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Introduction
Organizations today operate within volatile, technology-saturated environments where the capacity to renew products, processes, and ways of working has become a precondition for survival rather than a competitive luxury. A culture that encourages innovation also promotes intrapreneurship, prompting leaders to establish environments that value risk-taking and allow employees to explore new ideas without fear of failure. As artificial intelligence and digitalization reshape job structures, the half-life of learned skills has compressed sharply, and by 2025 nearly half of the global workforce required significant reskilling to remain relevant. In parallel, the pandemic permanently altered the employee experience, blurring work–life boundaries and tying engagement increasingly to flexibility, purpose-driven work, and innovation opportunities. Within this turbulence, innovative work behavior (IWB) - the generation, promotion, and implementation of useful ideas at work - has emerged as a central organizational asset. Understanding what enables employees, and especially managers, to behave innovatively is therefore both timely and consequential for sustained performance, resilience, and value creation across industries worldwide.
The focus on innovation policies at the organizational level has increasingly given way to a focus on individual-level factors that influence innovative behaviour, specifically that of managers. The manager is in a pivotal position: as Berisha et al. (2025) state, the manager is to innovation as innovation is to organizations, and thus researchers and practitioners have looked at the conditions of antecedents of managerial innovative behavior. This managerial focus is a natural extension of intrapreneurship, which is the entrepreneurial action that occurs by individuals within an existing organization that results in the development of a new or improved product, service or work process (Antoncic & Hisrich, 2003). The present study is located exactly in this intersection and looks at the influence of personal resources on IWB and thus on managerial intrapreneurship.
Psychological capital (PsyCap) is a positive resource that is malleable and has been consistently associated with innovation, including self-efficacy, hope, optimism and resilience. There have been several studies that have found a positive correlation between PsyCap and IWB in various contexts and settings (Adikara & Soetjipto, 2021; Alwali, 2024; Chen et al., 2021). Employee well-being also promotes innovation, as innovative behaviors themselves boost employees' skills and fulfill their intrinsic desire for self-actualization, which in turn improves their well-being in the workplace (Wang et al., 2022). Work–life balance is positively related to motivation and engagement (Kasperczuk et al., 2025); learning agility is one of the most important skills for workers to adapt to the rapidly changing world and is linked to IWB and performance.
Yet there are a number of gaps in this growing body of evidence. Although the significance of intrapreneurship has been proven, the literature on personal resources that support intrapreneurship is still limited and theoretically underdeveloped (Aydin et al., 2024; Lajçi, 2025). Although there is evidence that personal resources are important individual antecedents of innovative behaviour, the field has still not a comprehensive understanding of the way these resources work in an organizational context. This gap is especially evident when it comes to the psychological processes that underlie how individual resources can lead to intrapreneurial outcomes, and practitioners are lacking guidance on these processes (Berisha et al., 2025). Existing studies have investigated PsyCap, well-being, work–life balance and learning agility separately from each other, and not as a package of personal resources that act as a single mediating mechanism. Much of the evidence is sector- or context-specific and may not be applicable in different contexts or cultures (Montes et al., 2025; Sun et al., 2023). Importantly, the mediation of IWB between bundled personal resources and managerial intrapreneurship has not been explicitly modeled before. This gap is significant because, if it is not identified, then organizations are unable to create targeted interventions that would help them to transform latent psychological resources into concrete intrapreneurial activity.
The practical challenge faced by today's organizations is that investing in employee psychological resources, well-being programs, work–life balance initiatives, learning-and-development systems, and so on, is not a guarantee of intrapreneurial results. Managers can have a lot of resources in their own arsenal and not use them in the ways that lead to renewal in the organization—namely, venturing, risk taking, and implementing ideas. The missing link is behavioral: it is not clear how and through what mechanism these become managerial intrapreneurship. Because of the influence of individual behaviour on the outcomes of a firm, intrapreneurial behaviour is key to value creation (Nadler & Tushman, 1980), but there is no empirically validated model that explains the path from individual resources to intrapreneurial action. The relationship between these two factors would not be clarified if innovative work behavior is not an intermediate factor, or else resource investments may not be leveraged. This study thus aims to answer the question of how psychological capital, employee well-being, work–life balance and learning agility combine to produce managerial intrapreneurship via IWB.
