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ABSTRACT 
Employee innovative behavior is crucial in an era characterized by rapid change and intense competition. This research aims to 
investigate the influence of organizational commitment on teacher innovative work behavior, mediated by knowledge sharing. A 
total of 191 teachers from several prestigious private schools in Jakarta, Indonesia, agreed to participate as respondents by completing 
an online questionnaire. The analysis employed Structural Equation Modeling (SEM) with SMART Partial Least Squares 
(SMARTPLS). The results indicate that affective and continuance commitment significantly influence teacher innovative behavior 
both directly and through the mediating role of knowledge sharing. However, normative commitment was not found to have a 
significant influence on innovative behavior. These findings are expected to provide valuable insights for the development of human 
resource management strategies in the education context and contribute significantly to the enhancement of overall education 
quality. 
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INTRODUCTION 
Education serves as the cornerstone of building an advanced 

and sustainable society. Teachers, as primary agents in the 

learning process, play a crucial role in ensuring the quality and 

relevance of education for future generations. As education 

faces evolving challenges, the innovative work behavior of 

teachers becomes increasingly important. Innovative teachers 

can adapt to changes by creating new teaching methods, 

utilizing the latest technology, and adopting approaches that are 

relevant to students' needs. According to Dalima et al. (2023), 

the demands of society and industry for quality human 

resources and rapid social change mean that educational 

institutions are always in dynamics. This is necessary to meet 

the expectations of the younger generation who are competent 

in the fields of knowledge, skills and virtuous character. 

 

Previous studies have concluded that innovative work behavior 

within organizations is not only a product of individual talents 

and traits but also results from social and psychological 

influences (Khaola & Coldwell, 2019) such as commitment and 

willingness to share. Organizational commitment has been 

recognized as a crucial factor influencing employee work 

behavior (Hakimian et al., 2016) which contributes to the 

success of organizational change (Maçães & Román-Portas, 

2022).  Teacher commitment determines school success 

because it is related to creating a conducive learning 

environment, supporting positive behavior, and ongoing 

guidance. Teachers' level of commitment to the organization 

has the potential to influence their engagement in innovative 

practices. However, the influence of organizational 

commitment on teachers' innovative work behavior still 

requires deeper understanding. 

 

In an era where information and knowledge are easily 

accessible, the concept of knowledge sharing becomes 

increasingly significant. Knowledge sharing enables teachers to 

access new ideas, best practices, and relevant knowledge to 

enrich the learning experience and service provision. According 

to Alblooshi et al. (2020), it is important for organizations to 

encourage, foster, and support organizational learning, and 

knowledge sharing should be embraced by every individual 

within the organization. Phung et al. (2017) stated that 

knowledge is a crucial resource for organizations to develop 

competitive advantages, especially in complex environments. 

Knowledge plays a role in enhancing intellectual capital by 

promoting the exchange and creation of knowledge within the 

organization. 

 

This paper aims to explore the influence of organizational 

commitment on teachers' innovative work behavior, 

considering the role of knowledge sharing as a mediator. By 

understanding these dynamics, it is hoped to gain a deeper 

understanding of how organizational commitment affects 

teachers' innovative behavior through the process of knowledge 

sharing. Knowledge sharing as a mediating variable is an 

innovation that has not been previously undertaken by 

researchers, especially in the field of education. 
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LITERATURE REVIEW AND HYPOTHESIS 

DEVELOPMENT 
Organizational Commitment 

Organizational commitment yields benefits for both employees 

and organizations (Phetsombat & Na-Nan, 2023). Commitment 

relates to employees' mental and emotional engagement with 

the organization, influenced by how employees identify 

themselves, engage in organizational activities, and feel valued 

as members of the organization (Maiti et al., 2021). 

Organizational commitment refers to the extent to which an 

employee feels bound to or identifies with the organization they 

work for. This encompasses the employee's desire to remain a 

part of the organization. Emotional attachment to the 

organization and belief in its values are considered primary 

indicators of employee commitment (Robbins & Judge, 2022). 

Meyer & Allen (1991) developed organizational commitment 

as a multidimensional construct consisting of affective 

commitment (AC), normative commitment (NC), and 

continuance commitment (CC). These three dimensions 

represent psychological states that describe the relationship 

between employees and the organization, impacting employees' 

decisions to continue or terminate their membership in the 

organization. Affective commitment is developed when there is 

a mutually beneficial exchange-based relationship between 

employees and the organization, as employees who are 

affectively committed feel a sense of ownership and connection 

to the workplace and the organization (Abbasi et al., 2022). 

Continuance commitment relates to an employee's choice to 

remain employed in a company based on cost-benefit 

calculations. Normative commitment reflects a sense of 

obligation to continue the job. Employees with high levels of 

normative commitment feel they ought to stay with the 

organization (Meyer & Allen, 1991). Employees experiencing 

all three forms of commitment will demonstrate a strong desire 

to remain within the organization (Noesgaard & Jørgensen, 

2023).  

 

Knowledge Sharing 

Motivating people to share knowledge within an organization 

is one of the most important priorities for knowledge 

management practitioners (Salehi et al., 2023). Knowledge 

sharing is a form of high-level donation involving sacrifice, 

where individuals willingly make their knowledge available to 

be understood, adopted, and utilized by others. This, in turn, can 

result in shared ownership of knowledge (Nham et al., 2020), 

mutual understanding, and new wisdom (Rattanawichai et al., 

2022). Knowledge sharing holds significant value for 

organizations as it can enhance efficiency, prevent waste, 

reduce training costs, and minimize risks (Nguyen et al., 2019). 

It also contributes to the development of employee and 

organizational capabilities (Siri & Lorsuwannarat, 2020) and 

enhances innovation performance (Iqbal et al., 2023). 

Organizations that can effectively or sustainably share 

knowledge possessed by employees will continue to access new 

knowledge, opening opportunities to gain sustainable 

competitive advantages (Israilidis et al., 2020). Sharing 

knowledge in today's competitive environment will aid in the 

growth of skills and abilities of staff and managers (Salehi & 

Alanbari, 2023). Knowledge sharing serves as an informal 

learning source that assists teachers in preparing and planning 

teaching programs and enhancing teaching practices (Langdal, 

2023). 

