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Abstract. This study aimed to determine the role of work engagement in mediating the 

effect of learning organization and organizational tenure on innovative behavior. 

Phenomena showed that there were 5.6 million teachers in Indonesia; only around 2% of 

teachers were innovative, meaning that 98% of teachers were not innovative. SMK teachers 

in Central Java consisted of 116 analysis units. The sampling technique used iteration, so 

that all teachers who were successfully met were the research sample. Data collection 

techniques used questionnaires. The data used were primary data in the form of answers to 

questionnaire questions. The results showed that learning organization and organizational 

tenure had a significant positive effect on Innovate Behavior. Then work engagement was 

able to mediate the effect of organizational tenure on innovative behavior, but failed to 

mediate the effect of learning organization on innovative behavior. 

Keywords: Learning Organization, Organizational Tenure, Innovative Behavior, Work 

Engagement 

1 Introduction 

Regulation No. 34 of 2018 of Minister of Education and Culture concerning National 

Education Standards of Vocational High School/Vocational Madrasah Aliyah explains that in 

order to improve the quality and competitiveness of Indonesian human resources it is necessary 

to revitalize Vocational High Schools/Vocational Madrasah Aliyah through refinement and 

alignment of curriculum with competencies according to the needs of graduate users, increasing 

competence for educators and also included in the component of creativity, explains that the 

graduate competency  standards must have the ability to search for and produce ideas, ways of 

working, services and innovative work products according to their expertise. Besides that, it 

must also have the ability to work together to solve problems in carrying out tasks according to 

their expertise creatively. That is, every education or teacher must be able to accommodate every 

competency, so to create creative and innovative graduates, they must first begin with teachers 

who have creativity and innovation. Teachers must continue to update their knowledge, look for 

new ideas to do their work, use various technologies to improve the quality and effectiveness in 

carrying out their work [1]. One of the successes of school innovation is determined by the 

innovative work behavior of teachers [2]. 

The view that innovation is essential to create competitiveness in organizations has been 

generally agreed  [3]. Innovative behavior is increasingly important for organizational survival. 

Therefore, many people focus on examining issues such as what affects employees 'innovative 
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behavior and how to encourage employees' innovative behavior [4]. To encourage employee 

innovation habits, organizations must make efforts to encourage employees to produce 

innovation. The work done by companies in learning to develop to be better is called a learning 

organization [5]. Rowley [6], organizational learning pays attention to individual learning itself, 

but that is not enough, but individual learning must be utilized to create organizational learning. 

Hu et al. [7]; Wang and Wang [8] revealed that organizational learning abilities and knowledge 

sharing (other innovative efforts) have been explored as a source of employee innovative 

behavior because knowledge dissemination functions as an initial idea. Skerlavaj et al. [9], 

organizational learning culture was found to be a significant predictor of many cultural, product 

and service (technical) and process (administrative) innovations in Korean companies. Other 

research also showed a significant positive relationship between team creativity and 

organizational knowledge creation practices [10]. 

Besides being influenced by learning organization, innovative behavior is also driven by 

the length of work tenure (organizational tenure). Personality job fit theory is also related to the 

theory of compatibility of people with organizations, where this theory accommodates the 

relationship between organizational tenure and innovative behavior. This theory shows that an 

organizational tenure can promote innovative employee behavior. Liu et al. [11] defined the 

length of service of an organization as the length of time someone holds a job in an organization 

Wright and Bonett [12] so that it can affect employee attitudes, behavior, and performance. 

Furthermore, he explained that through the accumulation of organizational tenure, one might 

have more work experience so that it is more innovative in developing strategies for 

organizational development. Individuals with longer tenure are generally those who perform 

well to survive the friction process [13]. In addition, tenure in an organization causes employees 

to get projects that are relevant and specific, because they have extensive organizational 

knowledge to facilitate performance [14]. 

Phenomenon on the ground showed that the quality of teachers in producing innovations 

was low; the data revealed that Indonesia ranked 4th- last in global talent competitiveness index 

2019. Singapore ranked first with a score of 77.27. The next rank was followed by Malaysia 

(58.62), Brunei Darussalam (49.91) and the Philippines (40.94). Meanwhile, Indonesia ranked 

sixth with a score of 38,61. 

