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Abstract: Innovative work behavior is important for organizational success, influenced by leadership, 
engagement, and creativity. Principals lead by creating an innovative climate, leveraging technology, 
and encouraging student ideas. Employee innovative behavior is key to driving organizational 
innovation. Research shows that factors such as self-efficacy, empowering leadership, and well-being 
play an important role in enhancing innovative behavior, which in turn can improve the quality of 
education and the work environment. This study examines the effect of empowering leadership on 
teacher innovation, highlighting the mediating role of self-efficacy and its interaction with well-being. 
This study uses a quantitative approach with a moderated survey design. The sample in this study 
consisted of 165 respondents, namely certified civil servant teachers at public junior high schools 
throughout Kediri Regency, taken using the Slovin method with a margin of error of 0.075. The 
research procedure includes testing data quality through validity and reliability using Smart PLS. 
Validity is tested with Pearson Correlation (>0.138) and reliability with Cronbach Alpha (>0.400). 
Convergent validity and AVE are also tested to ensure the measuring instrument is effective. 
Discriminant validity, inner model, and hypothesis testing using T-table (>1.96) are important steps. 
The results are expected to provide in-depth insights into teaching innovation and recommendations to 
improve the motivation and teaching practices of civil servant teachers in public junior high schools. 
This study aims to create a productive and innovative learning atmosphere. This study shows that 
Empowering Leadership (X2) has no significant effect on Innovative Work Behavior (Y) with Original 
Sample (O) = -0.037, T = 1.014, and P = 0.311. In contrast, Work Self-Efficacy (X1) shows a strong 
positive effect with O = 0.593, T = 9.233, and P = 0.000. The interaction between Empowering 
Leadership (X2) and Wellbeing (M) is not significant (O = 0.011, T = 0.386, P = 0.700), and the direct 
impact of Wellbeing (M) on innovation is also not visible (O = 0.020, T = 0.576, P = 0.565). However, 
Work Self-Efficacy (X1) significantly affects Innovative Work Behavior (Y) with a value of O = 0.964, T 
= 52.013, and P = 0.000. The interaction between Work Self-Efficacy (X1) and Wellbeing (M) is also 
not significant (O = 0.015, T = 0.606, P = 0.545). The mediation path shows that Work Self-Efficacy 
(X1) significantly mediates the relationship between Empowering Leadership (X2) and Innovative 
Work Behavior (Y) with a value of O = 0.571, T = 8.746, and P = 0.000. This study suggests the 
development of Work Self-Efficacy among civil servant teachers of junior high schools in Kediri 
Regency to improve innovation. 
Keywords: Empowering Leadership, Innovative Work Behavior, Leadership, Quality of Education, Self-efficacy. 

 
1. Introduction  

Innovative work behavior is critical to organizational success in the face of competition. Innovation 
involves the creation and implementation of new ideas, influenced by factors such as work engagement, 
creativity, and leadership. Research shows that transformational leadership and effective performance 
management systems drive innovation in organizations. (Rimadias et al., 2017; Suryanto et al., 
2022).Organizational support, knowledge sharing, and innovative work environment contribute to 
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innovative work behavior. In addition, research on digital competence shows a significant impact on 
human resource innovation.(Hidayat et al., 2019; Yusuf, 2021). To increase innovation, organizations 
need to focus on building an innovative climate and leveraging technology and knowledge sharing at 
the junior high school level.(Ismail et al., 2013; Jainah et al., 2019). 

Principal leadership is an important aspect in the implementation of effective education. (Noori et 
al., 2023). The essence of this leadership includes the drive, intelligence, and experience to develop a 
clear educational vision that can be implemented in a decentralized context. In a decentralized 
leadership model, the principal is required to lead in a more autonomous way, giving freedom to 
teachers and staff to contribute to the decision-making process. This not only strengthens the sense of 
responsibility, but also creates a positive and innovative work climate in the school environment. 
Teachers, as learning leaders in the classroom, play an important role in the educational 
process(Hermanto et al., 2024). In this context, educational leadership is key. According to(Ilyas & 
Zaman, 2020), educational leadership can be interpreted as an approach that allows teachers to teach 
knowledge that is useful for students' cognitive development. The interaction between teachers and 
students in an educational context must be based on clear goals, relevant materials, and structured 
procedures. The teacher acts as a guide, who not only teaches, but also creates a disciplined and 
evaluative learning atmosphere.(Hastasari et al., 2022). The importance of educational leadership can be 
seen from three main aspects: the use of technology, igniting ideas, and creating a different learning 
atmosphere. First, educational leaders must be able to utilize technology as a tool in the learning 
process. By utilizing gadgets and educational applications, the teaching and learning process becomes 
more interesting and efficient. Second, educational leadership must be able to entice ideas from students. 
Students often have creative ideas that can be used to improve the learning process.(Rowiyanto & 
Maryono, 2023). By encouraging students to think creatively, teachers also build their self-confidence 
and independence. Third, creating a different learning atmosphere is key in educational leadership. An 
effective teacher will create an environment where students feel comfortable and engaged in the 
learning process. This can be achieved through persuasive methods that prioritize two-way interaction, 
not just a one-way process. This atmosphere will help students feel more connected to the material 
being taught, while strengthening the relationship between teacher and students. In the study(Falloon, 
2024), outlined five characteristics of successful school leaders. First, they understand the importance of 
building community. According to Megan Tschannen-Moran, trust is key to building a strong school 
community. In schools with high levels of trust, students are more motivated to engage in learning 
because they feel connected to their teachers and the school environment. Second, educational leaders 
have a clear vision and plan. Vision provides direction and momentum for all team members(Ertesvåg et 
al., 2022). Effective leaders are able to communicate this vision well, so that all team members feel 
inspired and motivated to achieve it. Third, good leadership must lead by example. A leader who 
behaves in accordance with the expected principles and values will earn the respect of students and 
colleagues. Fourth, educational leaders are lifelong learners. They recognize that they will never know 
everything and always seek to deepen their knowledge and skills. This creates a positive learning 
culture in the school. Fifth, leaders must encourage risk-taking. Failure is not the end of the learning 
process; rather, it is an opportunity to learn and grow. By creating an environment that supports risk-
taking, leaders can help students and staff feel comfortable exploring new ideas without fear of negative 
consequences.(Gencer & Samur, 2016). In the context of leadership behavior, behaviorism theory 
emphasizes that great leaders are the result of a long formation process. This is reflected in the 
principles of integrity, consistency, and honesty. Innovative behavior in educational leadership can be 
analyzed using the behaviorism approach, which emphasizes the importance of changing student 
behavior through the use of stimulus and response.(Absalome et al., 2024). This study focuses on 
certified Civil Servant (PNS) teachers in Public Junior High Schools throughout Kediri Regency, with a 
population of 2,115 teachers. The aim is to explore psychological and leadership concepts that can 
influence innovative behavior in the context of education. The geographical limitation in Kediri 
Regency allows this study to provide more specific insights into the factors that influence innovation in 
teaching. The data collected are expected to provide an in-depth understanding of innovative work 
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behavior among PNS teachers in the region, which is broken down by the number of teachers in each 
sub-district. 

