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ABSTRACT  

Objective: This study uses a quantitative approach or post-positivism, which is looking at the influence between 

variables. Therefore, the main problems in this study are: Does learning organization, work engagement, work 

motivation, and work stress affect innovative work behavior, how is the learning organization, and work stress on 

work engagement, how learning organization affects work motivation, how work motivation and work engagement 

mediate the relationship between learning organization and Innovative Work Behavior, and the relationship 

between work stress and Innovative Work Behavior, and how work engagement moderates the relationship 

between work engagement and Innovative Work Behavior and the relationship between learning organization and 

Innovative Work Behavior.  

Methodology: The analytical model used are Structural Equation Modeling and SMART PLS (Partial Least 

Square) as tools for the statistical test. Data collection tools used are questionnaires and interviews, and the 

number of respondents was 84 civil servants.  

Finding: Based on the results of hypothesis testing using Smart PLS, it shows that, H1, H2, H4, and H6 are 

acceptable, because the t table value is greater than the calculated t value, or has an alpha (α) value smaller than 

5%. Whereas   H3, H5, and H7 cannot be accepted (rejected), because the value is greater than 5%. 

Conclusion: The results showed that: (1) Learning organization had a positive and significant effect on Innovative 

Work Behavior, and work motivation but had no effect on work engagement, (2) Work engagement has an effect 

on Innovative Work Behavior), (3) Work motivation has no effect on Innovative Work Behavior, (4) Work stress 

has a positive and significant effect on Innovative Work Behavior but has no effect on work engagement, (5) Work 

motivation fully mediates the relationship between learning organization and Innovative Work Behavior, (6) Work 

engagement fully mediates the relationship/influence of learning organization and work stress on Innovative Work 

Behavior, and (7) Work motivation does not moderate the relationship or influence of learning organization and 

work engagement on Innovative Work Behavior. 
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INTRODUCTION 

Hospital Dr. H. Chasan Boesoirie Ternate requires competent human resources for its needs. In 

addition, to realize the duties and functions of employees concerning the use of technology, 

technology-based, and innovative resource management is needed. Concerning innovation, 

Yuan & Woodman (2010) conceptualize innovative behavior both as the generation and 

introduction of new ideas and the realization or implementation of new ideas. Innovative 

behavior requires consistency of thinking and implementation related to the tasks that have been 

determined by the organization. Therefore, in theory, innovative behavior is influenced by 

various factors including 3 (tree) namely: (1) learning organization, (2) work engagement, 

motivation, and (3) work stress.  

Learning organizations can also have an impact on work engagement and work motivation. The 

results of research by Malik & Garg (2020), Soetantyo & Ardiyanti, (2018), and Nugroho & 

Ranihusna (2020) shows that learning organization has a positive effect on work engagement. 

Nugroho & Ranihusna's research also shows that learning organization has a positive effect on 

innovative work behavior, and work engagement partially mediates the relationship between 

learning organization and innovative work behavior. Furthermore, the results of research by 

Usman (2011), Rahardjo (2015), and Islam (2019) show that learning organization has a 

significant effect on work motivation. Therefore, work motivation can ultimately affect 

innovative work behavior as research conducted by Nasir et al., (2019), Bawuro et al., (2019), 

Kundu et al., (2020), and Siyal et al., (2021). 

According to Shimazu et al., (2015) work engagement is seen as a positive, satisfying, and 

work-related state of mind characterized by strength, dedication, and absorption. The results of 

research by Dogru (2018), and Ariyani & Hidayati (2018) show that work engagement has a 

positive and significant effect on innovative work behavior. Work engagement in addition to 

influencing innovative work behavior, can also be an endogenous variable or influenced by 

other variables such as work stress. The results of research by Sheikh Khairuddin & Nadzri 

(2017), Muhammad et al., (2018), Pérez-Fuentes et al., (2019), and Patience et al., (2020) show 

that work stress has a negative effect on work engagement. Work stress or work stress will have 

an impact on innovative work behavior as the results of research by Bani-Melhem et al., (2020) 

and Ijie et al., (2021) show that work stress comes from workload, work pressure, and 

frustration. Depression has a negative effect on innovative work behavior. However, the results 

of the research by Shaker Bani-Melhem et al., (2018) work stress has no effect on innovative 

work behavior, while Luis et al., (2020) stress positively affects innovative work behavior.  

