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Abstract:  The study determined the mediating effect of entrepreneurial orientation on organizational learning and innovative 

work behavior of TLE Teachers in the Division of Tagum City. A non-experimental quantitative research design employing 

the descriptive-correlational technique was applied. The study utilized a complete enumeration sampling technique with 127 

TLE Teachers as respondents. Data were collected via face-to-face transactions following the IATF guidelines. In analyzing 

the data, weighted mean, Pearson r, and path analysis using SPSS were used. Results revealed that the levels of entrepreneurial 

orientation, organizational learning, and innovative work behavior were at a high level. Also, there was a significant 

relationship between organizational learning, innovative work behavior, and entrepreneurial orientation of TLE teachers. 

Moreover, to ascertain whether entrepreneurial orientation mediates organizational learning and innovative work behavior, 

path analysis using SPSS was performed and results revealed no mediation.  However, entrepreneurial orientation affects the 

relationship between organizational learning and innovative work behavior. Future directions and recommendations are 

presented.  

 
Keywords:  education, entrepreneurial orientation, organizational learning, innovative work behavior, mediation, 

Philippines 

I. INTRODUCTION 

1.1. Rationale 

 

Despite the importance of teachers' innovative work behavior in adopting helpful ideas and implementing these in teaching 

processes, Baharuddin et al. (2019) reported that many teachers lack of desire to innovate in teaching remains a problem 

worldwide. The report indicates that teachers who are comfortable in their current school do not want to develop new learning 

strategies and use only conventional ones. Yuan and Woodman (2010), as cited by Baer et al. (2012), those teachers rarely offer 

suggestions or new ideas for school progress. Also, some teachers do not want to apply new things that could socialize the school 

(Chou et al., 2019; Balkar, 2015). Therefore, it is essential to consider the positive impact of the Innovative Work behavior 

among organizations, especially in educational institutions, as it shapes students to compete globally and become social capital 

(Hashim et al., 2019) 

In today's age of globalization and digitalization, competition intensified, making Innovative Work Behavior (IWB) a 

mainstream demand in various fields (Elidemir et al., 2020). Studies regarding this highlight alternative solutions and novel steps 

for improving the effectiveness and efficiency of work ethics. Shahab and Imran (2018) expressed that IWB among educators is 

considered the most vital asset in gaining a competitive advantage for school organizations worldwide. In the field of education, 

IWB became highly significant as a knowledge society contributing to growth in a professional, academic career, and 

organizational aspects (Hashim et al., 2019). Numerous studies have shown that innovation is critical to improving corporate 

competitiveness and performance. 

Furthermore, Shanker et al. (2017) stated that the IWB of the employees influences the overall performance of an 

organization. This means that poor or lack of IWB will lead to some issues that will affect the success of the organization. Thus, 

it is essential to consider the positive impact of IWB among organizations, particularly in educational institutions, as it shapes 

students to compete globally in the saturated world of human capital (Hashim et al., 2019).  
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In this study, organizational learning stands as the independent variable, innovative work behavior as the dependent 

variable, and Entrepreneurial Orientation as the mediating variable. A survey by Tsai and Chen (2010), as cited by Lin and Lee 

(2017), showed that organizations that are learning-oriented also form an innovative culture. This entails that organizations and 

people find it easier to learn and develop, encourage new ideas, and diffuse and transform the knowledge. This process helps 

improve performance and enhances the innovation capability among people in the organization and the organization. Based on 

the study of Lee et al. (2007), the selected vendors among the knowledge-intensive industries as the research targets showed that 

organizational learning positively influences knowledge sharing and product development. This has been proven in the study by 

Lin and Lee (2017) that corporate learning significantly affects employees' innovative behavior. The same survey by Hirst et al. 

(2009) supported a positive relationship between organizational learning and employee creative behavior. 