(Al-Omari et al., 2019), Importance of Innovative Behavior: Employee innovative behavior is 
recognized as a key driver of innovation across organizations, enabling organizations to remain 
competitive in a dynamic economy. Determinants of Innovative Work Behavior: This study identified 
various factors that influence employee innovative behavior, such as: Individual Characteristics: Internal 
motivation, creative skills, and the ability to identify innovation opportunities.(Gotseva-Balgaranova, 
2023), The Influence of Self-Efficacy on Social-Emotional Competence: This study shows that low 
feelings of self-efficacy have a significant impact on children's social-emotional competence, such as the 
ability to manage emotions, interact with others, and face social situations with confidence.(Hilal et al., 
2022), The Effect of Distributed Leadership on Teacher Agency: The results of the analysis show that 
distributed principal leadership has a significant direct and indirect effect on teacher agency. This means 
that when distributed leadership is carried out, it has a positive effect on teacher agency.(Eriksen, 2007), 
Development of Self-Understanding and Problem Solving: Through a process of deep reflection and 
engagement in self-selected leadership problems, students can develop a better understanding of their 
strengths and weaknesses in leadership. They also learn how to solve these problems in a practical 
way.(Tudryn et al., 2016), Planned Distributors: Leaders who are younger, better educated, and have 
less experience in their current positions. They work in larger school districts with higher poverty 
rates.(Shah et al., 2023), The Role of WPL in Facilitating IWB: The results of the study indicate that 
Workplace Learning (WPL) facilitates innovative behavior among SME employees. Workplace learning 
helps improve employee competencies and skills, which contributes to increased IWB. Informal and 
Incidental Learning Are More Critical: Compared to formal learning, informal and incidental learning 
are shown to be more critical predictors in driving innovative behavior. This learning includes 
unstructured daily activities at the workplace.(Kloping et al., 2022), Burnout and Mental Health High 
Across Regions: The study results show that medical students across Indonesia report high levels of 
burnout and symptoms of mild psychiatric disorders (poor mental health).(Unterrainer et al., 2017), 
Positive Effect of DLA on Self-Efficacy: The results of the study show that DLA has a significant 
positive effect on employee self-efficacy cross-sectionally at Time 1 and Time 2, as well as cross-
lagged.(Jankelová et al., 2021), Direct Relationship: The study found that there is a significant 
relationship between employee innovative behavior and business performance (sales level). This shows 
that management support for innovative behavior is positively correlated with increased business 
performance. Cognitive Diversity as a Mediator: The results of the analysis show that cognitive 
diversity partially mediates the relationship between innovative behavior and business performance. 
Differences in knowledge and ways of thinking play an important role in strengthening the relationship 
between innovation and business results.(Prasad Panigrahy et al., 2021), Relationship between Self-
Efficacy and Well-Being: This study found a positive relationship between self-efficacy and well-being 
at work. Executives with higher self-efficacy tend to have better well-being at work. Moderating Role of 
Resilience: The moderating effect of resilience on the relationship between self-efficacy and well-being 
at work was confirmed. The results showed that executives with higher resilience strengthened the 
positive relationship between self-efficacy and well-being at work.(Lianto, 2019), Leadership: Self-
efficacy contributes to leadership effectiveness (Propst and Koesler, 1998).(Firdaus & Sumartik, 2023), 
Influence of Work Discipline: Work discipline has also been shown to have a significant influence on 
employee performance.(O'Reilly et al., 2010), Leader Effectiveness: Research finds that significant 
performance improvements occur only when leader effectiveness at multiple levels is considered in 
aggregate. Decision Implementation: These findings emphasize the importance of considering the 
interaction and consistency of leader effectiveness across levels to understand how strategic decisions 
are implemented in organizations.(Shabalala et al., 2023), Barriers in Power Relations: Research has 
found that hierarchical power relations in the school system hinder the active participation of various 
stakeholders in decision-making, especially in curriculum management. Difficulties in Curriculum 
Modification: The process of curriculum modification, which is essential for the implementation of 
environmental education, is hampered by rigid power structures.(Davis & DeWitt, 2021), Differences in 
Focus of Dependent Variables: Research shows that the main difference between management strategy 
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and organizational theory lies in the choice of dependent variables used by researchers, which leads to 
different questions regarding firm behavior and performance.(Dearing & Cox, 2018), Linkages to Other 
Processes: This study clarifies the relationship between innovation diffusion and other processes such as 
dissemination, implementation, sustainability, and scale-up. This provides a more comprehensive 
understanding of how innovations can be integrated into health practices. Diffusion Principles for 
Interventions: This study suggests diffusion principles that can be applied in intervention design, 
providing guidance for practitioners and researchers in developing more effective strategies for 
innovation diffusion.(Kmieciak, 2020), Impact of Knowledge Sharing on Innovation: Only knowledge 
contribution behavior showed a significant relationship with idea generation, which was also strongly 
related to idea realization. In contrast, there was no direct relationship between knowledge sharing 
behavior and idea realization. Mediator Role: This study found that knowledge contribution behavior 
acts as a mediator in the relationship between vertical trust and idea generation.(Jønsson et al., 2021), 
Positive Relationship: The results show that empowering leadership and self-efficacy are positively 
related to DLA, which is also related to innovative behavior. This suggests that empowering leadership 
can enhance DLA and ultimately drive innovation in the workplace.(Wang et al., 2022), Direct Positive 
Relationship: The results show that employee innovative behavior has a positive and direct relationship 
with workplace well-being. Mediator Role: The study found that employee innovative behavior also has 
a positive relationship with workplace well-being through leader support for innovation. This suggests 
that leader support acts as a mediator in this relationship.(Ranihusna et al., 2021), Influence of 
Organizational Learning: The results show that organizational learning has a significant influence on 
innovative work behavior. This suggests that an environment that supports learning can foster 
innovation among employees. Perceived Organizational Support: The study found that perceived 
organizational support did not have a significant influence on innovative work behavior, suggesting that 
this factor may not be strong enough to directly influence innovation.(Mandl, 2019), Patterns of 
Innovation Diffusion: Rogers showed that the adoption of innovations follows a predictable and 
sequential pattern, with each group having different characteristics and behaviors in adopting 
innovations. Perception of Innovation: He also identified factors that influence adoption, including 
relative merit, compatibility, complexity, observability, and the ability to try an innovation.(Bolden, 
2011), Growth of Interest in DL: The results show that distributed leadership has experienced rapid 
growth in interest since 2000, particularly in the context of school education, with greater interest from 
academics in the UK compared to the US.(Helland et al., 2020), Relationship between Empowering 
Leadership and Job Engagement: The results showed that empowering leadership was positively related 
to academics' job engagement through job characteristics, including job autonomy, social community at 
work, and unreasonable tasks. Effect of Recognition: Although empowering leadership was also related 
to recognition, recognition was not directly related to job engagement, indicating that not all job 
characteristics have the same effect. 

Previous studies, however, face several weaknesses that create significant research gaps. First, the 
lack of empirical evidence from testing the relationship between the discussed factors and employee 
innovative behavior makes it difficult to identify causal relationships. The cross-sectional design used 
does not allow for analysis of change over time, so longitudinal research is needed to understand the 
dynamics of this relationship on the construct of wellbeing. Principal leadership is critical to educational 
effectiveness, especially in the context of decentralization. Principals need to lead with autonomy, giving 
teachers the freedom to be involved in decision-making, thus creating a positive work climate. In 
addition, teachers as learning leaders have a key role in the educational process. The importance of 
educational leadership includes the use of technology, encouraging students' creative ideas, and creating 
an interactive learning atmosphere. In this context, research in Public Junior High Schools throughout 
Kediri Regency aims to explore the factors that influence the innovative behavior of civil servant 
teachers, to improve the quality of education in the region. 

Work Self-Efficacy (X1) in education encompasses teachers’ confidence in completing tasks and 
their belief in overcoming challenges, which contributes to teaching effectiveness. Empowering 
Leadership (X2) focuses on good delegation and communication, giving teachers space to grow and 
contribute. Wellbeing (M) encompasses work, career, and school well-being, which is essential to 
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creating a healthy educational environment. All of these factors drive Innovative Work Behavior (Y), 
including idea generation, idea implementation, and support for new ideas, thus improving the quality of 
learning and innovation in schools. The combination of these elements can drive positive changes in the 
educational process. 

This study aims to explore the influence of empowering leadership on the innovative behavior of 
certified civil servant teachers in junior high schools throughout Kediri Regency, by examining the 
mediating role of Work Self-Efficacy and its interaction with Wellbeing. The results are expected to 
provide new insights into the factors that influence innovation in the context of education. This study 
provides an in-depth understanding of the relationship between leadership, self-efficacy, and innovative 
behavior among teachers, helping to improve leadership practices in education. 
 