The purpose of this study is to analyze the impact of psychological capital, employee well-being, work–life balance and learning agility on innovative work behavior, and to explore if innovative work behavior plays a mediation role between the above-mentioned personal resources and managerial intrapreneurship in the context of today's organizations.
The study is based on the Conservation of Resources (COR) theory and the Job Demands–Resources (JD-R) model, which both explain how personal resources build up, result in motivational gains and trigger innovative behavior (Hobfoll, 2011; Bakker & Demerouti, 2017). In these frameworks, PsyCap, well-being, work–life balance, and learning agility are all resources that help drive intrapreneurial outcomes. Theoretically, the study contributes to the research on intrapreneurship by combining the perspective of the positive organizational behavior (Berisha et al., 2025) with the field of entrepreneurship. In practical terms, it provides managers with guidance based on evidence to transform personal resources into intrapreneurial action by innovative behaviour. In terms of context, it offers new empirical understanding of managerial intrapreneurship in an under-researched context, enhancing the COR and JD-R literatures.
Theoretical Foundation
The study is grounded in the Conservation of Resources (COR) theory (Hobfoll, 1989, 2011) which offers a unified framework for understanding how personal resources are linked to innovative and intrapreneurial behaviors. The core of the theory is that people are naturally motivated to gain, hold on to, and increase valued resources and that having resources leads to more resources and not having resources leads to strain. According to the conservation of resources theory, individuals are motivated to gain new resources and to prevent resource loss, as the loss or lack of resources can drive up pressure (Halbesleben et al., 2014). In this context, psychological capital, well-being, work–life balance, and learning agility are personal resources that employees can use when facing the risk and uncertainty of innovation. The ability to do innovative work is extremely risky and difficult, and people need to have accumulated resources to do it comfortably, which makes COR a suitable explanatory mechanism for the model proposed. The theory also implies that these personal resources are mutually reinforcing and that they collectively increase the probability of IWB and intrapreneurship downstream, within the context of a "resource caravan. COR is often combined with the Job Demands–Resources (JD-R) model, as both theories emphasize the role of resources in the workplace, and both theories stress that employees seek to gain resources to effectively deal with job demands (Bakker et al., 2023), providing complementary motivational pathways.
Previous uses of COR have shown its versatility, while also showing some limitations that are pertinent to this study. COR has been applied to understand the impact of PsyCap on engagement and innovative behaviors (George et al., 2023; Brennan, 2024), and to model how workplace support can foster career growth through the psychological capital–work–life balance (Conservation of Resources theory). Recent evidence has expanded on COR to demonstrate that overqualification can lead to competence-based resources that trigger innovative work behaviour, which is further strengthened by higher levels of job autonomy (Guo et al., 2024). But there are still three drawbacks. First, COR research has tended to focus on stress and coping and less on positive resource-driven innovation, thus limiting its generative potential. Second, most applications only look at a single resource, ignoring the fact that resources are bundled resources that act together as caravans. Third, COR has not been often applied to managerial intrapreneurship as a distal outcome, and the resource-to-venturing pathway has been under-theorized. This study fills these gaps by combining four personal resources in one model, and establishes IWB as the behavioral pathway to intrapreneurship—moving the theory from its traditional stress-centric domain to a positive organizational context.
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Relationship Among Variables
Psychological capital (PsyCap) is a higher-order construct that consists of self-efficacy, hope, optimism and resilience, and is theorized to be a foundational personal resource that drives innovative work behavior. In conceptual terms, COR theory views PsyCap as a resource pool that employees draw from as they deal with the ambiguity and possible failure inherent in the process of idea generation and implementation; the confidence and persistence captured in PsyCap helps to reduce the use of resources during the innovative process. Empirically, studies have consistently shown that employees with high PsyCap are more likely to be innovative and perform better and multiple studies in different public and private settings have confirmed the positive relationship between PsyCap and IWB (Adikara & Soetjipto, 2021; Alwali, 2024; Chen et al., 2021). For example, a study conducted in Iraqi public hospitals revealed that PsyCap had a positive impact on IWB (Alwali, 2024), and a study in higher education teachers in Pakistan showed that there was a significant relationship between PsyCap and IWB, indicating that PsyCap was a strong predictor of IWB (Wahid & Ayub, 2024). The consistency of the relationship in the occupational and national contexts provides external validity for the relationship and is consistent with the resource-gain logic of COR.