Based on the background of the problem above, the research problems are: (1) whether learning 

organization, work engagement, work motivation, and work stress affect innovative work 

behavior, (2) whether learning organization and work stress affects work engagement, (3) 

whether learning organization has an effect on work motivation, (4) whether work motivation 

and work engagement mediate the relationship between learning organization and innovative 

work behavior, and the relationship between work stress and innovative work behavior, (5) 

whether work engagement moderates the relationship between work engagement and 

innovative work behavior and the relationship between learning organization and innovative 

work behavior. 
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LITERATURE REVIEW 

Theoretical Basis 

Innovative Work Behavior 

Scott and Bruce say that innovative work behavior is individual behavior to display, promote, 

and implement new ideas in work, groups, or work organizations (Yesil & Sozbilir, 2013). In 

line with this, Carmeli et al., (2006) innovative work behavior is the multiple-stage process in 

which an individual recognizes a problem for which she or he generates new (novel or adopted) 

ideas and solutions, works to promote and build support for them and produces an applicable 

prototype or model for the use and benefit of the organization or parts within it. Spreitzer defines 

innovative work behavior as the reflection of creating something new or different (Al-Omari et 

al., 2019). Adding to that, Yidong and Xinxin explained that individuals can be involved in a 

combination of different behaviors at any time of each stage in an organization (Al-Omari et 

al., 2019).  

Zhou & George (2001) states that the characteristics of individuals who have innovative 

behavior are: (1) Finding out new technologies, processes, techniques, and new ideas, (2) 

Generating creative ideas, (3) Advancing and championing ideas to others, (4) Research and 

provide the necessary resources to realize new ideas, (5) Develop a well-thought plan and 

schedule to realize the new idea, and (6) Creative. Jong et al., (2003) characterizes four 

dimensions of innovative behavior as follows: (1) Opportunity exploration, the innovation 

process is determined by opportunity. Opportunities will trigger individuals to look for ways to 

improve services, and delivery processes, or try to think of a new alternative regarding work 

processes, products, or services, (2) Idea generation, generating a concept for improvement. 

Idea generation is the re-management of existing information and concepts to improve 

performance. Individuals who are high in this level will be able to see the solution to a problem 

with a different way of thinking, (3) Championing, involves behavior to seek support and build 

coalitions, such as inviting and influencing employees or management, and negotiating about a 

solution, and (4) Application, individuals not only think of creative ideas on a matter but also 

evaluate and apply these ideas into real action. 

Learning Organization 

According to Sidani & Reese (2018) learning is a key determinant for innovation in a learning 

organization's talent for creating, acquiring, and sharing knowledge, and changing its behavior 

to reflect new learning and insights. Meanwhile, according to Hedberg 1981 quoted by Hunter-

Johnson (2012) that a learning organization is an organization in which members acquire and 

process information through interaction with their environments to increase their understanding 

of reality by observing the results of their acts. Senge (1990) defines learning organizations as 

follows: a learning organization as organizations where people continually expand their 

capacity to create results they truly desire, where new and expansive patterns of thinking are 

nurtured, where collective aspiration is set free, and where people are continually learning how 

to learn together. This also means that, apart from one's ability to work, it is also necessary to 

share knowledge and learn together on an ongoing basis. In addition, there are 2 important 

things from Senge's opinion, namely: (1) continuous ability development, and (2) continuous 

learning. 