2. Research Methodology 
2.1. Design 

This study uses a quantitative approach with a survey design with a moderation model. Moderation 
in SmartPLS is an approach used to explore how the relationship between independent variables (X) and 
dependent variables (Y) can be influenced by moderator variables (Z). Moderator variables are variables 
that can strengthen, weaken, or even reverse the relationship between X and Y. In the context of 
research, moderation modeling can provide deeper insight into the dynamics between variables, helping 
researchers understand when and under what conditions the relationship applies. The survey was 
conducted to collect data through questionnaires distributed to civil servant teachers of SMP 
Negeri(Sembiring & Rahayu, 2020). This design was chosen to collect data from a large number of 
respondents and analyze the relationship between variables statistically.(Hanaysha, 2016). 
 
2.2. Population and Sampling 

The study population consisted of 2,115 certified civil servant teachers at SMP Negeri Kediri 
Regency. This geographical focus is important to produce specific and relevant data, so that it can 
provide in-depth insight into the factors that influence teacher work innovation in the area. This 
regional limitation supports a more accurate and contextual analysis. The sample size used is the slovin 
method with a margin of error of 0.075 because of the contextual location of the study. The number of 
samples using the following slovin method(Dhamara et al., 2022; Latipah et al., 2021; Saliman et al., 
2023): 

𝑛 =  
𝑁

1+ 𝑁𝑒2 ==  
2115

1+ 2115 .0,0752 = 163,993rounded up to 165 respondents for the research sample. 

 
2.3. Procedures and Data Collection 

The procedure and data collection of part I of this study focused on Work Self-Efficacy (X1), which 
was measured through four questions referred to from the study.(Arrieta-Bartolomé et al., 2022; Khan et 
al., 2023; Sofiah & Kurniawan, 2019). Next, Part II examines Empowering Leadership (X2) with five 
questions covering aspects of delegation and communication, based on references.(Jabber et al., 2023; R 
et al., 2021). In Section III, Wellbeing (M) is measured through six questions covering work, career, and 
school well-being. Finally, Section IV assesses Innovative Work Behavior (Y) through three questions 
focusing on idea generation and implementation. Each question uses a 5-point Likert scale, ranging 
from “Strongly Disagree” to “Strongly Agree,” to provide nuance in respondents’ assessments. 
2.4. Operational Variables 

In this study, operational variables were identified to measure the influence between Work Self-
Efficacy, Empowering Leadership, Wellbeing, and Innovative Work Behavior. Table 1 presents the 
constructs, construct items, question items, item codes, and related references. For Work Self-Efficacy 
(X1), there are four items that focus on self-confidence in completing tasks. Empowering Leadership 
(X2) includes five items related to delegation and communication. Wellbeing (M) consists of six items 
that evaluate work, career, and school well-being. While Innovative Work Behavior (Y) is measured by 
three items that cover the generation and implementation of ideas (Table 1). 
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Table 1. 
Operational variables 

No Construct Construct items 
Question 
items 

Item code Reference 

1 
Work Self-
efficacy (X1) 

1. Confidence in 
Completing tasks. 
2. Confidence in 
the Ability to 
Overcome Challenges. 

4 grains 
1. WSE1 – 
WSE2 
2. WSE3-WSE4 

(Arrieta-
Bartolomé et al., 
2022; Khan et 
al., 2023; Sofiah 
& Kurniawan, 
2019) 

2 
Empowering 
leadership 
(X2) 

1. Delegation 
2. Communication 

5 grains 
1. EL1 – EL3 
2. EL4 – EL5 

(Jabber et al., 
2023; R et al., 
2021) 

3 
Wellbeing 
(M) 

1. Work welfare 
2. Career well-
being 
3. School welfare 

6 grains 
1. W1-W2 
2. W3-W4 
3. W5-W6 

(Pizzolante et 
al., 2023) 

4 
Innovative 
work 
behavior (Y) 

1. Idea 
Generation 
2. Implementation 
of Ideas 
3. Supporting 
ideas 

3 grains 
1. IWB1 
2. IWB2 
3. IWB3 

(Alzoraiki et al., 
2023; Zhang & 
Bluyssen, 2021) 

 
2.5. Research Procedures 

Testing data quality in the context of research involving Civil Servant Teachers in Public Junior 
High Schools throughout Kediri Regency is an important step in the analysis using Smart PLS. Validity 
is tested using the Pearson Correlation value which must be greater than 0.138, referring to 
400(Alagarsamy & Mehrolia, 2023; Dzandu et al., 2022). In this case, data validity will help ensure that 
the research instruments used to measure factors such as empowering leadership, work self-efficacy, and 
innovative behavior have produced accurate data. The reliability of the variables is tested through the 
Cronbach Alpha value, which should be more than 0.400 according to the standards set by(Cardoso et 
al., 2022; Damberg, 2023). Convergent validity and Average Variance Extracted (AVE) testing are more 
than 0.500 and 0.400 respectively.(Avkiran & Ringle, 2018; Serdar, 2019), it is also important to ensure 
that the measurement instrument is able to capture important dimensions that influence innovation 
among teachers. 

Discriminant validity testing with a composite reliability value of more than 0.700(McLean et al., 
2023), will help distinguish variables in the research model, such as the influence of wellbeing on 
teachers' innovative behavior. In addition, testing the inner model with an R-Square value above 
0.450(Sachs et al., 2022), will show how well the model can explain the variance of innovative behavior 
among civil servant teachers in junior high schools. The process of testing the hypothesis with a T-table 
criterion of more than 1.96 is crucial to ensure the significance of the analysis results. Thus, the results 
obtained can provide a deeper understanding of the factors that drive innovation in teaching in 
educational environments. Determining the effect size will also provide insight into how much influence 
empowering leadership has on work self-efficacy and innovative behavior. The design of the relationship 
between variables that has been corrected can prove that the alternative hypothesis is accepted, so that 
the results of this study are expected to provide appropriate recommendations for education managers 
in Kediri Regency(Alemu, 2023; Huang et al., 2022). In particular, these recommendations can be 
directed to improve the loyalty and motivation of civil servant teachers in developing innovative 
teaching practices. This research not only contributes to the development of science but also provides 
practical benefits that can be implemented in the SMP Negeri environment, thus creating a more 
productive and innovative learning atmosphere.(Alzoraiki et al., 2023; Owan et al., 2022). 
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3. Results and Discussion 
3.1. Results 
3.1.1. Outer Model 

Based on the results of data analysis, empowering leadership (EL) shows a strong relationship with 
wellbeing and innovative work behavior (IWB). Empowering Leadership is measured through five 
indicators (EL1-EL5), with high factor coefficients (0.789 to 0.869), indicating that leaders who 
empower employees are able to improve wellbeing and innovative work behavior. The interaction 
coefficient between Empowering Leadership and Wellbeing is also quite high (1.165), indicating that 
wellbeing acts as a mediator that strengthens the relationship between Empowering Leadership and 
IWB. 

 

 
Figure 1. 
Outer loading. 

  
In addition, Work Self-Efficacy (WSE), or employee self-confidence in work ability, also has a 

strong coefficient (0.811 to 0.879). This shows that employees who have a high level of self-efficacy tend 
to be more able to adapt to innovative tasks. The interaction between Work Self-Efficacy and Wellbeing 
(1.112) shows that well-being plays an important role in increasing work effectiveness through self-
efficacy (Table 2). 
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Table 2. 
Outer loading.  

Empowering 
leadership 

(X2) 

Empowering 
leadership* 
Wellbeing 

Innovative 
work 

behavior 
(Y) 

Wellbeing 
(M) 

Work 
self-

efficacy 
(X1) 

Work 
self-

efficacy* 
Wellbeing 

EL1 0.789 
     

EL2 0.869 
     

EL3 0.866 
     

EL4 0.828 
     

EL5 0.787 
     

Empowering 
leadership (X2) * 
Wellbeing (M) 

 
1.165 

    

IWB1 
  

0.920 
   

IWB2 
  

0.921 
   

W1 
   

0.819 
  

W2 
   

0.854 
  

W3 
   

0.881 
  

W4 
   

0.848 
  

W5 
   

0.910 
  

W6 
   

0.834 
  

WSE1 
    

0.811 
 

WSE2 
    

0.861 
 

WSE3 
    

0.870 
 

WSE4 
    

0.879 
 

Work self-
efficacy (X1) * 
Wellbeing (M) 

     
1.112 

 
The indicators for Innovative Work Behavior (IWB1 and IWB2) have very high coefficients (0.920 

and 0.921), indicating that well-being and empowering leadership significantly influence employee 
innovative behavior. Well-being, measured through six indicators (W1-W6), has strong coefficients 
(0.819 to 0.910), confirming its role as a key mediator in this relationship (Table 2). 

