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Abstract
Nowadays, the creative industry contributes a lot to the economic growth. Reliable
human resources support the organizational success. This study investigates the employees’ innovative behavior, which is assumed to be influenced by intellectual capital.
This aspect consists of human capital, structural capital, and relational capital. This
survey-based research studied the creative industry employees for four months in data
collection and four months for analysis and interpretation of data processing results.
This study used a quantitative method to answer the proposed hypothesis. The samples
were 243 employees of the creative industry in Bandung, Cimahi, Bandung Regency,
and West Bandung Regency, Indonesia. For processing the data and testing the hypotheses, the research employed the Partial Least Square-SEM. The results show that
there is a compelling effect on human capital, structural capital, and relational capital
on innovative behavior. The R-squared value of 0.46 indicates the overall impact. This
research suggests some aspects that escalate the innovative behavior. The first aspect
is skill enhancement, which leads to the raising of human capital. Next, providing the
facilities and infrastructure for internet network connections builds the structural
capital. Moreover, offering sources of raw materials needed by employees prompts the
relational capital. By carrying out those efforts, the employees’ innovative behavior can
increase optimally. Research on intellectual capital currently focuses on the performance of the company and dynamic capabilities. Currently, focus on processes of intellectual capital is still in an emerging stage. This study pursues to fulfill the theoretical
gap regarding the intellectual capital in which the focus of the research is on innovative
behavior in the creative industry.
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INTRODUCTION
The existence of the creative economy due to technological advances
is one of the current trends in economic growth in various countries,
including Indonesia. The emergence of the creative economy is caused
by the rapid advances in media and entertainment. This advancement
also instigates the changes in people’s lifestyle that is driven by their
desire in aesthetics.
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Besides, the higher level of competition causes the companies to find
the lowest production cost and focus on specific market segments.
Competing requires the innovative steps from a creative mindset.
Therefore, unusual ways that cannot be imitated by rival companies
appear to solve the problems. This competitive situation also requires
human resources. They do not only exist but also can make some innovations that lead to competitive advantages.
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The creative economy is a unity of knowledge-based economic activity with dimensions of development
and cross-sectoral relations at the macro and micro levels of the economy. The creative economy is an
applicative development option for innovative goals. Moreover, it is a response to multidisciplinary
policies and interministerial cooperation. The core of the creative economy is the creative industry. The
declining economic growth requires a breakthrough to increase it. The economic growth experienced
a downward trend from 2014 to 2016. According to the Coordinating Ministry for Economic Affairs
(2016), several aspects are the determinants, one of which was the dependence on natural resources.
Innovation is necessary to improve the economic growth. Utilizing the creative industry is a way to
catch the opportunity that enhances the creative economy.
Creative industry contribution is 7.05% with moderate growth. This fact shows there is an opportunity to increase the growth and to add value. The contribution of the creative industry is still above the
national average GDP. However, preparing creative and innovative human resources is essential to improve the creative sector.
The sectors of the creative industry that have grown and added value are the creative fashion industry,
followed by the creative and culinary industry. Meanwhile, performing arts, fine arts, music, design,
and publishing have low growth rate and low added value. This fact indicates that boosting the creative
fashion industry increases the national economic growth.
The contribution of the growing creative industry in Bandung increased from 2013 to 2015. This condition indicates that the growth of the creative sector contributes to Bandung’s economy. The local government commits to increasing the significant contributions. This effort is inseparable from the role of
the Mayor of Bandung who tries to turn Bandung into a creative city that can improve the welfare of
its citizens. The contribution of the creative economy to the gross regional domestic product (GRDP) of
Bandung is relatively good.
Creative industries need creative human resources and innovative behavior (Parkman, Holloway, &
Sebastiao, 2012; Harari, Reaves, & Viswesvaran, 2016). This condition indicates that policymakers are
directing knowledge-intensive workers, such as the creative industry, to increase the competitiveness
(M. Cabrita & C. Cabrita, 2010). There are several multidimensional approaches to the creative industry,
namely studies on entrepreneurship, management, and organizational behavior, studies of the environment and social geography, and general. The fundamental aspect of this approach is the problem of creativity and innovation (Kamukama, Ahiauzu, & Ntayi, 2011). In the field of management, organizational
behavior and human resources are related to the needs of organizations to produce something innovative, both products and processes (Alpkan, Bulut, Gunday, Ulusoy, & Kilic, 2010). Kianto, Andreeva,
and Pavlov (2013) state that change and innovation are significant for the success of the organization so
that it needs great management for its employees.
Innovative behavior plays a vital role in producing optimal performance (Chen, Chang, & Lo, 2015). As
mentioned by Sharabati, Naji Jawad, and Bontis (2010), innovative behavior is a critical part of innovation
for companies. This condition indicates that employees with innovative behavior make a significant contribution to the success of the organization (C. Yu, T. Yu, & C.C. Yu, 2013; Mura, Lettieri, Spiller, & Radaelli,
2012). Furthermore, Ramezan (2011) state that innovation is a dynamic process flowing all the time and
brings many potential benefits for the organization. Petty and Guthrie (2000) believe having good ideas is
insufficient; turning ideas into intangible products or services is a further essential step. Thus, increasing
the implementation of the idea is necessary so that the employees’ innovative behavior can be optimized.
Some efforts made by the employees in an organization need to be measured objectively to determine the
extent of its contribution to the achievement of organizational goals. (Carmeli, Meitar, & Weisberg, 2006)
The measurement results are indicators for the success or failure of employees in an organization in carrying
out their duties. Innovative behavior influences the employee performance (De Jong & Den Hartog, 2010).
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Research on intellectual capital currently focuses on the company’s performance and dynamic capabilities, while there are still a few studies that focus on employee behavior. As research conducted
by Maditinos, Chatzoudes, Tsairidis, and Theriou (2011), Clarke, Seng, and Whiting (2011), Martínde-Castro, Delgado-Verde, López-Sáez, and Navas-López (2011), Sydler, Haefliger, and Pruksa (2014),
the study focuses on company’s performance. Some researches focus on dynamic capabilities such as
Kamukama et al. (2011), Hsu and Wang (2012), and Kianto et al. (2013). Achieving the organizational
goals cannot be separated from the resources that are used or run by employees who play an active role
as the man of action to achieve the organizational goals. This research attempts to find the gap of intellectual capital research that focuses on the innovative behavior of employees. The study conducted by
Shih, Chang, and Lin (2010) shows that knowledge creation increases the intellectual capital in the bank
industry. Furthermore, the increase in intellectual capital will increase the innovative behavior. Guthrie,
Ricceri, and Dumay (2012) confirm the focus on processes of intellectual capital is still in an emerging
stage characterized by measurement of intellectual capital in organizations so that they can explore
how the intellectual capital implications in organizations such as the employee behavior. Furthermore,
Dumay and Garanina (2013) suggest that intellectual capital research focuses on how processes to produce competitive products and services are related to individual behavior within the organization. This
study attempts to fill the theoretical gap regarding intellectual capital, as suggested by Guthrie et al.
(2012) and Dumay (2016), in which the focus of research is on innovative behavior in the creative industry. Previous studies by Kamukama et al. (2011), Hsu and Wang (2012), and Kianto et al. (2013), Shih,
Chang, and Lin (2010) show that every aspect begins from the dynamic process of individual behavior
in the organization. This study bridges the effect of intellectual capital that leads to employees’ innovative behavior in the creative fashion industry.
Based on the background of the problem, the critical role, and previous research, this study was conducted to determine the impact of human capital, structural capital, and relational capital on innovative
behavior in the creative fashion industry in Bandung. The study provides new theoretical frameworks
in the development of analytical models for human resource management, especially innovative behavior concerning intellectual capital in the creative fashion industry.