On the other hand, entrepreneurial orientation has an impact on the overall performance of the organization. In the study 

of Vidal and Chiva (2009), it was found that entrepreneurial orientation and innovative work behavior are both subject to 

organizational learning. Anchored on the entrepreneurial innovation theory, entrepreneurial orientation requires practices in 

corporate education to facilitate innovation. It was found in the study of Huang and Wang (2011) that an organization with an 

advance or higher degree of entrepreneurial orientation creates a working environment that facilitates learning and innovation 

among employees and their organizations. The abovementioned relationship of variables paved the necessity to develop and 

identify the solid ground in the context of this research.  

Previous research on Innovative Work Behavior (IWB) and Organizational Learning was not focused on the academic 

field, specifically on Technology and Livelihood Education. Also, there is some literature, but limited and were concentrated in 

the business field. Moreover, only a few kinds of literature proposed the effect of organizational learning on the IWB with the 

mediating effect of entrepreneurial orientation. Hence, research showed that organizational learning positively and significantly 

influenced innovative work behavior. This research will be investigated from an academic perspective. It is high time to conduct 

research that will add to the body of knowledge, especially in the era of globalization and the 4th Industrial Revolution. This is 

necessary as the schools are the primary driving force of the knowledge generation and impact the students and society. Therefore, 

this study aims to answer these queries and find light on the topic.  

 

1.2.  Research Objectives 

 

The study aims to determine the mediating effect of entrepreneurial orientation in the relationship between organizational 

learning and innovative work behavior among TLE teachers. Specifically, the study has the following objectives: 

1. To describe the level of organizational learning among TLE teachers in terms of:  

1.1. management commitment; 

1.2. system perspective; 

1.3. openness and experimentation; and 

1.4. knowledge transfer and integration. 

2. To ascertain the level of innovative work behavior among TLE teachers in terms of: 

2.1. Idea generation; 

2.2. Idea promotion; and 

2.3. Idea realization. 

3. To measure the level of entrepreneurial orientation among TLE teachers. 

4. To establish the significance of the relationship between: 

4.1. organizational learning and Innovative work behavior among TLE teachers. 

4.2. organizational learning and entrepreneurial orientation among TLE teachers. 

4.3. entrepreneurial orientation and innovative work behavior among TLE teachers. 

5. To determine the significance of the mediation of entrepreneurial orientation on the relationship between 

organizational learning and innovative work behavior among TLE teachers. 

 

1.3.  Hypothesis 

 

The following null hypotheses were treated at 0.05 level of significance: 

1. There is no significant relationship between organizational learning and Innovative work behavior among TLE 

teachers and organizational learning and entrepreneurial orientation among TLE teachers and entrepreneurial 

orientation and innovative work behavior among TLE teachers. 

2. Entrepreneurial orientation does not mediate organizational learning and innovative work behavior of TLE 

Teachers. 

 

1.4. Review of Related Literature 

This section provides the discussions of variables and their indicators. The independent variable is organizational 

learning which is intellectualized by Gomez et al. (2005) with the following indicators management commitment, system 

perspective, openness and experimentation, and knowledge transfer and integration. Meanwhile, the mediating variable is 

an entrepreneurial orientation proposed by Choe and Loo (2013) with the following indicators innovation, achievement, 

personal control, and self-esteem. Lastly, the dependent variable is innovative work behavior which is conceptualized by 

Hsiao et al. (2011) with the following indicators idea generation, idea promotion, and idea realization. 

 

1.4.1. Organizational Learning 
It has been argued that the four criteria for evaluating organizational learning includes management 

commitment, that is management should understand skill and suitability; system perspective,  that the 

organization can be viewed as a system consisting of various sections; openness and experimentation that is 

innovative learning requires an open space within the organization for new ideas and perspectives; knowledge 
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integration and transfer that is the organizational learning capacity dimensions are connected to two processes 

occurring concurrently rather than sequentially. 

These components will allow employees to cope appropriately with environmental changes, react 

quickly to changes, and provide organizational excellence (Pham & Hoang, 2019). 

Previous research described organizational learning as a shift in the expertise-based knowledge of the 

organization due to previous experience. Learning organization, which is complex and multidimensional, has 

been described as an outcome or result of organizational learning. Accordingly, the development of knowledge, 

preservation, and transfer of knowledge can be defined as organizational learning. Organizational learning is, at 

this moment, conceptualized as a multilevel mechanism in which participants gain information by working 

together and reflecting together individually and collectively (Hussein et al., 2016; Martínez-Costa et al., 2018; 

Rupčić, 2020). 