The Cronbach's Alpha, rho_A, Composite Reliability, and Average Variance Extracted (AVE) values 
indicate the internal consistency and construct validity of the variables in this study. Empowering 
Leadership (X2) has a Cronbach's Alpha value of 0.886, indicating good reliability (Table 3). The 
Composite Reliability value of 0.916 indicates that this construct is consistent in measurement. The 
AVE value of 0.686 indicates that more than 68.6% of the indicator variance is explained by the 
Empowering Leadership construct. The interaction between Empowering Leadership and Wellbeing 
shows a perfect value (1,000) in all reliability indicators, indicating a very accurate measurement. 
Innovative Work Behavior (Y) shows good reliability with a Cronbach's Alpha of 0.821 and a Composite 
Reliability of 0.918. 
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Table 3. 
Average variance extracted (AVE).  

Cronbach's 
alpha 

rho_A Composite 
reliability 

Average variance 
extracted (AVE) 

Empowering leadership (X2) 0.886 0.891 0.916 0.686 
Empowering leadership*wellbeing 1,000 1,000 1,000 1,000 
Innovative work behavior (Y) 0.821 0.821 0.918 0.848 
Wellbeing (M) 0.928 0.935 0.944 0.736 
Work self-efficacy (X1) 0.878 0.889 0.916 0.732 
Work self-efficacy*wellbeing 1,000 1,000 1,000 1,000 

 
The AVE value of 0.848 indicates that almost 85% of the indicator variance is explained by this 

variable, indicating strong convergent validity. Wellbeing (M) also has very high reliability with 
Cronbach's Alpha of 0.928 and Composite Reliability of 0.944, and an AVE value of 0.736, indicating 
very good construct validity. For Work Self-Efficacy (X1), the Cronbach's Alpha value of 0.878 and 
Composite Reliability of 0.916 indicate high reliability, with an AVE of 0.732, strengthening the 
construct validity (Table 3). 

Discriminant analysis using Heterotrait-Monotrait Ratio (HTMT) aims to assess the discriminant 
validity between the variables used in the research model. Discriminant validity indicates the extent to 
which a construct is truly different from other constructs in the measurement of the variables used. 
Empowering Leadership (X2) has a diagonal value of 0.828, which is the square root of the Average 
Variance Extracted (AVE) and indicates that this construct has good discriminant validity. The 
correlation value of Empowering Leadership with other variables, such as Innovative Work Behavior 
(Y) (0.546) and Wellbeing (M) (0.614), is within acceptable limits, indicating that this construct is 
different from the others (Table 4). 
 
Table 4. 
Discriminant validation.  

Empowering 
leadership 

(X2) 

Empowering 
leadership* 
wellbeing 

Innovative 
work 

behavior 
(Y) 

Wellbeing 
(M) 

Work 
self-

efficacy 
(X1) 

Work 
self-

efficacy* 
wellbeing 

Empowering 
leadership (X2) 

0.828 
     

Empowering 
leadership* 
wellbeing 

0.005 1,000 
    

Innovative work 
behavior (Y) 

0.546 0.005 0.921 
   

Wellbeing (M) 0.614 0.089 0.364 0.858 
  

Work self-efficacy 
(X1) 

0.593 -0.021 0.949 0.380 0.856 
 

Work Self-
Efficacy*wellbeing 

-0.022 0.687 0.068 -0.016 0.043 1,000 

 
The interaction between Empowering Leadership and Wellbeing shows a discriminant value of 

1.000, indicating that this interaction has perfect validity. Its correlation with other variables is very 
small, such as with Innovative Work Behavior (0.005), and this value indicates that the interaction 
between Empowering Leadership and Wellbeing does not have a significant relationship with other 
constructs, so its discriminant validity is very strong. Innovative Work Behavior (Y) has a diagonal 
value of 0.921, indicating high discriminant validity. The correlation with Work Self-Efficacy (X1) 
(0.949) is quite high, indicating a close relationship between innovative work behavior and self-efficacy, 
although these two constructs can still be clearly distinguished. Wellbeing (M) has good discriminant 
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validity with a diagonal value of 0.858. Its correlation with Work Self-Efficacy (0.380) and Empowering 
Leadership (0.614) shows a significant positive relationship, but still maintains the differences between 
constructs. Work Self-Efficacy (X1) also has good discriminant validity with a diagonal value of 0.856. 
Its correlation with Wellbeing and Innovative Work Behavior shows that self-efficacy plays an 
important role in supporting innovative behavior and employee well-being (Table 4). 
 
3.1.2. Inner Model 

In this sub-chapter, the Inner model tests the relationship between latent constructs in the 
structural model. The evaluation of the inner model includes path coefficients, R-square values, and 
relevance predictions, to assess the strength and direction of the relationship between variables, 
ensuring the model has good predictability and accuracy in the study (Figure 2). 

 

 
Figure 2. 
Inner model. 

 
R Square is used to measure how much the independent variables explain the dependent variable in 

a research model. In this context, Innovative Work Behavior (Y) and Work Self-Efficacy (X1) are 
dependent variables explained by several independent variables, such as Empowering Leadership and 
Wellbeing. Innovative Work Behavior (Y) has an R Square value of 0.903 and an Adjusted R Square of 
0.900. This means that 90.3% of the variation in innovative work behavior can be explained by the 
independent variables in the model. The Adjusted R Square value that is close to the original R Square 
value (0.900) indicates that this model is very strong and stable, with a slight decrease in explanation 
when taking into account the number of variables used in the model. Based on this figure, the 
contribution of independent variables to Innovative Work Behavior is very high. This shows that 
factors such as Empowering Leadership, Wellbeing, and Work Self-Efficacy significantly contribute to 
increasing innovative behavior in the workplace (Table 5). 
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Table 5. 
R square. 

 R square R square adjusted Decision 
Innovative work behavior (Y) 0.903 0.900 High contribution 
Work self-efficacy (X1) 0.352 0.348 Sufficient contribution 

 
 Work Self-Efficacy (X1) has an R Square value of 0.352 and an Adjusted R Square of 0.348. This 

indicates that 35.2% of the variation in Work Self-Efficacy can be explained by the independent 
variables in the model. Although this contribution is quite significant, the lower R Square value 
compared to Innovative Work Behavior suggests that there are other factors that may contribute to 
employee self-efficacy that are not included in this model. With an Adjusted R Square that is only 
slightly lower (0.348), this model still provides a fairly stable explanation of the factors that influence 
self-efficacy, but the contribution of the independent variables to this variable is only sufficient (Table 5). 

 Interaction test between several variables such as Empowering Leadership (X2), Wellbeing (M), 
and Work Self-Efficacy (X1) on Innovative Work Behavior (Y). Based on the table provided, there are 
several important things that can be explained regarding the relationship between variables and their 
impact on innovative work behavior and employee well-being. Empowering Leadership (X2) shows a 
significant positive correlation with Work Self-Efficacy (X1), with a coefficient value of 0.542. This 
shows that empowering leadership has a significant impact on increasing employee self-efficacy. When 
leaders give more trust and autonomy to employees, this increases confidencetheir work ability. The 
interaction between Empowering Leadership and Wellbeing has a very low value, namely 0.001, which 
indicates that the combined effect of empowering leadership and wellbeing on other variables, such as 
Innovative Work Behavior, is not significant. This indicates that although both are important 
individually, this interaction effect is not strong enough to significantly influence innovative behavior 
(Table 6). 
 
Table 6. 
F square.  