1. LITERATURE REVIEW

and value to human capital and teamwork can
be obtained through knowledge, experience, and
Human capital contributes to innovative behav- commitment as valuable human assets.
ior. Intangible asset of the organization is human
capital. This asset is essential since human capi- Human capital can improve structural capital by
tal enables the organization to increase its com- using the available information technology for
petitiveness (Maditinos, Chatzoudes, Tsairidis, the organization. Benevene and Cortini (2010)
& Theriou, 2011). Alpkan, Bulut, Gunday, Ulusoy, state there is a synergy between structural capiand Kilic (2010) show that currently, we face a new tal and human capital, in which the development
economic paradigm that describes speed, innova- of human capital can increase structural capition, short term cycle, quality, and customer satis- tal. However, their research shows that there is
faction. It is an essential part of intangible assets no management attention in improving human
such as brand recognition, knowledge, innova- capital. It is seen from the provision of training
tion, and especially human capital (Wang & Chen, and adequate structural capital support to senior
2013; Díez, Ochoa, Prieto, & Santidrián, 2010). Italian NPOs managers. Ramezan (2011) suggests
Hollenbeck and Jamieson (2015) state that human that structural capital in organizations can be
capital is an intellectual asset and that the man- a tool to support human capital in carrying out
agement of human resources within the organiza- their duties effectively. Relational capital relates
tion can encourage it. Carson, Ranzijn, Winefield, to the wants and needs of consumers in connecand Marsden (2004) believe that the challenges tion with the superior quality of products or serof organizational behavior regarding individuals vices. The driver of the organization’s operations
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is human capital. It comes with the commitment
to produce a high-quality product along with the
knowledge and ability to make it happen. Dalziel,
Gentry, and Bowerman (2011) prove that there is
an interaction between human capital and relational capital in increasing desire to spend R&D in
US biotechnology and pharmaceutical industries.
This condition indicates that the presence of optimal human capital improves the structural capital
and relational capital. Besides, structural capital
factors are one of the essential aspects of innovative behavior. Though the information system is
available, the unsupported technology and the access to information has not been well prepared by
the company.

