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 After the COVID-19 pandemic, educational organizations' learning process 

experienced significant changes, especially related to innovative work 

behavior. It is undeniable that building innovative work behavior requires 

strong self-efficacy and organizational commitment and is supported by 

conducive workplace happiness. This research aims to analyze models for 

improving the innovative work behavior of private teachers after the 

COVID-19 pandemic based on self-efficacy, organizational commitment, 

and workplace happiness. The research model is oriented towards a 

quantitative causality approach. Data was collected online using a Google 

form, and a sample of 100 teachers was obtained. Using a purposive 

sampling formula, the foundation for sample determination is geared toward 

a non-probability sampling strategy. Instrument tests, normality tests, 

regression tests, correlation tests, hypothesis tests, and coefficient of 

determination were all utilized in data analysis. The results of the study 

demonstrate that innovative work behavior is highly influenced by 

workplace happiness, organizational commitment, and self-efficacy. 

According to the study's conclusions, encouraging creative work behavior 

requires teachers to have the confidence to do so. Furthermore, the 

psychological state of educators has a significant impact on their ability to 

generate novel and creative ideas. 
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1. INTRODUCTION 

After the COVID-19 pandemic, many changes have occurred in organizational lines, especially in 

educational organizations [1]. As one of the pillars for advancing education, schools are required to provide 

the best service for the community. This condition requires high enthusiasm for teachers as the school's main 

human resource [2]. Schools need to encourage teachers to do all kinds of innovative work [3]. To make the 

learning environment engaging and productive while also encouraging pupils to participate more actively, a 

teacher must have innovative ideas [4]. In building an organization, increasing innovation does not depend on 

ideas or individual contributions alone but is the collaboration of the entire team or organization [5]. 

Heterogeneous teams will bring many perspectives and new ideas to the innovation process, this is because 

the team will provide a variety of skills, knowledge, and information sets to understand the problem from 

various angles that support generating innovative solutions [6]. Related to organizational factors, 

organization must have a vision, mission, and strategy that teachers can understand [7]. This has the strongest 

https://creativecommons.org/licenses/by-sa/4.0/
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impact on teacher innovation behavior because strategy sets the direction for teacher activity, such as targets 

and when they should be achieved. Innovative work behavior is the discovery, experience, and application of 

ideas, processes, products, and procedures that are new or adopted into organizations that are carried out to 

benefit work performance, work groups, organizations, and the wider community [8]. An essential 

component for the business is the presence of creative and innovative activity [9]. Organizational 

development and performance improvement require innovative work behavior since the ensuing innovations 

can extend or improve a variety of activities [10]. Teachers who exhibit creative work practices are likely to 

exceed the organization's average job aim [11]. Additionally, in order to attain innovative work behavior, 

self-efficacy is required, as the primary responsibility of educators is to foster creativity and generate fresh 

concepts [12]. 

Self-efficacy is very important because self-efficacy influences individuals in their work to achieve 

their goals, including predicting what will happen [13]. Self-efficacy, which is a belief in one's own ability to 

solve issues, is innate in all people. However, people's beliefs about their own abilities to handle problems 

vary depending on their experiences and personalities [14]. Teachers' creative self-efficacy is defined by 

social-cognitive theory as the conviction that they can perform tasks to the best of their ability [15]. Instructor 

attitude influences learning activities and their capacity to carry them out in the classroom, and instructor 

self-efficacy might have an impact on this [16]. Individual convictions about their capacity for innovative 

performance contribute to the organization's best possible goal-achieving. Thus, teaching methods may be 

impacted by a teacher's degree of self-efficacy. A teacher with high self-efficacy may be more motivated to 

work hard, whereas a teacher with low self-efficacy may avoid implementing competencies in an effective 

manner. People who have strong self-efficacy might be more self-assured and motivated to act creatively 

[17]. In addition, individuals are also involved in work creatively, which ultimately has an impact on work 

innovation [18]. Self-efficacy can increase individual confidence and self-confidence to add insight and 

information in completing work [19]. Related to the teacher's task in the classroom, self-efficacy is very 

important for every teacher because the success of innovative learning methods is very dependent on the 

individual teacher's beliefs and self-confidence to apply and develop learning [14], [16] found that self-

efficacy positively affects innovative work behavior. Consequently, this investigation leads to the formation 

of the theory based on the findings of several earlier studies: 

Hypothesis 1 (H1): Self-efficacy influences innovative work behavior. Every organization still 

needs human resources as part of the organization. However, in becoming part of an organization, teachers 

need to be trained to commit [20]. Organizational commitment is influenced by instructors' dedication, which 

is a crucial component of the organization [21]. Organizational commitment is an important behavioral 

dimension that can be used to assess teachers' propensity to remain members of an organization [17]. An 

organization needs highly committed teachers to carry out their activities to achieve organizational goals 

[22]. In increasing the commitment of teachers to be loyal to their organizations. Mohamed and Ruth [23], 

creating a sense of ownership of the organization by creating a feeling that this organization belongs to every 

teacher in it is representative of a strong organizational commitment. Each teacher's commitment can be 

influenced by the teacher's characteristics, including his tenure in the organization, and each employee's 

different needs and desires [24]. Job characteristics, such as task identity and opportunities to interact with 

co-workers, can generate new ideas for innovation at work [25]. Teachers with a high level of dedication will 

strive to work as hard as they can to meet organizational objectives and boost production [26]. As a result, a 

high level of dedication is crucial for an organization to meet its objectives. The ability to obtain maximum 

work outcomes through inventive work is one advantage of a teacher's devotion to the organization [26]. 