 

 
Fig. 1. Global Talent Competitiveness Index 2019 (Secondary data processed, 2019). 



In addition, the results of teacher competency tests in Indonesia are still far from the 

average figure set by the government, in 2019/2020 the government set competency standards 

for educators, especially teachers reaching a score of 80.00, but in reality, that number had not 

been reached in all provinces in Indonesia. The data showed that the average national teacher 

competency score was 56.69. The average was measured from a variety of teacher competencies 

consisting of social competencies, personality competencies, knowledge competencies and 

skills competencies. The low number also illustrated the low competency of teachers so it had 

implications for the lack of innovation created. The education expert at Universitas 

Muhammadiyah Surakarta (UMS), Prof. Dr. Tjipto Subadi, revealed, the quality of education 

in Indonesia is among the lowest in the world, among the causes is the teacher factor in the 

national education system. Teachers in Indonesia in general, are accustomed to working alone, 

teachers who are creative and innovative in teaching do not affect other teachers, the egoism of 

teachers is relatively high and other contributing factors include the teacher coaching model. It 

is strengthened by the narrative of Central Java DPRD Commission E member Yudi Indras 

Wiendarto said the problem of education in Central Java is not only that.  

Based on data from the Directorate General of Secondary Education of the Ministry of 

Education and Culture, the achievement of SMA/SMK in Central Java referring to 8 National 

Education Standards (SNP) declined down. The most concerning was the Standard of Education 

and Educator Staff 3.71-4.51-3.8. Likewise with the achievement of SNP SMK, the results also 

showed there were 5.6 million teachers in Indonesia, only around 2% of teachers were 

innovative, meaning that 98% of teachers were not innovative. 

2 Research Method 

The population in this study was lecturers in state university in Central Java. The sample 

selection in this study used the iteration method, so that a sample of 116 Vocational High School 

teachers was obtained. The variables used in this study were innovative behavior as the 

dependent variable, organizational flow and organizational tenure as the independent variable, 

and work engagement as a moderating variable. Data collection techniques used a questionnaire 

while the analysis tool used descriptive analysis and moderated regression analysis. 

3 Results and Discussion 

3.1 Descriptive Statistics 

Table 1. Result of Descriptive Statistics 

 Descriptive Statistics  

N Minimum Maximum Mean Std. Deviation 

Learning Organization 120 34.00 70.00 54.7333 8.12066 

Organizational Tenure 120 18.00 30.00 24.7667 3.35249 

Work Engagement 120 26.00 50.00 40.9250 5.61385 

Innovation Behavior 120 30.00 50.00 41.4667 5.14322 

Valid N (listwise) 120     

Source: Primary data processed, 2020 

 



Results of descriptive analysis test showed distribution of research data in detail was 

explained in Table 1. The results indicated that the variable of learning organization had a 

minimum value of respondents from the questionnaire answers of 34 and a maximum value of 

70. The mean value was 54.7333 with a standard deviation or data distribution of 8.12066. 

Variable Organizational tenure had a mean value of 24.7667 with a standard deviation of 

3.35249, in addition the mediation variable namely work engagement had a value of 40.9250 

and a standard deviation of 5.61385. Finally, the innovative behavior variable got a mean of 

41.4667 and the standard deviation value was 5.14322. The results of the four variables in the 

calculation of descriptive statistics indicated that the mean was greater than the standard 

deviation. This showed that there was a good representation for data distribution. 

Before testing hypotheses, classical assumptions were tested, which included normality 

test of the Kolmogorov Smirnov and P-Plot, multicollinearity test, and heteroscedasticity test. 

Based on the Kolmogorov-Smirnov One-Sample test, it can be seen that the data was avoided 

from the normality problem where the significance value indicated a value of 0.169. The results 

of multicollinearity test showed that all variables used had tolerance values of more than 0.1 

and VIF values of less than 10 therefore it can be said that there was no multicollinearity in the 

model used. The output of the park test used to test the symptoms of heteroscedasticity showed 

a significance value of more than 0.05 from each variable, therefore it can be concluded that the 

model was avoided from heteroscedasticity. Then in the third model a moderation test was 

carried out and the results of the description was shown in table 2. 