ideas in order to fulfill customer needs. Serenko,
Bontis, Booker, Sadeddin, and Hardie (2010) believe relational capital is one of the foundations of
organizational effectiveness as an intangible asset.
The understanding of relational capital, along with
the support of innovative behavior, produces longterm benefits with customers. As stated by Crema
and Verbano (2016) and Mossholder, Richardson,
and Settoon (2011), it is essential for the employees
to understand the customers and be aware of the
competitors in more creative and innovative ways
to improve the performance and competitiveness.

H1:

The presence of intellectual capital, such as human
capital, structural capital, and relational capital,
enhances creative behavior. Human capital initiates the added value that workers can give to organizations. Human capital is a distinguishing
factor and the actual basis of an organization’s
competitive advantage. The conceptualizing employees have a set of skills to lease to their organizations. Employees’ knowledge and skills from education and training, including skills from their
experience, produce the availability of specific
productive capital (Becker, 1994). The above statements show the critical role of human resources in
producing the innovation as a contribution to enhancing the organizational competitiveness. The
optimal management of human resources creates
high performance. Santos-Rodrigues, Dorrego,
and Jardon (2010) state that employee creative initiatives will increase the better ideas, decisions,
quality, and productivity. That excellent management improves the individual performance, which
in turn enhances the organizational performance.
The essential element of an organization’s intangible assets is human capital. All these intangible
assets, especially the expertise, imagination, and
creativity of employees, are significant for the organizational success (Luthans & Youssef, 2004).
Creativity, expertise, and imagination shape the
innovative behavior. The importance of human
capital assets causes the need for measuring the
value of intangible assets (Sidharta & Affandi,
2016). Measurement is an appliance to assess the
use and effectiveness of human capital. A research
conducted by Dumay and Garanina (2013) on the
Chief Executive Officer (CEO) of 27 public compa-

There is an influence of human capital on
structural capital and relational capital.

Benevene and Cortini (2010) state that structural
capital has two considerable aspects, namely the
development of semi-permanent knowledge that
grows in a job and a device that develops the body
of knowledge with relevant expertise by two components form structural capital, such as facilities
and infrastructure concerning the utilization of
employees knowledge. The role of employee structural capital is inseparable from the function in accelerating the dissemination of knowledge, growing the experience, shortening the time distance,
and making people more productive (Carson,
Ranzijn, Winefield, & Marsden, 2004; Swart &
Kinnie, 2010). Kang, Snell, and Swart (2012) believe the role of increasing structural capital in expanding the company’s ability to increase the produced added value. A question as that asks how
to provide both explicit and accurate information
enables to find the appropriate method to increase
structural capital. Thus, it can be assumed that
structural capital can improve the employees’ innovative behavior.
H2:

There is an influence of structural capital on
the employees’ innovative behavior.

