships between variables at the same time, while focusing on prediction [84].
It is carried out through the development and analysis of measurement and structural
models, which are used to assess the fit of the model; through a series of analyses, the
model examines the consistency between the assumed theoretical model and the model
obtained by measurement in the population [85]. PLS-SEM was conducted using SmartPLS
4 software [86]. In the first step, the measurement model was analyzed, while, in the second
step, the structural model was tested.

4.1. Measurement Model

In structural equation modeling, the relationships in the model are viewed at two
levels. At the first level, we observe the relationship between a construct and its indicators.
These relationships make up the measurement model [85]. Reflective measurement models
are assessed for convergent validity, internal consistency reliability, and discriminant valid-
ity [83]. Convergent validity was assessed by examining the indicator’s other loadings and
AVE. Hair [85] suggested that the minimum value for outer loading should be 0.70. Indica-
tors with outer loadings ranging from 0.4 to 0.70 should be excluded from the measurement
model if they are found to affect the overall composite reliability. As presented in Table 2,
items with an outer loading lower than 0.70 (highlighted in bold) were excluded from the
measurement model. The next indicator used to assess convergent validity is AVE. Accord-
ing to Hair [85], a value greater than 0.5 should be taken as the threshold value, because
it indicates that the construct explains at least 50% of the variance in reflective indicators.
Since all constructs met this criterion, it was concluded that convergent validity has been
established (Table 2). Internal consistency reliability was evaluated through Cronbach’s
alpha and CR values. The general rule for Cronbach’s alpha is that values higher than
0.70 are desirable, values above 0.80 are better, and values above 0.90 are considered the
best [87]. On the other hand, Hair and colleagues suggested that the threshold values for
CR should range from 0.70 to 0.90. As shown in Table 2, the minimum value for Cronbach’s
alpha was 0.870, while the minimum value for CR was 0.658, indicating an acceptable level
of internal consistency.

Table 2. Convergent validity and internal consistency reliability.

Constructs Items Outer
Loadings α CR AVE

Leader–member exchange L_1 0.638 0.870 0.906 0.658
(LMX) L_2 0.831

L_3 0.827
L_4 0.687
L_5 0.717
L_6 0.799
L_7 0.818

Organizational commitment OC_1 0.638 0.923 0.938 0.658
(OC) OC_2 0.828

OC_3R 0.378
OC_4 0.609
OC_5 0.802
OC_6 0.864

OC_7R 0.171
OC_8 0.817

OC_9R 0.568
OC_10 0.791

OC_11R 0.444
OC_12R 0.533
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Table 2. Cont.

Constructs Items Outer
Loadings α CR AVE

OC_13 0.716
OC_14 0.800

OC_15R 0.552
Internal trust (IT) IT_1 0.881 0.910 0.936 0.787

IT_2 0.903
IT_3 0.892
IT_4 0.871

Innovative climate (IC) IC_1 0.892 0.924 0.946 0.815
IC_2 0.896
IC_3 0.882
IC_4 0.926
IC_5 0.491

Innovative behavior (IB) IB_1 0.541 0.924 0.942 0.669
IB_2 0.651
IB_3 0.811
IB_4 0.770
IB_5 0.804
IB_6 0.828
IB_7 0.806
IB_8 0.815
IB_9 0.834
IB_10 0.842

1 α—Cronbach’s α; 2 CR—composite reliability; 3 AVE—average variance extracted.

Finally, discriminant validity, which assesses validity in relation to other constructs in
the model, was examined through the Fornell–Larcker criterion and the HTMT criterion.
The Fornell–Larcker criterion compares the correlation between constructs with the values
of the square roots of the construct’s AVE. As shown in Table 3, all values in the columns are
lower than the squared roots of AVE in the corresponding column. These results indicate
that the Fornell–Larcker criterion is fully met.

Table 3. Fornell–Larcker criterion.