 
Table 2. Moderation Test 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
  

Collinearity 

Statistics 

B Std. Error Beta T Sig. Tolerance VIF 

1 (Constant) 23.553 1.243  18.942 .000   

 X1.Z .000 .001 -.036 -.536 .593 .560 1.785 

 X2.Z .018 .001 .865 12.956 .000 .560 1.785 

a. Dependent Variable: Innovation Behavior     
Source: Primary data processed, 2020. 

 

In table 2. It was explained that the effect of learning organizations through moderating 

variable, namely work engagement on innovative behavior was not significant because the beta 

value of -0.036 with a significance of 0.593. Then the effect of organizational tenure on 

innovative behavior through work engagement had a beta value of 0.865 with a significance of 

0,000, which means significant. Then the results of hypothesis testing can be seen in Table 3. 

 
Table 3. Results of Hypothesis Test 

No Hypothesis Beta Sig. Α Results 

1. Learning Organization has a significant positive 

effect on innovative behavior 
0,114 0,020 0,05 Accepted 

2. Organizational Tenure has a significant positive 

effect on innovative behavior 
0,832 0,000 0,05 Accepted 

3. Learning Organization has a significant positive 

effect on work Engagement 
0,083 0,362 0,05 Accepted 

4. Organizational tenure has a significant positive 

effect on work engagement 
0,254 0,006 0,05 Accepted 



5. Learning Organization did not have an effect on 

innovative behavior through work engagement 
-0,036 0,593 0,05 Rejected 

6. Organizational Tenure has a significant positive 

effect on innovative behavior through work 

engagement 

0,865 0,000 0,05 Accepted 

Source: Primary data processed, 2020. 
 

3.2 Effect of Learning Organization on Innovative Behavior 

The results showed a significant effect of learning organization on innovative behavior. 

This can be interpreted as the higher a person did learning organization, it would increase the 

innovation produced. According to Marquardt and Reynolds [15] learning is a process carried 

out by individuals in their efforts to acquire new knowledge and insights to change their 

behavior and actions. Meanwhile, the characteristics of LO are the existence of a supportive 

climate, learning culture, human resource development strategies, and putting the organization 

in a process of continuous transformation. Also, it was strengthened by Fahey [16] which stated 

that learning is not just knowledge creation but also uses it for decision-making and action 

guidance. The results of this study were in line with a number of expert opinions which 

suggested that learning is an attempt to construct new insights and will lead to action. So, it was 

clear that the more often a person did learn, the more his ability to develop new insights and 

produce innovative behavior. 

The education staff or teacher was a determining factor in the successful achievement of 

learning objectives. The current phenomenon of the government has encouraged teachers, 

especially the Vocational High School (SMK) to innovate in learning. A teacher's creative 

thoughts or ideas were needed to be able to change the learning scenario to be more interesting, 

effective and efficient, while simultaneously encouraging students to actively participate in 

learning activities. Conditions in the midst of a pandemic such as now encouraged teachers to 

do learning, for example they took part in the socialization of distance learning with technology-

based media, teachers were also increasingly intense in attending seminars and training in the 

use of online learning media through webinar activities. With more intense teacher learning, 

innovations would emerge in teaching and learning activities. Schools that implemented or 

required teachers to use technology to share information can stimulate teachers to exchange 

ideas and bring up innovative actions in organizations. 

Learning organization as an effort taken by the organization in the context of how to learn 

about new things related to the work of teachers, for example in terms of approaches, methods, 

learning models used in learning activities. Besides learning organization was also an effort to 

motivate teachers to find new ideas that would contribute to the school's reputation. Thus, it was 

very possible for organizations to trigger the habit of innovating for organizational members by 

encouraging innovative behavior of organizational members [17]. Prakoso [18] revealed that 

the results of testing using partial least square (PLS) showed that the learning organization had 

a positive effect on innovative behavior. This was in line with the findings in this study which 

showed the same thing. Even this result was reinforced again by Anshar [19] resulting in the 

finding that visionary leadership and learning organizations had a direct and positive effect on 

innovative behavior. 