The last factor that allegedly influences innovative
behavior is relational capital. Customer satisfaction can be obtained if employees provide the best
quality. It is by establishing harmonious relationships with suppliers to know the availability of raw
material and to produce innovative and creative
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oped by Sullivan (2000), such as technology, information systems, procedures, and infrastructure.
Relational capital is measured by using four inBesides human capital and structural capital, re- dicators developed by Sveiby (1998), namely cuslational capital also improves the innovative be- tomer relations, supplier relations, reputation, and
havior. Relational capital deals with the form of market reach. Indicators of innovative behavior
learning about consumers and how to gain cus- are measured by idea generation, idea promotion,
tomer trust. The learning process about the wants and idea implementation developed by Scott and
and needs of customers requires a strong effort Bruce (1994) and Janssen (2000).
from the employees to fulfill the customer desires.
Suraj and Bontis (2012) argue that an established In this study, the population is employees in the
customer base, positive reputation, ongoing rela- creative fashion industry, which are Bandung,
tionships, and goodwill built by the enterprise are Cimahi, Bandung, and West Bandung Regency.
related to fostering the stable relations with their This study uses the Slovin formula to take samcustomers. The process runs well if it forms inno- ples from the population in Bandung, Cimahi,
vative behavior in producing a method that is fast- Bandung Regency, and West Bandung Regency.
This study had some steps to get secondary data.
er and better than before.
This study surveyed the Bandung Government,
Government,
Bandung
Tourism
Innovative behavior actualizes the learning pro- Cimahi
cess to gain the customer trust (Santos-Rodrigues, Office, Government of West Bandung Regency.
Dorrego, & Jardon, 2010). The existence of rela- Furthermore, this study determined the respondtional capital can support the innovative behav- ents. The chosen enterprise must have more than
ior. Confirmed by De Jong and Den Hartog (2010), ten employees. Every region has four coordinators
innovative creativity and behavior solve the prob- to collect the data.
lems faced by employees. A research conducted by
Prajogo and Ahmed (2006) prove that relational By knowing the population (N = 622) as many
capital has a significant effect on innovative be- as the study population and with a level of
havior. Furthermore, a meta-analysis study by precision (d²) set at %5, the samples used in this
Mention (2012) concludes that relational capital study were 243 people. The sample was taken by
using Proportional Random Sampling. This study
has a positive influence on innovative behavior.
uses the component of the Partial Least SquareH4: There is an influence of human capital, Covariant Base Structural Equation Modeling
structural capital, and relational capital on (CB-SEM) in testing the hypotheses.
the employees’ innovative behavior.
In processing data, this study uses the WarpPLS 5
tool with a second-order approach. The Gof crite2. METHODS
rion refers to Tanenhaus’s, while the requirements
for validity and constructs reality refer to the conThis study utilizes the survey method to determine structed value of validity > 0.5 and reliability > 0.7.
the phenomenon of research variables which test- (Fornell & Larcker, 1981) Table 1 shows the validied the established hypotheses to assess the effect ty and reliability results.
of human capital, structural capital, and relational
capital towards employees’ innovative behavior in The results show that the research indicators fulthe creative fashion industry in Bandung.
fill the criteria. Determination of the fit model is
according to the results of quality indices where
Operational analysis of research variables is hu- Average Path Coefficient (APC) = 0.425, P < 0.001
man capital, with some indicators developed by and Average R-squared (ARS) = 0.453, P < 0.001,
Bontis, Keow, and Richardson (2000) and Ulrich and Average Adjusted R-squared (AARS) = 0.451,
(1998), which consist of knowledge, skills, abili- P < 0.001. Collinearity testing shows Average Block
ties, and commitment. Structural capital indica- VIF (AVIF) = 1.691, with acceptable criteria if
tors are measured by using four indicators devel- < = 5. The path analysis model refers to Tenenhaus
nies in Australia proved that human capital has a
profound influence on innovative behavior.
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Table 1. Result of validity and reliability testing
Variables

Human capital

Structural capital

Relational capital

Innovative behavior

Indicators
Knowledge
Skills
Abilities
Commitment
Human capital
Technology
Information systems
Procedures
Infrastructure
Structural capital
Customer relations
Supplier relations
Reputation
Market reach
Relational capital
Idea generation
Idea promotion
Idea implementation
Innovative behavior

AVE

Cronbach’s alpha

Composite reliability

0.597
0.599
0.540
0.611
0.736
0.551
0.597
0.543
0.596
0.735
0.585
0.742
0.656
0.622
0.534
0.566
0.557
0.523
0.734

0.742
0.829
0.832
0.772
0.880
0.746
0.797
0.743
0.765
0.880
0.855
0.753
0.737
0.743
0.708
0.807
0.800
0.770
0.818

0.830
0.873
0.870
0.803
0.918
0.858
0.873
0.829
0.865
0.917
0.893
0.852
0.851
0.806
0.820
0.867
0.862
0.845
0.892

GoF (GoF) = 0.501, with criteria small > = 0.1, medium > = 0.25, large > = 0.36 (Kock, 2012). Based
on the criteria, it can be concluded that the results
are good enough to explain the research model. As
seen in the results of TenenhausGoF (GoF) = 0.501
with large criteria.