Senge in his book on The Fifth Discipline in Senge (1990) as a major contribution and 

popularization of the term learning organization (LO) and has been used as the basis for many 

researchers and academics in the field of learning organizations. According to West, Burnes 
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(2000), Argyris & Senge (2010) that, in the late 1980s and early 1990s the terms learning 

organization and organizational learning were often used interchangeably. According to Senge 

(1990), Basim et al., (2007), Soetantyo & Ardiyanti (2018), and Voolaid (2013) formulate there 

are five (5) disciplines or dimensions of a learning organization, namely: (1) Personal Mastery, 

(2) Mental Models, (3) Building a Shared Vision, (4) team learning, and (5) systems thinking. 

In addition, according to Marquardt (2002) that there are five dimensions of learning 

organizations, namely: (1) learning, (2) organization, and (3) people. 

Work Engagement 

According to Macey et al., (2009) engagement can be defined as an individual's sense and 

purpose, personal initiative, adaptability, effort, and persistence directed towards achieving 

organizational goals. According to Welbourne (2007) engagement is not an attitude, but rather 

a behavior that drives an organization's performance. According to Bakker et al., (2008) work 

engagement is seen as positivity, the fulfillment of work from the center of the mind which is 

characterized, work engagement is a motivation, and positive thought center related to work 

which is characterized by vigor, dedication, and absorption. In line with this opinion, Judge and 

Robbins (2013) explain that employee engagement involves an individual's involvement with 

satisfaction and with enthusiasm for the work he or she does.  

According to Bakker et al., (2008) and Anwar & Niode (2017) employee engagement is divided 

into 3 (three) indicators: (1) Vigor involves a high level of energy and mental resilience at work, 

(2) Dedication refers to one's involvement in work and experiencing a sense of meaning, 

enthusiasm, and pride, and (3) Absorption is an aspect that refers to concentration and 

seriousness in work, enjoying work so that time seems to pass so quickly when you are working 

and you find it difficult to get away from work so you forget everything around you. 

Work Motivation 

Mangkunegara (2005) defines motivation as a condition (energy) that moves within the 

individual directed towards achieving organizational goals. Meanwhile, according to Luthans 

(2008) that technically, the term motivation (motivation) comes from the Latin word movere, 

which means "to move". According to Greenberg and Baron (2003), motivation is the set of 

processes that arouse, direct and maintain human behavior toward attaining goals. 

In line with the previous statement, Judge and Robbins (2013) define motivation as a process 

that plays a role in the intensity, direction, and duration of individual efforts towards achieving 

goals. Intensity is related to how hard a person tries. Meanwhile, Schermerhorn (2013) defines 

motivation as: "motivation refers to forces within an individual that accounts for the level, 

direction, and persistence of effort expended at work". Motivation refers to the strength that 

exists within the individual which includes the level, direction, and persistence of effort in doing 

his job. 

Job Stress 

An individual's response to a stressor depends on their personality, the resources available to 

help them cope, and the context in which the stress occurs (Daft, 2010). Meanwhile, suggested 

by Ivancevich et al., (2011) that from the perspective of ordinary people, stress can be described 

as a feeling of tension, anxiety, or worry, all feelings are a manifestation of the experience of 

stress, a complex programmed to perceive threats that can lead to positive or negative results. 

This means that stress can have a negative or positive impact psychologically and 

physiologically (Judge and Robbins, 2013). McShane and Von Glinow (2008) define stress as 
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an adaptive response to a situation that is perceived as challenging or threatening to the person's 

well-being 

There are multiple stress measurement techniques, one of which is by using a person's adaptive 

response which can be seen from his psychological (emotional) reactions and physical 

(physiological) reactions. PSQ (Perceived Stress Questionnaire) was developed by Fliege et al., 

(2005) whose measurement dimensions include stress reactions and perceived environmental 

stressors or demands.  