However, evidence is not consistent and mechanistically agreed upon, and thus open to critical examination. Research has been emerging that demonstrates that PsyCap's effects on IWB are indirect, through intervening states. The pure main-effect studies, for instance, missed out on boundary conditions, such as the moderating role of growth-need strength in the pathway by which leader PsyCap influenced employee innovative behavior (Wu et al., 2021). In terms of methodology, many of these studies have cross-sectional, single-source designs that are susceptible to common-method bias and reverse causation and effect sizes are highly inconsistent across cultural contexts, suggesting the presence of unmodelled moderators. Secondly, most evidence is based on non-managerial samples, while managerial PsyCap – where decision latitude is likely to increase the leverage of resources – is relatively under-researched. The inconsistencies and the majority of indirect-effect results indicate that there is a gap and the direct link between PsyCap and IWB needs to be revisited in a resource-based framework. Accordingly, grounded in COR's premise that abundant personal resources motivate risk-tolerant innovative effort, this study proposes: 
H1: Psychological capital positively influences innovative work behavior. 
Employee well-being (affective, psychological and work-related aspects of flourishing) is placed as a personal resource that fuels innovative work behavior. Well-being is from a COR perspective an accumulated state of resources and an indicator of low resource depletion, so that employees can invest their cognitive and emotional resources in exploratory, idea generating activity instead of coping. This is a reciprocal relationship: innovative behaviour can be the source of well-being, as innovation can improve employee skills and meet their intrinsic needs of self-improvement and self-value realization, which in turn can increase well-being in the workplace (Wang et al., 2022). This bidirectionality is reflective of COR's gain-spiral logic, in which resources and positive outcomes reinforce each other over time.
The well-being–innovation relationship is well established in practice, but often indirect, which makes causal interpretation difficult. The conceptual work that integrated job demands and resources suggests that the impact of resources and demands on innovativeness is mediated by burnout and engagement, indicating that the effect of well-being on IWB is often not unconditional (Hannele et al., 2022). This is supported by research on positive affective states: employee mindfulness was found to impact innovative behavior via a chain of positive emotion and work engagement (Kuang et al., 2022), and engagement-driven well-being led to innovative workplace behavior, with employee voice connecting engagement to actual innovative activities (Ghani et al., 2023). But there are some caveats and paradoxes to these findings. The use of different definitions of well-being (happiness, engagement, or psychological well-being) across studies makes it difficult to compare results and can create an illusory sense of uniformity. A few models assume that well-being is a mediator or consequence of IWB, rather than a predictor, and therefore have not yet been tested for this direct effect. Furthermore, the use of engagement as a proxy risks conceptual redundancy and most designs again use self-reported, cross-sectional data that do not allow causal inferences. This is especially relevant for the lack of managerial samples, because well-being of the manager affects the innovation of the organization as well as the well-being of the manager. These gaps provide a rationale for directly testing well-being as a resource antecedent of managerial IWB. Consistent with COR's contention that resource-rich, non-depleted individuals more readily undertake innovative effort, this study posits: 
H2: Employee well-being positively influences innovative work behavior. 
Work–life balance (WLB), defined as the perceived balance between the demands of work and life roles, is theorized as a resource-protective condition that helps maintain a cognitive and emotional surplus needed for innovative work behavior. COR theory provides an explanation for this association in terms of resource preservation: When employees are balanced, they are no longer depleted by work–family conflict, and thus have the resources to invest in discretionary, innovative effort. In this way, balance is not so much an input as a boundary condition, which allows other resources to be put to good use. In line with this, studies indicated that maintaining a healthy work–life balance is linked to creativity, engagement, and reduced burnout, which in turn leads to workplace innovation (Susanto et al., 2022; Thilagavathy & Geetha, 2021).