3. RESULT AND DISCUSSION
The questionnaires were distributed to employees of the creative fashion industry. The samples
are 243 people from 113 creative industry enterprises in the fashion sector in Bandung, Cimahi,
Bandung Regency, and West Bandung Regency.
Table 2 shows the data on the characteristics of
respondents.

dominated by employees who work under three
years. This condition is caused by the development
of creative industries that increasingly show an
upward trend, which requires new employees. The
level of education is dominated by employees with
a diploma degree. This finding indicates that employees of the creative fashion industry need more
skills than conceptual abilities. Furthermore,
Figure 1 shows the results of the calculation procedure by using CB SEM-PLS.
Figure 1 shows the result of calculations by using
WarpPLS 5.0. Conclusions can be given on the
proposed hypotheses, as shown in Table 3.

The calculation results show that H1 is significant,
which means that there is a significant influence
of human capital on structural capital and relaTable 2. Respondents’ characteristics
tional capital. For companies that are engaged in
knowledge-based sectors, human capital is an esDescription
Category
%
Male
53.86
sential resource (Parkman, Holloway, & Sebastiao,
Gender
Female
46.14
2012). One of the foundations to compete is hu3 < years
44.05
man capital, which can produce sources of innoWorking period
4-5 years
35.21
vation and companies innovative strategies based
> 6 years
20.74
on employees’ tacit knowledge. It is on the same
High school
34.89
path
with the knowledge-based approach, which
Education level
Diploma
38.10
is a new extension of the enterprise-based resourcGraduate
27.01
es, Resource-Based View (RBV), and provides
When viewing gender as a part of respondents’ strong theoretical support for intellectual capital.
characteristics, it is found that male is dominant This theory forms the basis for building the inin the creative industry. The period of work is volvement of human capital in the company’s rou-
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Table 3. Result of path coefficients and hypotheses testing
Variables

Path coefficients

p-value

Sig. value

Description

0.563
0.623
0.505
0.268
0.168

0.000
0.000
0.000
0.000
0.000

0.036
0.006
0.000
0.000

Accept
Accept
Accept
Accept
Accept

Human capital→ Structural capital
Human capital → Relational capital
Human capital → Innovative behavior
Structural capital → Innovative behavior
Relational capital → Innovative behavior

Structural capital
0.316
0.314

R-squared
Adjusted R-squared

Relational capital
0.388
0.385

R-squared
Adjusted R-squared

Innovative behavior
0.655
0.652

R-squared
Adjusted R-squared

tine activities by increasing employee involvement
in the formulation of the company’s operational
and long-term goals. In a knowledge-based view,
companies develop new knowledge that is important for competitive advantage and unique value
creation. Research conducted by Wu, Chang, and
Chen (2008) proves that there is a significant impact on innovative behavior. The result is in line
with Prajogo and Ahmed (2006) who tested innovative stimulation, which was influenced by the
employees’ knowledge. Research by Wu, Lin, and
Hsu (2007) and Cingoz and Akdogan (2011) also
prove that human capital has a significant effect
on innovative behavior.

ior. The result shows that the presence of structural
capital improves the employees’ innovative behavior. Youndt, Subramaniam, and Snell (2004) state
that there is a strong relationship between structural and value creation. It can be strengthened by
creating lateral relationships such as work units
and teams that facilitate the flow of information
between independent departments, thereby reducing or eliminating the high-cost, the up and down
information flows (Dong & Gao, 2012). Through
hierarchical channels. Concerning organizational
design, the development of capital requires the development of organizations that function through
parallel processes across functional boundaries in
multi-layered structures that considered portfoliH2: There is evidence that shows the influence of os of dynamic processes. This process consists of
structural capital on employees’ innovative behav- interdisciplinary networks and project teams as

β = 0.56
(P < .01)

SC
(R)4i

β = 0.27
(P < .01)

R2 = 0.32
β = 0.51
(P < .01)

HC
(R)4i

β = 0.62
(P < .01)

CB
(R)3i

β = 0.17
(P < .01)