 

Innovative Work Behavior 

Innovative behavior is the ability of employees to discover 

innovative solutions to problems through new thinking 

processes while making additional efforts to enhance long-term 

performance, create advantages, and effectiveness (Javed et al., 

2021). Creative and innovative behavior is necessary to 

generate fresh and applicable ideas that can enhance 

organizational efficiency (Shafaei & Nejati, 2023). Employee 

innovation encompasses changes in beliefs and behaviors of 

individuals working within the organization (Neck et al., 2017). 

The use of innovative methods or approaches can enable 

employees to enhance performance with better outcomes 

through more efficient means (Nasir et al., 2018). Innovation 

activities require the ability to think and do things differently 

(Battistelli et al., 2019). Such behavior not only generates new 

ideas but also promotes and realizes innovative ideas (Stoffers 

et al., 2020). Innovative behavior requires motivational triggers 

and intrinsic identification by employees, enabling this 

behavior to be sustained when facing challenges (Wu & Wu, 

2019). 

 

Organizational Commitment and Innovative Work 

Behavior (IWB) 

Organizational commitment is a strong belief in the values and 

goals of the organization, a desire to continue working with the 

organization, and a willingness to contribute to the 

organization's development (Nguyen & McGuirk, 2022). 

Affective commitment drives employees to better understand 

and embrace the values and goals of the organization, and to 

strive for the organization's aspirations to be achieved through 

new and innovative ways (Hakimian et al., 2016). Previous 

research findings have concluded that there was inconsistency 

in the influence of organizational commitment dimensions on 

innovative work behavior.  Studies by Azinga et al. (2023) and 

Tajeddini et al. (2023) showed that affective commitment 

enhanced employees' innovative work behavior in the 

healthcare, textile, and SME sectors. However, in public 

organizations, affective commitment among civil servants did 

not promote innovative behavior (Batmomolin et al., 2022). On 

the other hand, normative commitment also significantly 

impacts employees' innovative work behavior (Hakimian et al., 

2016). Normative commitment is defined as employees' belief 

in their moral obligation to remain with the organization. This 

obligation drives employees to strive harder in performing their 

tasks and also encourages them to seek solutions to enhance 

performance and generate innovative work behavior. 

Employees with high levels of normative commitment will 

exert themselves because they believe that such efforts are right 

and moral. Therefore, normative commitment, rooted in 

morality, encourages employees to be innovative and share new 

ideas within the organization (Hakimian et al., 2016).  

H1a Affective Commitment (AC) has a positive 

effect on IWB 

https://doi.org/10.36713/epra2013
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 H1b Continuance Commitment (CC) has a 

positive effect on IWB  

H1c Normative commitment (NC) has a positive 

effect on IWB 

 

Organizational Commitment and Knowledge Sharing (KS) 

Knowledge sharing depends on the relationships and 

interactions of individual employees (Ngee Ng, 2022). The 

findings of Sharif et al. (2022)  indicated that library employees 

in Pakistan are more inclined to require trust from their 

coworkers to share tacit knowledge with others under female 

leadership compared to male leadership, and under male 

leadership, library employees engaged in more tacit knowledge 

sharing practices when they are emotionally committed to the 

organization. Affective and normative commitment 

significantly influenced employees' knowledge sharing 

intention. Continuance commitment did not affect knowledge 

sharing intention. Additionally, there was a positive reciprocal 

influence between affective and normative commitment 

contributing to knowledge (Luo et al., 2021). Ouakouak & 

Ouedraogo (2019) reported that organizational commitment 

influenced employees' willingness to give and receive 

knowledge as part of a sharing culture. Employees with 

affective commitment contributed to improving the level of 

knowledge management maturity in pursuing organizational 

goals (Marques et al., 2019).  

 H2a  AC has a positive effect on KS 

H2b  CC has a positive effect on KS 

H2c  NC has a positive effect on KS 

 

Knowledge Sharing and Innovative Work Behavior 

Knowledge sharing is a social asset that can influence the future 

success of organizations, where sharing knowledge enables 

organizations to operate effectively and efficiently (Ye et al., 

2022). When employees engage in knowledge sharing, they 

collaborate and learn together, thereby opening opportunities 

for them to generate innovative ideas (Perotti et al., 2022; 

Muhammed et al., 2020). Employees with greater knowledge 

are more likely to share it with their colleagues. This behavior 

recurs, as employees who receive knowledge will reciprocate it 

in various forms, ultimately providing opportunities for 

employees to exhibit innovative behaviors (Jabid et al., 2023). 

One characteristic of innovation is value creation, made 

possible through knowledge exchange (Salehi & Alanbari, 

2023). 

H3 KS has a positive effect on IWB 

 

Knowledge Sharing as Mediator 

Knowledge sharing is crucial for externalizing individual 

knowledge within an organization, ensuring that employees in 

need of that knowledge can effectively carry out their job tasks 

(Lee et al., 2023). In complex contexts like today's, knowledge 

sharing is a primary mechanism for designing collaborative 

solutions tailored to address environmental needs (Castaneda & 

Cuellar, 2021). According to Ahmed et al. (2018), knowledge 

sharing plays a significant role in intervening in employees' 

ingrained commitment with innovative work behavior. Shared 

knowledge and skills enable employees to integrate and 

cultivate new knowledge and ideas. Thinking processes and 

work methods can be enhanced, thereby boosting employees' 

knowledge levels and work capabilities and influencing 

organizational innovation performance. Therefore, employees' 

knowledge sharing behavior can positively impact 

organizational innovation performance (Zhao et al., 2020).  

H4a     KS mediates the influence of AC on IWB 

H4b  KS mediates the influence of CC on IWB 

H4c  KS mediates the influence of NC on IWB 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 1. Research Model 

 

 
 

METHODOLOGY 
This study is causal research aimed at testing hypotheses by 

analyzing the influence between research variables. The 

approach used is a quantitative approach, which examines the 

influence of organizational commitment on innovative work 

behavior mediated by knowledge sharing. Data collection is 

cross-sectional or one-shot, meaning data is collected at a single 

point in time, specifically in July 2023, while the unit of 

analysis is 191 individual teachers distributed across seven 

private high schools in the capital city of Jakarta, Indonesia. 
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Measurement of organizational commitment utilizes twenty-

four statement items developed by Allen & Meyer (1990), 

comprising 8 statements each for affective commitment, 

continuance commitment, and normative commitment. To 

measure innovative work behavior, nine items adopted from 

Janssen (2000)  are employed. Eight statement items adopted 

from De Vries et al., (2006) are used to measure knowledge 

sharing. All items in the research instrument employ a five-

point Likert scale ranging from 1 (strongly disagree) to 5 

(strongly agree). 