Framework 

Organizational learning is an organizational skill in creating, acquiring, interpreting, 

transferring, and retaining knowledge, and deliberately modifying behavior to generate new 

knowledge and insights. Thus, an employee needs to understand the knowledge or skills he has 

and be able to transfer or share it with others so that he is continuously able to produce 

innovative behavior. This description shows that learning organizational factors can improve 

employee innovation behavior in the workplace.  

Therefore, it can be concluded that learning organizations can directly influence innovative 

behavior as research results by Anwar & Niode (2017), Park et al., (2014), and Nadeem et al., 

(2018) show that learning organizations have a positive and significant effect on innovative 

behavior in the workplace. In addition, learning organization also affects work motivation as 

the results by Bawuro et al., (2019), and learning organizations can influence innovative work 

behavior as the results of research by Siyal et al., (2021). 

Job involvement can affect innovative behavior, as previous research conducted by Dogru 

(2018) showed that work engagement has a positive and significant influence on innovative 

work behavior. In addition, work engagement can also be influenced by work stress as the 

results of research by Sheikh Khairuddin & Nadzri (2017), Pérez-Fuentes et al., (2019), and 

Patience et al., (2020). The results of the research by Bani-Melhem et al., (2020) show that 

work stress has a negative effect on innovative work behavior. Meanwhile, the results of 

research by Bani-Melhem et al., (2018) have no effect on innovative work behavior, while the 

results of research by Luis et al., (2020) have a positive effect on innovative work behavior. 

Overall, the relationship or influence between variables has been described, but there are other 

important things that also need to be explained, namely, work engagement and work motivation 

factors can be assumed to mediate the relationship between learning organization and work 

stress on innovative work behavior, and the existence of work motivation and work stress 

variables, which will moderate the relationship between learning organization and work 

engagement on innovative work behavior. Therefore, this description illustration can be 

described as a research concept framework, as follows: 

 

 

 

 

 

 

 

 

 

 



          MIX: Jurnal Ilmiah Manajemen 
Volume 12 Number 2 | June 2022 

p-ISSN: 2088-1231  
e-ISSN: 2460-5328 

___________________________________________________________________________ 

 

http://dx.doi.org/10.22441/jurnal_mix.2022.v12i2.003 215 
 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Framework of Research Concepts 

Hypothesis 

Based on the research framework above, the hypothesis of this research are: (1) learning 

organization, work engagement, work motivation, and work stress affect innovative work 

behavior, (2) learning organization and work stress affects work engagement, (3) learning 

organization has an effect on work motivation, (4) work motivation and work engagement 

mediates the relationship between learning organization and Innovative work behavior, (5) 

work motivation and work engagement mediates the relationship between work stress and 

Innovative work behavior, (6) work engagement moderates the relationship between work 

engagement and Innovative Work Behavior, and the relationship between learning organization 

and Innovative Work Behavior. 

 

METHOD 

The design used in this research is descriptive-verificative which aims to present a structured, 

factual, and accurate description and test hypothesis. This research is descriptive and 

verification carried out through primary data collection in the field, therefore the research 

method used is an explanatory survey method which aims to collect data on objects in the field 

by taking samples from a population and using questionnaires as the primary data collection 

tool. 

This type of research uses survey research methods with a quantitative research approach. 

Survey research is meant to explain causal relationships and test hypothesis. Partial Least 

Squares (PLS) is a multivariate statistical technique that performs comparisons between 

independent (exogenous) and dependent (endogenous) variables. Hair et al., (2014) have 

clarified the nature and role of PLS-SEM in social science research, "according to him: 

researchers need to realize a PLS-SEM analysis tool is a tool that will enable researchers to 

pursue research opportunities in new and different ways.”. Therefore, according to Jugiyanto 

(2011), parametric techniques to test the significance of parameters are not needed and the 

evaluation model for predictions is non-parametric. In addition, PLS-SEM was conducted to 

evaluate the outer and inner models (evaluation of the measurement model and evaluation of 

the structural model). 