R2 = 0.66

RC
(R)4i
R2 = 0.39

Figure 1. Results of calculation of research models
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a way of developing, sharing, and disseminating
knowledge (Chen, Wang, & Sun, 2012).
Structural capital is knowledge that can be owned
by organizations, not workers or individuals.
Swart (2006) states structural capital can be described as a knowledge that is planted or stored
with the assistance of information technology in
a database that is easily accessed and disseminated. It is including explicit knowledge – an ability
that is owned by the company in utilizing human
capital so that it can produce added value for the
company. To achieve the organizational goals, a
facility is needed to support the employees’ ability. Therefore, it creates a particular behavior that
encourages the success of achieving the organizational goals (M. Cabrita & C. Cabrita, 2010).
Steward (1994) states that structural capital plays
an essential role in producing something that is
valuable (innovative). This fact suggests that the
presence of structural capital strengthens the employees’ innovative behavior in delivering optimal
performance. A research conducted in Slovenia
and Croatia by Omerzel and Jurdana (2016) proves
that structural capital has an intense effect on innovative behavior. Similarly, studies conducted
by Carmeli and Spreitzer, 2009; and Ghorbani,
Mofarredi, and Bashiriyan (2012) prove that structural capital has an enormous effect on innovative
behavior.
H3 is proved to be significant. There is a relational capital effect on employees’ innovative behavior.
These findings indicate that the higher relational
capital, the more innovative employees’ behavior.
The learning process about the wants and needs
of customers requires a strong effort from the employees to fulfill customer needs. It is in line with
Scarborough and Cornwall (2015, p. 135) statement about establishing the customer base, positive reputation, sustainable relation, and goodwill
with its customers. Hsu and Wang (2012) state
that structural capital, such as operations, procedures, and processes of knowledge management,
lead to organizations’ value creation activities
such as innovative behavior. The progress runs
well if it forms innovative behavior in producing
a faster and better process. The role of the learning process to gain customer trust can be actualized by innovative behavior (Harari, Reaves, &
Viswesvaran, 2016). Research conducted by Smith,

http://dx.doi.org/10.21511/ppm.17(4).2019.33

Collins, and Clark (2005) and Wu, Lin, and Hsu
(2007) prove that relational capital influences the
innovative behavior.
The last hypothesis (H4) has a huge influence on
human capital, structural capital, and relational
capital on employees’ innovative behavior. The
finding shows that increasing human capital,
structural capital, and relational capital will also increase the employees’ innovative behavior.
Human capital initiates added value that employees can give to organizations. Human capital is a
distinguishing factor and the actual basis of an
organization’s competitive advantage. Human
capital conceptualizes that employees have a set
of skills that can be leased to their organizations
(Sveiby, 1997). Employees’ knowledge and skills
from education and training, including skills that
come from experience, produce certain productive capital stocks. Human capital is an essential
element of an organization’s intangible assets.
All these intangible assets, especially the expertise, imagination, and employees’ creativity, are
significant for the organization’s success (Harari,
Reaves, & Viswesvaran, 2016). The creativity, expertise, and imagination shape the innovative behavior. The importance of human capital assets
causes the importance of measuring the value of
intangible assets. The purpose of measurement
is to assess how well the use and effectiveness of
human capital. According to M. Cabrita and C.
Cabrita (2010), organizations provide the essential continuity needed by employees so that they
can increase their ability to develop and learn to
achieve their goals. Stewart (1994) emphasizes
that structural capital is the company’s ability to
share and transmit knowledge about company activities that are connected to the creation, sharing,
shipping, and dissemination of knowledge and
capabilities. At the same time, it is a real company’s investment to grow in the future through
research and development. Relational capital is
related to the form of learning about consumers
and how to get customer trust (Hormiga, Batista‐
Canino, & Sánchez‐Medina, 2011). The results of
this study prove that relational capital can support the innovative behavior. Research conducted by Pundt, Martins, and Nerdinger (2010) and
Santos-Rodrigues et al. (2010) demonstrates that
human capital has a significant effect on innovative behavior.
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CONCLUSION
The creative economy is one of the applicative development options for innovative goals as contributors
to economic growth. Definitely, supporting creative industries contributes to the growth of economic.
Increasing the industry’s existing human resources, which is inseparable from the role of human capital,
structural capital, and relational capital in enhancing its innovative behavior is a way to improve the
performance of the creative industry. According to the results of the study, human capital, structural
capital, and relational capital have intense effects on employees’ innovative behavior. To enhance the innovative behavior, the creative industry players increase their human capital through skill enhancement,
the improvement of structural capital by providing facilities and infrastructure for internet network
connections, and the development of relational capital by offering the sources of raw materials needed
by employees. Therefore, employees’ innovative behavior can increase optimally.
The results of the study contribute to the study of intellectual capital in enhancing employees’ innovative behavior in the creative fashion industry. This research still has several weaknesses in which the
population is only in the creative fashion industry. Future studies can use populations in the other sectors of the creative industry to obtain more comprehensive research models.
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