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Abstract: This study investigated the influence of transformational leadership,
self-efficacy, and organizational climate on teachers' innovative behavior. The
focus was on idea generation, idea search, idea communication, implementation
initiation activities, involving others, and overcoming obstacles. The method
used was a survey involving 160 civil servant teachers in junior high schools in
Bukittinggi City. PLS-SEM is a statistical tool used to examine data and test
research hypotheses in a structural model. The findings of this study revealed (1)
a significant correlation between innovative behavior, transformational
leadership, self-efficacy, and organizational climate. Self-efficacy showed the
highest positive coefficient in showing innovative behavior (0.234). (2)
Transformational leadership had a direct positive and significant effect on self-
efficacy. (3) Transformational leadership had direct positive and significant
effect on organizational climate. (4) Organizational climate had direct positive
and significant effect on self-efficacy. (5) Transformational leadership had an
indirect positive and significant effect on teachers’ innovative behavior through
self-efficacy. (6) Transformational leadership had an indirect positive and
significant effect on teachers’ innovative behavior through organizational
climate. (7) Organizational climate had an indirect positive and significant effect
on teachers’ innovative behavior through self-efficacy. The use of technology
can support innovative behavior. The principal must be able to be a role model
and provide inspiring motivation for teachers to create a sense of togetherness
and improve innovative behavior. Teachers must understand the subject matter
well. Consistent in achieving goals and optimistic in facing challenges. Giving
rewards and punishments and collaboration can help improve teachers'
innovative behavior. This study can be developed with a wider sample area and
a more complex method, namely the mix method.

Keywords: Innovative Behavior, Transformational Leadership, Self-Efficacy,
Organizational Climate

Introduction

Education is a key foundation of societal progress, with teachers playing an important role in shaping the quality
of learning and promoting student development. In the context of basic education, which includes early childhood
education, primary school, and junior secondary level, teachers are at the frontlines of implementing innovative
teaching strategies to meet the demands of 21st century education. Rapid technological advance, changes in
pedagogical approaches and dynamic student needs demand continuous adjustment and innovation from
educators. On the other hand, digitalization, which is a process of continuous change with open-ended outcomes,
requires readjustment at all levels of the organization. Leaders, including in education, need to be aware that their
work environment and the demand on themselves and organizational members are constantly changing due to the
increasingly dominating forces of digitalization, (Anindhyta et al., 2023). The combination of innovation in
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education and adaptation to digitalization is the key to success in facing the challenges of this era.

The Merdeka Curriculum offers broader opportunities for teachers to develop creative and flexible teaching
methods. For this curriculum to be effectively implemented, teachers are expected to exhibit innovative behaviors.
This includes the ability to employ diverse and adaptive approaches and integrate technology into the teaching
and learning process. Given the demands of modern times and the diverse needs of students, it is crucial for
teachers to continuously update their teaching methods to meet the evolving educational landscape. However, in
Bukittinggi, many teachers still face challenges in implementing innovation in their teaching practices. A
significant number of teachers continue to rely on conventional teaching methods such as lecturing and have not
fully utilized technology or more interactive teaching approaches. Limited resources and a lack of relevant training
contribute to the low level of innovation among teachers in local schools. This issue needs to be addressed
promptly to ensure that teachers are better equipped to meet the demands of the new curriculum, which is more
flexible and creativity-based.

The objectives of the study are as follows:

To investigate the direct influence of transformational leadership, self-efficacy, and organizational climate on
teachers’ innovative behavior.

To investigate the direct influence of transformational leadership on self-efficacy.
To investigate the direct influence of transformational leadership on organizational climate.
To investigate the influence of organizational climate on self-efficacy.

To investigate the indirect influence of transformational leadership on teachers’ innovative behavior through
self-efficacy.

To determine the indirect influence of transformational leadership on teachers’ innovative behavior through
organizational climate.

To investigate the indirect influence of organizational climate on teachers’ innovative behavior through self-
efficacy.

By evaluating the influence of transformational leadership, self-efficacy, and organizational climate in the context
of teachers’ innovative behavior in junior high schools in Indonesia. This study provides valuable insights for
educational leaders and policymakers. The findings aim to inform strategies that support the improvement of
teachers’ innovative behavior, build a more collaborative educational environment, and strengthen the quality of
learning in schools. This study is organized into five sections: introduction, literature review and hypothesis
development, research methodology, data analysis and findings, and a discussion of implications, limitations, and
recommendations for future research.

Literatur Review and Hypotheses Development

This study uses four theoretical foundations to analyze teachers' innovative behavior through transformational
leadership, self-efficacy, and organizational climate.