Empowering 
leadership 

(X2) 

Empowering 
leadership*wellbeing 

Innovative 
work 

behavior 
(Y) 

Wellbeing 
(M) 

Work 
self-

efficacy 
(X1) 

Empowering 
leadership (X2) 

  
0.007 

 
0.542 

Empowering 
leadership*wellbeing 

  
0.001 

  

Innovative work 
behavior (Y) 

     

Wellbeing (M) 
  

0.002 
  

Work self-efficacy 
(X1) 

  
6,088 

  

Work self-
efficacy*wellbeing 

  
0.002 

  

 
Work Self-Efficacy (X1) has a very strong impact on Innovative Work Behavior (Y) with a 

coefficient of 6.088, indicating that employees' beliefs in their abilities play a very significant role in 
generating innovative behavior. This confirms that the higher a person's self-efficacy, the greater their 
tendency to engage in innovative work behavior. The interaction between Work Self-Efficacy and 
Wellbeing shows a very small value, which is 0.002, which is similar to the previous interaction. This 
indicates that the combined effect of self-efficacy and wellbeing on other variables in this model is also 
insignificant (Table 6). 
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The SRMR (Standardized Root Mean Square Residual) and d_ULS (Squared Euclidean Distance) 
values are used to assess the model fit. The SRMR (Standardized Root Mean Square Residual) in the 
Saturated Model and Estimated Model have the same value, which is 0.071. SRMR is used to measure 
the difference between the observed correlation matrix and that predicted by the model. An SRMR 
value smaller than 0.08 indicates a good model fit. In this case, a value of 0.071 indicates that the 
estimated model has a good fit with the data, because the SRMR value is below the acceptable limit 
(Table 7). 
 

Table 7. 
Estimated model.  

Saturated model Estimated model 
SRMR 0.071 0.071 
d_ULS 0.762 0.763 

 
d_ULS (Squared Euclidean Distance) in Saturated Model and Estimated Model are 0.762 and 0.763 

respectively. The d_ULS value is used to evaluate the model differences based on Euclidean distance. 
The small difference between Saturated Model (unconstrained model) and Estimated Model (estimated 
model with certain parameters) indicates that the estimated model has a very similar fit to the 
unconstrained model (Table 7). 
 
3.1.3. Hypothesis Testing 

The path analysis conducted showed a complex relationship between Empowering Leadership (X2), 
Work Self-Efficacy (X1), Wellbeing (M), and Innovative Work Behavior (Y). The results of the study 
indicated that Empowering Leadership has a significant positive influence on Work Self-Efficacy with 
an Original Sample value of 0.593 and T-Statistics of 9.233 (P Values 0.000), indicating that the 
alternative hypothesis is accepted. This means that leaders who empower employees can increase their 
self-confidence in carrying out tasks, which is an important factor for performance (Table 8). 
 

Table 8. 
Hypothesis testing.  

Original 
sample 
(O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P 
values 

Decision 

Empowering 
leadership (X2) -> 
Innovative work 
behavior (Y) 

-0.037 -0.040 0.037 1,014 0.311 Alternative 
hypothesis 
is rejected 

Empowering 
leadership (X2) -> 
Work Self-efficacy 
(X1) 

0.593 0.594 0.064 9.233 0.000 Alternative 
hypothesis 
is accepted 

Empowering 
leadership*Wellbeing 
-> Innovative work 
behavior (Y) 

0.011 0.012 0.027 0.386 0.700 Alternative 
hypothesis 
is rejected 

Wellbeing (M) -> 
Innovative work 
behavior (Y) 

0.020 0.021 0.034 0.576 0.565 Alternative 
hypothesis 
is rejected 

Work self-efficacy 
(X1) -> Innovative 
work behavior (Y) 

0.964 0.966 0.019 52,013 0.000 Alternative 
hypothesis 
is accepted 

Work self- 0.015 0.014 0.025 0.606 0.545 Alternative 
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efficacy*Wellbeing -
> Innovative work 
behavior (Y) 

hypothesis 
is rejected 

Empowering 
leadership (X2) -> 
Work self-efficacy 
(X1) -> Innovative 
work behavior (Y) 

0.571 0.575 0.065 8,746 0.000 Alternative 
hypothesis 
is accepted 

 
However, the direct relationship between Empowering Leadership and Innovative Work Behavior 

is not significant, with Original Sample -0.037 and T-Statistics 1.014 (P Values 0.311), indicating that 
the influence of leadership is indirect on innovative behavior. Meanwhile, Work Self-Efficacy shows a 
very strong influence on Innovative Work Behavior with Original Sample values of 0.964 and T-
Statistics 52.013 (P Values 0.000), indicating that employees who feel confident in their abilities have a 
higher tendency to behave innovatively. The interaction between Empowering Leadership and 
Wellbeing on Innovative Work Behavior is also not significant with Original Sample 0.011 and T-
Statistics 0.386 (P Values 0.700), indicating that well-being in this context does not strengthen the 
influence of leadership on innovation. Likewise, the relationship between Wellbeing and Innovative 
Work Behavior has an Original Sample value of 0.020 and T-Statistics of 0.576 (P Values 0.565), 
indicating no significant impact. On the other hand, the mediation between Work Self-Efficacy and 
Innovative Work Behavior shows significant results with Original Sample values of 0.571 and T-
Statistics of 8.746 (P Values 0.000), indicating that Work Self-Efficacy plays an important role in 
bridging the relationship between Empowering Leadership and Innovative Work Behavior. These 
results imply that although empowering leadership can increase employee self-confidence, the direct 
impact on innovation is not realized without such confidence. Well-being does not contribute 
significantly to this interaction, so it is important to focus on developing Work Self-Efficacy in 
leadership strategies to increase innovation. Overall, the analysis shows that Empowering Leadership 
acts as a driver that increases Work Self-Efficacy, which in turn significantly drives Innovative Work 
Behavior, while well-being does not show a significant relationship in this context. This study 
emphasizes the importance of psychological aspects such as self-efficacy in developing an innovative 
culture in the workplace, so organizations should pay more attention to empowering leadership to 
optimize employees' potential to innovate. 
 
4. Discussion 

In path analysis and structural models, the evaluation of the relationship between variables is done 
by looking at the Original Sample (O), Sample Mean (M), Standard Deviation (STDEV), T-Statistics 
(|O/STDEV|), and P Values. These results determine whether the alternative hypothesis is accepted or 
rejected. The following is a detailed explanation of each relationship in the model. 
 
4.1. Empowering Leadership (X2) -> Innovative Work Behavior (Y) 

In this path, the Original Sample (O) shows a value of -0.037, which means that there is a negative 
influence of Empowering Leadership on Innovative Work Behavior. However, the T-Statistics value is 
only 1.014 and the P Values are 0.311. In statistical analysis, T-Statistics values below 1.96 indicate that 
the influence is not statistically significant, and P Values above 0.05 indicate that the alternative 
hypothesis is rejected. This means that Empowering Leadership does not have a significant impact on 
innovative behavior in this context. This result may be surprising, considering that theory often states 
that empowering leadership can increase creativity and innovation in the same direction. However, 
there may be other variables or certain contexts that reduce this impact. 
 
4.2. Empowering Leadership (X2) -> Work Self-Efficacy (X1) 

The relationship between Empowering Leadership and Work Self-Efficacy shows very strong 
results. The Original Sample value is 0.593, indicating a significant positive effect. The T-Statistics 
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value of 9.233 is far above 1.96, and the P Value of 0.000 indicates that the alternative hypothesis is 
accepted. This means that Empowering Leadership significantly increases Work Self-Efficacy. This is in 
line with the theory that empowering leadership gives employees greater confidence in their own 
abilities, which in turn increases self-efficacy. When leaders provide autonomy and support to 
employees, they feel more capable of handling work tasks effectively. 
 
4.3. Empowering Leadership*Wellbeing -> Innovative Work Behavior (Y) 

The interaction relationship between Empowering Leadership and Wellbeing on Innovative Work 
Behavior shows insignificant results. The Original Sample value is 0.011, with T-Statistics of 0.386 and 
P Values of 0.700. This indicates that the alternative hypothesis is rejected, meaning that the interaction 
between empowering leadership and wellbeing does not have a significant impact on innovative work 
behavior. This result can be interpreted that although employee wellbeing and empowering leadership 
are individually important, their combined effect on innovation is not as strong as expected. 
 