 

3.3 Effect of Organizational Tenure on Innovative Behavior 

The results showed a significant effect of organizational tenure on innovative behavior. 

Organizational tenure was about the period of employment of employees. The working period 



is the whole lesson learned by someone from the events that are passed in his life journey. The 

working period was the period of time or length of time someone works in an agency, office 

and so on [20]. Meanwhile, work period or work experience is those who are deemed capable 

of carrying out their duties which will be given in addition to intelligence abilities which are 

also the basis for further consideration. From the opinion above, it can be concluded that the 

work period or work experience was the expertise or ability possessed by someone in a field of 

work obtained by learning in a certain period of time which was certainly seen from the ability 

of intelligence, both experience that came from outside the company or from within the 

company. 

Organizational tenure referred to the length of work held by someone in an organization. 

Employees who had different organizational tenure can differ from each other in terms of 

psychological characteristics, cognitive level, experience and career strategies [11][21][22]. 

These theories indicate that organizational tenure “can” promote innovative employee behavior, 

but organizational tenure is a variable in the personality trait of new or old employee attributes. 

So that the findings in this study were in line with the opinions of experts who revealed that 

organizational tenure contributed to the formation of innovative employee behavior. 

Organizational tenure as a moderating variable affected the innovative behavior of employees. 

The phenomenon on the ground showed that currently the demands of teachers to innovate 

were very high, the more people work, the more they would produce innovation, because they 

had more work experience. The results of this study also revealed that the more senior, the more 

innovative the teachers were. Many outstanding teachers came from those who already had a 

lot of experience in developing creative ideas. In addition, they had gone through many 

problems at work, so that the ability to find solutions to problems and better decision-making 

skills were formed, so that from those experiences and abilities, those teachers who had long 

worked would tend to be more creative and innovative at work. 

 

3.4 Effect of Learning Organization on Work Engagement 

The research findings showed that learning organization had a positive and significant 

effect on work engagement. Work engagement is a statement of mind about work that is intact 

and positive, where this is shown through passion/ vigor, dedication and absorption in work 

[23][24]. In essence, work engagement sees how employees carry out their work; whether as 

something that stimulates and makes active, and something that makes them really willing to be 

loyal or provides full time and effort (the vigor component); as something significant and 

meaningful (dedication); and as something that is exciting and makes, they are truly able to 

concentrate (absorption) [25]. 

Khan [26] described an employee who is engaged as a person who is physically, 

cognitively and emotionally fully connected to his work. The same thing was reinforced by the 

statement of Bakker et al. [27] which stated that engaged employees have a positive attitude and 

a high level of activity, they are able to create positive feedback for themselves, in terms of 

appreciation, recognition, and success. They also enjoy a variety of activities outside of work, 

so that it is different from workaholics who work hard because of an impulse in themselves that 

cannot be held, for them to work is fun [27]. So, it can be said that indirectly when an employee 

is involved in an organization as a whole, then he has had a learning effort in the organization 

very well, therefore the findings in this study were in line with some of the expert opinions 

above. 

The results showed that a good learning organization at PT Pertamina MOR V Jatim 

Balinus could influence the increase in employee engagement work [18]. Besides that, research 



also showed a significant positive relationship between team creativity and organizational 

knowledge creation practices [10]. In addition, Tseng [28] and Atak [29] found that learning 

organization culture made a positive impact on employee commitment to the organization. 

Employees involved were found to display more proactive behavior [30]. 

The greatest demand and task of a teacher was that he must be willing to study wherever 

and whenever he had to be able to adjust his abilities to the current demands. The intensity of 

the teacher in doing learning would encourage better involvement. At present, in a pandemic 

situation like this, the teacher must learn continuously to adapt the learning scenario to the needs 

and preferences of the students, while also the involvement of the teacher in the teaching and 

learning process was urgently needed. Thus, when a teacher had high learning intensity, it would 

increase his involvement in the work. 

 

3.5 Effect of Organizational Tenure on Work Engagement 

The results of hypothesis testing indicated that organizational tenure had a positive and 

significant effect on work engagement. Companies were no longer only looking for prospective 

employees who had above average capabilities, but they were also looking for prospective 

employees who were able to invest themselves to be fully involved in work, proactive, and had 

a high commitment to quality standards of performance [27]. 