Innovative Behavior

Innovative behavior refers to a series of actions undertaken by individuals to develop and implement new ideas,
technologies, and methods aimed at enhancing the effectiveness and productivity of organizations. Innovative
behavior involves generating new ideas that are applied to improve productivity and organizational effectiveness,
focusing on the creation, processing, and implementation of innovation in everyday work, (Bos-Nehles, 2017).
Innovative behavior encompasses not only new ideas but also the application of new technologies and methods to
solve problems or improve work quality, (Rizki et al., 2023). Innovative behavior can involve creativity that is
applied to develop new solutions to challenges faced by an organization. Further elaborates that innovative
behavior is a process that involves developing, implementing, and promoting new ideas by individuals or groups
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within a work environment to achieve better outcomes, (Thurlings et al., 2015). Innovative behavior among
teachers is reflected in their efforts to develop and disseminate new ideas that can improve the quality of classroom
learning, (Zhu et al., 2019).

This demonstrates that innovative behavior is crucial in enhancing organizational competitiveness and
productivity, as well as improving individual task performance. In the educational context. Emphasize that
innovation applied by teachers involves not just the development of new ideas but also the implementation of
those ideas to improve the learning process and enhance the outcomes achieved by students, (Niesen et al., 2017).
Underscore that innovation in education can help create a more adaptive and responsive environment to change,
thus supporting the achievement of better educational outcomes, (Birdi et al., 2016). Innovative behavior in
schools is greatly influenced by a supportive organizational climate and transformational leadership that
encourages teachers to innovative, (Margana et al., 2019). Leadership that fosters innovative behavior focuses on
empowering teachers to take risks in trying new approaches to teaching, (Asurakkody & Shin, 2018). Also
highlights the importance of collaboration and communication among peers in enhancing innovation in the
workplace, particularly in schools, (Lukes, 2017). With good collaboration, innovative ideas can be developed
and implemented more effectively. Complement this understanding by emphasizing the role of individuals in
translating creative ideas into tangible results that have a positive impact on the organization, (Adrian et al., 2022)
Therefore, innovative behavior is not just about ideas but also about the process of applying those ideas in a
broader context to achieve optimal results.

Transformational Leadership

Innovative One of the primary factors influencing teachers' innovative behavior is transformational leadership
from school principals. Principals who are capable of inspiring and motivating teachers can create an environment
that fosters creativity and innovation. Transformational leadership goes beyond just managing the school it
actively encourages teachers to take risks and try new methods in teaching. With support and motivation from the
principal, teachers are more likely to feel empowered to implement change and innovation in their classrooms.
Transformational leadership plays a key role in driving meaningful change within an organization, as it is designed
to provide support that enhances the quality of individuals' work. This form of leadership not only motivates
organizations to exceed expectations but also fosters a strong sense of moral responsibility by considering both
public and self-interests in the transformation process, Leaders in this context are not just administrators; they are
agents of change who drive organizations to reach new heights by improving the work quality of their followers.
This transformation, however, must have a moral dimension, ensuring that both individual and collective interests
are served. Leadership involves the process of influencing others to understand and agree on what needs to be
done, as well as facilitating efforts to achieve shared objectives, (Gardner & Barcella, 2015). Transformational
leadership goes a step further, inspiring followers to pursue an idealized vision based on shared values. In this
interactive process, leaders guide and support their followers in both individual and collective efforts, ultimately
helping them grow and develop as leaders themselves. Transformational leadership fosters an environment where
both personal and professional growth can occur, encouraging followers to go beyond their self-interests for the
benefit of the group.

