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1. Introduction

Organizations are increasingly concerned with encouraging employees to engage in
innovative work behavior in order to respond to customer demands and rapid tech-
nological developments, thereby sustaining a durable competitive advantage (Azeem
etal, 2021; George & Tarr, 2021). From a research perspective, scholars have likewise
focused on innovative work behavior and the antecedents that promote it in recent
years (Bos-Nehles et al., 2017). Prior studies have identified antecedents that influence
employee innovative work behavior, such as individual and contextual characteristics
(De Jong & Den Hartog, 2010), climate and individual and team capabilities (Mum-
ford & Licuanan, 2004), and transformational leadership (Bos-Nehles et al., 2017).
Some studies have shown that employee innovative work behavior depends not only
on leadership or job characteristics but is also strongly fostered by organizational cul-
ture (Szczepariska-Woszczyna, 2014). Among these cultural forms, clan culture and
adhocracy culture play a particularly important role in encouraging employees to share
values of cooperation, risk-taking, and innovation that promote employee innovative
work behavior (Biischgens et al., 2013).

Clan culture encourages employees to collaborate and support one another, to
regard one another as close family members, and to minimize conflict, which in turn
strengthens mutual trust, enhances work-related communication, and fosters innova-
tion motivation, thereby providing an important basis for the generation of innovative
work behavior (Huang et al., 2022; Li et al., 2024). In contrast, adhocracy culture en-
courages employees to take risks, propose new ideas, and experiment with those ideas,
which promotes innovative work behavior (Naranjo-Valencia et al.,, 2011). These two
cultural types not only have a direct impact on innovative work behavior but also help
improve job satisfaction (Jani¢ijevi¢ et al., 2018). Job satisfaction is a positive affective
state that prior studies have shown to motivate employees to engage in innovative work
behavior (Hrnjic et al., 2018). Furthermore, when employees are assigned innovative
work behavior at a reasonable level, the resulting innovation challenge stressors to con-
centrate on innovative work behavior may modify the relationship between job satis-
faction and innovative work behavior. When managers set innovative demands that are
sufficiently challenging, these demands create motivation and encourage employees to
draw on their positive psychological resources to engage more strongly in innovative
work behavior. Conversely, when innovation challenge stressors are lacking, the posi-
tive effect of job satisfaction on innovative work behavior may be constrained (Xie et
al,, 2024).

However, prior research has not clearly identified which specific types of organiza-
tional culture exert the strongest influence on innovative work behavior (Biischgens et
al,, 2013), and there is a lack of empirical evidence that simultaneously explores the me-
diating role of job satisfaction and the moderating role of innovation challenge stressors
in the relationships linking clan culture and adhocracy culture to innovative work behav-
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ior (Han et al,, 2010). This academic gap highlights the need for additional studies that
examine the mechanisms through which clan culture and adhocracy culture promote
innovative work behavior, focusing on the mediating role of job satisfaction and the
moderating role of innovation challenge stressors. Accordingly, this study investigates
the effects of clan culture and adhocracy culture on innovative work behavior and tests
the mediating role of job satisfaction and the moderating role of innovation challenge
stressors in the relationship between job satisfaction and innovative work behavior. The
expected findings are intended to contribute to theory by providing further evidence
on the mechanisms through which clan culture and adhocracy culture influence inno-
vative work behavior, while also offering managerial implications that can help leaders
build a work environment that supports sustainable innovative work behavior.

2. Literature Review
2.1 Clan Culture (ClanC)

Within the Competing Values Framework, clan culture is characterized as an internally
oriented and flexible type of culture in which the organization is experienced as a family
with an atmosphere of trust and employee participation (Quinn & Rohrbaugh, 1983;
Cameron & Quinn, 2011). Leaders are seen as mentors and sponsors who emphasize
support and encouragement, and working relationships are based on teamwork and
information sharing (Cameron & Quinn, 2011; Hartnell et al., 2011). Denison and
Mishra (1995) likewise describe organizational contexts that emphasize participation,
empowerment, and capability development built on a stable set of shared values, which
is consistent with this configuration. From a person—organization fit perspective, values
that stress cohesion, care, and cooperation enhance perceived cultural fit and thereby
strengthen employees’ job satisfaction and organizational commitment (O’Reilly et al.,
1991).

2.2 Adhocracy Culture (AdhoC)

Within the Competing Values Framework, adhocracy culture is characterized by a
relatively flexible and externally oriented posture in which the organization operates
through experimentation and risk-taking to capture opportunities and adapt to change
(Quinn & Rohrbaugh, 1983; Cameron & Quinn, 2011). Leaders in this context are
viewed as innovators and internal entrepreneurs who encourage initiative and a high
degree of autonomy, while the core values emphasize innovation, learning, and growth
rather than stability and control (Cameron & Quinn, 2011; Naranjo-Valencia et al.,
2016). Drawing on the componential theory of innovation, adhocracy culture can be
understood as a context that provides motivation, resources, and psychological free-
dom for employees to generate, test, and realize new ideas, where norms that encourage
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knowledge sharing, acceptance of reasonable mistakes, and cross-functional collabo-
ration reflect an organizational orientation toward consistent, continuous innovative
work behavior (Amabile, 1996; Biischgens et al., 2013). Synthesizing these arguments,
in the present study, adhocracy culture is defined as a pattern of values and managerial
practices that emphasizes learning, experimentation, and organizational support for in-
novative work behavior efforts.

