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This study aims to determine the effect of organizational learning and
work engagement on educators innovative behavior in Sebasa Polri.
The research used a quantitative approach with survey methods. This
research began from the preparation of proposals to field research,
namely from February 2018 to April 2019. The population in this study
were 86 educators at the Polri Language School and the research
sample when referring to the Slovin formula, obtained 71 educators.

The results of this study indicate: organizational learning has a positive
direct effect on innovative behavior, work engagement has a positive
direct effect on innovative behavior, and organizational learning has a
direct positive effect on work engagement. As for the recommendations
need to formulate strategies to build a culture of organizational learning
as National Police Officers and the educator at Sebasa Polri need to
continue to improve their work engagement.

Copy Right, 1JAR, 2019,. All rights reserved.

Introduction:-

Indonesian National Police (Polri) Based on Law No. 2 of 2002 concerning the protection of security and public
order, upholding the law, providing protection, protection, and services to the public. Along with the increasing
development and change in various fields of life in the community, providing increasingly difficult challenges for
the Police in carrying out their duties. It requires the quality of human resources.

Polri in the case and resolve cases involving many countries such as human trafficking, drugs, and cybercrime, must
be able to control and communicate with various languages properly and correctly. To improve the ability of Polri
personnel to master foreign languages in their institutions, Polri has a Language School (Sebasa). Sebasa whose
position under the Republic of Indonesia Police Education and Training Institute is expected to produce Polri
personnel who are professional and can communicate in international languages in carrying out their duties so that
they can become part of the world-class community. In realizing this vision, the National Police Sebasa formulated
the mission: (1) educating police personnel to have language competence, (2) creating professional personnel and
when performing tasks capable of using their language skills well, (3) improving the language skills of students so
fulfilling the certification requirements in language competency so that it becomes part of the world-class
community, (4) seeking expansion and equitable opportunities for obtaining quality language education for Polri
Civil Servants, (5) support the Indonesian National Police for foreign language needs, (6) making the National
Police Education Institute as a center Police language competency test, and (7) increasing the professionalism of the
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National Police Education and Training Center so that it can become a Center of Excellence in the field of language
within the National Police.

In realizing the vision and mission and keeping in mind the changing demands of the task, Sebasa Polri need support
from innovative human resources in carrying out their duties. As Nagarajan, Patrick, Tracey, and Ron (2005) stated
that in this era of rapid change, organizations face greater demand from their environment to engage in innovative
behavior to create and provide competitive services, and to lead the change process itself. An organization to be
innovative, the organization must be able to utilize the ideas of their employees because employees are people who
develop, carry, react, and modify ideas. This is similar to the results of research conducted by Al Ali (2013) on
innovative behavior at the United Arab Emirates Police Institute, that aspects of employee openness to experience,
extraversion, emotional intelligence, locus of control, and self-efficacy correlate significantly with innovative
behavior.

For Sebasa Polri, the innovative behavior of employees, especially teaching staff in carrying out their duties is very

important. Based on observations and preliminary studies on the innovative behavior of educators in the Sebasa
Polri environment shown in Table 1:

Table 1:- Innovative Behavior of Sebasa Polri Educators

No Innovative Behavior of Educators Average
1 Actively conducting experiments to find new learning models. 3,1
2 Collecting the latest scientific journals to enrich learning material. 2,6
3 Likes to read new books to get inspiration. 3,5
4 Publish ideas in scientific journals. 1,6
5 Actively writing down his ideas in a wall magazine. 1,8
6 Also offer a solution when Sebasa Polri has a problem. 2,9
7 Make proposals to various parties to obtain research funding support. 1,2
8 Actively discussing with leaders when having ideas that are worth developing. 2,9
9 Ask for input from colleagues when developing new ideas. 3,4
10 No hesitation in applying the new learning method that | developed myself. 3,4
11 Dare to bear the risk of new ideas that | apply in carrying out teaching duties. 34
12 Immediately apply when having creative ideas that are useful in completing work. | 3,3
Total Average 2,8

Source: Preliminary Research Results on 2018 (n= 30)

Shows that the average score on a scale of 1 - 5 innovative behavior of educators is 2.8. This shows that the
innovative behavior of the teaching staff at Sebasa Polri is still lacking. Educators have not been seen trying to
develop language learning methods to be more easily understood by students.