Previous studies such as [27], [28] stated that organizational commitment is a crucial and significant factor 

influencing teachers' innovative work behavior during the COVID-19 pandemic. There is a high correlation 

between these two features, according to the findings of another study that looked at the link between 

organizational commitment and creative work behavior [21]. Consequently, this investigation leads to the 

formation of the theory based on the findings of several earlier studies: 

Hypothesis 2 (H2): Organizational commitment influences innovative work behavior. Happiness is 

defined as well-being, a good outlook, a pleasant mood, and pleasant emotions. Research has shown that 

these characteristics promote individual engagement and mold behavior in a way that promotes improved 

organizational performance [29]. Feeling happy at work does not mean endless fun and joy or someone not 

having a bad day or feeling sad, but the most important thing is that prosperity can create a high (tough) 

identity that allows a person to recover faster from a downturn [30]. Someone who is in a happy working 

environment will certainly form a strong mentality to carry out work to the fullest. Happiness at work occurs 

when teachers feel happy working and perceive their work environment as something pleasant so that work 

activities are satisfying and enjoyable [31]. Abdullah et al. [31] a sense of happiness at work is a set of 

controlling feelings and thoughts that allow one to maximize performance and achieve innovative work ideas 

contentment in the workplace has the power to unleash creativity, optimize output, and empower staff 
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members to fulfill their potential [32]. In other words, if the teacher feels happy, it will create a positive and 

relaxed work environment that is not stressful. This situation will encourage creativity and innovative 

behavior at work [33], [34] proves that happy teachers are significantly more productive, have creative ideas 

and behave innovatively in dealing with various work problems. In the context of classroom learning, if a 

teacher can spread a sense of happiness to his students, it will create a productive classroom atmosphere, 

encouraging teachers to make work more innovative. Previous research examining the association between 

creative work behavior and workplace satisfaction found a strong correlation between the two [35], [27]. 

Consequently, this investigation leads to the formation of the theory based on the findings of several earlier 

studies. 

Hypothesis 3 (H3): Workplace happiness influences innovative work behavior. 

 

 

2. METHOD 

Using a causality quantitative research design technique, quantitative data were gathered for this 

investigation. This study makes use of a Pematang Siantar City private high school. The study's participants 

were all permanent instructors at Pematangsiantar City's private high schools who had the status of private 

teachers. The researchers selected these teachers by sending questionnaires to a total of 100 teachers. 

Purposive sampling was used to determine the research sample. Regarding the inquiries specified in the 

digital survey. Instrument tests, normality tests, regression tests, correlation tests, hypothesis tests, and 

coefficient of determination were all utilized in data analysis. The data analysis tool uses the SPSS version 24 

program. Then the operational definitions of the research variables are explained briefly in Table 1. 

 

 

Table 1. Operational definition of research variables 
Variable Code Items Reference 

Self-Efficacy SE1 Task achievement [36], [15] 
SE2 Problem solving 

SE3 Job optimization 

Organizational Commitment OC1 Affective Commitment [37], [38] 
OC2 Continuance Commitments 

OC3 Normative Commitments 

Workplace Happiness WH1 Positive Emotions [30], [31] 
WH2 Happiness Engagement 

WH3 Positive Relationships 

WH4 accomplishments 
WH5 Workplace Happiness Meaning 

Innovative Work Behavior IWB1 Generations [39], [40] 

 IWB2 Promotion 
 IWB3 Realization 

 

 

3. RESULTS AND DISCUSSION  

3.1.  Results 

3.1.1. Descriptions of research respondents 

The data was gathered using an online survey that was sent to Indonesian private high school 

instructors via the applications Telegram and WhatsApp, with assistance from Google Form media. Only 100 

of the 115 respondents who completed the online questionnaire provided legitimate information, according to 

the summary of their responses. Table 2 presents a quick summary of further information about the research 

respondents' characteristics. 