2.3 Innovative Work Behavior (IWB)

At the individual level, innovative work behavior, abbreviated as IWB, refers to inten-
tional actions through which employees generate, champion, and implement novel ide-
as that benefit their job, their team, and the organization (Scott & Bruce, 1994; Janssen,
2000). From a process perspective, Janssen (2000) conceptualizes IWB as comprising
three stages: idea generation, idea promotion, and idea realization. De Jong and Den
Hartog (2010) add an initial stage of opportunity exploration and problem identifica-
tion, forming a four-stage model that is now widely applied. Thus, IWB is distinct from
individual innovation because it emphasizes not only the creation of new ideas but also
efforts to implement and apply these ideas in organizational practice (Amabile, 1996;
De Jong & Den Hartog, 2010; De Spiegelaere et al., 2014).

2.4 Job Satisfaction (JobS)

Job satisfaction is one of the most important work attitudes and is defined as a positive
emotional state that arises when individuals perceive that their job and related experi-
ences satisfy their important needs and values (Locke, 1976). According to affective
events theory, events that occur at work trigger emotional reactions, and the accumu-
lation of these reactions shapes the level of satisfaction or dissatisfaction with the job
(Weiss & Cropanzano, 1996). The person—environment fit approach emphasizes that
job satisfaction is strongly influenced by the degree of compatibility between individual
needs and values and key features of the work environment, such as job content, reward
systems, and cultural norms (Kristof-Brown et al., 2005; Oh et al., 2014). In this study,
job satisfaction is understood as employees’ overall positive affective evaluation of their
job and work environment.

2.5 Innovation Challenge Stressors (InnoS)

In this study, innovation challenge stressors are conceptualized on the basis of the
transactional theory of stress by Lazarus and Folkman (1984) and the challenge and
hindrance stressor framework proposed by Cavanaugh et al. (2000) and LePine et al.
(2005). The construct is derived from research on job demands related to innovative
work behavior and expectations concerning employees’ innovative roles (Ohly & Fritz,
2010; Liu et al,, 2021; Cai et al,, 2022), and it highlights tasks that require employees to
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frequently generate, propose and implement new ideas. In the present study, innovation
challenge stressors are defined as the extent to which employees perceive themselves as
having to meet substantial innovation-related demands in their work, while primarily
appraising these requirements as positive challenges. Consequently, such stressors are
regarded as conduits for continuous learning, achievement, and competency develop-
ment, provided that they are accompanied by job autonomy and organizational support
resources (LePine et al., 2005; Ohly & Fritz, 2010; Liu et al.,, 2021).

Building upon this premise, the measurement of innovation challenge stressors
was adapted from the original challenge stressors scale developed by Cavanaugh et al.
(2000). Therefore, this scale does not represent a completely new construct, but rather
an innovation-specific extension of the established challenge stressors framework. It
captures a psychological state in which employees face demanding yet attainable inno-
vation-related requirements that can create opportunities for learning, growth, and pro-
fessional development. The adapted scale includes items such as: “I am assigned chal-
lenging goals regarding work innovation,” “I must dedicate a substantial amount of time
to improving my work,” “I am required to execute innovative ideas at work throughout
the year,” “I constantly face innovation challenge stressors to generate new ideas,” “My
job necessitates continuous innovation,” and “The innovation demands of my role are

challenges worth the effort”.

3. Hypotheses and Research Model

Clan culture emphasizes cohesion, respect, and mutual support among organizational
members. According to social exchange theory, supportive and caring practices lead
employees to perceive that the organization values their well-being, thereby evoking
a felt obligation to reciprocate through positive attitudes, including job satisfaction
(Blau, 1964; Rhoades & Eisenberger, 2002). Person-organization fit theory suggests
that when the organizational core values of cooperation, care, and loyalty align with
employees’ personal values, job satisfaction increases (O'Reilly et al,, 1991; Krist-
of-Brown et al., 2005). Empirical studies using the Competing Values Framework show
that clan culture has a strong positive relationship with job satisfaction, reinforcing the
expectation that this cultural type enhances employees’ job satisfaction (Hartnell et al.,
2011; Cumar et al., 2025; Georgousopoulou et al., 2025).

Hypothesis H1: Clan culture has a positive effect on job satisfaction.