Evaluation of the measurement model (outer model) consists of convergent validity, 

discriminant validity (Fornell-larcker criterion and heterotrait-monotrait ratio), and composite 

reliability. Evaluation of the structural model (inner model) consists of coefficients of 

determination (R2), predictive relevance (Q2), size and significance of path coefficients, f2 

effect sizes, and q2 effect sizes. 
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RESULT AND DISCUSSION  

Result 

To assess the significance of the predictive model in structural model testing, it can be seen 

from the t-statistic value between the independent variable to the dependent variable and the 

path coefficient table variable in the table and the SmartPLS 3.0 PLS bootstrapping output 

below: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

Figure 2. Output bootstrap 

Sources : Output SmartPLS 3.0, 2021 

 

Based on figure 2 above, the results of statistical hypothesis testing can be described below: 

a. The results of the t-statistical test for the Effect of learning organization on innovative work 

behavior show that the t-count is 4.883 (>1.98) and the P-value significance value is 0.000, 

and the original sample estimate value is positive, namely 0.537. The hypothesis (H1) which 

states that learning organization has a significant effect on innovative work behavior is 

accepted.  

b. The results of the t-statistical test of the effect of work engagement on innovative work 

behavior show that the t-count is 4.327 (>1.96) and the P-value significance value is 0.000, 

and the original sample estimate value is positive, namely 0.638. The hypothesis (H2) which 

states that Work engagement has a significant effect on innovative work behavior is 

accepted.  

c. The results of the t-statistical test of the Effect of Learning Organization on Work 

Engagement show that the t-count is 1.642 (<1.96) and the P-value significance value is 

0.101, and the original sample estimate value is positive, namely 0.219. The hypothesis (H3) 
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which states that Learning Organization has no significant effect on Work Engagement is 

rejected. 

d. The results of the t-statistical test the effect of learning organization on work motivation 

shows that the t-count is 2.162 (>1.96) and the P-value significance value is 0.031, and the 

original sample estimate value is positive, namely 0.363. The hypothesis (H4) which states 

that learning organization has a significant effect on work motivation is accepted. 

e. The results of the t-statistical test for the effect of work motivation on innovative work 

behavior and work stress on work engagement show that the t-count <1.96 and the P-value 

significance value is 0.464, and the original sample estimate value is positive, namely 0.056. 

The hypothesis (H5) which states that work motivation has a significant effect on innovative 

work behavior, and work stress on work engagement is rejected. 

f. The results of the t-statistical test for the effect of work stress on innovative work behavior 

show that the t-count is 2,090 (>1.96) and the significance value of the P-value is 0.037, and 

the original sample estimate value is positive, namely 0.229. The hypothesis (h6) which 

states that work stress has a significant effect on innovative work behavior is accepted. 

 

Mediation and Moderation Hypothesis Testing 

The indirect effect of learning Organization (LGO) on innovative work behavior (IWB) through 

work motivation (WKM) has a T-statistical value (0.608) < t table (1.96) and a P-value of 0.000 

less than 0.05. While the value of the direct influence of LGO on WKM has a significant effect, 

LGO on IWB has a significant effect, and WKM on IWB is not significant, then WKM is able 

to fully mediate the influence of the LGO variable on innovative work behavior (IWB). So, the 

hypothesis which states that: (1) work motivation (WKM) mediates the relationship between 

learning organization (LGO) and innovative work behavior (IWB) (LGO->WKM->IWB) is 

accepted, (2) work engagement (WKE) mediating the relationship between learning 

organization (LGO) and innovative work behavior (IWB) (LGO->WKE->IWB) is accepted, 

and (3) work engagement (WKE) mediating the relationship between work stress (WKS) and 

innovative work behavior (IWB) (WKS->WKE->IWB) was accepted. 