Constructs Mean SD LMX OC IT IB

LMX 3.29 0.83 0.811
OC 3.44 0.90 0.606 0.828
IT 3.31 0.92 0.605 0.677 0.887
IC 3.31 1.01 0.650 0.648 0.634 0.903
IB 3.32 0.83 0.369 0.472 0.383 0.429

Square root of AVE in bold on diagonal.

Using the HTMT criterion, we assume the correlation coefficients were measured
without error. The upper threshold value for HTMT is 0.85 [88]. In Table 4, it can be seen
that the values of the HTMT criterion do not exceed the recommended value of 0.85. We
also tested the confidence intervals for HTMT with bootstrap analysis, and these results
showed that value 1 was not found in the confidence intervals. These results confirm the
discriminant validity of constructs.
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Table 4. Heterotrait–monotrait (HTMT) ratios.

Constructs LMX OC IT IC

OC 0.672
IT 0.680 0.736
IC 0.723 0.699 0.688
IB 0.406 0.507 0.414 0.459

Square root of AVE in bold on diagonal.

4.2. Structural Model

A structural model represents the relationships between the constructs in the model.
The links between the constructs in the model correspond to the hypotheses based on the
theoretical model (Figure 2). The structural model was tested with the PLS algorithm and
bootstrapping. The structural model was first tested for collinearity by examining the VIF
values, and the results showed no collinearity issues in the structural model, since all the
VIF values (VIF (LMX->OC) = 2077; VIF (LMX->IT) = 2077; VIF (LMX->IC) = 1777) were
below the conservative threshold of 3, as suggested by Hair and colleagues [83].

Behav. Sci. 2023, 13, x FOR PEER REVIEW 10 of 15 
 

Hypothesis Relationship Path Coefficient—β p-Value Decision 
H1 LMX-> IC 0.333 0.000 Supported 
H2 IC -> IB 0.429 0.000 Supported 
H3 LMX-> IC-> IB 0.143 0.000 Supported 
H4 LMX-> IT 0.605 0.000 Supported 

H4a LMX-> IT-> IC 0.172 0.000 Supported 
H5 LMX-> OC 0.606 0.000 Supported 

H5a LMX-> OC-> IC 0.145 0.000 Supported 

 
Figure 2. The structural model. 

5. Discussion 
This study investigates how leadership directly affects innovative behavior through 

an innovative climate and indirectly affects innovative behavior through organizational 
commitment and internal trust. The findings indicate that an innovative climate is a me-
diator in the relationship between LMX and innovative behavior but that this relationship 
is further mediated by internal trust and organizational commitment (Table 5). These re-
sults reveal the serial mediation or the complex nature of an innovative climate in the 
process of influencing innovative work behavior. 

5.1. Theoretical Implications 
This study focuses on the role of an innovative climate in the process of influencing 

employees’ innovative behavior. Previous results indicated that leader behavior can in-
fluence innovative climate [12]. Studies that investigated the impact of leader–member 
exchange on innovative work behavior with the mediating role of an innovative climate 
identified the mediating effect of an innovative climate, ultimately suggesting that the 
importance of an innovative climate may have been overstated in previous research [12]. 
The presented results reveal the complex role of an innovative climate in the process of 
influencing employees’ innovative work behavior, suggesting that an innovative climate 
can further be influenced by other organizational factors, such as internal trust and organ-
izational commitment, since more than 55% of an innovative climate’s variance is ex-
plained by the proposed model. These results indicate that an innovative climate should 
not be viewed as a situational variable that is independent of other organizational factors. 
As the results of previous studies suggested, leaders play an important role in creating 
and supporting both internal trust [52,89,90] and organizational commitment [70,91,92]. 
Internal trust and organizational commitment are identified as complementary mediators 

Figure 2. The structural model.