Within the Competing Values Framework, flexible and innovation-oriented cultures
create an environment that encourages experimentation and reasonable risk-taking,
thereby nurturing positive employee attitudes (Cameron & Quinn, 2011). Within this
framework, adhocracy culture has the strongest positive relationship with job satisfac-
tion, surpassing cultures that emphasize control or market competition (Lund, 2003;
Hartnell et al., 2011). Hartnell et al. (2011) also show that adhocracy culture and clan
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culture are the two configurations that most strongly predict satisfaction. Subsequent
studies indicate that when organizations clearly value initiative, support improvement,
and maintain a flexible work environment, employees report higher levels of job sat-
isfaction (Dobni, 2008; Dimitrios, 2014; Iranzadeh, 2017). On this basis, the present
study expects that higher levels of adhocracy culture will be associated with greater job
satisfaction.

Hypothesis H2: Adhocracy culture has a positive effect on job satisfaction.

Job satisfaction is defined as an individual’s positive evaluative state regarding the
job when the job fulfills their values and expectations (Locke, 1976). According to the
theory of positive emotions, the state of satisfaction generates positive affect, broadens
cognitive and behavioral resources, and thereby encourages employees to experiment
with new ideas and search for innovation solutions (Fredrickson, 2001). At the same
time, drawing on social exchange theory, when employees feel satisfied, they develop
a felt obligation to reciprocate toward the organization through extra-role behaviors,
including innovative work behavior (Blau, 1964; Janssen, 2000). Numerous empirical
studies and meta-analyses have shown that job satisfaction has a significant positive
relationship with innovative work behavior, although the effect size is typically in the
medium range and may be mediated by organizational commitment or intrinsic moti-
vation (Tang et al., 2019, 2021; Tjoa & Arief, 2022; Hammond et al.,, 2011). On this
theoretical and empirical basis, the present study proposes the following hypothesis:

Hypothesis H3: Job satisfaction has a positive effect on innovative work behavior.

From a theoretical perspective, clan culture emphasizes collaboration, trust, mutual
support, and open communication, and is therefore likely to have a positive influence
on innovative work behavior (Cameron & Quinn, 2011). Clan culture provides abun-
dant social resources, strong empowerment, and a psychologically safe climate factors
that are among the most critical antecedents of individual innovative work behavior
(Scott & Bruce, 1994; Amabile, 1996; Denison & Mishra, 1995). Empirical evidence
further indicates that clan culture exhibits a clearly positive relationship with innovative
work behavior, which is often more pronounced than that of other cultural types, with
key mediating mechanisms including knowledge sharing, perceived organizational sup-
port, and intrinsic motivation (Hartnell et al., 2011; Biischgens et al., 2013; Lestari
et al,, 2024; Marampa et al., 2023). Taken together, these theoretical arguments and
empirical findings lead the present study to expect that a stronger clan culture will be
associated with higher levels of innovative work behavior.

Hypothesis H4: Clan culture has a positive effect on innovative work behavior.

Adhocracy culture emphasizes adaptability, risk-taking, and innovative work be-
havior, thereby exerting a potentially strong positive influence on employee innova-
tive work behavior (Cameron & Quinn, 2011). Empirical studies and meta-analytic
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reviews show that this is the culture type most strongly associated with innovation,
surpassing clan, market, and hierarchy cultures (Hartnell et al., 2011; Biischgens et al.,
2013; Naranjo-Valencia et al., 2016). At the individual level, an adhocracy environment
provides empowerment and innovation freedom, enabling employees to search for op-
portunities and to generate, champion, and implement new ideas (Scott & Bruce, 1994;
De Jong & Den Hartog, 2010; Anderson et al.,, 2014). Recent research further confirms
that adhocracy culture has a positive effect on innovative work behavior that is stronger
than the effects of other culture types (Hogan & Coote, 2014; Li & Liu, 2022). On this
basis, the present study proposes the following hypothesis:

Hypothesis HS: Adhocracy culture has a positive effect on innovative work behavior.

Within the competing values framework, both clan culture and adhocracy culture
exhibit strong positive relationships with job satisfaction, clearly stronger than those of
the remaining cultural types (Hartnell et al,, 2011; Biischgens et al., 2013). According
to social exchange theory, this satisfaction elicits a felt obligation to reciprocate through
extra-role behaviors, including innovative work behavior (Blau, 1964; Janssen, 2000;
Hammond et al,, 2011). Numerous empirical studies and meta-analyses indicate that
job satisfaction plays an important mediating role between positive contextual factors,
including supportive culture and adhocracy culture, and innovative work behavior
(Tang et al., 2019, 2021; Newman et al.,, 2017). Accordingly, the present study expects
that the positive effects of clan culture and adhocracy culture on innovative work be-
havior will be transmitted in part through increased job satisfaction.

Hypothesis H6a: Job satisfaction mediates the relationship between clan culture and innovative
work behavior.

Hypothesis H6b: Job satisfaction mediates the relationship between adhocracy culture and in-
novative work behavior.