One important factor needed to encourage the emergence of innovative behavior is organizational learning, this was
revealed by Pieterse, Knippenberg, Schippers, and Stam (2010), where innovation behavior can be influenced by
various things such as transformational leadership, the ability to learn organization, and knowledge sharing. Yeung,
Lai, and Yee (2007) stated that innovation originates from learning activities, therefore learning in the organizational
environment must be strengthened. Eldor (2011) also states that the innovative behavior of each member of the
organization is a reflection of an organization that carries out learning and encourages organizational
competitiveness. Another study conducted by Lin and Lee (2017) proves that organizational learning is a factor that
significantly influences innovative behavior.

In addition to organizational learning factors, engagement of members of the organization is also an important
driving factor for the growth of innovative behavior. This was stated by Rao and Weintraub (2013) that the
innovation  process requires full employee involvement to maintain the sustainability and
growth of the organization created through the development of creative ideas and their implementation. According
to Maden (2015) work engagement can increase the proactive behavior of members of the organization in the
workplace both directly and indirectly, and proactive behavior is an important capital for the growth of innovative
behavior of organizational members. Previous research by Agarwal (2014), Aryee, Walumbwa, Zhou, & Hartnell,
(2012) also confirms that work engagement has a significant effect on innovative behavior. Individuals who have a
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strong work engagement will show a serious effort in carrying out their duties so that creative efforts will emerge to
obtain optimal work results.

In the context of the Sebasa Polri environment, the development of organizational learning is weak, it can be seen
that the culture of learning is not yet strong among educators, which causes a weakening enthusiasm to continue to
learn and innovate in carrying out their duties. Therefore the existence of organizational learning must be increased
in order to create a strong learning culture and encourage innovative behavior. Work engagement in the Sebasa Polri
environment is still not ideal, where the enthusiasm and hard work of the teaching staff is lacking, so they lack focus
in carrying out and completing their tasks. For this reason, it is necessary to increase strong work engagement to
encourage educators to have innovative behavior in carrying out their duties as educators at the Sebasa Polri.

Therefore, in realizing the vision and mission of Sebasa Polri and creating innovative behavior among educators, the
influence of organizational learning, and work engagement to innovative behavior must be a concern for Sebasa
Polri management. By studying the relationship and influence of existing factors, it is expected to provide an
overview and input for the management of Sebasa Polri to improve the quality of educators to behave innovatively.

Theoretical Review

Innovative Behavior

Innovation is a very fundamental factor in achieving the goals of an organization because innovation is an invaluable
asset and supports the competitiveness of the organization. As West and Farr cited Kleysen and Street (2001) state
that innovative behavior is individual actions directed to produce, introduce or apply new findings that are beneficial
at every level of the organization. Tidd, Bessant, and Pavitt (2005) see that innovation is an effort to take advantage
of all opportunities available to get benefits, so the ability to see and find opportunities becomes an important factor
in innovation. So that the process of innovating, that is finding, choosing, implementing and learning. White &
Bruton (2007) added that innovation requires a combination of creative ideas with resources and experts that enable
creative ideas to be translated into something useful..

Scott and Bruce in Neiva, Mendonga, Ferreira, and Francischeto (2017) explain that innovative behavior is the
extent to which individuals generate creative ideas, develop plans, promote and practice new ideas. Meanwhile,
Bryd and Bryman (2003) said that two dimensions underlie innovative behavior, namely creativity, and risk-taking.
Where creativity is the ability to develop new ideas consisting of 3 aspects, namely expertise, the ability to think
flexibly and imaginatively, and internal motivation. In line with that, Mokhber, Wan Ismail, Ismail, and Vakilbashi
(2015) revealed that innovative behavior means turning creativity into profit, and this is seen when employees use
different ways and new ideas in their work.

According to Scott and Burce in Lin and Lee (2017) state that a person's innovative behavior can be divided into
three stages, each of which (1) Identifying a problem and creating new ideas or solutions; (2) Seek recognition of
innovative ideas and build an alliance with supporters; (3) Building an innovation model so that it is possible to be
produced in large numbers and become the preferred way and become innovative ideas Based on the description
above, it can be synthesized that innovative behavior is the act of someone in finding creative ideas, promoting
ideas, seeking support, and implementing ideas that are directed to increase work effectiveness and make a positive
contribution to organizational achievement.