Highlights the four key distinctions that set transformational leadership apart from transactional leadership: 1) it
develops followers into leaders, 2) it elevates followers' concerns from basic needs to higher psychological needs,
3) it inspires followers to transcend personal interests for the common good, and 4) it articulates a compelling
vision that makes the challenges of change worthwhile. These distinctions demonstrate that transformational
leadership is focused on long-term development, motivation, and creating an environment that supports both
individual and organizational growth. Transformational leadership involves optimizing the use of organizational
resources such as facilities, funds, and human resources to achieve significant goals, (Karnati & Wiratma, 2017a).
This process is marked by the leader's ability to communicate, provide direction, offer support, set tasks, and make
decisions that align with the organization's mission. It’s clear that transformational leadership involves much more
than influencing actions; it is about fostering growth, motivating followers, and guiding organizations through
change with a clear, compelling vision for the future. Transformational leadership is further defined by Daft &
Marcic, as the ability to bring about substantial change within both the followers and the organization, particularly
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by leading changes in vision, strategy, and culture, as well as promoting innovation in products and technologies,
(Daft & Marcic, 2022). Transformational leadership engages followers by creating a connection that raises the
level of motivation and morality in both the leader and the follower, (Northouse, 2020). These definitions
underscore that transformational leadership is an effective strategy for driving change, fostering innovation, and
improving organizational performance. Describe transformational leadership as an approach that inspires and
motivates subordinates to exceed expectations and lead positive change, (Margana et al., 2019). Key indicators
include encouraging change, promoting innovation, building self-confidence, fostering new ways of thinking, and
developing positive relationships. Identifies four dimensions of transformational leadership that are evident in
teachers' perceptions: idealized influence, inspirational motivation, individual consideration, and intellectual
stimulation, (Balyer, 2012). Rizki et al. expand on these dimensions, noting that transformational leadership
involves empowering, inspiring, and stimulating followers to achieve organizational goals, (Rizki et al., 2023).
This process includes fostering innovation, inspiring others, and developing each individual's potential through
respect and individualized consideration. In summary, transformational leadership is characterized by a leader's
ability to inspire and motivate followers, encourage innovative thinking, set a positive example, and support
personal and professional growth. This leadership style helps organizations achieve their goals while
simultaneously developing the next generation of leaders, and fostering a collaborative and innovative work
environment.

Sef-Efficacy

Another crucial factor is teachers' self-efficacy or their belief in their ability to perform teaching tasks. Teachers
with high self-efficacy are more adaptable to changes and more willing to try new methods or techniques in
teaching. In contrast, teachers who lack confidence may struggle to innovate, even if they possess the necessary
knowledge or skills. Strengthening teachers' self-efficacy is essential for enabling them to confidently implement
changes and innovations in their teaching practices. Self-efficacy, or self-belief, refers to an individual’s
confidence in their ability to complete a task or achieve a goal. Self-efficacy is one’s belief in one’s ability to be
successful in a specific task and can be specific or general, emphasizing the importance of belief in one's
capabilities, (Karwowski & Kaufman, 2017). Self-efficacy as the belief an individual has in their ability to
complete tasks and responsibilities successfully, (Karnati & Wiratma, 2017b). Self-efficacy is "the belief in one’s
capabilities to perform a task," suggesting that such beliefs play a crucial role in motivating individuals to take on
tasks they believe they can complete, (Griffin et al., 2020). Teacher self-efficacy as influencing not only teachers'
commitment, burnout, and student achievement but also their willingness to adopt and implement educational
reforms, (Chesnut & Burley, 2015). Teacher self-efficacy includes self-assessment of their skills and abilities to
contribute knowledge that is valuable to others, (Widyani et al., 2017). This indicates that in the context of
education, teachers' belief in their abilities significantly impacts their professional commitment, the ability to
manage burnout, students' success, and their readiness to implement changes in the educational system. The
concept of self-efficacy extends beyond education into various dimensions.

Six dimensions of teacher self-efficacy, including 1) Instruction, which involves a teacher's ability to instruct and
guide students effectively; 2) Adapting instruction to meet individual student needs; 3) Motivating students to
maintain their desire to learn; 4) Maintaining discipline in the classroom; 5) Cooperation with colleagues and
parents to improve teaching quality; and 6) Coping with challenges in education, such as curriculum changes,
(Djigi¢ et al., 2014). This highlights the multifaceted nature of self-efficacy, where teachers not only assess their
instructional skills but also their ability to engage with students, collaborate with others, and navigate challenges
in the classroom. Self-efficacy influences the tasks people choose to undertake, their persistence in achieving
goals, and their emotional responses to challenges, which ultimately affect their success, (Newman, 2019).
Schwarzer & Warner designed a General Self-Efficacy Scale (GSE) to measure a person’s self-efficacy across
various tasks. Items in the scale reflect confidence in solving difficult problems, handling unforeseen situations,
and maintaining calm under pressure, (Schwarzer, 2021). Self-efficacy encompasses an individual’s belief in their
ability to influence their environment and perform behaviors that lead to successful outcomes, (Hodges, 2018).
Even if an individual knows the necessary actions to succeed, they may hesitate to act if they lack the confidence
to perform those behaviors successfully. Three dimensions of self-efficacy: magnitude (task difficulty and
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completion level), strength (perseverance in facing challenges), and generality (confidence across various tasks
and situations), (Rizki et al., 2023). Listing indicators such as task mastery, persistence in the study, and optimism
in facing challenges. In conclusion, self-efficacy is the belief in one’s ability to accomplish tasks and achieve
goals, which significantly influences effort, persistence, and emotional responses to challenges. Its dimensions
include task selection, persistence, and belief across different areas and situations, which collectively shape
individuals' approaches to challenges and success. In addition to transformational leadership and self-efficacy, the
organizational climate in schools plays a vital role in fostering teachers' innovative behavior. A supportive
organizational climate one that encourages collaboration, open communication, and the provision of adequate
resources creates opportunities for teachers to share ideas and work together on innovations. In a positive
organizational climate, teachers can provide feedback to each other, collaborate, and share experiences to improve
their teaching practices. Moreover, principals who fully support innovation make teachers feel valued and
motivated to keep innovating.