 

RESULTS AND DISCUSSION 
Characteristics of Respondents and Descriptive Statistics 

The majority of respondents are female teachers (54.4%), aged 

over 50 years (35.2%), have a bachelor's degree as their highest 

education level (79.7%), and have been working for more than 

20 years in the same school (31.8%). 

 

The mean for the affective commitment variable is 4.44. This 

indicates that employees have an emotional attachment and are 

happy to spend their lives and energy for the school. Employees 

also enjoy talking about their school to others. Employees feel 

part of the school. The school is very meaningful to the 

employees, and school issues are the teachers' concerns. The 

mean for continuance commitment is 4.21, indicating that 

employees strongly desire to continue working at the current 

school until retirement age. There is a fear within the employees 

of leaving the school, and their lives would be disrupted if they 

were to switch to another school or job. There are losses to be 

incurred if they were to leave this school. The average for 

normative commitment is 4.16. This means that employees are 

loyal, faithful, and unwilling to move even if there are better 

offers at other schools. Loyalty is a fundamental attitude of the 

employees, and they want to continue working at the current 

school out of a sense of moral obligation. 

 

The mean for knowledge sharing is 4.08, indicating that 

knowledge sharing is practiced among the teachers. Teachers 

are willing and eager to accept and share information, 

knowledge, and skills. There is an exchange of knowledge 

among fellow teachers to enrich and help each other for the 

progress and development of the school. There is a relationship 

and collaboration created among the teachers in ensuring the 

availability of knowledge needed for student learning, teacher 

career development, and service to customers. 

 

The average for innovative work behavior is 3.94, meaning that 

teachers feel they have exhibited innovative work behavior. 

Teachers strive to create ideas, seek methods, techniques, or 

instruments, and generate solutions to the problems they face. 

Teachers who have ideas are able to garner support from 

colleagues to implement the ideas generated. Teachers are also 

able to transform creative ideas into good practices that can be 

shared with colleagues and students. 

 

Measurement Model 

The measurement model reflects all variables while considering 

outer loadings, aronbach’s alpha, composite reliability (CR), 

and Average Variance Extracted (AVE). An instrument is 

categorized as valid based on the value of factor loading. In this 

case, referring to Hair et al. (2019), if the sample size is 150, 

then a factor loading of 0.45 is considered valid, and if the 

sample size is 200, then a factor loading of 0.40 is considered 

valid. With a sample size of 191 respondents, a minimum factor 

loading of 0.40 is considered valid. The data in table 1 show 

that the factor loading values range from 0.458 to 0.793, 

indicating that all items are valid reflections of variable 

measurements. 

 

Similarly, an instrument is considered reliable if the cronbach’s 

alpha and composite reliability values are ≥ 0.60, as per the 

guidelines of Hair et al. (2019). The data in table 1 indicate that 

the cronbach’s alpha and composite reliability are above 0.60, 

indicating that all statement items are reliable as instruments. 

Meanwhile, an AVE value above 0.50 reflects that the 

indicators represent the measured constructs. 

 

 

 

Table 1. Outer Loadings, Cronbach's Alpha, CR and AVE 

Variable Items Outer 

Loadings 

Cronbach's 

Alpha 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

Affective 

Commitment 

AC1 .651 .826 .869 .663 

AC2 .458 

AC3 .700 

AC4 .616 

AC5 .732 

AC6 .739 

AC7 .766 

AC8 .785 

Continuance 

Commitment 

CC1 .668 .811 .858 .634 

CC2 .770 

CC3 .660 

CC4 .754 

CC5 .680 

CC6 .618 

https://doi.org/10.36713/epra2013
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CC7 .525 

CC8 .560 

Normative 

Commitment 

NC1 .583 .733 .834 .688 

NC2 .668 

NC3 .592 

NC4 .655 

NC5 .575 

NC6 .682 

NC7 .644 

NC8 .571 

Knowledge 

Sharing 

KS1 .722 .851 .884 .849 

KS2 .759 

KS3 .719 

KS4 .629 

KS5 .750 

KS6 .693 

KS7 .620 

KS8 .686 

Innovative 

Work Behavior 

IWB1 .637 .890 .911 .734 

IWB2 .683 

IWB3 .670 

IWB4 .762 

IWB5 .761 

IWB6 .763 

IWB7 .793 

IWB8 .729 

IWB9 .760 

Source: Data is processed with SmartPLS 

Hypothesis Testing 

The results of hypothesis testing are presented in table 2. The 

data in the table 2 indicates that out of the ten hypotheses 

proposed, seven of them are accepted, and three are rejected. 

Hypotheses are accepted if the p-value is < 0.05 and rejected if 

the p-value is > 0.05.

 

Table 2. Hypothesis Testing Results 

Hypothesis Path Coefficient T-Values P-Values Decision 

AC        IWB .206 2.579 .010 Supported 

CC        IWB .197 2.343 .020 Supported 

NC        IWB .128 1.295 .196 Not Supported 

AC         KS .263 3.121 .002 Supported 

CC        KS .327 4.014 .000 Supported 

NC        KS .141 1.538 .125 Not Supported 

KS        IWB .207 2.752 .006 Supported 

AC        KS          IWB .055 1.983 .048 Supported 

CC        KS          IWB .068 2.182 .030 Supported 

NC        KS          IWB .029 1.340 .258 Not Supported 

Source: Data is processed with SmartPLS 

DISCUSSION 
The statistical testing results indicate that high affective 

commitment fosters innovative work behavior. H1a is 

supported. This finding reaffirms studies by Hakimian et al. 