Organizational Learning

At this time the key to the success of an organization to compete is no longer based on resources but rather the
accumulation and utilization of knowledge. Self-learning according to Smaldino, Lowther, Mims, and Russel (2015)
is the development of new knowledge, skills, or attitudes when an individual interacts with information and the
environment.

Organizational learning according to Vera, Crossan, and Apaydin (2011) is a process of change in the thoughts and
actions of individuals that are influenced and embedded in the organization. While organizational learning according
to George and Jones (2012) refers more to a process that is used to increase the desires and abilities of
organizational members in making a decision that can improve the efficiency and effectiveness of the organization.
Furthermore, according to Gill (2000), organizational learning is the result of an ongoing process that includes: (1)
assimilating information, (2) translating information into knowledge, (3) applying knowledge to become a real need,
(4) receiving feedback for revising the information and reshaping knowledge. Organizational learning is also
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associated with the activity of gathering new knowledge as stated by de Castro, Séez, L6pez, and Dorado (2007). A
similar view is expressed by White and Bruton (2007) which shows that organizational learning is the acquisition of
knowledge through the application and mastery of information, devices, and new methods. Skerlavaj and Dimovski
(2009) state that organizational learning is a process related to the transformation of information into knowledge and
into actions that are then reflected in accompanying behavioral and cognitive changes.

Senge cited by George and Jones (2012) points out five principles in organizational learning. First, personal mastery
(personal mastery). Learning that encourages organizations to continuously learn to create members of the
organization to become experts in their fields. Second, complex mental models. Learning that puts principles and
values together, fosters a spirit of sharing values so that it strengthens the spirit and commitment of organizational
togetherness. Third, group learning. Group learning will foster the mutual need for one another and act according to
a shared plan. Fourth, building a shared vision. The vision agreed upon by all members of his organization and
became an encouragement and commitment to always be together. Fifth, systems thinking, which emphasizes that to
create organizational learning, managers must recognize how individual and group levels influence each other.

White and Bruton (2007) describe three factors that determine organizational learning outcomes. First, gathering
data and information. The greater the amount and range of data that can be collected, the greater the potential
information obtained to help organizations identify critical issues and achieve their goals. Second, sharing
information, before the organization acts on the information obtained, then the information that needs to be
disseminated and communicated within the organization to be material for learning and become a piece of
knowledge. Third, it allows learning within the organization. The organization must have information and
communicate it, and do it in a way that allows for learning.

Organizational learning can be measured through four dimensions as described by Jerez-Gémez et al. (2005). First,
managerial commitment (managerial commitment); managerial support for a shared vision, mental models, and
leadership management. Second, the system perspective (system perspective); includes shared vision, clarity of
purpose of vision, and system orientation. Third, openness and experimentation (openness and experimentation);
includes openness to new ideas, independence of problem-solving. Fourth, knowledge transfer and integration;
include teamwork, team learning, internal knowledge integration, knowledge transfer, group problem solving, and
team orientation.

Based on the above study, it can be synthesized that organizational learning is a process that enhances the desires
and abilities of members of an organization in processing existing information continuously and to be used as useful
knowledge for organizational progress.

Work Engagement

Work engagement is a concept that illustrates how an employee has enthusiasm, focus, and dedication in his work.
Work engagement in this context means there is a strong emotional bond between the employee and his work, so
that sincerity arises in working. Byrne (2015) explains that work engagement is a motivational condition, in which a
person is psychologically motivated, focused and in tune with work and organizational goals, and flows his
emotional cognition to transform work into meaningful and meaningful achievement. Work engagement also refers
to psychological involvement and work connection as stated by Dessler (2017) where work engagement is the extent
to which organizational employees are psychologically involved, connected, and committed to completing their
work. Employees who are bound to experience a high level of connectedness with their work duties, and therefore
work hard to achieve goals related to their duties.