Within the framework of the Challenge-Hindrance Stressor Model, innovation
challenge stressors—derived from the fundamental concept of challenge stressors—
encompass work demands characterized by high complexity and volume that are
nonetheless perceived as meaningful and carry significant responsibility. Employees
appraise these demands as opportunities for learning and achievement, particularly
when facilitated by job autonomy and organizational support (Cavanaugh et al., 2000;
LePine et al., 2005). According to job demands-resources (JD-R) theory, innovation
challenge stressors can trigger a motivational process, galvanizing employees to invest
effort in proactive behaviors when combined with personal resources such as job satis-
faction (Bakker & Demerouti, 2007). Affective events theory (AET) further posits that
positive daily work experiences accumulate into a sustained state of satisfaction, which
subsequently fosters innovative work behavior (Weiss & Cropanzano, 1996; Janssen,
2000; Oldham & Cummings, 1996). Empirical evidence corroborates that job satisfac-
tion is positively associated with innovation and functions as a mediator for the effects
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of positive resources (Tang et al., 2019). Consequently, an optimal level of innovation
challenge stressors may amplify the relationship between job satisfaction and innova-
tive work behavior. Based on these theoretical underpinnings, this study proposes the

following hypothesis:

Hypothesis H7: Innovation challenge stressors positively moderate the relationship between job
satisfaction and innovative work behavior.

Based on the above hypotheses, the authors propose a research model that includes
two independent variables (clan culture and adhocracy culture), the dependent varia-
ble (innovative work behavior), the mediating variable (job satisfaction), and the mod-
erating variable (innovation challenge stressors). The novelty of this research lies in its
theoretically grounded focus on cultural types most likely to influence innovative work
behavior, namely clan culture and adhocracy culture, which have not been explicitly
selected in prior studies. In addition, the study examines the mediating role of job sat-
isfaction as a positive work attitude that supports the sustainability of innovative work
behavior, an aspect that remains underexplored in existing literature. Furthermore,
it introduces moderating factors through innovation challenge stressors, providing a
more integrative understanding of the mechanisms shaping innovative work behavior.

Figure 1
Model Illustrating Relationships Among Key Study Variables

Innovation challenge stressors

| H1 H4
Clan culture ><: H6a, H6b H7 !
. . v ~ Innovative work
Job satisfaction —> behavior
Adhocracy H2 H3 X
culture
H5
4.Research Method

4.1 Sample and Data Collection

This study employs a cross-sectional survey design with respondents being employees
working in manufacturing and service firms in Ho Chi Minh City, Viet Nam, in 2025.
The research team directly distributed 320 questionnaires to 32 firms through alumni
and managers who are members of the university’s corporate and alumni partnership
network and who assisted with the data collection. The target respondents were em-
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ployees working in various departments such as production, sales, human resources,
finance, quality, and research and development to ensure that the sample would be rea-
sonably representative. After a data collection period of nearly one month, the research
team received 296 returned questionnaires, and after eliminating those with missing
information, 283 valid responses remained, corresponding to a usable response rate of
approximately 88.4%.

With 283 observations, the sample size of this study meets common recommen-
dations for structural equation modeling, which suggest a minimum of about 200 ob-
servations and require that the number of respondents be at least S to 10 times larger
than the number of estimated parameters in the model (Hair et al., 2018; Kline, 2011).
Therefore, the current sample size is considered sufficient for estimating the model and
testing the hypothesized relationships among the study variables.

4.2 Measurement Scales

In this study, the measurement scales were adopted from reputable international re-
search and then translated and adapted to fit the research context. Specifically, we invit-
ed two faculty members who teach management to jointly review the scales to ensure
translation accuracy. All members validated the accuracy of the translated scales and
reached a consensus on adapting Cavanaugh et al. (2000) challenge stressor scale into
a context-specific innovation challenge stressors scale. We then conducted a pilot test
with a small group of 7 employees to verify that respondents correctly understood the
items, and the results indicated that all scales were clearly understood. All observed
variables were measured using five-point Likert scales. For organizational culture, in-
novation challenge stressors and job satisfaction, respondents indicated their level of
agreement from 1 (strongly disagree) to S (strongly agree). For innovative work behav-
ior, respondents reported frequency from 1 (never) to S (always).

Clan culture and adhocracy culture were measured with items adapted from the
OCAl instrument, capturing employee perceptions of the extent to which the organiza-
tion is like a close family, people oriented and cohesive, as well as dynamic, risk-taking
and innovation-oriented (Cameron & Quinn, 2011). Innovation challenge stressors
were measured with 6 items derived from the challenge stressor scale and appropri-
ately adapted to reflect innovation demands, including innovation challenge stressors
regarding the number of ideas, time devoted to innovative work behavior, innovation
deadlines, and the scope of responsibility for innovative work behavior at a reasonable
level (Cavanaugh et al., 2000). Job satisfaction was measured with S items from the
Short Index of Job Satisfaction (SIJS), which was developed based on the job satisfac-
tion scale of Judge et al. (2000) and later used by Sinval and Mardco (2020). Innovative
work behavior was measured with 9 items based on the Innovative Work Behaviour
scale, covering behaviors related to idea generation, idea promotion, and idea realiza-
tion in the workplace (Janssen, 2000).
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After data collection, the scales were assessed for reliability using Cronbach’s alpha
and for convergent and discriminant validity through confirmatory factor analysis be-
fore being included in the structural equation model. The assessment followed the rec-
ommended thresholds for factor loadings, composite reliability, and average variance
extracted proposed by Hair et al. (2018), as well as the model fit criteria suggested by
Kline (2011). This procedure ensured that the observed variables adequately captured
the latent constructs and that the tested model achieved acceptable levels of reliability
and validity.