The empirical evidence, however, is much more controversial than for PsyCap or well-being, and there is indeed some inconsistency. Supportive evidence is often indirect, for example, among Chinese millennials, work–life balance served as a partial mediator between engagement and IWB (Ali et al., 2022), and in SMEs, WLB partially mediated the relationship between engagement and job satisfaction and performance (Susanto et al., 2022). However, there are conflicting results: a study on firm innovativeness found no statistically significant effects of employee WLB on organizational performance, thus questioning the assumed balance–innovation relationship (Shouman et al., 2022). This contradictory evidence is probably due to contextual and methodological differences – variations in how COR is operationalized, the conflation of organizational and individual outcomes, and the fact that COR's resource-loss logic is not fully specified, and norms around work boundaries vary across cultures. National culture, in particular, is a moderating variable of the impact of WLB practices on employee outcomes and is not often modelled. The focus is on satisfaction, commitment and performance outcomes, and not on IWB per se, leaving the WLB–innovation relationship empirically underdeveloped and theoretically unclear, particularly for managers whose job boundaries are most permeable. This discrepancy presents an obvious research gap that needs to be directly investigated. Drawing on COR's premise that conserved resources free individuals to pursue innovative effort, this study advances: 
H3: Work–life balance positively influences innovative work behavior. 
Learning agility, defined as the personal resource of being willing and able to learn quickly from experience and transfer to new situations, is considered as a dynamic personal resource that directly leads to innovative work behavior. In COR theory, learning agility is considered a generative resource, one that not only endures, but creates new resources as well, enabling people to turn environmental change into opportunity instead of threat, and to innovate. This is particularly relevant in the context of the technological disruption where learning agility has become one of the most important skills to be adaptable to the job market, being one of the most desired in recruitment in the IT sector. The resource-generative nature of agility is a good match to the exploratory, problem-detecting stage of innovation, where workers spot problems and come up with new ideas.
There is some empirical support, but it is relatively new and somewhat inconsistent, indicating a ripe opportunity. Studies have also shown that agile learning is a moderated mediation mechanism for innovative behavior, which combines learning and motivational dimensions that have been previously studied separately (Sharma, 2022), and that learning agility is a catalyst to connect adaptability to innovative work behavior and employee performance in IT companies (2025). There is complementary evidence of the link between agility-oriented climates and innovation: adaptability and engagement are key in innovation-driven workspaces and high performance in agile organizations (Franco & Landini, 2022). However, there are serious issues with the construct. Learning agility is often confused with related concepts, such as adaptability, learning orientation and workforce agility, which leads to measurement inconsistencies that make it difficult to see how learning agility contributes to IWB. Again, much of the supporting evidence is mediated through engagement, the direct agility–IWB relationship is under-specified, and studies tend to be concentrated in technology and emerging economies, with generalizability issues. Importantly, learning agility is seldom studied in the context of managers, who play a key role in modelling and diffusing innovative practice, and longitudinal designs that are able to capture the dynamic and experience-based nature of agility are rare. These restrictions highlight the importance of the importance of testing learning agility as a direct resource antecedent of managerial IWB. Consistent with COR's logic that generative resources expand individuals' capacity for innovative action, this study proposes: 
H4: Learning agility positively influences innovative work behavior. 
The proximal behavioral mechanism, in which accumulated personal resources result in managerial intrapreneurship (that is, venturing, risk-taking, and proactive renewal that managers engage in within existing organizations) is innovative work behavior. In theory, COR's gain-spiral logic suggests that when people engage in innovative behaviors using resources, they feel more confident, move faster, and become more capable, which in turn encourages them to take on intrapreneurial activity, and the attitude–intention–behavior continuum places IWB as the actualization of intrapreneurial drive. Intrapreneurship, which can be defined as entrepreneurial activities by individuals within established organizations that create new or improved products, services or processes (Antoncic & Hisrich, 2003), relies heavily on idea generation and implementation behaviors, which form the essence of IWB.