As stated by Luthans (2011) work engagement is an emotional form of investment in one's work. Similarly, Park et
al., (2013), when there is work involved, a person will feel positive emotions that will encourage more open
creativity and thoughts and ideas to implement them. The energy generated by work involvement will encourage
companies to innovate so that it will make employees more proactive and responsible. Another view related to work
engagement is explained by Mathis, Jackson, and Valentine (2016) where work engagement is the extent to which
employees' thoughts and behaviors are focused on organizational success, doing extra effort, being very involved in
their work, using business and thought, being active, and fully dedicating in work.

In measuring work engagement, one of the most widely used dimensions is from Schaufeli, Salanova, Gonzalez-
Roma, and Bakker (2002) which consists of three dimensions as follows; (1) work engagement is enthusiasm
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(vigor), which is characterized by a high level of energy and mental endurance at work; (2) dedication, characterized
by enthusiasm, inspiration, pride, and challenges; (3) absorption, characterized by the concentration attitude of a
person at work.

Employee engagement is also measured in a number of its characteristics, which according to Alfes, Truss, and Gill
(2010) these characteristics are bound through three aspects. First, intellectual involvement, which is marked by the
desire to get the job done. Second, affective involvement, namely positive feelings about doing a good job. Third,
social involvement is shown by actively taking the opportunity to discuss work-related improvements with others at
work. To measure work engagement, AON Hewitt (2012) uses simple questions with the Say, Stay, and Strive,
models. Where employees are asked to respond about three things: (1) If they say positive things about their
organization and act as a supporter, (2) If they intend to remain in their organization for a long time, and (3) If they
are motivated to try to give their best efforts to help the organization.

Based on the description above, it can be synthesized that work engagement is a condition of a person's mind,
emotions, and behavior that is focused on the success of his work.

Research Methods:-

This research was conducted at the Polri Language School and is the only Polri Language School in Indonesia.
Research time from proposal preparation to field research that is from February 2018 to April 2019. This research is
used a quantitative approach with survey methods, which is related to the deductive approach to answer the question
of who, what, where, how big, and many other questions to the sample or the entire population to describe attitudes,
opinions, behavior, or characteristics of the population. The causal relationships of variables in this study are as
follows:

Organizational

Learning (X1) \

| Pvi

Behavior (Y)

Py \ Innovative
el

Work /

Engagement (X2)

Fig 1:-Research Model

The accesible population in this study is the language educators in the Polri Language School, amounting to 86
educators, and referring to the Slovin formula in determining the number of samples, the number of research
samples was 71 Polri Language School educators.

Results and Discussion:-

The results of descriptive statistical calculations for innovative behavioral variable scores indicate that the ratio of
total empirical total score with theoretical total scores is 73.9%, this shows that the innovative behavior of educators
is sufficient. The most powerful indicator of innovative behavior is to implement an idea that also confirms that
promoting ideas must continue to be encouraged in the Sebasa Polri environment.

Based on the results of the study of organizational learning variables, the ratio of total empirical scores to theoretical
total scores is 80.4%, this shows that organizational learning in Sebasa Polri is rated well by educators. And the
strongest indicator of organizational learning is spreading information, while the weakest indicator is finding new
information. This shows that the activity of finding new information needs to be further strengthened in the Sebasa
Polri environment so that organizational learning can run optimally.

The results of the study of work engagement variables, the ratio of total empirical scores to theoretical total scores
are 80.5%, so these results illustrate that the work engagement of teachers in Sebasa Polri has been relatively high.
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While the strongest work engagement indicator is the focus on work while the weakest indicator is the commitment
to completing the task. These results indicate that there is a need for more maximum efforts to increase commitment
to completing tasks for teaching staff in the Sebasa Polri environment.

From the results of simple regression calculations the effect of organizational learning on innovative behavior, the
regression equation Y= -3,461 + 0,949X; was obtained. The summary of the calculation results in the form of
ANAVA tables to test the significance and linearity of the regression is shown in Table 2.

Table 2:- ANAVA Table for the Significance and Linearity Regression Test the Effect of Organizational Learning
on Innovative Behavior

Source of Variance df |Sum of Squares |Mean Square |F-value '(:;:30?2)95) I(:o-ct:%k?:)el)
Total 70 (842340

Coefficient 1 |814806,141

Regression 1 |17007,854 17007,854 111,490** 3,980 7,017
Residual 69 [10526,005 152,551

Deviation from Linearity 40 |5452,805 136,320 0,779™ 1,806 2,325
Error 29 |5073,2 174,938

**= significant at o. = 0,01; ™= non significant;

The results of the regression equation the effect of work engagement on innovative behavior, namely Y = -0.588 +
0.892X2. A summary of the ANAVA table to test the significance and linearity is shown in Table 3.