(2016); Ouakouak & Ouedraogo (2019); Azinga et al. (2023); 

Tajeddini et al. (2023). The emotional connection teachers have 

towards their job and work environment can motivate them to 

engage in innovative activities, especially in seeking new ways 

to enhance student learning experiences and parent 

engagement. Teachers are more willing to try new teaching 

methods or utilize new technologies to support learning and are 

open to new ideas, actively seeking innovative solutions to 

challenges they face. Affective commitment can help build an 

innovative culture in schools, fostering experimentation and 

positive change. 

 

Continuance commitment contributes positively to the level of 

innovation in work behavior. H1b is supported. This result 

contrasts with previous research conducted by Ouakouak & 

Ouedraogo (2019) but is consistent with Hakimian et al. (2016). 

Individuals who feel continuously committed to the 

organization tend to stay and invest in the organization. In other 

https://doi.org/10.36713/epra2013
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words, employees perceive that they must remain in the 

organization because of the needs or dependencies they have 

built. This continued attachment may lead to greater efforts by 

individuals to create added value for the organization, including 

through innovative work behavior. Individuals who feel 

continuously committed may feel more secure in taking risks, 

proposing new ideas, and trying different approaches in their 

work because they believe that their investment in the 

organization will bring long-term benefits. Additionally, 

individuals who feel continuously committed are more likely to 

seek new ways to improve their own performance and that of 

the organization as a whole, including through innovation. 

Employees may be more motivated to face new challenges and 

opportunities because they see the organization as an integral 

part of their identity and long-term future. Thus, continuous 

commitment can be a key driver of innovative work behavior, 

as it enhances motivation, courage to take risks, and focus on 

creating added value for the organization. 

 

Normative commitment does not influence innovative work 

behavior. H1c is not supported. This result is consistent with 

Marques et al. (2019) that normative commitment does not 

affect knowledge transfer. It may be because employees feel 

they have to continue working solely out of moral obligation or 

adherence to social norms. This moral responsibility gives rise 

to commitment and loyalty to strive to remain in the 

organization. Loyalty to the organization may foster comfort 

without developing innovative aspects that may require taking 

risks or significant change. 

 

The research findings conclude that strong affective 

commitment positively influences knowledge sharing. H2a is 

supported. This result is consistent with the studies by 

Hakimian et al. (2016); Ouakouak & Ouedraogo (2019); and 

Sharif et al. (2022). Teachers with high affective commitment 

to their job tend to feel more attached to the organization. They 

foster a sense of ownership towards the school and form 

stronger interpersonal relationships with colleagues. A strong 

sense of ownership enables teachers to be more willing to 

collaborate and share knowledge with coworkers as a positive 

contribution to collective efforts and organizational success. 

Strong interpersonal relationships with coworkers can enhance 

trust and support, making teachers more comfortable in sharing 

knowledge, experiences, and best practices. This knowledge-

sharing process can broaden insights, sharpen skills, and 

enhance overall teaching effectiveness. 

 

High continuance commitment has a positive impact on 

knowledge sharing. H2b is supported. This result is consistent 

with the study by Ouakouak & Ouedraogo (2019). Continuance 

commitment is related to individual involvement based on the 

needs or dependencies created by the individual's investment in 

the organization, such as time, effort, and experience. 

Innovative work behavior tends to be more related to 

individuals' ability to think creatively, generate new ideas, and 

change existing work methods to create added value for the 

organization. Therefore, commitments more closely related to 

direct involvement in the organization, such as continuance 

commitment, are more likely to influence innovative work 

behavior by encouraging individuals to invest more time, 

energy, and resources into creating change and innovation. 

Normative commitment does not influence knowledge sharing. 

H2c is not supported. A teacher's attachment to the school due 

to moral obligation is not sufficient to encourage teachers to be 

generous in sharing. Although normative commitment can be 

an important factor in the relationship between individuals and 

organizations, the generosity of sharing knowledge is often 

driven by intrinsic motivation, personal satisfaction in helping 

colleagues, or perceptions of the benefits of sharing actions. 

 

Knowledge sharing has a positive influence on innovative work 

behavior. H3 is supported. This finding is consistent with 

previous studies conducted by Munir & Beh (2019); Vandavasi 

et al. (2020); Islam et al. (2022). The practice of knowledge 

sharing creates an environment where organizational learning 

can thrive. When knowledge and experiences are widely shared 

among members of the organization, it opens the door to 

enhanced collaboration, innovation, and adaptation to change. 

Collaboration and interaction among individuals through the 

knowledge-sharing process can generate more creative ideas 

and innovative solutions. Through discussions, exchange of 

ideas, and open thinking, individuals can combine their 

knowledge and experiences to produce better solutions than 

what can be achieved individually. When individuals feel that 

their knowledge and ideas are valued and appreciated by their 

peers, it can boost their confidence and motivation to actively 

contribute to the innovation process. Feeling noticed and 

supported, individuals are more motivated to create and 

experiment with new ideas, even if it involves risk or failure. 

 

Knowledge sharing mediates the influence of affective 

commitment on innovative work behavior. H4a is supported. 

This finding confirms previous research on SME employees in 

Bali conducted by Arsawan et al. (2022). Affective 

commitment can motivate individuals to share knowledge with 

their colleagues. Through this practice of knowledge sharing, 

teachers can disseminate ideas, experiences, and resources that 

can trigger innovation in the workplace. Through knowledge 

sharing, teachers can access new knowledge, alternative 

perspectives, and creative ideas from their peers. This can 

enhance their problem-solving abilities, develop new solutions, 

and adopt innovative work behaviors. Teachers who feel 

emotionally committed to their job, actively share knowledge 

with coworkers, and have a willingness to try new things are 

more likely to demonstrate innovative work behavior. 

 

Knowledge sharing plays a role as a mediator between 

continuance commitment and innovative work behavior. H4b is 

supported. The exchange of knowledge and information 

between teachers is an effective means for loyal and committed 

teachers to foster creativity and innovation in schools. When 

sharing knowledge, teachers who have a high level of affection 

for the school will gain new ideas and strive to implement them 

to improve the quality of classroom learning and provide 

excellent service to students. By sharing knowledge, 

experience, information, and ideas among teachers, individuals 

https://doi.org/10.36713/epra2013
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will feel more bound and morally engaged in the school. 