The t-statistic WKM'M1->IWB has a moderating effect of 0.969 < from t-table 1.96 and the P-

Value value of 0.333 is smaller than alpha 0.05, so work motivation is not able to moderate the 

influence of learning organization on innovative work behavior. Furthermore, the t-statistic of 

WKS'M2->IWB has a moderating effect of 1.634 < from t-table 1.96 and the P-Value value is 

0.103 which is smaller than alpha 0.05, so work stress is also unable to moderate the effect 

between work engagement on innovative work behavior.  

 

Discussion 

According to Senge (1990) opinion that a learning organization is a continuous development of 

people's capacities or abilities, where new and broad thinking patterns are nurtured by the 

organization, have the freedom to argue collectively, and people (individuals) learn how to learn 

together continuously within an organization to achieve organizational goals. The results of this 

study are also in line with the results of research conducted by Anwar & Niode (2017) showing 

that learning organization positively affects the innovative work behavior of employees. In 

addition, the research results of Park et al., (2014) and Nadeem et al., (2018) also show that 

learning organizations have a direct and indirect effect on employees' innovative work behavior. 

According to Welbourne (2007), that engagement is not an attitude, but rather a behavior that 

drives the performance of an organization. Work engagement of employees at RSUD Dr. 

Chasan Boesoirie is able to encourage them to innovate in carrying out their duties. In addition, 
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the work engagement of RSUD employees is able to display, promote, and implement new 

ideas in their work, group, or work organization (Soelton et al., 2021; Yesil & Sozbilir, 2013). 

The result is in line with the results of research conducted by Dogru (2018) and Ariyani & 

Hidayati (2018) showing that work engagement has a positive and significant effect on 

innovative work behavior. 

Sidani & Reese (2018) explain that learning is a key determinant for innovation in a learning 

organization's talent for creating, acquiring, and sharing knowledge, and changing its behavior 

to reflect new learning and insights. This means that with learning in the organization, 

employees will involve themselves to carry out complete work that has a meaningful 

contribution to the organization. The results are different from research conducted by Malik & 

Garg (2017), Soelton & Atnani (2018); Soetantyo & Ardiyanti (2018), and Nugroho & 

Ranihusna (2020) which show that learning organization has a positive effect on work 

engagement. Meanwhile, the results of this study indicate that the hospital management needs 

to implement an outcome-based learning system. This means that the leadership of the hospital 

needs to design a learning activity that uses information technology as a facility for sharing 

knowledge for employees to continuously want to be involved in work. According to Armstrong 

(2010), a learning organization is an organizational action in facilitates all its members to learn 

and transform themselves continuously. 

Meanwhile, work motivation according to Greenberg and Baron (2003) motivation is a process 

of building, directing, and maintaining human behavior in achieving goals. RSUD Dr. Chasan 

Boesoirie continuously facilitates its employees, resulting in: (1) employees trying to achieve 

better work performance than other co-workers, (2) employees looking for better ways of doing 

work, (3) employees trying to achieve or exceed the work standards set, (4) The work assigned 

to me is considered an opportunity for career development, and (5) employees try to control 

coworkers to carry out work. In addition to the description above, the results of this study are 

in accordance with the results of research conducted by Usman (2011), Rahardjo (2015), and 

Talat (2019) showing that learning organization has a positive and significant effect on work 

motivation. 

In addition to the description above, the results of this study are relevant to the results of 

research conducted by Nasir et al., (2019), Bawuro et al., (2019), Kundu et al., (2020), and Siyal 

et al., (2021) shows that work motivation has a positive effect on innovative work behavior. 

The results of this study are in accordance with the opinion of Selye cited by Kinicki and 

Kreitner (2008), and Luthans (2008) that stress is not just nervous tension, stress can have 

positive consequences, and stress is not something to be avoided, and the absence of stress at 

all is death. This indicates that the workload or demands of employees are able to change their 

work behavior into a valuable opportunity or have an impact on continuous work innovation. 