The hypotheses were tested with path analysis (Table 5). All the direct and indirect
effects examined in the structural model were statistically significant. If we look at the
strength of the relationships between the constructs, the strongest effect (β > 0.6) was
obtained for paths LMX-> OC (H5) and LMX-> IT (H4). An effect of somewhat weaker
intensity (β = 0.3–0.6) was obtained for paths IC -> IB (H2) and LMX-> IC (H1). The effect
of the weakest intensity (β < 0.3) was obtained for paths OC-> IC (H2) and OC-> IC (H3)
as well as for the mediation paths (H4a and H4b). Mediation analysis observed the direct
effect LMX-> IC and indirect effects through OC and IT. Since both the direct and indirect
effects were statistically significant, and the path coefficients had the same sign, these
mediations were categorized as complementary mediations, as suggested by Hair and
colleagues [84] and Zhao and colleagues (2010). This meant that in the relationship between
LMX and IC, the constructs OC and IT act as complementary mediators that strengthen the
existing relationship. Based on these results, we concluded that all assumed hypotheses
(H1–H5) were supported.
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Table 5. Path coefficients—direct and indirect effects.

Hypothesis Relationship Path
Coefficient—β

p-Value Decision

H1 LMX-> IC 0.333 0.000 Supported
H2 IC -> IB 0.429 0.000 Supported
H3 LMX-> IC-> IB 0.143 0.000 Supported
H4 LMX-> IT 0.605 0.000 Supported
H4a LMX-> IT-> IC 0.172 0.000 Supported
H5 LMX-> OC 0.606 0.000 Supported
H5a LMX-> OC-> IC 0.145 0.000 Supported

The coefficient of determination R2 measures how well a structural model predicts an
outcome [83]. The results show that the highest value of R2 was obtained for IC (R2 = 0.553).
Equal values of the R2 coefficient were obtained for the constructs IC and IT (R2 = 0.367).
The weakest R2 was identified for IB (R2 = 0.184). To assess the predictive validity of
the structural model, the Q2 value is used, which is calculated using the PLSpredict
algorithm. According to Hair [83], Q2 values greater than zero confirm the predictive
validity of the structural model. All the values of Q2 for the latent variables were greater
than 0, which indicated the good predictive power of the structural model. The highest
values of predictability were obtained for the construct IC (Q2 = 0.422), followed by the
OC and IT (Q2 = 0.365). The IB showed the lowest predictive power (Q2 = 0.126). By
using the importance–performance maps, we can determine which predictor is the most
significant in order to have an impact on a certain latent variable. By analyzing the
importance–performance map for IC, it was determined that L shows the highest values
for both importance and performance for the latent variable IC. Analysis of the importance–
performance map for IB showed that IC has the highest values for both importance and
performance for the latent variable IB.

5. Discussion

This study investigates how leadership directly affects innovative behavior through
an innovative climate and indirectly affects innovative behavior through organizational
commitment and internal trust. The findings indicate that an innovative climate is a media-
tor in the relationship between LMX and innovative behavior but that this relationship is
further mediated by internal trust and organizational commitment (Table 5). These results
reveal the serial mediation or the complex nature of an innovative climate in the process of
influencing innovative work behavior.