Commitment to being bound and engaged in the school will 

motivate teachers to contribute to creating change in the school 

by daring to take risks and develop new ideas that support 

innovation. According to Azizi et al. (2023), to achieve the 

appropriate level of knowledge creation and innovation, 

organizations must selectively promote the knowledge and 

skills of their employees. This process requires the crucial role 

of knowledge sharing within an organization. If motivated, 

employees can become more efficient and produce better 

outputs in knowledge creation in a shorter amount of time. 

 

Knowledge sharing is unable to mediate the influence of 

normative commitment on innovative work behavior. H4c is 

not supported. When individuals have high normative 

commitment, they may be more inclined to comply with 

existing social norms and expectations rather than thinking 

creatively or taking risks to effect change. In this case, 

normative commitment may not directly support innovative 

work behavior because its focus is more on maintaining the 

status quo and loyalty to the organization without considering 

innovative aspects that may require risk-taking or significant 

changes. Therefore, knowledge sharing, which refers to the 

exchange and dissemination of knowledge within the 

organization, may not be sufficient to mediate the influence of 

normative commitment on innovative work behavior. Although 

knowledge sharing can enhance individuals' access to new 

information, ideas, and other intellectual resources, individuals 

with high normative commitment may still be reluctant to take 

risks or try new approaches in their work due to their adherence 

to existing norms. As a result, knowledge sharing may not 

effectively facilitate the relationship between normative 

commitment and innovative work behavior. 

 

CONCLUSION 
Innovative work behavior of teachers is influenced by 

organizational commitment. Specifically, affective and 

continuance commitment affect teachers' innovative behavior 

both directly and through the mediating role of knowledge 

sharing. Meanwhile, normative commitment does not have a 

significant influence either directly or indirectly on innovative 

behavior. This study contributes to human resource 

development in the field of education. 

 

Several implications of this research for school management are 

as follows: Firstly, school management can direct efforts to 

enhance affective and continuance commitment among 

teachers. This can be done through various means, such as 

creating a supportive work climate and addressing the 

emotional needs of teachers; organizing training and self-

development programs aimed at increasing teachers' 

attachment and involvement with the school; and establishing 

incentive and reward systems that encourage long-term 

commitment of teachers to the school. Secondly, school 

management needs to identify and encourage knowledge 

sharing practices among teaching staff. This can be achieved 

through: establishing learning communities among teachers to 

share experiences and knowledge, implementing online 

platforms or forums that facilitate teachers to share ideas, best 

practices, and educational resources, and providing rewards and 

recognition to teachers who are actively engaged in sharing 

knowledge and experiences with their colleagues. Thirdly, 

school management needs to develop policies and procedures 

that support innovation in the school environment by allocating 

sufficient time and resources for research, curriculum 

development, granting teachers the freedom to experiment with 

new teaching methods, building partnerships with educational 

institutions, industries, and the local community to support 

innovation and sustainable learning. 

 

As for the limitations of this research, it was only conducted in 

a few select schools in Jakarta, Indonesia. Further research 

could be conducted in other institutions and cultures to gain a 

deeper understanding of the relationships between variables 

across different cultures. Future research could utilize other 

social and psychological factors as mediating variables, such as 

organizational support, resilience, and self-efficacy. 

 

REFERENCES 
1. Abbasi, A. S., Rashidi, Z., & Ghani, U. (2022). Inclusive 

Leadership and Employees’ Knowledge Hiding Behaviors: The 

Mediating Role of Interpersonal Trust and Affective 

Commitment as a Moderator. Pakistan Journal of Commerce 

and Social Sciences, 16(4), 452–471. 

2. Ahmed, F., Hassan, A., Ayub, M. U., & Klimoski, R. (2018). 

High Commitment Work System and Innovative Work 

Behavior: The Mediating Role of Knowledge Sharing. Pakistan 

Journal of Commerce and Social Sciences, 12(1), 29–51. 

3. Alblooshi, M., Shamsuzzaman, M., & Haridy, S. (2020). The 

relationship between leadership styles and organisational 

innovation : A systematic literature review and narrative 

synthesis. In European Journal of Innovation Management 

(Vol. 24, Issue 2, pp. 338–370). 

 Emerald Group Holdings Ltd. https://doi.org/10.1108/EJIM-

11-2019-0339. 

4. Allen, N. J., & Meyer, J. P. (1990). The measurement and 

antecedents of affective, continuance and normative 

commitment to the organization. Journal of Occupational 

Psychology, 63(1), 1–18. https://doi.org/10.1111/j.2044-

8325.1990.tb00506.x 

5. Andrade, R. D., Pinheiro, P. G., Pontes, M. D. M., & Pontes, 

T. L. D. (2023). Unleashing Knowledge Sharing in Emerging 

Economy Startups: A Multilevel Analysis. Sustainability 

(Switzerland), 15(13). https://doi.org/10.3390/su151310338. 

6. Arsawan, I. W. E., Kariati, N. M., Shchokina, Y., Prayustika, 

P. A., Rustiarini, N. W., & Koval, V. (2022). Invigorating 

Employee’s Innovative Work Behavior: Exploring Sequential 

Mediating Role of Organizational Commitment and Knowledge 

Sharing. Business: Theory and Practice, 23(1), 117–130. 

 https://doi.org/10.3846/btp.2022.15684. 

7. Azinga, S. A., Obeng, A. F., Ellis, F. Y. A., & Ansah, M. O. 

(2023). Assessing the effects of transformational leadership 

on innovative behavior: the role of affective commitment 

and psychological capital. Evidence-Based HRM. 

https://doi.org/10.1108/EBHRM-05-2022-0119. 

https://doi.org/10.36713/epra2013
https://doi.org/10.1108/EJIM-11-2019-0339
https://doi.org/10.1108/EJIM-11-2019-0339
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.3390/su151310338
https://doi.org/10.3846/btp.2022.15684
https://doi.org/10.1108/EBHRM-05-2022-0119


                                                                                                                                                  ISSN (Online): 2455-3662 
 EPRA International Journal of Multidisciplinary Research (IJMR) - Peer Reviewed Journal 
 Volume: 10| Issue: 3| March 2024|| Journal DOI: 10.36713/epra2013 || SJIF Impact Factor 2024: 8.402 || ISI Value: 1.188 

 
 

 
2024 EPRA IJMR    |   http://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra2013 -------------------------------------------------------------------545 

8. Azizi, N., Akhavan, P., Ahsan, A., Rahele K., Haass, O., & 

Saremi, S. (2023). Influence of motivational factors on 

knowledge sharing methods and knowledge creation process in 

an emerging economic context. Knowledge Management & E-

Learning: An International Journal, 15(1), 115–132. 

 https://doi.org/10.34105/j.kmel.2023.15.007. 