4.4. Wellbeing (M) -> Innovative Work Behavior (Y) 

The direct effect of Wellbeing on Innovative Work Behavior is also not significant, with an Original 
Sample value of 0.020, T-Statistics of 0.576, and P Values of 0.565. The alternative hypothesis is 
rejected, indicating that employee wellbeing does not directly contribute to innovative behavior in this 
model. This may indicate that although wellbeing is important for employee quality of life, other 
variables that are more directly related to work, such as self-efficacy or leadership, have a greater impact 
on innovation. 
 
4.5. Work Self-Efficacy (X1) -> Innovative Work Behavior (Y) 

This relationship shows a very significant result with an Original Sample value of 0.964, T-
Statistics of 52.013, and P Values of 0.000. This means that the alternative hypothesis is accepted, and 
Work Self-Efficacy has a very strong influence on Innovative Work Behavior. Employees who believe in 
their ability to complete tasks effectively tend to be more courageous and creative in innovating at work. 
This result is in accordance with motivation theory, where high self-efficacy can increase initiative, 
creativity, and innovative performance. 
 
4.6. Work Self-Efficacy*Wellbeing -> Innovative Work Behavior (Y) 

The interaction between Work Self-Efficacy and Wellbeing on Innovative Work Behavior is not 
significant, with an Original Sample value of 0.015, T-Statistics of 0.606, and P Values of 0.545. The 
alternative hypothesis is rejected, indicating that the combination of self-efficacy and wellbeing does not 
have a significant impact on innovation. Although self-efficacy individually greatly influences 
innovation, wellbeing does not seem to add significant influence in this context. 
 
4.7. Empowering Leadership (X2) -> Work Self-Efficacy (X1) -> Innovative Work Behavior (Y) 

This mediation path shows significant results, with an Original Sample value of 0.571, T-Statistics 
of 8.746, and P Values of 0.000. This indicates that Work Self-Efficacy significantly mediates the 
relationship between Empowering Leadership and Innovative Work Behavior. This means that 
although Empowering Leadership does not directly affect innovative behavior, its influence on Work 
Self-Efficacy plays an important role in encouraging innovative behavior. Employees who feel 
empowered by their leaders will experience increased self-efficacy, which then makes them more likely 
to engage in innovation in the workplace. 
 
5. Conclusion and Suggestions 

This study found that Empowering Leadership (X2), Work Self-Efficacy (X1), Wellbeing (M), and 
Innovative Work Behavior (Y) showed that Empowering Leadership did not have a significant effect on 
Innovative Work Behavior (O = -0.037; T = 1.014; P = 0.311), while the relationship with Work Self-
Efficacy showed a strong positive effect (O = 0.593; T = 9.233; P = 0.000). The interaction between 
Empowering Leadership and Wellbeing was also not significant (O = 0.011; T = 0.386; P = 0.700), and 
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the direct impact of Wellbeing on innovation was not seen (O = 0.020; T = 0.576; P = 0.565). In 
contrast, Work Self-Efficacy significantly influences Innovative Work Behavior (O = 0.964; T = 52.013; 
P = 0.000), confirming the importance of self-confidence in driving creativity. The interaction between 
Work Self-Efficacy and Wellbeing was also not significant (O = 0.015; T = 0.606; P = 0.545). However, 
the mediation path showed that Work Self-Efficacy significantly mediated the relationship between 
Empowering Leadership and Innovative Work Behavior (O = 0.571; T = 8.746; P = 0.000), indicating 
the importance of empowering leadership in enhancing innovation through increasing self-efficacy. 

The implications of this study suggest that to enhance innovative behavior among civil servant 
teachers of junior high schools in Kediri Regency, focus needs to be given to developing Work Self-
Efficacy through empowering leadership. By increasing teachers’ self-efficacy, they are more likely to 
innovate in their teaching and classroom practices. Future research could explore other factors that may 
influence this relationship, such as organizational culture, intrinsic motivation, and peer support. 
Further research locations among civil servant teachers of junior high schools throughout Kediri 
Regency would provide valuable insights into these dynamics and how to enhance innovation in 
educational settings. 
 
Acknowledgement: 
We would like to thank the Promoter and the University Team of 17 August 1945 in this research 
process. 
 
Copyright:  
© 2024 by the authors. This article is an open access article distributed under the terms and conditions 
of the Creative Commons Attribution (CC BY) license (https://creativecommons.org/licenses/by/4.0/). 
 
References 
[1] Absalome, M.A., Massara, C., Alexandre, AKEA, Chantal, GG, Ferdinand, D., Jacko, A., Coulibaly, I., George, T., & 

Brigitte, T. (2024). Effectiveness of the small private online course‐based flipped teaching program for enhancing 

nursing students' self‐directed learning abilities in the Surgical Nursing course: A practical study Juling. Computers 
in Human Behavior, 108211. https://doi.org/10.1016/j.heliyon.2024.e36698 

[2] Al-Omari, MA, Choo, LS, & Ali, MAM (2019). Innovative work behavior: A review of the literature. International 
Journal of Psychosocial Rehabilitation, 23(2), 39–47. https://doi.org/10.37200/IJPR/V23I2/PR190268 

[3] Alagarsamy, S., & Mehrolia, S. (2023). Exploring chatbot trust: Antecedents and behavioral outcomes. Heliyon, 9(5), 
e16074. https://doi.org/10.1016/j.heliyon.2023.e16074 

[4] Alemu, A. (2023). Secondary school teachers' perception of quality management practices in Ethiopia: Implications for 
quality education for all. Emerald Open Research, 4, 26. https://doi.org/10.35241/emeraldopenres.14715.2 

[5] Alzoraiki, M., Ahmad, AR, Ateeq, AA, Naji, GMA, Almaamari, Q., & Beshr, BAH (2023). Impact of Teachers' 
Commitment to the Relationship between Transformational Leadership and Sustainable Teaching Performance. 
Sustainability (Switzerland), 15(5). https://doi.org/10.3390/su15054620 

[6] Arrieta-Bartolomé, G., Supervia, M., Velasquez, A.B.C., Delgado-Montero, A., Méndez, I., Orduñez, M. Á. O., 
Arroyo-Riaño, O., Aultman, C., Oh, P., & Ghisi, G.L. de M. (2022). Evaluating the effectiveness of a comprehensive 
patient education intervention in a hybrid model of cardiac rehabilitation: A pilot study. PEC Innovation, 1(May). 
https://doi.org/10.1016/j.pecinn.2022.100054 

[7] Avkiran, N. K., & Ringle, C. M. (2018). Partial Least Squares Structural Equation Modeling: Recent Advances in 
Banking and Finance. In Springer. http://www.springernature.com/series/6161 

[8] Bolden, R. (2011). Distributed leadership in organizations: A review of theory and research. International Journal of 
Management Reviews, 13(3), 251–269. https://doi.org/10.1111/j.1468-2370.2011.00306.x 

[9] Cardoso, A., Gabriel, M., Figueiredo, J., Oliveira, I., Rêgo, R., Silva, R., Oliveira, M., & Meirinhos, G. (2022). Trust 
and Loyalty in Building the Brand Relationship with the Customer: Empirical Analysis in a Retail Chain in Northern 
Brazil. Journal of Open Innovation: Technology, Markets, and Complexity, 8(3). 
https://doi.org/10.3390/joitmc8030109 

[10] Damberg, S. (2023). Advanced PLS-SEM models for bank customer relationship management using survey data. 
Data in Brief, 48, 109187. https://doi.org/10.1016/j.dib.2023.109187 

[11] Davis, G.F., & DeWitt, T. (2021). Organization Theory and the Resource-Based View of the Firm: The Great Divide. 
Journal of Management, 47(7), 1684–1697. https://doi.org/10.1177/0149206320982650 

[12] Dearing, J. W., & Cox, J. G. (2018). Diffusion of innovations theory, principles, and practice. Health Affairs, 37(2), 
183–190. https://doi.org/10.1377/hlthaff.2017.1104 