The results are also relevant to the results of research conducted by Luis et al., (2020) that stress 

has a positive effect on innovative work behavior. Meanwhile, Bani-Melhem et al., (2018) work 

stress has no effect on innovative work behavior. However, the logical consequence needs to 

be the attention of the organization that work stress has the potential to reduce or have a negative 

impact on work innovation, as research findings from Bani-Melhem et al., (2020) and Ijie et 

al., (2021) show that work stress comes from workload, work pressure, and 

frustration/depression have a negative effect on innovative work behavior. 

Stress can have a negative as well as a positive impact psychologically and physiologically 

(Judge and Robbins, 2013). The effects of job stress are many and varied, some effects, of 

course positive, such as self-motivation and stimulation to satisfy individual goals (Ivancevich 
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et al., 2011). However, in a comprehensive manner, RSUD employees have work engagement 

consisting of sincerity, dedication, and appreciation which is shown through (1) persistence in 

completing work, (2) involve yourself with colleagues in completing a job, (3) feel that the 

work done is very meaningful for the benefit of the organization and individuals, (4) always 

enthusiastic at work, and (5) feel proud when doing the job completely and thoroughly (self-

esteem). The result is also not in line with the research findings of Sheikh Khairuddin & Nadzri 

(2017), Muhammad et al., (2018), Pérez-Fuentes et al., (2019), and Patience et al., (2020) show 

that work stress has an effect on negative on work engagement. 

The results showed that: (1) work motivation mediates the relationship between learning 

organization and innovative work behavior, (2) work engagement mediates the relationship 

between learning organization and innovative work behavior, and (3) work engagement 

mediates the relationship between work stress and innovative work behavior. In addition, 

because there is a direct influence between exogenous and endogenous variables that have no 

effect, then the mediating relationship or influence is full mediating. 

The results of this study are relevant to the research conducted by Nugroho and Ranihusna that 

learning organization has a positive influence on innovative work behavior, and work 

engagement mediates the relationship between learning organization and innovative work 

behavior. The results of hypothesis testing 11 and 12 (H11 and H12) show that work motivation 

is not able to moderate the influence between learning organization and work engagement on 

innovative work behavior. This refers to the t-statistic having a moderating effect that is smaller 

than the t-table 1.96 and the P-Value value is smaller than alpha 0.05. 

This moderating effect test is different from the mediation test above because the results of this 

test indicate that the presence or absence of moderating variables in exogenous and endogenous 

constructs does not contribute significantly to the relationship or influence between learning 

organization and work engagement on Innovative Work Behavior. 

 

CONCLUSION  

Based on the discussion above, the conclusions are: 

1. Learning organization and work engagement have a positive and significant effect on 

innovative work behavior and work motivation but no effect on work engagement. 

2. Work motivation has no effect on innovative work behavior. 

3. Work stress has a positive and significant effect on innovative work behavior but has no 

effect on work engagement. 

4. Work motivation fully mediates the relationship between learning organization and 

innovative work behavior. 

5. Work engagement fully mediates the relationship/influence of learning organization and 

work stress on innovative work behavior. 

6. Work motivation does not moderate the relationship or influence of learning organization 

and work engagement on innovative work behavior. 

Suggestions in this research are: (1) The results of the LGO study have no effect on 

work engagement, therefore the organization (hospital) needs to improve the learning 

organization through (a) the leadership of all work units at the hospital seeks to encourage every 

employee to learn, both formally and informally, to develop employee abilities, (b) leaders need 

to maximize work communication and continuous group learning, and (c) providing an 

effective computer/website-based information system to facilitate the learning process. (2) The 

results of the WKM research have no effect on IWB, therefore the employees need to re-manage 
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work motivation factors by (a) trying to achieve better work performance and being willing to 

cooperate with colleagues voluntarily, (b) always striving to achieve or exceed work standards 

or innovate in work without violating the organization's code of ethics, and (c) strive to 

continuously build positive perceptions and/or constructive behavior as opportunities for career 

development. 
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