4.3 Common Method Bias and Data Analysis

To assess common method bias, the study used Harman’s single-factor test with all ob-
served variables. All observed variables were included in an exploratory factor analysis
(EFA) with the extraction constrained to a single factor. The results indicated that this
single factor accounted for 32.696% of the total variance, which is below the commonly
recommended threshold of 50%. This result indicates that common method bias is not
a serious concern in the present data set (Podsakoff et al., 2003).

Next, the reliability of the scales was assessed using corrected correlations between
each item and the total score and Cronbach’s alpha. Following the recommendations
of Hair et al. (2018), correlations between each item and the total score had to exceed
0.30, and Cronbach’s alpha had to be at least 0.60. Confirmatory factor analysis con-
ducted in AMOS was then used to evaluate the measurement model. Model fit was
considered acceptable when the ratio of chi-square to degrees of freedom was below 3;
the comparative fit index (CFI), the goodness of fit index (GFI), and the Tucker Lewis
index (TLI) were above 0.90, and the root mean square error of approximation (RM-
SEA) was below 0.08 (Hair et al.,, 2018). Convergent validity and construct reliability
were further evaluated through composite reliability above 0.70 and average variance
extracted above 0.50 (Hair et al., 2018).

After the measurement model satisfied these criteria, the structural equation model
was estimated using the same fit thresholds, and hypotheses were regarded as statisti-
cally supported when p-values were below 0.05. Mediation and moderation were exam-
ined with the bootstrap method using 2,000 resamples. Indirect effects and interaction
effects were considered significant when the 95% bootstrap confidence interval did not
include zero, in line with the recommendations of Hayes (2013).

S. Research Results

$.1 Sample Characteristics

As shown in Table 1, the research sample consists of 283 employees, of whom 148 are
male, accounting for 52.3%, and 13S are female, accounting for 47.7%. In terms of age,
employees under 30 years old comprise 36.4%, those from 30 to under 40 account for
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31.1%, while the groups from 40 to under 50 and from 50 and above make up 26.15%
and 6.36%, respectively. Educational attainment is mainly at the university level, which
accounts for 59.01%, followed by college at 23.67% and postgraduate level at 17.31%.
Organizational tenure is relatively evenly distributed, with 33.57% being from 1 to un-
der 3 years, 22.61% with less than 1 year, 21.55% from 3 to under S years and 22.26%
with S years or more. Regarding income, employees earning under 15 million VND
per month constitute 27.21%, those from 1S to under 25 million VND account for
39.93%, those from 25 to under 35 million VND make up 24.38%, and those with 35
million VND or more account for 8.48%. With respect to primary department, sales
and business account for 19.08%, production and operations for 18.37%, research and
development for 15.19%, quality for 16.61%, human resources for 15.19% and finance

Table 1
Descriptive Statistics of the Research Sample

No. Category Item Frequency  Percentage
Male 148 52.30%
1 Gender
Female 135 47.70%
Under 30 years 103 36.40%
From 30 to under 40 years 88 31.10%
2 Age
From 40 to under 50 years 74 26.15%
From 50 years and above 18 6.36%
hest od College 67 23.67%
3 ng est educa- University 167 59.01%
tional level
Postgraduate 49 17.31%
Less than 1 year 64 22.61%
4 Tenure with cur- From 1 to under 3 years 95 33.57%
rent organization  From 3 to under S years 61 21.55%
From S years and above 63 22.26%
Under 15 million VND 77 27.21%
s Average monthly From 15 to under 25 million VND 113 39.93%
income after tax ~ From 25 to under 35 million VND 69 24.38%
From 35 million VND and above 24 8.48%
Research and development 43 15.19%
Sales and business 54 19.08%
p Main working Production and operations 52 18.37%
department Quality 47 16.61%
Human resources 43 15.19%
Finance 44 15.55%
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for 15.55% of the 283 respondents. Overall, the sample distribution by gender, age, ed-
ucational level, tenure, income and department is relatively balanced and not concen-
trated in any particular group. This suggests that the survey sample can be considered as
providing a reasonably good reflection of the characteristics of the workforce in firms
within the research context.