Organizational Climate

Organizational climate is a concept that refers to recurring and observable patterns of behavior within an
organization, reflecting members' perceptions of the internal environment. Organizational climate as the recurring
and observable patterns of behavior that characterize life within an organization or team, (HoRbach, 2019).
Employees' perceptions of the internal environment's atmosphere, which directly influences their work behavior,
(Fahrurrozziq et al., 2019). Organizational climate relates to members' perceptions of how an organization
functions and the work environment in which they operate, (Irmaini et al., 2017). Organizational climate is tied
to the way formal and informal organizational elements are perceived and enacted through everyday behavior,
(Mallah, 2016). Assert that good emotional intelligence can enhance the organizational climate in schools,
(Listiyawati et al., 2022). Organizational climate as a reaction arising from the activities of organization members
working together to achieve set goals, (Meliana et al., 2020). Organizational climate is understood through shared
perceptions of policies, practices, and procedures that convey messages about what is valued and supported within
the organization, (A. Chen, 2016). In conclusion, organizational climate encompasses shared perceptions of the
work environment, policies, and interactions within an organization, which significantly influence productivity,
motivation, and goal achievement. Key dimensions of organizational climate often discussed include
responsibility, recognition, support, collaboration, and commitment, all of which affect how members interact and
contribute to achieving collective goals.

Study Framework and Hypotheses
Direct Effects on Innovative Behavior:
H1: Transformational leadership positively influences innovative behavior.
H2: Self-efficacy positively influences innovative behavior.
H3: Organizational climate positively influences innovative behavior.
Direct Effects of Transformational Leadership:
H4: Transformational leadership positively influences self-efficacy.
H5: Transformational leadership positively influences organizational climate.
Direct Effects of Organizational Climate
H6: Organizational climate positively influences self-efficacy.
Mediation Effects of Self-Efficacy
H7: Transformational leadership positively influences innovative behavior through self-efficacy.
H8: Organizational climate positively influences innovative behavior through self-efficacy.
Mediation Effects of Organizational climate
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H9: Transformational leadership positively influences innovative behavior through organizational climate.

Research Methodology
Samples

This study examines innovative behavior through transformational leadership, self-efficacy, and organizational climate.
These variables also mediate other variables. Transformational leadership positively influences innovative behavior
through self-efficacy. Transformational leadership positively influences innovative behavior through organizational
climate. Through a quantitative approach, data were collected by distributing questionnaires to civil servant teachers.
The questionnaire was in the form of a Google form. The sample size was determined using the Slovin formula (Ryan,
2013, p.20). The number of samples was 160 civil servant teachers in Bukittinggi City from a population of 265 using
proportional sampling techniques. Demographic data revealed that out of 160 respondents, the number of men was 27
(16.88%) while the number of women was 133 (83.12%). Then in terms of age, those aged <30 years old numbered 19
people (11.88%), those aged 31-40 years humbered 40 people (25%), those aged 41-50 years numbered 54 people
(33.75%), and those aged >50 years numbered 47 people (29.38%) where this age group is the largest sample size.

Measurement
Based on the conceptual definition, an instrument grid is compiled consisting of:

Transformational leadership: The dimensions used to measure these variables were developed into indicators with
40 instrument items using a Likert scale. On the Likert scale, the alternative answers for positive statements were always
= 5, often = 4, sometimes = 3, rarely = 2, and never = 1. The sub domains of this scale are idealized influence,
inspirational motivation, intellectual stimulation, and individual consideration. A higher score means high
transformational leadership, and Cronbach's o was 0.977 for work transformational leadership in this study.

Self-efficacy: The dimensions used to measure these variables were developed into indicators with 40 instrument items
on a Likert scale. The sub domains of this scale were confidence in task selection, persistence in carrying out tasks, and
confidence in various fields and conditions. Cronbach's o was 0.978 for self-efficacy in this study.