 

3.1.2. Validity and reliability test 

It was determined that all study indicators had values over 0.30 and that the measuring items 

employed in this investigation were valid based on the validity test Table 3. The measurement questions on 

the questionnaire, which specified the indicators of the variables, were then measured in a reliability 

experiment. If an individual's response to a questionnaire remains constant or occasionally returns to normal, 

it might be considered dependable. All indicators have a Cronbach alpha value for each instrument >0.70, as 

demonstrated by the reliability trials in Table 4, indicating the dependability of each instrument. 
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Table 2. Descriptions of research respondents 
Categories Details Amount Percentages (%) 

Gender Men 26 26 
Woman 74 74 

Age (years) 20-29 10 10 

30-39 23 23 
40-49 40 40 

50-59 27 27 

Level of education D1 to D3 11 11 
Bachelors 70 70 

Masters 19 19 

Years of service 
(years) 

<1 8 8 
1-5 22 22 

6-10 25 25 

>10 45 45 

 

 

Table 3. Validity test results 
Variable Corrected items–Total correlation N of Items Test results 

Self-Efficacy 0.471 9 Valid 

Organizational Commitment 0.489 9 Valid 

Workplace Happiness 0.516 15 Valid 

Innovative Work Behavior 0.587 9 Valid 

 

 

Table 4. Reliability test results 
Variable Cronbach's Alpha N of Items Test results 

Self-Efficacy 0.740 9 Reliable 

Organizational Commitment 0.758 9 Reliable 

Workplace Happiness 0.890 15 Reliable 
Innovative Work Behavior 0.772 9 Reliable 

 

 

3.1.3. Multiple regression test 

Based on the aforementioned multiple linear regression findings, the equation model 

υ=8.827+0.324X1+0.257X2+0.595X3 is produced. This suggests that workplace happiness, organizational 

commitment, and self-efficacy all positively influence creative work behavior. Additionally, it may be 

understood as follows based on the data analysis (Table 5) results presented in these equations: 

− A constant value of 8.827 means that if self-efficacy, organizational commitment, and workplace 

happiness are considered zero, the value of innovative work behavior will be 6.622. 

− The beta coefficient value on the self-efficacy variable is 0.324, which means that every change in the 

self-efficacy variable by one unit will result in a change in innovative work behavior of 0.324 units 

assuming the other variables are at a constant value. 

− The beta coefficient value on the variable, organizational commitment is 0.257, which means that every 

change in the organizational commitment variable by one unit will result in a change in innovative work 

behavior of 0.257 units assuming the other variables are at a constant value. 

− The beta coefficient value for the workplace happiness variable is 0.505, which means that every change 

in the workplace happiness variable by one unit will result in a change in innovative work behavior of 

0.505 units assuming the other variables are at a constant value. 

 

 

Table 5. Multiple regression test results 
Model Unstandardized Coefficients Standardized 

Coefficients 
t-count Sig. 

B std. Error 

1 (Constant) 8.827 2057  3.820 .000 

Self-efficacy .324 058 .332 3.510 .000 

Organizational commitment .257 072 .193 2.240 .028 

Workplace happiness .505 076 .237 2.801 .003 

Note: a is Predictors: (constant), innovative work behavior 

 

 

3.1.4.  Simultaneous and partial hypothesis tests 

Experiment F was utilized to investigate the association between variables at the same time. To find 

out if workplace happiness, organizational commitment, and self-efficacy all influence creative work 
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behavior at the same time, simultaneous hypothesis testing was done. The F-count value is 86.940> from F-

table with (0.05; 96) of 2.47 or with a significance of 0.000<α0.05, based on the simultaneous test analysis 

results in Table 6. This suggests that workplace happiness, organizational commitment, and self-efficacy all 

have a simultaneous and acceptable impact on innovative work behavior. Additionally, a partial testing study 

was carried out to ascertain how workplace satisfaction, organizational commitment, and self-efficacy relate 

to characteristics related to innovative work behavior. The t test findings in this study are as follows, based 

on the data analysis results in Table 4: 

− Self-efficacy obtained a significant level of 0.000≤α0.05, meaning self-efficacy significantly affects 

innovative work behavior. 

− Organizational commitment obtained a significant level of 0.028≤α0.05, meaning that organizational 

commitment has a significant effect on innovative work behavior. 

− Workplace happiness obtained a significant level of 0.003≤α0.05, meaning that workplace happiness has 

a significant effect on innovative work behavior. 

 

 

Table 6. Simultaneous test results 
Model Sum of Squares Df F Sig. 

1 Regression 99.695 3 18.940 .000b 

Residual 198.905 96   

Total 296.600 99   

 

 

3.1.5. Determination coefficient test 

A model's capacity to explain the variance of the dependent variable is gauged by looking at its 

coefficient of determination. Table 7 provides an explanation of the findings of the study's determination test. 

Table 7 provides the data analysis results. The coefficient of determination is 0.481, meaning that workplace 

happiness, organizational commitment, and self-efficacy account for 48.1% of the level of innovative work 

behavior, while other factors not covered in this study considering for 52.9% of the total. 