9. Batmomolin, A., Supriatna, D., Hananto, T., Tanuwijaya, J., & 

Sadana, S., MS. (2022). Mediating Role of Intrapreneurship 

Competency and Affective Commitment in the Influence of 

Training and Development on Employees’ Innovative Behavior. 

Quality - Access to Success, 23(191). 

 https://doi.org/10.47750/qas/23.191.09. 

10. Battistelli, A., Odoardi, C., Vandenberghe, C., Di Napoli, G., & 

Piccione, L. (2019). Information sharing and innovative work 

behavior: The role of work-based learning, challenging tasks, 

and organizational commitment. Human Resource 

Development Quarterly, 30(3), 361–381. 

 https://doi.org/10.1002/hrdq.21344. 

11. Dalima, V., Toulwala, R. B., Buku, K. R., & Batmomolin, A. 

M. D. (2023). Training, Innovative Behavior and Performance: 

Empirical Studies in Private School. International Journal of 

Multidisciplinary Research and Analysis, 06(08), 3473–3483. 

 https://doi.org/10.47191/ijmra/v6-i8-09. 

12. De Vries, R. E., Van Den Hooff, B., & De Ridder, J. A. (2006). 

Explaining knowledge sharing: The role of team communication 

styles, job satisfaction, and performance beliefs. 

Communication Research, 33(2), 115–135. 

 https://doi.org/10.1177/0093650205285366. 

13. Devi, N. C. (2023). Paradoxical leadership and employee 

creativity: knowledge sharing and hiding as mediators. Journal 

of Knowledge Management. https://doi.org/10.1108/JKM-10-

2022-0779. 

14. Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2019). 

Multivariate Data Analysis Eighth Edition (Eighth Edition). 

Annabel Ainscow. www.cengage.com/highered. 

15. Hakimian, F., Farid, H., Ismail, M. N., & Nair, P. K. (2016). 

Importance of commitment in encouraging employees’ 

innovative behaviour. Asia-Pacific Journal of Business 

Administration, 8(1), 70–83. https://doi.org/10.1108/APJBA-

06-2015-0054. 

16. Iqbal, S., Litvaj, I., Drbúl, M., & Rasheed, M. (2023). 

Improving Quality of Human Resources through HRM 

Practices and Knowledge Sharing. Administrative Sciences, 

224, 13. https://doi.org/10.3390/admsci13100224. 

17. Islam, T., Zahra, I., Rehman, S. U., & Jamil, S. (2022). How 

knowledge sharing encourages innovative work behavior 

through occupational self-efficacy? The moderating role of 

entrepreneurial leadership. Global Knowledge, Memory and 

Communication. https://doi.org/10.1108/GKMC-02-2022-

0041. 

18. Israilidis, J., Siachou, E., & Kelly, S. (2020). Why organizations 

fail to share knowledge: an empirical investigation and 

opportunities for improvement. Information Technology and 

People, 34(5), 1513–1539. https://doi.org/10.1108/ITP-02-

2019-0058. 

19. Jabid, A. W., Abdurrahman, A. Y., & Amarullah, D. (2023). 

Empowering leadership and innovative behaviour in the context 

of the hotel industry: Knowledge sharing as mediator and 

generational differences as moderator. Cogent Business and 

Management, 10(3). 

 https://doi.org/10.1080/23311975.2023.2281707. 

20. Jain, P. (2022). Cultural intelligence and innovative work 

behavior: examining multiple mediation paths in the healthcare 

sector in India. Industrial and Commercial Training, 54(4), 

647–665. https://doi.org/10.1108/ICT-08-2021-0061. 

21. Janssen, O. (2000). Job demands, perceptions of effort-reward 

fairness and innovative work behaviour. Journal of 

Occupational and Organizational Psychology, 73(3), 287–302. 

https://doi.org/10.1348/096317900167038. 

22. Javed, T., Mahmood, S., Khan, S., & Ullah, H. (2021). The 

Mediating Role of Affective Commitment between Creative 

Self- Efficacy , Authentic Leadership and Innovative Behaviour 

among Academic Employees of Higher Education Sector of 

Punjab , Pakistan. IRASD Journal of Management Volume, 

3(3), 429–447. 

https://doi.org/https://doi.org/10.52131/jom.2021.0303.005642

9iRASD. 

23. Jia, K., Zhu, T., Zhang, W., Rasool, S. F., Asghar, A., & Chin, 

T. (2022). The Linkage between Ethical Leadership, Well-Being, 

Work Engagement, and Innovative Work Behavior: The 

Empirical Evidence from the Higher Education Sector of China. 

International Journal of Environmental Research and Public 

Health, 19(9). https://doi.org/10.3390/ijerph19095414. 

24. Khaola, P., & Coldwell, D. (2019). Explaining how leadership 

and justice influence employee innovative behaviours. 

European Journal of Innovation Management, 22(1), 193–212. 

https://doi.org/10.1108/EJIM-08-2017-0103. 

25. Lee, C. C., Yeh, W. C., Yu, Z., & Luo, Y. C. (2023). Knowledge 

sharing and innovation performance: a case study on the impact 

of organizational culture, structural capital, human resource 

management practices, and relational capital of real estate 

agents. Humanities and Social Sciences Communications, 

10(1). https://doi.org/10.1057/s41599-023-02185-w. 

26. Lim, S. G. (Edward), & Ok, C. “Michael.” (2021). Knowledge 

sharing in hospitality organizations: A meta-analysis. 

International Journal of Hospitality Management, 95. 

https://doi.org/10.1016/j.ijhm.2021.102940. 

27. Luo, C., Lan, Y., (Robert) Luo, X., & Li, H. (2021). The effect 

of commitment on knowledge sharing: An empirical study of 

virtual communities. Technological Forecasting and Social 

Change, 163. https://doi.org/10.1016/j.techfore.2020.120438. 