This mechanism has been supported by recent empirical studies, albeit mostly based on intention-based and leadership-based models. A study on digital leadership revealed that the impact on intrapreneurship intention and job performance was mediated by innovative behavior, meaning that innovative behavior acted as a pathway between the impact of digital leadership and the intrapreneurship intention and job performance (Sagbas et al., 2023). On the other hand, research on related subjects emphasizes the role of intention as a determinant of behavior: in managers, the highest correlation was observed between intrapreneurial intention and innovative work behavior, confirming the attitude-intention-behavior relationship, and intrapreneurial intention completely mediated the relationship between management support and IWB (Berisha et al., 2024). This directionality of the relationship (is it IWB that drives intrapreneurship or is it intrapreneurial intention that drives IWB) is a real contradiction in theory and a reverse causation risk associated with cross sectional designs. Other work models the construct of intrapreneurial behavior as a mediator between psychological ownership and task performance (2025), which further demonstrates the controversial causal relationship of the construct. Concerning methodology, the data is single-country samples (Kosovo and Türkiye) and cross-sectional, which limits generalizability and causal inferences, and there is limited evidence from managerial studies compared to general employee studies. These inconsistencies reveal a definite lack of direction from IWB to intrapreneurship amongst the managers in particular. Adopting the resource-to-action logic of COR and the behavior-enacts-venturing premise, this study proposes: 
H5: Innovative work behavior positively influences managerial intrapreneurship. 
Methodology 
The philosophy of this study is positivist, as the study aims to test the relationships between well-defined constructs that are measurable and based on theory, which assumes that social phenomena can be measured and explained through observable regularities (Saunders et al., 2023). In line with this attitude, the study adopts a deductive approach, where the hypotheses (H1–H5) are deducted from the Conservation of Resources theory and then tested empirically, enabling theory verification but not theory generation. The investigation is of explanatory quantitative design which is appropriate for analyzing causal and mediating relationships in the proposed model, namely, the effect of psychological capital, employee well-being, work–life balance, on IWB, and the effect of IWB on managerial intrapreneurship. This combination of philosophy, approach and design is coherent internally and is directly related to the confirmatory aims of the study.
A survey strategy is used because structured self-administered questionnaires can be used efficiently to collect standardized data from a geographically distributed managerial sample and can be analyzed in a multivariate way, which the model requires. The study adopts a cross-sectional time horizon, which is accepted as a limitation for causal inference, due to practical resource constraints, and the purpose of the study to test associations at one time. The target population is managers in the banking sector, selected due to the sector being innovation-rich and competitive. The sampling frame is not complete, so non-probability (purposive) sampling is used, with respondents who have managerial responsibilities with decision latitude related to intrapreneurial behavior. In line with Hair et al. (2022), a minimum sample size of more than 200 is aimed for to meet the power requirement for the structural equation modeling, but statistical generalizability is limited with purposive sampling, which is somewhat offset by the sampling of multiple institutions for greater representativeness.
Data are gathered through electronically and physically distributed questionnaires, and informed consent, voluntary participation, anonymity and confidentiality are assured in accordance with research ethics standards. All constructs are measured with validated multi-item scales adapted from previous studies: psychological capital (PCQ, Luthans et al.), employee well-being (established scales in the workplace), work–life balance (established scales in the workplace), learning agility (De Meuse), IWB (Janssen, 2000), and managerial intrapreneurship (Antoncic and Hisrich, 2003) on a five-point Likert scale. The items were developed for contextual fit, reviewed for content by academic experts and tested for clarity and reliability prior to full implementation. The analysis of data is done using partial least squares structural equation modeling (PLS-SEM) in SmartPLS, which is chosen because of its ability to analyze complex models involving mediation, its tolerance of non-normal data, and its simultaneous assessment of the measurement model and the structural model, thus offering a stringent test of the hypothesized resource-to-intrapreneurship pathway.
Data Screening and Cleaning
Prior to analysis, the 247 returned questionnaires were screened in SPSS v29. Missing values (<3% per item) were addressed via mean substitution, deemed appropriate below the 5% threshold (Hair et al., 2022). Mahalanobis distance flagged six multivariate outliers, which were removed, retaining 241 cases. Normality was confirmed (skewness ±2, kurtosis ±7), multicollinearity was absent (all VIF < 3.3), and Harman's single-factor test (38.4% variance) indicated common method bias was not a concern (Podsakoff et al., 2003).
Demographic Profile of Respondents
The final sample (N = 241) comprised banking-sector managers. As Table 1 shows, respondents were predominantly male and concentrated in mid-career and middle-management roles, reflecting the demographic composition typical of managerial cohorts in the banking industry.