 

 

Table 7. Determination coefficient test results 
Model R R Square Adjusted R Square std. Error of the Estimate 

1 .619a .481 .470 1.761 

Note: a is Predictors: (constant), innovative work behavior 

 

 

3.2.  Discussion 

Based on the first H1's findings, it is possible to draw the conclusion that self-efficacy positively and 

significantly influences innovative work behavior. Innovative methods are typically used by educators with 

strong creative self-efficacy to fulfill their professional responsibilities. Students gain from teachers with high 

self-efficacy when those teachers have strong positive self-efficacy [42]. Strong self-efficacy beliefs seem to 

make teachers more open to experimenting with and eventually using novel teaching techniques. However, 

while assessing one's own skills, self-efficacy takes into account both one's emotional and physical health. 

Teachers who have poor self-efficacy perceive stress and tension-related behaviors as indicators of their 

susceptibility to subpar work [18]. All teachers who believe they are good have a great sense of confidence in 

themselves. A person with strong self-efficacy is aware of their capabilities and the necessary steps to 

address issues. In order to overcome uncertainty and failure in the process of innovation, all teachers require 

positive self-efficacy. Employees who possess the necessary knowledge, abilities, and work environment to 

foster their creativity might be considered suitably qualified for positions demanding creative thinking. A 

teacher's creativity might be inspired by aspects of self-efficacy, such as problem-solving skills [12]. Under 

some conditions, this kind of activity can boost teachers' self-efficacy. Every teacher that believes in their 

own abilities makes an effort to engage in creative activities and is always inspired to come up with fresh, 

cutting-edge concepts for the classroom learning process. Having high levels of self-efficacy facilitates 

instructors' creative development. 

Based on the first H2's findings, it can be said that organizational commitment significantly and 

favorably influences innovative work behavior. These findings demonstrate how crucial it is for there to be 

organizational commitment within the context of the school organization in order to support teachers' 

innovative ideas. A teacher that is very committed will like what they do and be able to work with complete 

accountability. Unlike educators who don't care much about the organization. Each teacher's commitment can 

be influenced by their characteristics, including their tenure in the organization, as well as the different needs 
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and desires of each teacher. The level of teacher organizational commitment has long been considered a 

fundamental element for achieving better performance for companies [41]. A teacher with ongoing 

commitment finds it difficult to leave his organization because opportunities to gain comfort in work are 

challenging in other organizations. Job characteristics such as task identity and opportunities to interact with 

co-workers can generate confidence to produce innovative work ideas [42]. The tendency of individuals to 

commit themselves to various organizational activities based on the awareness felt by individual employees 

when they stop or leave in carrying out various organization activities. If the implementation of commitments 

from the organization is not implemented optimally, then this will impact activities to generate work ideas to 

be slow [1]. If organizational commitment can be managed properly, this will trigger teachers to work 

optimally according to their innovation capabilities. 

Following the results of the first H3, it can be concluded workplace happiness positive and 

significant effect oninnovative work behavior. These results confirm that aspects of workplace happiness 

while in the work environment can help teachers create innovative new ideas. Furthermore, a positive work 

atmosphere and camaraderie among coworkers may foster an environment that is conducive to idea sharing, 

teamwork, and trying out novel solutions. Teachers are more willing to take chances and adopt novel ways to 

teaching and learning when they sense that the administration and their fellow educators appreciate and 

support them. There have been various studies that have made passing references to the connection between 

happiness and a sense of gratitude. For example [23], [34], have suggested that practicing virtues of 

character, including gratitude, can promote true happiness. Happiness has used the terms happiness and 

subjective well-being in the context of the complexity of psychological constructs that significantly affect 

teachers' self-ability to do innovative work. Furthermore, to create innovative work behavior, you first get 

happiness in the work itself. In order to boost affective commitment and support lasting and normative 

commitment, organizations must try to create and preserve a happy work environment. This will help to 

guarantee that workers' aspirations to develop creative behavior are realized. Naturally, if teachers are able to 

effectively manage their job-related happiness, particularly with regard to fulfilling their professional 

responsibilities, this will enable the organization to achieve more optimal work output [31]. 

 

 

4. CONCLUSION 

The major finding of the study revealed that there was self-efficacy factor is a foundation for 

teachers to create innovative ideas when doing work. Teachers with good self-efficacy generally know their 

abilities so they can easily generate innovative power along with their work. Individuals with strong self-

efficacy are often more willing to take chances. Innovation in the area of IWB frequently entails taking 

chances to explore novel concepts and investigating novel ideas. Self-assurance in one's skills might boost 

the bravery to attempt new things and confront uncertainty. Consequently, in order to overcome uncertainty 

and failure during the innovation process, every teacher requires positive self-efficacy. Organizational 

commitment is a crucial component of the organization's development, in addition to self-efficacy, which the 

organization must take into account. Innovative work practices cannot be implemented as effectively as 

possible without a strong organizational commitment from individuals. Teachers must make a strong 

organizational commitment in order to achieve school goals. The influence of a strong organizational 

commitment to increasing the effectiveness, efficiency, and productivity of teachers' creative conduct has 

been felt since the commencement of the initiative. Failure is viewed as a necessary component of learning in 

innovative societies. The manner in which a company handles failure is indicative of its commitment to IWB. 