$.2 Results of the Measurement Model Assessment

The measurement model with five latent constructs was evaluated using confirmato-
ry factor analysis to assess model fit and measurement validity. All standardized factor
loadings of the observed variables on their respective factors were greater than 0.50 and
statistically significant at p < 0.01, indicating that the items represented the intended
constructs well (Hair et al., 2018). The fit indices for the measurement model reached
acceptable levels: chi-square was 631.526 with 334 degrees of freedom, the chi-square
to degrees of freedom ratio was 1.891, CFI was 0.941, TLI was 0.934, RMSEA was
0.056 and GFI was 0.867. The values of CFI, TLI and RMSEA meet the commonly
suggested thresholds of CFI and TLI greater than 0.90 and RMSEA less than 0.08 (Hair
et al,, 2018; Kline, 2011). Although the GFI value is lower than 0.90, it is still above
0.80, which has been considered acceptable in many behavioral studies (Baumgartner
& Homburg, 1996); therefore, the model is still judged to have a good level of fit.

Table 2
Descriptive Statistics, Reliability, and Convergent Validity of the Measurement Scales

Con- Cron-

s CR AVE MSV IWB InnoS JobS ClanC AdhoC
structs bach’s a

Innova-
tive work 0937 0933 0.609 0281 0.78
behavior
(IWB)

Innovation

challenge 657 0,859 0.505 0038 0105 0711

stressors

(InnoS)

Job sat-

isfaction 0.863 0.864 0.559 0.474 0.530*** 0.158* 0.748

(JobS)

Clan

culture 0.869 0.87 0.625 0.474 0.484™* 0.065 0.688*** 0.791
(ClanC)

Adhocracy

culture 0913 0912 0.722 0.166 0.407* 0.196** 0.246*** 0.180** 0.85
(AdhoC)

Note. Cronbach’s a > 0.6, Composite Reliability (CR) > 0.7, Average Variance Extracted (AVE) > 0.5.
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Table 2 shows that all scales achieved satisfactory reliability and validity. Cronbach’s
alpha ranges from 0.857 to 0.937, with corrected item-total correlations between 0.575
and 0.825, all exceeding the recommended thresholds of 0.60 and 0.30 (Hair et al.,
2018). The composite reliability of the constructs lies between 0.859 and 0.933, higher
than 0.70, while the average variance extracted (AVE) ranges from 0.505 to 0.722, all
above the 0.50 threshold. In addition, the AVE of each construct is greater than its max-
imum shared variance (MSV), indicating that the measurement model satisfies both
convergent and discriminant validity (Hair et al., 2018). Accordingly, the scales for in-
novative work behavior, innovation challenge stressors, job satisfaction, clan culture,
and adhocracy culture are reliable and appropriate for use in subsequent SEM analyses.

§.3 Descriptive Statistics and Correlations

The results in Table 3 show that clan culture has the highest mean value, with M = 4.09
and SD = 0.79, which is clearly higher than the neutral point of 3 on the five-point Lik-
ert scale. Innovative work behavior has a mean level close to neutral, with M = 3.01 and
SD = 1.00, while job satisfaction is slightly below the neutral point, with M = 2.98 and
SD = 0.61. In contrast, adhocracy culture has M = 2.67 and SD = 0.66, and innovation
challenge stressors have M = 2.34 and SD = 0.78, both below the neutral level, suggest-
ing that employees do not yet strongly perceive the organization as innovation-orient-
ed, nor do they perceive a high level of challenge-oriented innovation challenge stress-
ors in their work.

Table 3
Descriptive Statistics and Model Validity Measures

Constructs Mean SD ClanC AdhoC ChallS JobS IWB
Clan culture (ClanC) 4.09 0.79 1
Adhocracy culture

(AdhoC) 2.67 0.66  0.185 1

Innovation challenge

2. , _ 105" 1
stressors (InnoS) 34 0.78 0.069  0.195

Job satisfaction (JobS)  2.98 061  0.636" 02207 0.148 1

Innovative work be-
havior (IWB)

3.01 1.00 0.558" 0.378" 0.137° 0.517" 1

Note. * Correlation is significant at 0.05; ** correlation is significant at 0.01.

The correlation matrix indicates that all relationships between the variables are pos-
itive and most of them are statistically significant. Clan culture is strongly correlated
with job satisfaction, r = 0.636, p < 0.01, and with innovative work behavior, r = 0.558,
p < 0.01, implying that a more family-like environment is associated with higher satis-
faction and higher levels of innovation. Adhocracy culture also shows a positive and sig-
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nificant correlation with innovative work behavior, r = 0.378, p < 0.01, and with job sat-
isfaction, r = 0.220, p < 0.01, and is modestly related to innovation challenge stressors,
r=0.195, p < 0.01. Innovation challenge stressors are positively but weakly correlated
with job satisfaction, r = 0.148, p < 0.0S, and with innovative work behavior, r = 0.137,
p < 0.0S. Finally, job satisfaction is moderately and positively correlated with innovative
work behavior, r = 0.517, p < 0.01. All correlation coefficients are below 0.7, indicating
that the variables are related yet still sufficiently distinct to proceed with SEM analyses.