28. Maçães, M. A. R., & Román-Portas, M. (2022). The effects of 

organizational communication, leadership, and employee 

commitment in organizational change in the hospitality sector. 

Communication and Society, 35(2), 89–106. 

 https://doi.org/10.15581/003.35.2.89-106. 

29. Maiti, B. R., Sanyal, S. N., & Mazumder, R. (2021). 

Antecedents and consequences of organizational commitment 

in school education sector. International Journal of 

Organizational Analysis, 29(3), 716–735. 

 https://doi.org/10.1108/IJOA-02-2020-2041. 

30. Marques, J. M. R., La Falce, J. L., Marques, F. M. F. R., De 

Muylder, C. F., & Silva, J. T. M. (2019). The relationship 

between organizational commitment, knowledge transfer and 

https://doi.org/10.36713/epra2013
https://doi.org/10.34105/j.kmel.2023.15.007
https://doi.org/10.47750/qas/23.191.09
https://doi.org/10.1002/hrdq.21344
https://doi.org/10.47191/ijmra/v6-i8-09
https://doi.org/10.1177/0093650205285366
https://doi.org/10.1108/JKM-10-2022-0779
https://doi.org/10.1108/JKM-10-2022-0779
https://doi.org/10.1108/APJBA-06-2015-0054
https://doi.org/10.1108/APJBA-06-2015-0054
https://doi.org/10.3390/admsci13100224
https://doi.org/10.1108/GKMC-02-2022-0041
https://doi.org/10.1108/GKMC-02-2022-0041
https://doi.org/10.1108/ITP-02-2019-0058
https://doi.org/10.1108/ITP-02-2019-0058
https://doi.org/10.1080/23311975.2023.2281707
https://doi.org/10.1108/ICT-08-2021-0061
https://doi.org/10.1348/096317900167038
https://doi.org/https:/doi.org/10.52131/jom.2021.0303.0056429iRASD
https://doi.org/https:/doi.org/10.52131/jom.2021.0303.0056429iRASD
https://doi.org/10.3390/ijerph19095414
https://doi.org/10.1108/EJIM-08-2017-0103
https://doi.org/10.1057/s41599-023-02185-w
https://doi.org/10.1016/j.ijhm.2021.102940
https://doi.org/10.1016/j.techfore.2020.120438
https://doi.org/10.15581/003.35.2.89-106
https://doi.org/10.1108/IJOA-02-2020-2041


                                                                                                                                                  ISSN (Online): 2455-3662 
 EPRA International Journal of Multidisciplinary Research (IJMR) - Peer Reviewed Journal 
 Volume: 10| Issue: 3| March 2024|| Journal DOI: 10.36713/epra2013 || SJIF Impact Factor 2024: 8.402 || ISI Value: 1.188 

 
 

 
2024 EPRA IJMR    |   http://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra2013 -------------------------------------------------------------------546 

knowledge management maturity. Journal of Knowledge 

Management, 23(3), 489–507. 

 https://doi.org/10.1108/JKM-03-2018-0199. 

31. Meyer, J. P., & Allen, N. J. (1991). A Three-Component 

Conceptualization of Organizational Commitment. Human 

Resource Management Review, 1(1), 61–89. 

32. Muhammed, S., Osmanaj, V., Kulakli, A., & Zaidi, S. F. H. 

(2020). Evaluating task knowledge as a mediator in the 

relationship between knowledge sharing and innovative work 

behaviour. IC3K 2020 - Proceedings of the 12th International 

Joint Conference on Knowledge Discovery, Knowledge 

Engineering and Knowledge Management, 3, 40–50. 

 https://doi.org/10.5220/0010015000400050. 

33. Munir, R., & Beh, L. S. (2019). Measuring and enhancing 

organisational creative climate, knowledge sharing, and 

innovative work behavior in startups development. The Bottom 

Line, 32(4), 269–289. https://doi.org/10.1108/BL-03-2019-

0076. 

34. Nasir, H., Suryani, I., Zuhra, S. E., Armia, S., & Mahdani. 

(2018). How Intrinsic Motivation and Innovative Work 

Behavior Affect Job Performance. Advances in Social Science, 

Education and Humanities Research. 

 https://doi.org/10.2991/agc-18.2019.91. 

35. Neck, C. P., Houghton, J. D., & Emma L. (2017). 

 Organizational Behavior A Critical-Thinking Approach. 

36. Ngee Ng, K. Y. (2022). Effects of organizational culture, 

affective commitment and trust on knowledge-sharing 

tendency. Journal of Knowledge Management. 

 https://doi.org/10.1108/JKM-03-2022-0191. 

37. Nguyen, N. P., & McGuirk, H. (2022). Evaluating the effect of 

multifactors on employee’s innovative behavior in SMEs: 

mediating effects of thriving at work and organizational 

commitment. International Journal of Contemporary 

Hospitality Management, 34(12), 4458–4479. 

 https://doi.org/10.1108/IJCHM-11-2021-1354. 

38. Nguyen, T. P. L., Nguyen, K. N., Do, T. D., & Nguyen, T. T. 

M. (2019). Knowledge sharing and innovative work behavior: 

The case of Vietnam. Uncertain Supply Chain Management, 

7(4), 619–634. https://doi.org/10.5267/j.uscm.2019.5.001. 

39. Nham, T. P., Tran, N. H., & Nguyen, H. A. (2020). Knowledge 

sharing and innovation capability at both individual and 

organizational levels: An empirical study from Vietnam’s 

telecommunication companies. Management and Marketing, 

15(2), 275–301. 

 https://doi.org/10.2478/mmcks-2020-0017. 

40. Noesgaard, M. S., & Jørgensen, F. (2023). Building 

organizational commitment through cognitive and relational 

job crafting. European Management Journal. 

 https://doi.org/10.1016/j.emj.2023.01.002. 

41. Ouakouak, M. L., & Ouedraogo, N. (2019). Fostering 

knowledge sharing and knowledge utilization: The impact of 

organizational commitment and trust. Business Process 

Management Journal, 25(4), 757–779. 

 https://doi.org/10.1108/BPMJ-05-2017-0107. 

42. Perotti, F. A., Ferraris, A., Candelo, E., & Busso, D. (2022). 

The dark side of knowledge sharing: Exploring “knowledge 

sabotage” and its antecedents. Journal of Business Research, 

141, 422–432. https://doi.org/ 10.1016/j.jbusres.2021.11.033.  