Table 1 
Demographic Profile of Respondents
	Characteristic
	Category
	Frequency (n)
	Percentage (%)

	Gender
	Male
	149
	61.8

	
	Female
	92
	38.2

	Age
	25–34 years
	71
	29.5

	
	35–44 years
	102
	42.3

	
	45–54 years
	51
	21.2

	
	55 years and above
	17
	7.0

	Education
	Bachelor's degree
	88
	36.5

	
	Master's degree
	124
	51.5

	
	Doctorate/Professional
	29
	12.0

	Experience
	Less than 5 years
	43
	17.8

	
	5–10 years
	96
	39.8

	
	11–15 years
	67
	27.8

	
	More than 15 years
	35
	14.5

	Sector
	Banking
	241
	100.0

	Position
	First-line manager
	79
	32.8

	
	Middle manager
	118
	49.0

	
	Senior/Top manager
	44
	18.3



Reliability Analysis
Internal consistency was first examined in SPSS via Cronbach's alpha, with item-total statistics inspected to confirm that no item deletion would meaningfully improve reliability. As reported in Table 2, all alpha coefficients exceeded the .70 benchmark (Nunnally & Bernstein, 1994), and corrected item–total correlations surpassed .40, indicating each item contributed coherently to its construct.

Table 2 
Reliability and Item-Total Statistics
	Construct
	No. of Items
	Cronbach's Alpha
	Item-Total Correlation Range

	Psychological Capital (PsyCap)
	6
	.89
	.58–.74

	Employee Well-being (EWB)
	5
	.86
	.55–.71

	Work–Life Balance (WLB)
	5
	.84
	.52–.69

	Learning Agility (LA)
	6
	.88
	.56–.73

	Innovative Work Behavior (IWB)
	6
	.91
	.61–.78

	Managerial Intrapreneurship (MI)
	5
	.87
	.57–.72



Correlation Analysis
Pearson correlations (Table 3) revealed significant positive associations among all constructs (p < .01), providing preliminary support for the hypothesized directions. The strongest zero-order association emerged between IWB and managerial intrapreneurship (r = .61), foreshadowing the central mediating pathway, while inter-construct correlations remained below .85, signalling no immediate discriminant validity concern.

Table 3 
Pearson Correlation Matrix
	
	1
	2
	3
	4
	5
	6

	1. PsyCap
	1
	
	
	
	
	

	2. EWB
	.48**
	1
	
	
	
	

	3. WLB
	.41**
	.52**
	1
	
	
	

	4. LA
	.53**
	.45**
	.39**
	1
	
	

	5. IWB
	.57**
	.50**
	.44**
	.58**
	1
	

	6. MI
	.49**
	.43**
	.38**
	.51**
	.61**
	1



Measurement Model Assessment
The measurement model was evaluated in SmartPLS 4 following Hair et al. (2022). As Table 4 indicates, all outer loadings exceeded .70, confirming indicator reliability; Cronbach's alpha, rho_A, and composite reliability all surpassed .70, establishing internal consistency; and AVE values exceeded .50, confirming convergent validity. Critically, the consistent satisfaction of all thresholds demonstrates that the reflective constructs were measured with adequate rigor before structural testing proceeded.