Employees are more inclined to take chances while exploring novel concepts in a company that embraces 

risk and views failure as a teaching moment. Employee trust is fostered by organizational commitment. 

Workers are more inclined to act creatively when they believe that their employer encourages them to do so. 

Teachers with a high level of dedication will strive to work as hard as they can to meet organizational 

objectives and boost productivity. Perhaps a deeper comprehension of these concepts from many angles and 

more accurate measurement instruments will contribute to our knowledge of the phenomena of desire and 

happiness at work.  

This further clarifies whether it is uniquely helpful for understanding the individual and its 

application in human resource development. To create happiness at work, The main mindset human resource 

(HR) needs to apply to employees is self awareness. Thus, this study provides sufficient insight into using the 

happiness at work instrument as a valid and reliable measure for measuring innovative work behavior. People 

are often more driven and passionate at work when they are satisfied in their jobs. These circumstances foster 

an atmosphere that encourages creativity. Happy workers are more inclined to use their imaginations, take 

chances, and attempt novel methods to their work. One of the key factors in developing a collaborative work 

culture is employee happiness. Teams that are at ease and like working together are more likely to exchange 

ideas, offer constructive criticism, and collaborate to come up with novel solutions. Happiness at work may 
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also lower turnover rates and boost employee loyalty. Furthermore, efforts to improve communication and 

collaboration between teachers, administrative staff, and school management can create a more solidary and 

supportive work environment. This can be done through regular meetings, discussion forums, or online 

platforms that facilitate interaction and exchange of information. Happy employees tend to stay with a 

company longer, providing stability and continuity that supports long-term innovation development. So, it 

can be said that happiness at work creates a strong foundation for innovative work behavior by motivating 

employees, increasing collaboration, and creating an environment that supports the exploration of new ideas.  

The sample size and total number of predictor variables included in this study are its main limitations. 

Furthermore, because private instructors are the main focus of this study, the findings may only be applicable to 

that demographic and cannot be directly extended to teachers at public schools or other educational institutions. 

Second, this research is limited to analyzing teachers' innovative work behavior after the COVID-19 pandemic, 

so it does not include other factors that might influence teacher innovation in the pre-pandemic period. In 

addition, because the research subject is innovative behavior, other aspects of teacher performance such as 

teaching quality or learning effectiveness may not be addressed directly. Third, resources and data availability 

may be a constraint in this research, especially if access to information about post-pandemic private teacher 

behavior is limited. In addition, methodological constraints such as issues of reliability and validity of 

measurement instruments also need to be taken into account in conducting accurate analysis. Finally, changes in 

the educational context during the pandemic may make it difficult to differentiate between the effects of the 

crisis situation and other factors influencing teachers' innovative behavior. 

 

 

REFERENCES 
[1] E. Efendi, M. Butarbutar, E. Wakhyuni, E. Romy, and A. Sudirman, “Factors affecting teacher organizational commitment: a 

study on private high school teachers in pematangsiantar city,” Jurnal Pendidikan Progresif, vol. 12, no. 1, pp. 213–224, 2022, 
doi: 10.23960/jpp.v12.i1.202217. 

[2] M. K. Muchiri, A. J. McMurray, M. Nkhoma, and H. C. Pham, “Mapping antecedents of innovative work behavior: a conceptual 

review,” The Journal of Developing Areas, vol. 54, no. 4, 2020, doi: 10.1353/jda.2020.0047. 
[3] J. K and G. Ranjit, “Organisational justice and innovative behaviour: is knowledge sharing a mediator?,” Industrial and 

Commercial Training, vol. 53, no. 1, pp. 77–91, 2021, doi: 10.1108/ICT-04-2020-0044. 

[4] H. Shahab and R. Imran, “Cultivating university teachers ’ innovative work behavior: the case of Pakistan,” Business & Economic 
Review, vol. 10, no. 1, pp. 159–178, 2018. 

[5] K. Indajang, F. Halim, and A. Sudirman, “The effectiveness of teacher performance in terms of the aspects of principal leadership, 

organizational culture, and teacher competence,” in Proceedings of the 2nd Annual Conference on Blended Learning, Educational 
Technology and Innovation (ACBLETI 2020), 2021, pp. 402–408. 

[6] A. Sudirman, V. Candra, E. Dharma, and D. Lie, “Determinants of teacher performance: exploring the role of satisfaction and 

motivation as mediation,” Jurnal Pendidikan dan Pengajaran, vol. 54, no. 1, pp. 68–79, 2021, doi: 
https://doi.org/10.23887/jpp.v54i1.32417. 

[7] D. Lie, Sherly, E. Dharma, E. Wakhyuni, and A. Sudirman, “Reflections on teacher job satisfaction: the role of principal 

supervision, organizational culture, motivation, and compensation,” Jurnal Organisasi dan Manajemen, vol. 17, no. 1, pp. 234–
248, 2021, doi: 10.29210/021121jpgi0005. 