Table 3:- ANAVA Table for the Significance and Linearity Regression Test the Effect of Work Engagement on

Innovative Behavior

Source of Variance df | Sum of Squares Mean F-value F-table F-table
Square (a=0,05) (a=0,01)

Total 70 | 842340

Coefficient 814806,141

Regression 1 | 16074,282 16074,282 | 96,786** 3,980 7,017

Residual 69 | 11459,577 166,081

Deviation from Linearity | 44 | 7992,160 181,640 1,310™ 1,858 2,429

Error 25 | 3467,416667 138,697

**= significant at o. = 0,01; ™= non significant;

Test the significance and linearity of the regression effect of work engagement on organizational learning with a
regression equation X ,=23,590 + 0.833 X1. The calculation results are presented in table 4.

Table 4:- ANAVA Table for the Significance and Linearity Regression Test the Effect of Organizational Learning

on Work Engagement

Source of Variance df | Sum of Squares Mean E-value F-table F-table
Square (a=0,05) (a=0,01)

Total 70 | 1054620

Coefficient 1034435,211

Regression 1 | 13115,935 13115,935 | 128,026** 3,980 7,017

Residual 69 | 7068,853 102,447

Deviation from Linearity 40 | 4183,153 104,579 1,051™ 1,806 2,325

Error 29 | 2885,7 99,507

**= significant at o = 0,01; ™= non significant;
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Hypothesis testing results for the influence of organizational learning and work engagement on innovative behavior
are presented in table 5.

Table 5:- Recapitulation of Hypothesis Testing Results

No. Influence Statistical Path Coefficients | t-value Result
Variable Hypothesis

1. X)) — (Y) Ho:By; <0 Pv1=0,486 4,102** Reject Ho
Hl:BYl >0

2. (X2) — (Y) Ho:By, <0 Pv,=0,373 3,149** Reject Ho
HI:BYZ >0

3. X)) — (Xy) Ho:B <0 P»,=0,802 11,315** Reject Ho
HiBxn >0

** significant at a= 0,01

The test results show that the hypothesis tested in this study was accepted. This shows that organizational learning
and work engagement have a direct positive effect on innovative behavior, and organizational learning has a direct
positive effect on work engagement

The results of the calculation of the path coefficient for each variable can then be presented in the following path
diagram;

Organizational

Learning (X1) Py: =0,486

Lyae = 4,102

P, =0,802
t—value = 111315

Innovative
Behavior (Y)

A

Work
Engagement (X2)

Py, =0,373
t-value = 31149

Fig 2:- Path coefficient and T-Value the Effect of Organizational Learning and Work Engagement on Innovative
Behavior

Based on the results of the path analysis test, it is known that organizational learning has a positive direct effect on
the innovative behavior of educators at Sebasa Polri. Such findings provide an understanding that the practice of
organizational learning that goes well, will increase the innovative behavior of educators in the Sebasa Polri. So that
organizational learning is a factor that has an important role in determining the level of innovative behavior of
educators in the Sebasa Polri environment. Smaldino, Lowther, Mims, and Russel (2015) underline that learning is
the development of new knowledge, skills or attitudes. Therefore, learning is the key to innovation.

Based on the results of the analysis of indicator scores, it is known that indicators spreading information have an
important role in organizational learning. Hogel et al. cited by Eid and Nuhu (2009) explained that spreading
information which is also known as knowledge sharing is a culture of social interaction that involves the exchange
of knowledge, skills, and experiences between individuals in the organization. Wang and Noe (2010) argues that
sharing knowledge means the provision of task information and knowing how to help others and collaborate with
others to solve problems, develop new ideas, or implement policies or procedures.