A long period of work would make an employee feel more at home or tend to have a sense 

of work attachment in an organization or company, this was because they had adapted to the 

work environment long enough so that someone would feel comfortable with their work. Other 

causes were also due to policies from agencies or companies regarding life insurance in old age 

[31]. They also needed employees who can be tied to their work [32]. Various expert opinions 

explained the relationship and direction between organizational tenure and work engagement. 

Kurniawati (2014) produced a finding that it can be seen that the correlation coefficient between 
tenure and job engagement was 0.653. Significance test showed the results of 0,000 (p 0.01) 

which means that the correlation of the two variables was very significant. 

Each employee had a different service period, then from different service periods people 

often mentioned it in terms of senior and junior. Every employee who had a long service life, 

tend to be involved in various jobs. That was caused by the length of service of an employee 

that would affect his performance. They were considered to have better ability, more experience 

and ability to solve problems more wisely. So directly they also had a very high work 

involvement. Like a teacher, for those who had a long working period would get more teaching 

hours, be involved in various school activities and be more trusted. They were involved in more 

work than teachers with only a few years of service. 

 

3.6 Effect of Learning Organization on Innovative Behavior with Work 

Engagement as a Moderating Variable 

The results showed that work engagement was unable to mediate the effect of learning 

organizations on innovative behavior. Although someone had learned new things, then had been 

involved in an organization, but not yet able to implement the ideas they had freely. Often in an 

organization an employee who was diligent and often involved in many organizational activities 

actually got pressure from many parties. For example, cases of unfair competition in an 

organization encouraged someone to corner other employees, from this phenomenon someone 

would feel pressured, so that even though he or she was doing good learning activities, they had 

a high work involvement, but not necessarily able to encourage innovative behavior to 

employees. Kahn [33] stated that there were three psychological conditions related to the 



formation of attachment at work, namely meaning, security, and willingness. It was clear here 

that security was one of the determinants of employee involvement in the workplace. 

 

3.7 Effect of Organizational Tenure on Innovative Behavior with Work 

Engagement as a Moderating Variable 

The results revealed that work engagement was able to moderate the effect of 

organizational tenure on innovative behavior. Organizational tenure referred to the length of 

work held by a person in an organization or can also be referred to as the length of service of an 

employee. Employees who had different organizational tenure can differ from one another from 

psychological characteristics, cognitive level, experience and career strategies [21][22]. The 

longer the work period of a person, the more they were involved in his organization. So that 

involvement would build a lot of knowledge and mature, skills and experience that can be used 

to support the formation of creative ideas in employees. Even though so many studies focused 

on this area, there were no consistent conclusions about the problem of how the tenure of an 

organization influenced employees' innovative behavior and what the authenticity of the 

relationship was. Literature showed a positive thing [21][34]. 

Besides that, Liu et al. [11] said the results showed that organizational tenure was a key 

factor influencing employee job involvement, job satisfaction and innovative behavior. Liu et 

al. [11] human resources tended to increase with the accumulation of organizational tenure, 

which was beneficial for employees to make innovation more effective in their contributions. 

So, it can be concluded that one's work period played an important role in encouraging creative 

ideas so as to produce innovative behavior. In addition, work tenure also increased the work 

involvement of employees, which then had implications for the formation of innovative 

behavior. 

4 Conclusion 

The conclusion of this study was that learning organization and organizational tenure had 

a significant positive effect on innovate behavior and work engagement was not able to mediate 

the effect of learning organizations on innovative behavior, but was able to be mediation 

between organizational tenure and innovative behavior. Based on this research a teacher was 

expected to be able to produce innovation, for example innovation in teaching and learning 

activities. The intended innovation can be in the form of learning methods, models and learning 

scenarios based on the needs and preferences of students. Besides that, innovation in the 

development of instructional media was also important to be mastered by the teacher. A 

suggestion for further research is the use of other measurements in the variable work 

engagement, because in this study work engagement was not able to moderate the effect of 

learning organization on innovative behavior. 
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