[13] Dhamara, A., Halmahera, S., & Darminto, E. (2022). The Relationship between Academic Procrastination, Self-
Regulated Learning and Learning Motivation. Bisma The Journal of Counseling, 6(2), 166–176. 

https://creativecommons.org/licenses/by/4.0/


6810 

 

 
Edelweiss Applied Science and Technology 
ISSN: 2576-8484 

Vol. 8, No. 6: 6795-6812, 2024 
DOI: 10.55214/25768484.v8i6.3466 
© 2024 by the authors; licensee Learning Gate 

 

https://doi.org/10.23887/bisma.v6i2.50673 
[14] Dzandu, M.D., Hanu, C., & Amegbe, H. (2022). Gamification of mobile money payments for generating customer 

value in emerging economies: The social impact theory perspective. Technological Forecasting and Social Change, 
185(September), 122049. https://doi.org/10.1016/j.techfore.2022.122049 

[15] Eriksen, M. (2007). Personal leadership conundrum. Journal of Management Education, 31(2), 263–277. 
https://doi.org/10.1177/1052562906297142 

[16] Ertesvåg, S.K., Vaaland, G.S., & Lerkkanen, M.K. (2022). Enhancing upper secondary students' engagement and 
learning through the INTERACT online, video-based teacher coaching intervention: Protocol for a mixed-methods 
cluster randomized controlled trial and process evaluation. International Journal of Educational Research, 114(May). 
https://doi.org/10.1016/j.ijer.2022.102013 

[17] Falloon, G. (2024). Investigating pedagogical, technological and school factors underpinning effective 'critical 
thinking curriculum' in K-6 education. Thinking Skills and Creativity, 51(December 2023), 101447. 
https://doi.org/10.1016/j.tsc.2023.101447 

[18] Firdaus, R., & Sumartik. (2023). Compensation, Leadership, and Work Discipline: Influences on Employee 
Performance. Academia Open, 9(2), 1–14. https://doi.org/10.21070/acopen.9.2024.5551 

[19] Gençer, M. S., & Samur, Y. (2016). Leadership Styles and Technology: Leadership Competency Level of Educational 
Leaders. Procedia - Social and Behavioral Sciences, 229, 226–233. https://doi.org/10.1016/j.sbspro.2016.07.132 

[20] Gotseva-Balgaranova, K. (2023). Relationship between self-efficacy and social-emotional competence. Zeitschrift Für 
Psychodrama Und Soziometrie, 22(S2), 259–275. https://doi.org/10.1007/s11620-023-00753-5 

[21] Hanaysha, J. (2016). Testing the Effects of Employee Engagement, Work Environment, and Organizational Learning 
on Organizational Commitment. Procedia - Social and Behavioral Sciences, 229, 289–297. 
https://doi.org/10.1016/j.sbspro.2016.07.139 

[22] Hastasari, C., Setiawan, B., & Aw, S. (2022). Students' communication patterns of islamic boarding schools: the case of 
Students in Muallimin Muhammadiyah Yogyakarta. Heliyon, 8(1), e08824. 
https://doi.org/10.1016/j.heliyon.2022.e08824 

[23] Helland, E., Christensen, M., & Innstrand, S. T. (2020). The relationship between empowering leadership, work 
characteristics, and work engagement among academics: A sem mediation analysis. Scandinavian Journal of Work 
and Organizational Psychology, 5(1), 1–13. https://doi.org/10.16993/SJWOP.84 

[24] Hermanto, YB, Srimulyani, VA, & Pitoyo, DJ (2024). The mediating role of quality of work life and organizational 
commitment in the link between transformational leadership and organizational citizenship behavior. Heliyon, 10(6), 
e27664. https://doi.org/10.1016/j.heliyon.2024.e27664 

[25] Hidayat, S., Nugraha, K., & Supriadi, O. (2019). A model of the remuneration pattern of lecturers' performances in 
budget evaluation management at the University of Sultan Ageng Tirtayasa. International Journal of Innovation, 
Creativity and Change, 9(4), 138–148. https://www.scopus.com/inward/record.uri?eid=2-s2.0-
85077393158&partnerID=40&md5=fc78bddaecb77b2013bee4fe7173e39d 

[26] Hilal, YY, Hammad, W., & Polatcan, M. (2022). Does distributed leadership improve teacher agencies? Exploring the 
mediating effect of teacher reflection. Educational Management Administration & Leadership, October, 
174114322211349. https://doi.org/10.1177/17411432221134931 

[27] Huang, J., Siu, C. T. S., & Cheung, H. (2022). Longitudinal relationships among teacher-student closeness, cognitive 
flexibility, intrinsic reading motivation, and reading achievement. Early Childhood Research Quarterly, 61, 179–189. 
https://doi.org/10.1016/j.ecresq.2022.07.009 

[28] Ilyas, A., & Zaman, MK (2020). An evaluation of online students' persistence intentions. Asian Association of Open 
Universities Journal, 15(2), 207–222. https://doi.org/10.1108/AAOUJ-11-2019-0053 

[29] Ismail, M., Rahim, PRMA, & Yusoff, MSM (2013). Educational Strategies to Develop Discipline among Students 
from the Islamic Perspectives. Procedia - Social and Behavioral Sciences, 107, 80–87. 
https://doi.org/10.1016/j.sbspro.2013.12.402 

[30] Jabber, MA, Sakib, MN, & Rahman, MM (2023). Exploring the roles and challenges of servant leadership: A critical 
examination of the Bangladesh police. Heliyon, 9(1), e12782. https://doi.org/10.1016/j.heliyon.2022.e12782 

[31] Jainah, ZO, Riza, M., Muhida, R., Prasetyo, YD, & Seftiniara, IN (2019). Model for Improving the Participation of 
Lecturers and Students for Strengthening Hard Skills and Soft Skills Independent Learning Program Independent 
Campus at University Bandar Lampung. Global Journal of Arts, Humanities and Social Sciences, 10(3), 55–64. 

[32] Jankelová, N., Joniaková, Z., & Mišún, J. (2021). Innovative Work Behavior—A Key Factor in Business Performance? 
The Role of Team Cognitive Diversity and Teamwork Climate in This Relationship. Journal of Risk and Financial 
Management, 14(4). https://doi.org/10.3390/jrfm14040185 

[33] Jønsson, T.F., Bahat, E., & Barattucci, M. (2021). How are empowering leadership, self-efficacy and innovative 
behavior related to nurses' agency in distributed leadership in Denmark, Italy and Israel? Journal of Nursing 
Management, 29(6), 1517–1524. https://doi.org/10.1111/jonm.13298 

[34] Khan, HS ud din, Li, P., Chughtai, MS, Mushtaq, MT, & Zeng, X. (2023). The role of knowledge sharing and creative 
self-efficacy on the self-leadership and innovative work behavior relationship. Journal of Innovation and Knowledge, 
8(4), 100441. https://doi.org/10.1016/j.jik.2023.100441 

[35] Kloping, N.A., Citraningtyas, T., Lili, R., Farrell, S.M., & Molodynski, A. (2022). Mental health and wellbeing of 
Indonesian medical students: A regional comparison study. International Journal of Social Psychiatry, 68(6), 1295–
1299. https://doi.org/10.1177/00207640211057732 

[36] Kmieciak, R. (2020). Trust, knowledge sharing, and innovative work behavior: empirical evidence from Poland. 