Organizational climate: The organizational climate was measured by using a 5-points Likert scale. The sub domains
in this study were responsible, respectful, supportive, collaborative, and committed. Cronbach's o= 0.976 for
organizational climate in this study.

Innovative behavior: Innovative behavior was measured by using a 5-point Likert scale. The sub domains of this
study were idea generation, idea search, idea communication, implementation initiation activities, involving others, and
overcoming obstacles. In this study, Cronbach's a = 0.975.

PLS-SEM estimation

Data processing using Structural Equation Modeling (SEM), using SmartPLS software. All data obtained from
the distribution of instruments X1, X2, X3, and Y are entered and processed using smartPLS software. The results
of the model scheme processing include model measurements (outer model) and structural model testing (inner
model).

Model First Order SEM: Measurement model or outer model includes reflective and formative model
measurements. By calculating in PLS algorithm analyzes the measurement model between independent variables
and dependent variables to evaluate validity, reliability, and classical assumption tests.

Model Second Order SEM: The structural model (inner model) is the result of analysis using the calculate PLS
algorithm in the PLS program.

Result
Measurement Model

Tabel 1 menyajikan statistik deskriptif . The data collected in the field and statistically processed revealed
frequency distributions for the variables of innovative behavior (Y), transformational leadership (X1), self-
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efficacy (X2), and organizational climate (X3). Based on Sturges' rule, the number of classes for the Y variable
was four, with a range of 119, a mean of 161.40, a standard deviation of 22.933, a variance of 525.952, a median
of 160, and a mode of 200. For the X1 variable, the number of classes was five, with a range of 120, a mean of
161.91, a standard deviation of 22.82, a variance of 520.95, a median of 160, and a mode of 200. For the X2
variable, five classes were also obtained with a range of 112, a mean of 161.74, a standard deviation of 22.36, a
variance of 500.23, a median of 160, and a mode of 200. Lastly, for the X3 variable, five classes were identified
with a range of 112, a mean of 162.46, a standard deviation of 21.98, a variance of 483.37, a median of 160, and
a mode of 200. In constructing histograms, the vertical axis represents the frequency, while the horizontal axis
shows the class interval boundaries, ranging from 81 to 200 for Y, 80 to 200 for X1, and 88 to 200 for both X2
and X3.

Table 1. Statistik Deskriptif

Statistics
Kepemimpinan
Perilaku Inovatif Transformasional Efikasi Diri  Iklim Organisasi
N Valid 160 160 160 160
Missing 0 0 0 0
Mean 161.4000 161.9188 161.7438 162.4688
Median 160.0000 160.0000 160.0000 160.0000
Mode 200.00 200.00 200.00 200.00
Std. Deviation 22.93365 22.82445 22.36581 21.98568
Variance 525.952 520.956 500.230 483.370
Minimum 81.00 80.00 88.00 88.00
Maximum 200.00 200.00 200.00 200.00

Table 2 shows the results of the calculation of Cronbach alpha and composite reliability. It can be seen that all
variables have a Cronbach alpha value and a composite reliability value > 0.7, which proves that all variables are
said to be reliable and the model can be used.

Tabel 2. Cronbach alpha

Cronbach's alpha  Composite reliability (rho_a)

Efikasi Diri 0.978 0.979

Iklim Organisasi 0.976 0.977
Kepemimpinan Transformasional 0.977 0.978
Perilaku Inovatif 0.975 0.976

By looking at the variance inflation factor (VIF) value of each indicator, it is known that all values <5 which indicates
the absence of multicollinearity, namely the absence of correlation between independent variables which can cause
a large standard error and small t count (Ghozali, 2021: 72).

Struktural Model Penilaian: PLS- SEM

Hypothesis testing using the Structural Equation Modeling (SEM) technique aims to determine whether there is a direct
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or indirect effect. The direct effect is the effect of exogenous variables on endogenous variables while the indirect effect
is the effect of exogenous variables on endogenous variables through other variables or moderator variables. After
various tests have been carried out previously, the next step is to test the path coefficient. This is used to determine
whether each path has a significant coefficient (marked with a P value <0.05). If significant, it can be concluded that all
hypotheses are accepted. In Table 3, it can be seen that all paths have P values <0.05, which means that all hypotheses
cannot be rejected.