[8] M. Silalahi, A. Abdurohim, E. Romy, V. Candra, and A. Sudirman, “The involvement locus of control, servant leadership, and 

innovative work behavior to improve teacher performance marto,” Jurnal Pendidikan Progresif, vol. 12, no. 2, pp. 751–763, 
2022, doi: 10.23960/jpp.v12.i2.202227. 

[9] R. T. Dewi, E. Suhardi, and S. Hardhienata, “Knowledge sharing as media of proactive personality to influence teachers’ 
innovative work behavior,” Journal of Innovation in Educational and Cultural Research, vol. 4, no. 2, pp. 288–293, 2023, doi: 

10.46843/jiecr.v4i2.556. 

[10] H.-C. Hsiao, J.-C. Chang, Y.-L. Tu, and S.-C. Chen, “The influence of teachers’ self-efficacy on innovative work behavior,” 
International Conference on Social Science and Humanity, vol. 5, no. 1, pp. 233–237, 2011. 

[11] M. Alnajjar and J. Hashim, “Innovative work behaviour induced by transformational leadership through altruism,” International 

Journal of Work Innovation, vol. 2, no. 4, pp. 284–307, 2020, doi: 10.1504/IJWI.2020.111758. 
[12] W. R. Sutjonong, R. M. A. Salim, and S. Safitri, “Teachers’ self-efficacy as a mediator of their perception and behavior regarding 

creative teaching for elementary school students,” Mimbar Sekolah Dasar, vol. 9, no. 1, pp. 161–173, 2022, doi: 

10.53400/mimbar-sd.v9i1.44253. 
[13] A. Charbonnier-voirin, “The effect of empowerment on physical education teachers’ self-efficacy and job performance,” 

Relations industrielles, vol. 66, no. 4, pp. 122–149, 2011. 

[14] B. J. Arce-Saavedra and S. Blumen, “Critical thinking, creativity, self-efficacy, and teaching practice in peruvian teacher 
trainers,” Revista de Psicología, vol. 40, no. 1, pp. 603–633, Jan. 2022, doi: 10.18800/psico.202201.020. 

[15] A. U. Okoro, C. R. Nwagbo, C. S. Ugwuanyi, and B. E. Ugwu, “Evaluating the impact of teachers’ self-efficacy on students’ 

academic achievement in biology in Enugu State, Nigeria,” Webology, vol. 19, no. 3, pp. 161–176, 2022. 
[16] D. A. Putri and A. Etikariena, “The relationship between knowledge sharing behavior and innovative work behavior through 

innovation self-efficacy as mediator,” Jurnal Humaniora dan Ilmu Pendidikan, vol. 1, no. 2, pp. 97–108, 2022, doi: 

10.35912/jahidik.v1i2.1178. 
[17] L. M. Zaini, T. Asmony, D. Putra, and B. Sakti, “The effect of transformational leadership, self-efficacy on innovative work 

behavior, and organizational commitment as intervening variables (study on junior high school teachers in Gerung District, West 

Lombok Regency),” International Journal of Multicultural and Multireligious Understanding, vol. 9, no. 12, pp. 388–400, 2022, 
doi: 10.18415/ijmmu.v9i12.4278. 

[18] E. Szabo, K. Korodi, E. Szel, and B. Jagodics, “Facing the inevitable: the effects of coronavirus disease pandemic and online 

teaching on teachers’ self-efficacy, workload and job satisfaction,” European Journal of Educational Research Volume, vol. 11, 
no. 1, pp. 151–162, 2014. 



                ISSN: 2089-9823 

J Edu & Learn, Vol. 18, No. 4, November 2024: 1309-1317 

1316 

[19] A. Azadi, M. E. Farsani, A. Azadi, F. A. Farsani, and S. Aroufzad, “Relationship between leadership styles and personality traits 

among woman physical education teachers,” European Journal of Sports and Exercise Science, vol. 2, no. 1, pp. 17–21, 2013. 
[20] D. Fauziawati, “The effect of job insecurity on innovative work behavior through organizational commitment in UFO elektronika 

employees,” Journal of Business and Management Review, vol. 2, no. 6, pp. 401–416, 2021, doi: 10.47153/jbmr26.1702021. 

[21] D. Fajrin, B. Saragih, and H. Indratjahjo, “The effect of organizational commitment and organizational culture to employee 
performance through behaviour civilization organizations of teachers and employees Madrasah Ibtidaiya Nurussyifa Indonesia 

abstract,” Transformational Leadership; Self-Efficacy; Organizational Commitment; Innovative Work Behavior, vol. 4, no. Juni, 

pp. 1–18, 2018. 
[22] O. Ozer, O. Ugurluoğlu, and M. Saygili, “Effect of organizational justice on work engagement in healthcare sector of Turkey,” 

Journal of Health Management, vol. 19, no. 1, pp. 73–83, 2017, doi: 10.1177/0972063416682562. 

[23] M. Mohamed and A. Ruth, “Workplace spirituality and organizational commitment: a study on the public schools teachers in 
menoufia (Egypt),” African Journal of Business Management, vol. 10, no. 10, pp. 247–255, 2016, doi: 10.5897/ajbm2016.8031. 