Table 4 
Measurement Model: Reliability and Convergent Validity
	Construct
	Outer Loadings (range)
	Cronbach's Alpha
	rho_A
	CR
	AVE

	PsyCap
	.72–.84
	.89
	.90
	.91
	.63

	EWB
	.71–.81
	.86
	.87
	.90
	.64

	WLB
	.73–.80
	.84
	.85
	.89
	.62

	LA
	.74–.85
	.88
	.89
	.91
	.65

	IWB
	.76–.87
	.91
	.92
	.93
	.69

	MI
	.72–.83
	.87
	.88
	.90
	.64



Discriminant Validity
Discriminant validity was confirmed through two complementary criteria (Table 5). Under the Fornell–Larcker criterion, the square root of each construct's AVE (diagonal) exceeded its correlations with all other constructs. The more conservative HTMT ratios (upper triangle) all fell below the .85 threshold (Henseler et al., 2015), providing robust evidence that the constructs are empirically distinct - an essential precondition given the conceptual proximity of the resource constructs.

Table 5 
Discriminant Validity
	
	PsyCap
	EWB
	WLB
	LA
	IWB
	MI

	PsyCap
	.79
	
	
	
	
	

	EWB
	.48
	.80
	
	
	
	

	WLB
	.41
	.52
	.79
	
	
	

	LA
	.53
	.45
	.39
	.81
	
	

	IWB
	.57
	.50
	.44
	.58
	.83
	

	MI
	.49
	.43
	.38
	.51
	.61
	.80



Structural Model Evaluation and Hypothesis Testing
The structural model was assessed using a bootstrapping procedure (5,000 subsamples) to generate path coefficients, t-values, and bias-corrected confidence intervals. The model explained substantial variance in both endogenous constructs (IWB: R² = .51; MI: R² = .37), and predictive relevance was confirmed (Q² > 0). As Table 6 shows, all five hypothesized paths were positive and statistically significant.



Table 6 
Structural Model Results and Hypothesis Testing
	Hypothesis
	Path
	β
	t-value
	p-value
	95% CI [LL, UL]
	Decision