Tabel 3. Hypothesis Testing And Path Analysis Results

Original sample T statistics

Variable (e)) (|O/ISTDEV)) P values
Self-efficacy -> Innovative behavior 0.234 2.080 0.032
Organizational climate -> Self-efficacy 0.418 7.500 0.000
Organizational climate -> Innovative behavior 0.205 2.561 0.010
Transformational leadership -> Self-efficacy 0.581 10.418 0.000
Tr.ansformatlonal leadership -> Organizational 0.991 545 358 0.000
climate

Transformational leadership -> Innovative behavior ~ 0.136 2.631 0.013
Organ.lzatlonal climate -> Self-efficacy -> Innovative 0.203 2561 0.010
behavior

Transfo.rmatlonal.Ieadershlp -> Self-efficacy -> 0.234 2 080 0.032
Innovative behavior

Transformational leadership -> Organizational 0.418 75 0.000

climate -> Innovative behavior

The results in Table 3 provide strong evidence to support the hypothesis. Innovative behavior is directed towards
transformational leadership: (H1) transformational leadership has a direct positive effect on innovative behavior
(O =0.136). Self-efficacy shows a large positive effect on innovative behavior: (H2) self-efficacy has a direct
positive effect on innovative behavior (O = 0.234). Organizational climate is directed towards innovative
behavior: (H3) Organizational climate has a direct positive effect on innovative behavior (O = 0.205).

For transformational leadership, transformational leadership on organizational climate is greater than self-
efficacy. (H4) Transformational leadership has a direct positive effect on self-efficacy (O = 0.581). (H5)
Transformational leadership has a direct positive effect on organizational climate (O = 0.991). For organizational
climate, (H6) Organizational climate has a direct positive effect on self-efficacy (O = 0.418).

For mediation of self-efficacy. (H7) Transformational leadership has an indirect positive effect on innovative
behavior through self-efficacy (O = 0.234). H8: Organizational climate has a positive effect on innovative
behavior through self-efficacy (O = 0.203). H9: Transformational leadership has an indirect positive effect on
innovative behavior through organizational climate (O = 0.418).

Collectively, these results underscore the nuanced effects of innovative behavior through transformational
leadership, self-efficacy, and organizational climate in Junior High Schools, Indonesia.

Figure 1 is a bootstrapping test. By using the SmartPLS application, the algorithm test is sufficient to answer the
proposed hypothesis. However, there is an additional function, namely bootstrapping, which is used to increase
confidence in the results obtained based on PLS analysis. The method is to increase the data by n (determined by the
researcher). The results obtained will be described below:
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Figure 1. Structural Model (Bootsraping)
Discussion

This study was conducted to examine the direct and indirect effects of transformational leadership, self-efficacy,
organizational climate, and teachers' innovative behavior. According to the results of this study, the discussion is
as follows.

Transformational leadership on innovative behavior

Transformational leadership played a crucial role in encouraging teachers' innovative behavior. Transformational
leadership has four main indicators: idealized influence, inspirational motivation, intellectual stimulation, and
individualized attention. Leadership based on inspiration and innovative thinking can encourage teachers to take
more risks in trying new approaches to teaching. Principals who apply transformational leadership can create a
supportive environment for collaboration and improving the quality of education. Principals are required to have
competencies in managerial, social and leadership skills, (Indonesia, 2007). This study recommends that principals
integrate transformational leadership style in their leadership tasks to encourage development and innovation in
schools. Transformational leadership has an important role in driving change within organizations, especially in
improving the innovative behavior of its members. Leaders with transformational leadership style can inspire and
encourage change, providing space for members to experiment and share ideas, (Daft & Lane, 2008).
Transformational leadership also has a significant impact on teacher self-efficacy, which ultimately contributes to
the enhancement of innovative behavior, (Rizki et al., 2023). In addition, transformational leadership creates a
positive organizational climate and encourages member involvement in the innovation process, (Park et al., 2022).

Self-efficacy on teachers’ innovative behavior

Self-efficacy is a key factor influencing teachers' innovative behavior. Self-efficacy refers to a teacher's belief in
his or her ability to deal with tasks and challenges in teaching. The three main indicators of self-efficacy are
confidence in task selection, perseverance in tasks execution, and confidence in various fields and conditions. The
study shows that teachers with high self-efficacy tend to be more confident in applying innovative ideas to their
teaching. Self-efficacy can be enhanced by strong personality traits, as outlined in Government Regulation No.
19 of 2005, which includes pedagogical, personal, professional, and social competencies. Teachers with high self-
efficacy are expected to improve their teaching performance and quality in the classroom. Self-efficacy refers to
an individual's belief in their ability to succeed in specific tasks, including innovative efforts. Leaders who
demonstrate entrepreneurial behavior are more likely to motivate employees with high creative self-efficacy to
engage in innovative behaviors, (Newman, 2019). Individuals with high self-efficacy are more likely to take on
challenging and risky tasks, including innovative activities, (Mielniczuk, 2020). In addition, individuals with high
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self-efficacy are more likely to engage in innovative behavior when working in a supportive organizational
climate, (Jaiswal, 2015).