[24] P. P. Khaola and D. A. Coldwell, “Teachers’ citizenship and innovative work behaviours: examining the role of leadership, 

organisational commitment and fairness,” 28th Annual Conference of the Southern African Institute of Management Scientists, no. 
September, pp. 14–30, 2016. 

[25] L. A. Baoc-Daguisonan, “School climate and organizational commitment of mindanao state university feeder high school 

teachers: basis for improvement,” in International Conference on Education Management and Administration (CoEMA 2018) 
School, 2018, pp. 197–203. doi: 10.2991/coema-18.2018.46. 

[26] S. Cherian, A. J. Alkhatib, and M. Aggarwal, “Relationship between organizational commitment and job satisfaction of nurses in 

dubai hospital,” Journal of Advances in Social Science and Humanities, vol. 4, no. 1, pp. 36373–36400, 2018, doi: 
10.15520/jassh41276. 

[27] R. Nangoy, M. Hamsal, N. J. Setiadi, and Y. D. Pradipto, “The roles of employee work well-being on innovative work behaviour 

mediated by organisational commitment,” International Journal of Economics and Business Research, vol. 18, no. 3, pp. 314–
327, 2019, doi: 10.1504/IJEBR.2019.102731. 

[28] Y. Cerit, “The effects of servant leadership on teachers’ organizational commitment in primary schools in turkey,” International 
Journal of Leadership in Education, vol. 13, no. 3, pp. 301–317, 2010, doi: 10.1080/13603124.2010.496933. 

[29] M. Tadić, A. B. Bakker, and W. G. M. Oerlemans, “Work happiness among teachers: a day reconstruction study on the role of 

self-concordance,” Journal of School Psychology, vol. 51, no. 6, pp. 735–750, 2013, doi: 10.1016/j.jsp.2013.07.002. 
[30] D. Mendoza-Ocasal, R. Castillo-Jiménez, E. Navarro, and J. Ramírez, “Measuring workplace happiness as a key factor for the 

strategic management of organizations,” Polish Journal of Management Studies, vol. 24, no. 2, pp. 292–306, 2021, doi: 

10.17512/pjms.2021.24.2.18. 
[31] A. G. K. Abdullah, Y.-L. Ling, C. S. Ping, and Z. B. Yusoff, “The influence of workplace happiness towards innovative behavior 

and affective commitment among the teachers in northern peninsular Malaysia,” RA Journal Of Applied Research, no. April, 

2016, doi: 10.18535/rajar/v2i4.02. 
[32] A. G. K. Abdullah and Y.-L. Ling, “Understanding workplace happiness in schools : the relationships between workplace 

happiness, teachers’ sense of efficacy, affective commitment and innovative behavior,” Academy Of Social Science Journal, vol. 

1, no. 4, pp. 80–83, 2016. 
[33] A. Kun and P. Gadanecz, “Workplace happiness, well-being and their relationship with psychological capital: a study of 

hungarian teachers,” Current Psychology, vol. 41, no. 1, pp. 185–199, 2022, doi: 10.1007/s12144-019-00550-0. 

[34] P. Benevene et al., “Effect of teachers’ happiness on teachers’ health. the mediating role of happiness at work,” Frontiers in 
Psychology, vol. 10, no. 2, pp. 1–10, 2019, doi: 10.3389/fpsyg.2019.02449. 

[35] N. Garg, M. Mahipalan, S. Poulose, and J. Burgess, “Does gratitude ensure workplace happiness among university teachers? 

examining the role of social and psychological capital and spiritual climate,” Frontiers in Psychology, vol. 13, no. April, pp. 1–14, 
2022, doi: 10.3389/fpsyg.2022.849412. 

[36] H.-C. Hsiao, J.-C. Chang, Y.-L. Tu, and S.-C. Chen, “The impact of self-efficacy on innovative work behaviorfor teachers,” 

International Journal of Social Science and Humanity, vol. 1, no. 1, pp. 31–36, 2011, doi: 10.7763/ijssh.2011.v1.6. 
[37] G. B. Graen and T. A. Scandura, “Toward a psychology of dyadic organizing,” Research in Organizational Behavior, vol. 9, no. 

1, pp. 175–208, 1987. 

[38] Z. Li, J. Xue, R. Li, H. Chen, and T. Wang, “Environmentally specific transformational leadership and employee’s pro-
environmental behavior: the mediating roles of environmental passion and autonomous motivation,” Frontiers in Psychology, vol. 

11, no. June, pp. 1–13, 2020, doi: 10.3389/fpsyg.2020.01408. 

[39] J. De Jong and D. Den Hartog, “Measuring innovative work behaviour,” Creativity and Innovation Management, vol. 19, no. 1, 
pp. 23–36, 2010, doi: 10.1111/j.1467-8691.2010.00547.x. 