43. Phetsombat, P., & Na-Nan, K. (2023). A Causal Model of 

Ethical Leadership Affecting the Organizational Citizenship 

Behavior of Teachers in the Office of the Basic Education 

Commission. Sustainability (Switzerland), 15. 

 https://doi.org/10.3390/su15086656. 

44. Phung, D.,V., Hawryszkiewycz, I., Chandran, D., & Minh Ha, 

B. (2017). Knowledge Sharing and Innovative Work Behaviour: 

A Case Study from Vietnam. Australasian Conference on 

Information Systems. 

45. Rattanawichai, N., Wiriyapinit, M., & Khlaisang, J. (2022). 

Success Factors to Promote Innovative Behavior in 

Organizations. Proceedings of the 18th European Conference 

on Management Leadership and Governance, 499–505. 

46. Ringle, C. M., Wende, S., and Becker, J.-M. 2015. "SmartPLS 

3." Boenningstedt: SmartPLS GmbH, 

 http://www.smartpls.com 

47. Robbins, S. P., & Judge, T. A. (2022). Essentials of 

organizational behavior (S. Robbins & T. Judge, Eds.; Fifteenth 

Edition). Pearson Education . 

48. Salehi, M., Abdulridha, S., & Alanbari, S. (2023). Knowledge 

sharing barriers and knowledge sharing facilitators in 

innovation. European Journal of Innovation Management. 

https://doi.org/10.1108/EJIM-12-2022-0702. 

49. Shafaei, A., & Nejati, M. (2023). Green human resource 

management and employee innovative behaviour: does 

inclusive leadership play a role? Personnel Review. 

https://doi.org/10.1108/PR-04-2021-0239. 

50. Sharif, S., Lodhi, R. N., Iqbal, K., & Saddique, F. (2022). 

Gender disparity in leadership boosts affective commitment and 

tacit knowledge sharing about libraries. International Journal 

of Organizational Analysis, 30(5), 1212–1234. 

 https://doi.org/10.1108/IJOA-12-2020-2549. 

51. Siri, N. S., & Lorsuwannarat, T. (2020). The Roles of Social 

Capital and Knowledge Sharing Behavior in Myanmar’s 

Private Banks. ABAC Journal, 40(2), 88–103. 

52. Stoffers, J., Hendrikx, K., Habets, O., & van der Heijden, B. 

(2020). Employability and innovative work behaviours in 

SMEs in a Euroregion: A cross-national comparison between 

Belgium and the Netherlands. Personnel Review, 49(1), 167–

187. 

 https://doi.org/10.1108/PR-10-2018-0387. 

53. Tajeddini, K., Budur, T., Gamage, T. C., Demir, A., Zaim, H., 

& Topal, R. (2023). Impact of diversity management 

on innovative work behavior: mediating role of human 

resource management and affective commitment. Journal of 

Management Development, 42(1), 29–53. 

 https://doi.org/10.1108/JMD-06-2022-0154. 

54. Vandavasi, R. K. K., McConville, D. C., Uen, J. F., & Yepuru, 

P. (2020). Knowledge sharing, shared leadership and innovative 

behaviour: a cross-level analysis. International Journal of 

Manpower, 41(8), 1221–1233. https://doi.org/10.1108/IJM-04-

2019-0180. 

55. Wu, T. J., & Wu, Y. J. (2019). Innovative work behaviors, 

employee engagement, and surface acting: A delineation of 

supervisor-employee emotional contagion effects. Management 

https://doi.org/10.36713/epra2013
https://doi.org/10.1108/JKM-03-2018-0199
https://doi.org/10.5220/0010015000400050
https://doi.org/10.1108/BL-03-2019-0076
https://doi.org/10.1108/BL-03-2019-0076
https://doi.org/10.2991/agc-18.2019.91
https://doi.org/10.1108/JKM-03-2022-0191
https://doi.org/10.1108/IJCHM-11-2021-1354
https://doi.org/10.5267/j.uscm.2019.5.001
https://doi.org/10.2478/mmcks-2020-0017
https://doi.org/10.1016/j.emj.2023.01.002
https://doi.org/10.1108/BPMJ-05-2017-0107
https://doi.org/10.3390/su15086656
https://doi.org/10.1108/EJIM-12-2022-0702
https://doi.org/10.1108/PR-04-2021-0239
https://doi.org/10.1108/IJOA-12-2020-2549
https://doi.org/10.1108/PR-10-2018-0387
https://doi.org/10.1108/JMD-06-2022-0154
https://doi.org/10.1108/IJM-04-2019-0180
https://doi.org/10.1108/IJM-04-2019-0180


                                                                                                                                                  ISSN (Online): 2455-3662 
 EPRA International Journal of Multidisciplinary Research (IJMR) - Peer Reviewed Journal 
 Volume: 10| Issue: 3| March 2024|| Journal DOI: 10.36713/epra2013 || SJIF Impact Factor 2024: 8.402 || ISI Value: 1.188 

 
 

 
2024 EPRA IJMR    |   http://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra2013 -------------------------------------------------------------------547 

Decision, 57(11), 3200–3216. https://doi.org/10.1108/MD-02-

2018-0196. 

56. Ye, P., Liu, L., & Tan, J. (2022). Creative leadership, inno- vation 

climate and innovation behaviour: The mod- erating role of 

knowledge sharing in management. European Journal of 

Innovation Management, 25(4), 1092–1114. 

 https://doi.org/10.1108/EJIM-05-2020- 0199. 

57. Zhao, S., Jiang, Y., Peng, X., & Hong, J. (2020). Knowledge 

sharing direction and innovation performance in organizations: 

Do absorptive capacity and individual creativity matter? 

European Journal of Innovation Management, 24(2), 371–394. 

https://doi.org/10.1108/EJIM-09-2019-0244. 

 
 
 
 

https://doi.org/10.36713/epra2013
https://doi.org/10.1108/MD-02-2018-0196
https://doi.org/10.1108/MD-02-2018-0196
https://doi.org/10.1108/EJIM-05-2020-%200199
https://doi.org/10.1108/EJIM-09-2019-0244