Organizational climate on teachers’ innovative behavior

The organizational climate in schools plays a crucial role in supporting teachers' innovative behaviors. A positive
organizational climate includes respectful relationships, support, collaboration and commitment between teachers,
students and school management. In creating a climate conducive, schools should give teachers the freedom to try
new approaches in teaching, establish effective communication channels between teachers and principals, and
recognize teachers' contributions to learning development. This research also shows that adequate facilities are
essentials in creating a climate that supports innovation. With a supportive organizational climate, teachers are
more motivated to develop new ideas and improve the quality of their teaching. An organizational climate that
supports innovation is an important factor in encouraging innovative behavior. Without a climate conducive to
innovation, ideas will only remain ideas without being transformed into tangible creative outcomes, (T. Chen,
2016). To create the best condition for innovative learning, alignment between teaching, space, and organizational
management is required, (Imms & Kvan, 2020). An organizational climate that supports innovation plays an
important role in improving innovative performance in an organization.

Transformational leadership on self-efficacy

Transformational leadership has a direct positive and significant effect on self-efficacy. The greater the
improvement in transformational leadership, it will have an impact on increasing self-efficacy. This study is in
line with previous research that explored the impact of principals' transformational leadership style on self-
efficacy. Regression analysis showed that eleven transformational leadership variables affected teachers' self-
efficacy at different levels, with non-zero coefficients. This study recommends that school principals continue to
improve their leadership skills, as well as encourage innovation and transformation in schools to further improve
teachers' self-efficacy, (Muliati et al., 2022). Transformational leaders influence their followers through
appropriate behaviors, (Podsakoff et al., 2014).

There is a significant relationship between the components of principals’ leadership behaviours and teachers’
sense of self-efficacy. The findings also showed that the two components of principals’ leadership behaviours,
that is, idealized influence and intellectual stimulation, can predict changes in teachers’ sense of self-efficacy,
(Mehdinezhad & Mansouri, 2016). Therefore, the application of transformational leadership style by school
principals can have a positive impact on increasing self-efficacy.

Transformational leadership on organizational climate

Transformational leadership has a direct positive and significant effect on organizational climate The greater the
improvement in transformational leadership, it will have an impact on the organizational climate. Leadership has
a significant positive influence on organizational climate. The results revealed a significant positive effect of
leadership on the organizational climate. These findings emphasize the important role of a leader in shaping and
influencing the overall organizational climate, (Karada G, 2015).

Organizational climate has a direct positive effect on self-efficacy

Organizational climate has a direct positive effect on self-efficacy. The greater the improvement in organizational
climate, it will have an impact on increasing self-efficacy. A creative climate has a positive and significant
influence on self-efficacy, which indicates that a creative work atmosphere can enhance individuals' self-
confidence. Jaiswal & Dhar stated that ““... on existence of supportive innovation climate negatively affects the
individual’s belief about his or her creative capability even when he or she is capable enough. In this way, the
findings of the study call for a viable debate about the potential moderating role of creative self-efficacy in
determining the effect of different contextual factors in predicting individual creative behavior” , (Jaiswal, 2015).
The positive organizational climate provides an important boost to self-efficacy, as individuals feel supported and
valued in carrying out their tasks in new and creative ways. Without this support, self-efficacy may decline, even
though actual abilities remain unchanged.
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Transformational leadership on innovative behavior through self-efficacy.

Transformational leadership has positive and significant indirect effect on innovative behavior through self-
efficacy. The greater the improvement in transformational leadership, the more innovative behavior will increase
through self-efficacy. Transformational leaders are able to build self-confidence in organizational members by
providing an inspiring vision. These leaders foster self-efficacy in their followers, making them feel capable of
performing creative tasks effectively. Employees who are inspired by transformational leader experience
psychological empowerment, where they clearly understand the organization’s expectation of them, and are able
to adjust their skills and behaviors to meet the demands, performance outcomes, and existing expectations.
Additionally, they feel a higher sense of mastery over the tasks and work environment they face, (Afsar, 2017).
Providing greater autonomy and control in decision-making to employees can encourage them to become more
actively involved in the creative process, (Volmer et al., 2012). By applying a transformational leadership style,
school leaders can help develop teachers' creative skills and increase effectiveness in the teaching and learning
process, (Abdul Ghani Kanesan Abdullah et al., 2016). Transformational leadership is the ability of a leader to
inspire employees to have self-confidence and trust in achieving higher performance, making changes, and
working efficiently for the benefit of the organization Self-efficacy is an individual's belief in their ability to
successfully perform a specific task or behavior, (Jones, n.d.). If a principal carry out behaviors in line with the
indicators of transformational leadership, it will have an impact on increasing teachers' innovative behavior,
mediated by their self-efficacy.