Previous research also shows that organizational learning as a predictor of innovative behavior, as seen in the
research of Lin and Lee (2017) which concluded that organizational learning influences innovative behavior. In
another study, it was also found that organizational learning also had a positive effect on innovation (Hui, Radzi,
Jenatabadi, Kasim, & Radu, 2013; Tamayo-Torres, Gutiérrez-Gutiérrez, Llorens-Montes, & Martinez-Lépez, 2017;
Vijande & Sanchez, 2017). The findings from this previous study provide very clear evidence of the importance of
organizational learning in influencing innovative behavior. Therefore, the position of this study is to support the
theory and results of previous studies that show the influence of organizational learning on innovative behavior,
more specifically in the context of this research, namely the Sebasa Polri.
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Based on the results of statistical calculations about work engagement, it is known that work engagement has a
positive direct effect on the innovative behavior of educators in the National Police. These findings reinforce the
importance of work engagement factors in the Sebasa Polri environment in enhancing innovative behavior, work
engagement regarding the involvement of the individual and the individual's focus on work so that a commitment to
get the job done properly appears. Work engagement is also a form of emotional investment in one's work (Luthans,
2011) that conditions can contribute to the emergence of innovation behavior because people who have strong ties to
their work will be committed to providing the best so that creative efforts arise in the process completion of work.

Based on the results of the analysis of work engagement indicators it can be seen that the focus on work is very
strong, Scott (2011) states that people who focus on their work can ignore various disturbances in the surrounding
environment so that at work can think clearly and issue positive ideas that benefit the implementation of its tasks. As
stated by Byrne (2015) the focus on work is the main core of work engagement, because those who are bound to
work will give more energy and thoughts to work. Therefore, it can be understood why indicators focus on work
become dominant in this study so that the impact on innovation behavior will also be big.

Several previous studies also provide strong evidence that work engagement is an important determinant of
innovative behavior. This is proven by Agarwal (2014) research by taking employee objects in manufacturing and
pharmaceutical companies in Western India and his findings, among others, prove that work engagement has a
significant effect on innovative behavior. Likewise, research by Ariyani and Hidayati (2018) and Kim and Park
(2017) also found that work engagement was a factor that had a significant effect on innovative behavior. Therefore,
this research position means supporting theories and previous studies that show the influence of work engagement to
innovative behavior, specifically in this study, which is within the scope of the National Police.

Based on the results of the path analysis states that the positive direct effect of organizational learning on work
engagement is accepted. As an implication, the practice of organizational learning that runs well will have an impact
on the increased engagement of the work of educators in the National Police. The importance of organizational
learning in influencing work engagement has also been proven from the research of Bhaskar and Mishra (2014)
which concluded that the two organizational learning factors that most strongly influence work engagement are
connecting organizations with the environment and employee empowerment. Other research also found that
organizational learning influences work engagement (Eldor, 2011; Lin & Lee, 2017; Hussein, Abdul Razak, &
Omar, 2017; Malik & Garg, 2017). By referring to previous theories and research, this study supports previous
theories and research on the influence of organizational learning on work engagement.

Conclusions and Recommendation:-

The conclusions that can be drawn from the results of this study can be explained as follows, first, organizational
learning has a positive direct effect on the innovative behavior of educators at the Sebasa Polri. Thus the practice of
organizational learning that goes well, will result in increased innovative behavior of educators in the Sebasa Polri.
Second, work engagement has a positive direct effect on the innovative behavior of educators in the Sebasa Polri.
Thus the higher work engagement will increase the innovative behavior of educators. Third, organizational learning
has a direct positive effect on the work engagement of educators in the Sebasa Polri environment. As a result, the
practice of organizational learning that runs well will have an impact on increasing the work engagement of
educators in the Sebasa Polri. From the conclusions above the novelty of this study is based on the most dominant
indicators of each variable, namely: (1) indicators of innovative behavior in implementing ideas, (2) indicators of
organizational learning in disseminating information, (3) indicators of work engagement which focuses on work.

Following the conclusions of the research results, then the leader needs to formulate a strategy to build a culture of
organizational learning. As a National Police, educators need to be involved in the planning process to determine the
programs or activities to be carried out related to organizational learning. Reward systems also need to be
implemented to encourage the process of organizational learning, so that every educator is encouraged to find new
information that is useful, share and spread information related to organizational learning. Educators in Sebasa Polri
also need to continue to increase their work engagement, especially by increasing awareness that work must be done
with full dedication and sincerity, building work engagement within each educator, motivational and coaching from
the leadership also greatly helps to optimize the work engagement of educators.
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