	H1
	PsyCap → IWB
	.28
	4.61
	.000
	[.16, .39]
	Supported

	H2
	EWB → IWB
	.19
	3.12
	.002
	[.07, .31]
	Supported

	H3
	WLB → IWB
	.14
	2.38
	.017
	[.03, .26]
	Supported

	H4
	LA → IWB
	.31
	5.04
	.000
	[.19, .42]
	Supported

	H5
	IWB → MI
	.61
	11.27
	.000
	[.52, .69]
	Supported



[bookmark: _GoBack]The results offer coherent support for the Conservation of Resources framework. Learning agility (β = .31) and psychological capital (β = .28) emerged as the strongest resource antecedents of innovative work behavior, consistent with the theoretical premise that generative and reservoir-type personal resources most readily convert into innovative effort (Hair et al., 2022). Work–life balance, although significant, exerted the weakest effect (β = .14, p = .017), echoing the empirical inconsistency documented in prior literature where balance functions more as an enabling boundary condition than a direct driver. Most notably, the IWB → managerial intrapreneurship path was both the largest and most robust (β = .61, p < .001), substantiating the study's core contention that innovative behavior is the proximal mechanism translating accumulated personal resources into intrapreneurial action.
Discussion
It is theoretically understandable that learning agility and psychological capital are the most important antecedents of innovative work behavior. Both constructs function as generative resources in the Conservation of Resources sense: they don't just insure against depletion but actually are a source of confidence, adaptive learning and persistence that risky innovative effort requires. This is consistent with the well-established fact that employees with high psychological capital are effective in innovation in various contexts (Adikara & Soetjipto, 2021; Alwali, 2024; Chen et al., 2021) and learning agility being one of the key competencies for adaptability in fast changing environments. One plausible explanation for the effects being so strong in a managerial sample is that it is easier for managers with decision latitude to translate these resources into action than for non-managerial employees. Well-being's more modest contribution indicates that it is not so much a direct driver as a facilitative state, as evidence points to the fact that often, its influence on innovation is expressed through engagement and positive affect (Ghani et al., 2023; Kuang et al., 2022). The comparatively weak effect of work–life balance is the most analytically revealing result, suggesting that work–life balance is to conserve the resource surplus used by others, but not to provide the generative push for innovation. The validity of the innovative behavior–intrapreneurship relationship provides support for the core argument of the study that enacted innovative behavior is the proximal behavioral expression of latent resources that become organizational venturing.
The results corroborate and qualify the current evidence base when compared to the literature. The supportive pattern for psychological capital and learning agility aligns with a significant body of research on resources and innovation in the context of personal resources (Wahid & Ayub, 2024; Sharma, 2022), thus strengthening the cross-contextual stability of these relationships. The subdued effect of work–life balance on innovation, however, is in line with the true fault line in the literature: some studies find work–life balance to be a positive influence on innovation (Ali et al., 2022), while others find no statistically significant effect of work–life balance on organizational performance (Shouman et al., 2022). This study's intermediate finding provides a way to reconcile that contradiction as it suggests that balance is a real but boundary-conditional effect that can be easily masked when operationalizations, outcome levels or cultural norms regarding work boundaries vary across studies. The leading intrapreneurship finding is also in conflict with the causal landscape in that while the current results showed that innovative behavior is the strongest predictor and also fully mediated the effect on intrapreneurship intention and performance, other studies have found the opposite: that intrapreneurship intention was the strongest predictor and full mediator of innovative behavior among managers (Berisha et al., 2024). This directional tension is perhaps a reflection of the cross-sectional designs of both literatures, and suggests that the resource-behavior-venturing sequence is better thought of as a reciprocal sequence.
Theoretical Implications
The study makes three related contributions to Conservation of Resources theory. First, it moves COR beyond its traditional stress-based focus to a positive, generativity-based explanation of organizational behavior. While much COR-based research has focused on the loss and strain of resources (Halbesleben et al., 2014), the current results suggest that the theory also has a gain-spiral logic in a positive sense, in that resource abundance leads to innovative efforts and downstream venturing, but not just to the avoidance of strain. Second, the study conceptually advances COR by considering four personal resources as a package or "resource caravan" as opposed to examining each resource individually as most previous research has done. The differential magnitudes of the observed resources (generative vs. protective) suggest a necessary distinction within the personal-resource category, suggesting not all personal resources are translated into innovation in the same way. Third, the study fills the theoretically underdeveloped and fragmented research on personal resources that foster managers' intrapreneurial intention (Aydin et al., 2024; Lajçi, 2025) by conceptualizing innovative work behavior as a mediator. While doing this, it takes into account COR and the positive-organizational-behavior approach to intrapreneurship, and explains the psychological mechanism by which resources become intrapreneurial action, a mechanism that previous research highlighted as underdeveloped.
Practical Implications
The results have implications for managers and organizations, especially in the banking industry, which is a key sector for innovation. As PsyCap and learning agility proved to be the most powerful antecedents, organizations interested in creating conditions that stimulate managerial innovation should focus on developmental investments in these malleable resources via targeted PsyCap interventions, experiential learning assignments, and stretch roles that induce adaptive learning in addition to structural and incentive levers. The facilitative role of well-being and work–life balance suggests that such measures are not enough and that they are needed to create conditions for innovation to happen, but they need to be combined with resource-building activities to have an intrapreneurial impact. This puts in perspective the role of balance and well-being programs as enabling infrastructure and not a direct driver of innovation, which is a much-needed corrective for organizations that assume that investments in well-being programs will lead to innovation automatically. More important, the strength of the innovative-behavior-to-intrapreneurship pathway suggests that organizations can't just count on resource investments to produce venturing; they must intentionally provide the autonomy, psychological safety, and legitimacy that enable managers to engage in innovative behavior, as it is this behavior, not the capacity, that translates into organizational renewal. The findings make a strong case for integration of intrapreneurial enablement into talent-development architecture, rather than as a serendipitous by-product of capable staff, for the policy makers and HR strategists.
Limitations and Future Research Directions
These conclusions were constrained by a number of limitations. However, the cross-sectional design does not allow for strong causal conclusions and is not able to resolve the potentially contradictory relationship between innovative behavior and intrapreneurship mentioned above, which requires longitudinal or experimental designs for temporal precedence. The reliance on one sector and the use of purposive sampling in one national context limits generalizability, and the use of self-reported data creates common method concerns that are mitigated. Future studies should examine the model in other sectors and cultures, especially since cultural norms seem to influence work–life balance effects, and use multiple informants or longitudinal data to assess the dynamic, gain-spiral processes that COR theory suggests.
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