S.4. Structural Equation Modeling Results and Hypotheses Testing

The results in Table 4 indicate that the structural equation model was estimated on
a data set of 283 observations. As shown in Figure 2, the fit indices suggest that the
theoretical model achieves an acceptable fit to the data, with x> = 459.627, df = 197,
a ratio of chi-square to degrees of freedom equal to 2.333, GFI = 0.874, CFI = 0.940,
TLI =0.930, and RMSEA = 0.069. These values meet or are close to commonly recom-
mended thresholds in behavioral research, namely a chi-square to degrees of freedom
ratio below 3, CFI and TLI greater than 0.90, and RMSEA below 0.08. Although GFI is
below 0.90, it remains above 0.80 and is therefore considered acceptable (Baumgartner
& Homburg, 1996; Hair et al., 2018; Kline, 2011).

Figure 2
Structural Equation Modeling Results Showing Relationships Among Study Variables

Chi-square=459.627; df=197
Chi-square/df=2.333
GFI=.874; CF1=.940; TLI=.930
RMSEA=.069

With respect to direct effects, the SEM results show that all hypotheses from H1 to
HS are supported. Clan culture has a positive and fairly strong effect on job satisfaction
(H1), with f = 0.665, p < 0.001, whereas adhocracy culture also increases job satisfac-
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tion (H2), with = 0.126, p = 0.022. Job satisfaction exerts a significant positive effect
on innovative work behavior (H3), with p = 0.30S, p < 0.001. At the same time, clan
culture (H4) and adhocracy culture (HS) both have positive direct effects on innova-
tive work behavior, with f = 0.221, p < 0.01 and = 0.292, p< 0.001, respectively. Thus,
both cultural types influence innovation through job satisfaction and also have direct
effects on the level of innovation at work.

Regarding the mediating role, bootstrap analysis with 2,000 resamples shows that
job satisfaction significantly mediates the relationship between clan culture and inno-
vative work behavior (H6a), with an indirect effect of § = 0.203, p = 0.017, and 2 95%
confidence interval from 0.126 to 0.613, which does not include zero. Similarly, job
satisfaction mediates the relationship between adhocracy culture and innovative work
behavior (H6b), with an indirect effect of = 0.039, p < 0.0S, and a 95% confidence
interval from 0.007 to 0.093. As for the moderating role, the interaction between inno-
vation challenge stressors and job satisfaction in predicting innovative work behavior
(H?7) is statistically significant, with p = 0.262, p < 0.001. The 95% confidence interval
of this interaction effect ranges from 0.174 to 0.351 and does not include zero, indicat-
ing that innovation challenge stressors can amplify the positive impact of job satisfac-
tion on innovative work behavior (Hayes, 2013).

Table 4
Results of Standardized Regression Weights

Hypo- Esti-

thesis Statement mate p-value Lower Upper Result
: : *RK Sup_
H1 Clan culture > Job satisfaction 0.665
ported
oy Adhocracy culture > Job satis- 0126  0.022 Sup-
faction ported
H3 Job satlsfact.1on -~ Innovative 0.305 ok Sup-
work behavior ported
4 Clan c.ulture > Innovative work 0221 0.008 Sup-
behavior ported
HS Adhocracy f:ulture > Innovative 0292 . Sup-
work behavior ported
Héa Clan cul.ture > Job satls.factlon > 0203 0017 0126 0613 Sup-
Innovative work behavior ported
Adhocracy culture > Job Su
H6b  satisfaction > Innovative work 0.039  0.026  0.007  0.093 P
. ported
behavior
Innovation challenge stressors x
: : : Hokk Sup-
H7  Job satisfaction - Innovative 0.262 0.174  0.351
ported

work behavior
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6. Conclusion

The study has achieved its stated research objectives. Clan culture and adhocracy cul-
ture positively influence job satisfaction, and job satisfaction, in turn, has a positive ef-
fect on employees’ innovative work behavior. Job satisfaction acts as a mediating mech-
anism in the relationships of clan culture and adhocracy culture with innovative work
behavior. In addition, reasonable levels of innovation challenge stressors moderate the
relationship between job satisfaction and innovative work behavior. This study provides
a meaningful theoretical contribution and offers practical implications for developing
organizational culture to foster innovation, in a context where organizations increas-
ingly seek to compete through innovative work behavior to sustain their competitive
advantage.

6.1 Theoretical Contributions

This study enriches the literature on organizational culture, job satisfaction, and inno-
vative work behavior by providing empirical evidence on the relationship between or-
ganizational culture and employees’ innovative work behavior through the mediating
role of job satisfaction and the moderating role of innovation challenge stressors. The
study contributes to testing the Competing Values Framework by Cameron and Quinn
(2011) and organizational culture theory (Schein, 2010) in relation to innovation. The
findings show that both clan culture and adhocracy culture have direct positive effects
on employees’ innovative work behavior. This result addresses the theoretical gap noted
by Biischgens et al. (2013), who argued that prior research had not clearly identified
which cultural types exert the strongest influence on innovation. The present findings
suggest that to compete through innovation, organizations should simultaneously de-
velop both of these cultural types. Adhocracy culture encourages employees to take
risks, remain flexible in their work, and pursue innovation. Clan culture encourages col-
laboration and close interpersonal bonds, which foster trust and psychological safety,
thereby enabling open exchange and innovation engagement among employees.