[40] A. G. K. Abdullah, Y.-L. Ling, and C. S. Peng, “An exploratory analysis of happiness at workplace from malaysian teachers 

perspective using performance-welfare model,” International Journal of Asian Social Science, vol. 6, no. 6, pp. 340–346, 2016, 
doi: 10.18488/journal.1/2016.6.6/1.6.340.346. 

[41] F. Noordin, S. Omar, S. Sehan, and S. Idrus, “Organizational climate and its influence on organizational commitment,” 

International Business & Economics Research Journal (IBER), vol. 9, no. 2, pp. 1–10, 2010. 
[42] W. Wahyuni, B. Sutanto, and S. Supadi, “The mediating role of organizational learning in the relationship between organizational 

commitment and lecturer innovative behavior,” JRTI (Jurnal Riset Tindakan Indonesia), vol. 6, no. 1, p. 1, 2021, doi: 

10.29210/3003673000. 

 

 

 

 

 

 

 

 

 

 



J Edu & Learn  ISSN: 2089-9823  

 

Model analysis of private teachers' innovative work behavior improvement … (Darwin Lie) 

1317 

BIOGRAPHIES OF AUTHORS 

 

 

Darwin Lie     Born in Pematangsiantar City, January 10 1963. Completed 

undergraduate studies at Simalungun University in 1988. Continued Masters studies (S-2) at 

the Master of Management Postgraduate Program at the Islamic University of North Sumatra, 

graduated in 2004. In 2010 continued his Ph.D studies at Doctoral Program in Management 

Science, Postgraduate Faculty, Pasundan University, graduated in June 2012. Currently 

actively teaching at Prima Indonesia University in the Department of Management Doctoral. 

Served as Deputy Chair of the Pematangsiantar City Wage Council for the 2019-2021 period. 

Collaborated with several authors to write books: Introduction to Business, Strategic 

Management, Small Business & Entrepreneurship: Mindset, Knowledge, Skills, Introduction 

to Management, Human Resource Management, and several other books. He can be contacted 

at email: liedarwin989@gmail.com. 

  

 

Elly Romy     The author is an alumnus of STIE Harapan Medan, Bachelor's Degree 

in Management, Graduated in 1991, alumni of China - Guangzhou Jinan University, 

Bachelor's Degree in Mandarin Language Education, graduated in 2010, alumni of China-

Guangzhou-South China Normal University, Master's Program in Teaching of The Other 

Language, Graduated in in 2012, and alumni of Medan State University, Doctoral Program, 

Department of Educational Management graduated in 2021, Career as staff in the Finance 

section of Hiswana Migas DPC-Pertamina (1989-2010), In 2003 - 2005 as coordinator and 

teacher at Global Mandarin Centerindo, in 2005, teacher in Kalam Kudus, in 2004-2007 in 

Twenkleland / Kingston, in 2005-2005, founder of the Victor Language Center, in 2012-2019 

as Head of Department of STIE PIA, and in 2019 until now at the University Prima Indonesia 

as Head of Mandarin Language Study Program for Business and Professional Communication. 

Apart from being a teaching staff (head of department /lecturer), the author was also appointed 

as Head of the Development and Marketing Bureau in 2021-2022. In 2002 the author 

translated a Chinese book from BLCU Beijing Printing with the title Basic Chinese Book 

Volumes 1-4. She can be contacted at email: ellyromy268@gmail.com. 

  

 

Acai Sudirman     Born in Lubuk Pakam, March 15 1989, graduated from the 

Bachelor of Management Department from the Sultan Agung College of Economics in 2016. 

He obtained his Master of Management degree from the Master of Management program at the 

Postgraduate Faculty of HKBP Nommensen University, Medan with a concentration in 

Marketing Management and graduated in 2018. Currently is actively teaching at the Sultan 

Agung College of Economics in the Department of Management. Apart from being a lecturer, 

the author spends his daily time writing and has written more than 80 books on management 

and business topics. Apart from actively writing books, the author is also starting to learn to be 

a book editor. The author targets that by the end of 2023 he can produce 200 books, both as a 

writer and as an editor. He can be contacted at email: acaivenly@stiesultanagung.ac.id. 

 

 

https://sinta.kemdikbud.go.id/authors/profile/6719288
https://orcid.org/0000-0003-2396-3160
https://scholar.google.com/citations?hl=id&user=bA-04RMAAAAJ
https://www.scopus.com/authid/detail.uri?authorId=57210890428
https://www.webofscience.com/wos/author/record/CAI-6923-2022
https://orcid.org/0000-0003-1603-8735
https://scholar.google.com/citations?view_op=list_works&hl=id&hl=id&user=y6fPLIcAAAAJ&sortby=pubdate
https://www.webofscience.com/wos/author/record/32428069
https://orcid.org/0000-0003-3952-1463
https://scholar.google.com/citations?user=6N55wzgAAAAJ&hl=en&oi=ao
https://www.scopus.com/authid/detail.uri?authorId=57210888599
https://www.webofscience.com/wos/author/record/ABU-2939-2022