5.1. Theoretical Implications

This study focuses on the role of an innovative climate in the process of influencing em-
ployees’ innovative behavior. Previous results indicated that leader behavior can influence
innovative climate [12]. Studies that investigated the impact of leader–member exchange
on innovative work behavior with the mediating role of an innovative climate identified
the mediating effect of an innovative climate, ultimately suggesting that the importance
of an innovative climate may have been overstated in previous research [12]. The pre-
sented results reveal the complex role of an innovative climate in the process of influencing
employees’ innovative work behavior, suggesting that an innovative climate can further
be influenced by other organizational factors, such as internal trust and organizational
commitment, since more than 55% of an innovative climate’s variance is explained by the
proposed model. These results indicate that an innovative climate should not be viewed
as a situational variable that is independent of other organizational factors. As the results
of previous studies suggested, leaders play an important role in creating and supporting
both internal trust [52,89,90] and organizational commitment [70,91,92]. Internal trust
and organizational commitment are identified as complementary mediators that further
strengthen the relationship between leadership and an innovative climate and innovative
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behavior. It has been previously found that trust in managers is highly dependent on their
actions, suggesting that trust is the key concept of contemporary leadership [50]. Leaders
who establish loyal and caring relationships can improve trust in organizations [52], while
creating an environment that promotes creativity and supports new ideas. The most recent
research showed that organizational commitment is an important indicator of innovative
behavior as well as job performance [93]; although this research included an innovative
climate, it did not investigate its mediating role. Despite the fact that an innovative cli-
mate has a strong and positive relationship with innovative behavior (β = 0.429), our
results show that the tested model explained up to 20% of total variance of innovative
behavior. Bain et al. suggested that different intensities of the relationship between an
innovative climate and innovative behavior can be found when comparing (1) team and
individual level, where a weaker relationship is found on individual level ajd (2) duration
of the project, where a stronger relationship is found for long-term projects [94]. Scott
and Bruce suggested that future researchers should focus on finding the direct effects that
influence innovative behavior [12], and the results of this study support those assumptions.
More recent research investigated other mediators in the relationship between LMX and
innovative behavior, such as perceived organizational support [95], employee voice [96],
and proactivity [97]. Even though the main focus of our proposed model was to further
explain employees’ innovative behavior, the results indicate that it performed much better
at explaining an innovative climate. Our results provide clear empirical support for the
importance of an innovative climate but also reveal its susceptible nature to the influence
of other organizational factors, which is the most important implication for theoretical de-
velopment. While searching for factors that could directly influence employees’ innovative
behavior, researchers should not consider these factors individually; rather, they need to
be investigated in the wider context of an organization. This implies designing complex
theoretical models that will include leadership, a creative climate, and innovative behavior
in relation to organizational factors such as motivation, communication, organizational
support, etc. Simultaneous analysis of complex models can provide more detailed insight
into the nature of innovative behavior in organizations.

5.2. Practical Implications

The results of this study imply that positive leader–member exchange and an in-
novative climate are not sufficient for innovative behavior. Organizations and leaders
should strive to be effective in creating an institutional framework and supportive an
innovative climate in which creativity and innovation will be accepted as basic norms
in the midst of technological and other changes [19]. The results suggest that leaders
can influence employees’ innovative behavior indirectly, by establishing a climate that
encourages them and supports innovation. This is consistent with earlier results showing
that if employees perceived their leader to be more effective, they observed a better climate
for innovation [98]. The results of the current study suggest that, after leaders make an
effort to improve internal trust and organizational commitment, they should continue
to leverage the benefits of these organizational factors. This way, leaders can encourage
an open exchange of ideas by their committed employees, who are willing to go further
without the fear of criticism or suppression of their ideas.

6. Limitations and Future Directions

There are several limitations that should be addressed. Our research was conducted
in two countries; this should be expanded to further investigate different contexts. The
study used cross-sectional data that have limitations when assessing causality. Also,
the constructs were investigated with self-assessment instruments that lack objectivity.
These methodological problems could be overcome by combining experimental research
to investigate innovative behavior, through a longitudinal study design to investigate
causality. It would be recommended to investigate how different leadership styles influence
innovative behavior and how these styles may interact with LMX. In addition, it would be
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very interesting to observe the results for employees in managerial and non-managerial
positions. Future studies should also include other constructs that may have a direct effect
on innovative behavior and explore other possible mediators and moderators that were not
included in this study.

7. Conclusions

This study proposes recommendations for company leaders in both developed and
underdeveloped countries. During times of crisis, innovation becomes even more important
for companies because their survival depends on it. Leaders should build an innovative
environment that encourages out-of-the-box thinking, generating new knowledge and
ideas and promoting and implementing new and improved ideas and business processes.
Leaders also need to stimulate internal trust with open communication about the real
state of affairs, by trusting their employees with delicate and important tasks in such
challenging times. Committed employees will not only remain with the organization when
a crisis occurs, but will try with all their might to find new solutions to help overcome the
situation. Based on the presented results, we believe that this research has contributed
to the identification of gaps in the literature and the improvement of theoretical and
empirical implications.
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