Transformational leadership on innovative behavior through organizational climate.

Transformational leadership has a positive and significant indirect effect on innovative behavior through
organizational climate. The greater the improvement in transformational leadership, the greater the impact on
increased innovative behavior through organizational climate. It was determined that there was a significant
relationship between innovative climate and teachers’ innovative behavior. Innovative climate was found to
partially mediate the relationship between principals’ leadership empowerment behavior and teachers’ innovative,
(Mesut Sagnak, 2012). An innovative climate was found to partially mediate the relationship between principals'
leadership empowerment behavior and teachers' innovative behavior. Transformational leaders empower their
employees to work independently without supervision and control. Employees feel empowered in the environment
created by transformational leaders. Transformational leadership has a positive relationship with group cohesion
and group efficacy, (Sagnak et al., 2015).

Organizational climate on innovative behavior through self-efficacy

Organizational climate has a direct positive and significant effect on innovative behavior through self-efficacy.
The greater the improvement in organizational climate, the greater the impact on increased innovative behavior
through self-efficacy.

A positive relationship between individual innovative work behavior and individual perceptions of ethical
leadership, both at the individual and group levels, (Yidong, 2013). Work engagement has a positive impact on
innovative work behavior and contributes to organizational performance, (Waheed et al., 2017). Research by
Purnama obtained research results that are in line with this point, (Purnama, 2020). One key variable that can
explain the increase in innovative work behavior is self-efficacy, or the belief in one's ability to act based on their
capabilities."

Praktis Implikasi

The results of this study can be useful for teachers, principals, and stakeholders in the field of education so that innovation
is always improved according to the needs of Indonesian education and the development of the times.

Transformational Leadership: The indicator "becoming a role model' has the highest value, encouraging teachers to imitate
the positive attitude of the principal and improving teamwork. Conversely, the indicator “encouraging superior
performance" has the lowest value, so a strategy is needed to improve it to improve teachers' innovative behavior.

Self-Efficacy: The indicator "confidence in choosing tasks" gets the highest value and needs to be maintained. The indicator
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""persistence in carrying out tasks™ has the lowest value, so it needs to be improved so that teachers are more consistent in
achieving targets, which leads to increased innovative behavior.

Organizational Climate: The indicator “appreciating (fairness)” has the highest value and needs to be maintained.
Conversely, the indicator "collaboration” has the lowest value and needs to be improved to support teachers' innovative
behavior through more effective collaboration strategies.

Teacher Innovative Behavior: The indicator "starting implementation™ has the highest value, while "communicating
ideas" has the lowest value. Improvement strategies are needed to strengthen teachers' ability to share ideas and persuade
colleagues, which will ultimately improve innovative behavior.

Limitations

This research provides valuable insights. However, this study is limited to civil servant teachers in Bukittinggi City, so
the findings may not be generalized to other regions or educational levels. School principals should focus on enhancing
their transformational leadership and creating a supportive organizational environment to foster teacher innovation.

Future Research Directions

Contextual Extension: Future research should test this model by involving non-civil servant teachers as well so
that we can compare and provide a broader scope.

Longitudinal Study: A longitudinal approach would provide deeper insights into how sustainable CSR efforts
impact customer loyalty over time.

Additional Mediators: Future research could explore other variables such as organizational learning,
performance, knowledge sharing, and organizational culture.

Qualitative Insights: Incorporating qualitative methods, such as interviews, can provide a richer understanding
of teachers’ innovative behavior.

Conclusion

This study provides an in-depth understanding of the role of transformational leadership, self-efficacy, and
organizational climate in enhancing teachers’ innovative behavior. By showing the critical path through
collaboration, idea communication, and persistence, and highlighting the influence of job satisfaction, this study
provides a solid foundation for theoretical advancement and practical application. Schools can utilize
transformational leadership, self-efficacy, and organizational climate not only as internal management strategies,
but also as tools to encourage teachers’ innovative behavior and improve the quality of education sustainably.
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