The study also identifies the mediating role of job satisfaction in the relationships
of clan culture and adhocracy culture with employees’ innovative work behavior. This
empirical evidence indicates that organizational culture not only directly promotes in-
novative work behavior, but also operates by creating a positive emotional state that
strengthens employees’ intrinsic motivation to voluntarily engage in innovation (Han
et al,, 2010). This finding deepens our understanding of the link between culture and
innovation by explicitly incorporating job satisfaction as a mediating mechanism.

This study revised the concept and measurement scale of innovation challenge
stressors into the concept and scale of rational innovation challenge stressors to ensure
appropriateness for the research context. Furthermore, the study finds that reasonable
levels of innovation challenge stressors positively moderate the relationship between
job satisfaction and innovative work behavior. This can be interpreted as follows: job
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satisfaction creates the potential for innovation, but when employees also experience
an appropriate level of innovation challenge stressors, this potential is more likely to
be activated and translated into actual innovative work behavior (Xie et al., 2024). This
result suggests that job satisfaction helps employees feel sufficiently secure and com-
fortable to interpret innovation challenge stressors in a positive way, viewing it as a chal-
lenge, which in turn enhances the effectiveness of efforts to stimulate innovation.

6.2 Practical Implications

The findings suggest that managers should pay close attention to applying clan culture
and adhocracy culture, and to creating appropriate innovation challenge stressors for
employees if they aim to enhance job satisfaction and foster innovation. For clan cul-
ture, managers should focus on building work teams to implement innovation projects.
They should encourage employees to engage in cooperative behavior, develop mutual
trust, support one another in their work, and actively discuss and exchange work-relat-
ed ideas to stimulate innovative work behavior. Managers should also create a climate
of psychological safety in which employees do not fear disciplinary action when they
make mistakes during innovation projects. To develop adhocracy culture, managers
should delegate decision-making authority to employees, allowing them autonomy and
discretion in their work. Managers need to encourage experimentation, accept risk, and
reward new initiatives even in cases of failure. In addition, they should ensure that work
procedures are not overly detailed, so that employees can flexibly adapt processes and
have room to propose new ideas.

Managers should also pay attention to achieving job satisfaction when developing
these two cultural types, since job satisfaction is both a desired outcome of clan culture
and adhocracy culture and an important input for stimulating innovative work behav-
ior. Notably, greater emphasis should be placed on clan culture to foster job satisfaction,
given that the research findings demonstrate it exerts a significantly stronger impact on
job satisfaction than adhocracy culture. This phenomenon can be attributed to the core
tenets of clan culture, specifically its emphasis on collaboration, mutual support, and
family-like interpersonal sharing, which inherently aligns with the cultural paradigm
most favored by employees in the Vietnamese context (Van Huy et al., 2020). This re-
quires building a trustworthy work environment in which employees feel psychologi-
cally safe, empowered, who are not punished when innovation efforts entail reasonable
risk, and receive fair rewards for innovative work behavior. Managers also need to set
innovation demands at a reasonable level, not so high that they cause exhaustion and
undermine innovation motivation. They should view innovation challenge stressors as
an opportunity to challenge employees and support their development, so that such
innovation challenge stressors complement job satisfaction in promoting innovative
work behavior.
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6.3 Limitations and Future Research Directions

Although this study has achieved its objectives and offers theoretical and practical con-
tributions for managers, it still has several limitations. First, data were collected at a
single point in time, which makes it difficult to establish causal relationships between
the variables over time. Second, the study was conducted across multiple industries,
so it does not allow for comparisons of how the effects of the cultural types may differ
by industry. Third, all variables in the research model were measured using self-report-
ed questionnaires, potentially introducing bias. Furthermore, although Harman’s sin-
gle-factor test met the acceptable threshold, this method lacks sufficient robustness to
definitively rule out the presence of common method bias. Fourth, the model includes
only two independent variables, one mediating variable, and one moderating variable,
whereas in practice the relationships between antecedents and innovative work be-
havior may be more complex, and other antecedents related to individual, group, or
organizational characteristics may also play a role. Therefore, it is recommended that
future research collects data at multiple time points to mitigate biases influenced by
respondents’ momentary emotions. Simultaneously, data should be gathered from di-
verse sources, such as supervisor or coworker ratings regarding the number of generat-
ed ideas and solutions, or the extent of new idea implementation. Finally, subsequent
studies should explore additional mediators, such as work engagement and psycholog-
ical empowerment, along with other moderators, such as task complexity or leadership
style. Conducting research in high-innovation industries such as technology and media
is also suggested to examine whether the effects of the variables in the model differ
across various contexts.
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