6811 

 

 
Edelweiss Applied Science and Technology 
ISSN: 2576-8484 

Vol. 8, No. 6: 6795-6812, 2024 
DOI: 10.55214/25768484.v8i6.3466 
© 2024 by the authors; licensee Learning Gate 

 

European Journal of Innovation Management. https://doi.org/10.1108/EJIM-04-2020-0134 
[37] Latipah, E., Adi, HC, & Insani, FD (2021). Academic Procrastination of High School Students During the Covid-19 

Pandemic: Review of Self-Regulated Learning and the Intensity of Social Media. Dynamics of Science, 21(2), 293–
308. https://doi.org/10.21093/di.v21i2.3444 

[38] Lianto, L. (2019). Self-Efficacy: A Brief Literature Review. Journal of Motivation Management, 15(2), 55. 
https://doi.org/10.29406/jmm.v15i2.1409 

[39] Mandl, C.E. (2019). Diffusion of Innovations: The Much Sought After the Tipping Point. Management for 
Professionals, Part F555, 155–162. https://doi.org/10.1007/978-3-030-01645-6_17 

[40] McLean, G., AlYahya, M., Barhorst, J. B., & Osei-Frimpong, K. (2023). Examining the influence of virtual reality 
tourism on consumers' subjective well-being. Tourism Management Perspectives, 46(February), 101088. 
https://doi.org/10.1016/j.tmp.2023.101088 

[41] Noori, A. Q., Orfan, S. N., & Noori, N. (2023). Principals' Transformational Leadership and Teachers' Emotional 
Intelligence: A Cross-Sectional Study of Takhar High Schools, Afghanistan. Leadership and Policy in Schools, 1–16. 
https://doi.org/10.1080/15700763.2023.2176780 

[42] O'Reilly, C.A., Caldwell, D.F., Chatman, J.A., Lapiz, M., & Self, W. (2010). How leadership matters: The effects of 
leaders' alignment on strategy implementation. Leadership Quarterly, 21(1), 104–113. 
https://doi.org/10.1016/j.leaqua.2009.10.008 

[43] Owan, VJ, Odigwe, FN, Okon, AE, Duruamaku-Dim, JU, Ubi, IO, Emanghe, EE, Owan, MV, & Bassey, BA (2022). 
Contributions of placement, retraining and motivation to teachers' job commitment: structural equation modeling of 
the linkages. Heliyon, 8(4), e09334. https://doi.org/10.1016/j.heliyon.2022.e09334 

[44] Pizzolante, M., Borghesi, F., Sarcinella, E., Bartolotta, S., Salvi, C., Cipresso, P., Gaggioli, A., & Chirico, A. (2023). 
Awe in the metaverse: Designing and validating a virtual-reality online novel awe-inspiring training. Computers in 
Human Behavior, 148(February), 107876. https://doi.org/10.1016/j.chb.2023.107876 

[45] Prasad Panigrahy, N., Kumar Pradhan, R., & Kesari Jena, L. (2021). Self-Efficacy and Workplace Well-Being: 
Understanding the Role of Resilience in Manufacturing Organizations. Business Perspectives and Research, 9(1), 62–
76. https://doi.org/10.1177/2278533720923484 

[46] R, A., Kuanr, A., & KR, S. (2021). Developing banking intelligence in emerging markets: Systematic review and 
agenda. International Journal of Information Management Data Insights, 1(2), 100026. 
https://doi.org/10.1016/j.jjimei.2021.100026 

[47] Ranihusna, D., Nugroho, AS, Ridloah, S., Putri, VW, & Wulansari, NA (2021). A model for enhancing innovative 
work behavior. IOP Conference Series: Earth and Environmental Science, 747(1), 0–10. 
https://doi.org/10.1088/1755-1315/747/1/012039 

[48] Rimadias, S., Ferli, O., & Hertingkir, F. (2017). The Role of Work Motivation and Job Satisfaction in Creating 
Employee Performance (Study on Permanent Lecturers of STIE Indonesia Banking School). Journal of Management 
Science & Economics, 9(1), 24. https://doi.org/10.35384/jime.v9i1.17 

[49] Rowiyanto, R., & Maryono, M. (2023). Efforts to Cultivate the Character of Responsibility in Students Through 
Religious Education at MTS Nurul Ali. Edumaspul: Journal of Education, 7(1), 1112–1117. 
https://doi.org/10.33487/edumaspul.v7i1.5735 

[50] Sachs, A., Tharrey, M., Darmon, N., Alaimo, K., Boshara, A., Beavers, A., & Litt, J. (2022). “To me, it's just natural to 
be in the garden”: A multi-site investigation of new community gardener motivation using Self-Determination 
Theory. Wellbeing, Space and Society, 3(November 2021), 100088. https://doi.org/10.1016/j.wss.2022.100088 

[51] Saliman, Wijayanti, AT, & Hartati, Y. (2023). Effects of online learning on responsibility character of junior high 
school students in Yogyakarta. Horizon of Education, 42(1), 189–197. https://doi.org/10.21831/cp.v42i1.53910 

[52] Sembiring, MG, & Rahayu, G. (2020). Verifying the moderating role of satisfaction on service quality and students' 
accomplishment in ODL perspective. Asian Association of Open Universities Journal, 15(1), 1–12. 
https://doi.org/10.1108/AAOUJ-08-2019-0035 

[53] Serdar, D. (2019). No主観的健康感を中心とした在宅高齢者における 

健康関連指標に関する共分散構造分析Title. Sustainability (Switzerland), 11(1), 1–14. 
http://scioteca.caf.com/bitstream/handle/123456789/1091/RED2017-Eng-
8ene.pdf?sequence=12&isAllowed=y%0Ahttp://dx.doi.org/10.1016/j.regsciurbeco.2008.06. 
005%0Ahttps://www.researchgate.net/publication/305320484_SISTEM_PEMBETUNGAN_TERPUSAT_STRA
TEGI_MELESTARI 

[54] Shabalala, N. P., Hebe, H., & Mnguni, L. (2023). Distributed Leadership: A Potential Agency for Traversing Power 
Relations as Impediments to Curriculum Transformation and Implementation of Environmental Education. Journal 
of Science Research and Learning, 9(1), 29. https://doi.org/10.30870/jppi.v9i1.19500 

[55] Shah, STH, Shah, SMA, & El-Gohary, H. (2023). Nurturing Innovative Work Behavior through Workplace Learning 
among Knowledge Workers of Small and Medium Businesses. Journal of the Knowledge Economy, 14(4), 3616–3639. 
https://doi.org/10.1007/s13132-022-01019-5 

[56] Sofiah, D., & Kurniawan, G. (2019). The relationship between self-efficacy and employee work engagement in 
employees. PHENOMENA. https://doi.org/10.30996/fn.v28i1.2641 

[57] Suryanto, A., Fitriati, R., Natalia, SI, Oktariani, A., Munawaroh, M., Nurdin, N., & AHN, Y. hoon. (2022). Study of 
working from home: the impact of ICT anxiety and smartphone addiction on lecturers at NIPA School of 
Administration on job performance. Heliyon, 8(12), e11980. https://doi.org/10.1016/j.heliyon.2022.e11980 



6812 

 

 
Edelweiss Applied Science and Technology 
ISSN: 2576-8484 

Vol. 8, No. 6: 6795-6812, 2024 
DOI: 10.55214/25768484.v8i6.3466 
© 2024 by the authors; licensee Learning Gate 

 

[58] Tudryn, P., Lynn Boscardin, M., & Wells, C. (2016). Distributed Leadership Through the Lenses of Special Education 
Leaders East Windsor Connecticut Public Schools. Journal of Special Education Leadership, 29(1), 3–22. 

[59] Unterrainer, C., Jeppesen, H. J., & Jønsson, T. F. (2017). Distributed Leadership Agency and Its Relationship to 
Individual Autonomy and Occupational Self-Efficacy: a Two Wave-Mediation Study in Denmark. Humanistic 
Management Journal, 2(1), 57–81. https://doi.org/10.1007/s41463-017-0023-9 

[60] Wang, H., Chen, X., Wang, H., & Xie, M. (2022). Employee innovative behavior and workplace wellbeing: Leader 
support for innovation and coworker ostracism as mediators. Frontiers in Psychology, 13(November), 1–15. 
https://doi.org/10.3389/fpsyg.2022.1014195 

[61] Yusuf, F.A. (2021). The independent campus program for higher education in Indonesia: The role of government 
support and the readiness of institutions, lecturers and students. Journal of Social Studies Education Research, 12(2), 
280–304. 

[62] Zhang, D., & Bluyssen, P. M. (2021). Energy consumption, self-reported teachers' actions and children's perceived 
indoor environmental quality of nine primary school buildings in the Netherlands. Energy and Buildings, 235, 
110735. https://doi.org/10.1016/j.enbuild.2021.110735 

 
 