In addition, it has been proposed that the process of changing behavior through improved awareness and 

comprehension is organizational learning. Similarly, creating observations, understanding, and connections 

between past behavior, the success of those actions, and potential actions is organizational learning. It occurs 

consecutively in a sense that involves both the internal and the external environment. The interior environment 

has to do with specific factors that are under the influence of managers of organizations. Structures, people, and 

procedures comprise them. External environments are those influences beyond the power of organizational 

managers, such as the company operating environment's rivals, consumers, and political, economic, and legal 

structures (Martínez-Costa et al., 2018; Rupčić, 2020; Tortorella et al., 2020). 

Research has shown that leaders of organizations have a powerful influence on successful learning. 

Leaders who consider information to be a valuable asset tend to have a constructive approach to organizational 

learning. Therefore, organizations must design themselves as learning laboratories to continuously acquire, 

produce, exchange, and use knowledge-based tools for creativity and performance improvement and acquisition, 

sharing, and use of knowledge resources (Adam et al., 2020; Tortorella et al., 2020; Ziemiańczyk & Krakowiak-

Bal, 2017). 

However, there will be a stagnation in the absence of organizational learning, and the company will not 

be able to respond to environmental changes. One of the reasons for the value of organizational understanding is 

that organizations with a low level of organizational learning would not be able to respond to environmental 

changes arising from technological innovation. On the contrary, the willingness of an organization to learn has 

been correlated with a fundamental source of competitive advantage, which is why it is insisted that organizational 

learning helps to improve the competitive advantage of an organization as well as the responsiveness to change 

(Hussein et al., 2016; Pham & Hoang, 2019; Reinhold et al., 2018). 

A study was conducted to clarify the relationship between the individual learning (IL) outcomes of 

competencies and the organizational learning (OL) outcomes of competencies, as well as the mediating role of 

administrative support for the transition (OST) of learning in the transformation of individual learning into 

organizational learning. Both studies show that individual learning and organizational learning have been carried 

out, that individual learning is net learning of the organization's desired skills, that organizational learning is the 

product of socialization and codification of individual learning applied to work, and that individual learning 

predicts organizational learning, and that administrative support for transition mediates (Correia-Lima et al., 

2019). 

In addition, the employee practices individual learning during their working day in activities organized 

and guided by formal learning organizations and even informally. Studies based both on formal and informal 

education, however, are rare. Moreover, not all individual learning is incorporated at work. This raises the 

difficulties of moving knowledge and Organizational Support for Transition (OST) to the research field of 

Organizational Learning. Although there is a great deal of theoretical agreement on the multidimensionality of 

organizational learning, there is little empirical evidence of the correlation between individual education and 

organizational learning. Reports of the lack of evidence of a correlation between individual learning and 

organizational learning coexist with pieces of the marginal influence of personal knowledge on organizational 

learning (Correia-Lima et al., 2017; Popadiuk& Ayres, 2016; Sparr et al., 2017). 

The literature has consistently shown the link between individual abilities, mobilized expertise in work 

situations, and organizational learning. Organizational competency, however, is not the amount of the 

competencies of its staff. It can be inferred that individual competency learning varies from organizational 

learning, which illustrates the need to explore and delimit the notion of organizational learning (Manuti et al., 

2015; Reinhold et al., 2018; Takahashi, 2017). 

Consistently, an example of the mediating function of organizational support for the transition between 

individual learning and organizational learning has continuously been examined. Once these works are evaluated, 

it can be concluded that individual learning correlates with greater use of administrative support for the personal 

transition. Since individual learning is positively linked to organizational transfer support and organizational 

transfer support is positively related to organizational learning, organizational transfer support likely plays a 

mediating role in the connection between individual learning and organizational learning (Correia-Lima, 2016; 

Reinhold et al., 2018). 

Likewise, the change in actual actions or the change in cognitive belief structures is typically correlated 

with an approach to the study of organizational learning. Theories that embrace the transition in the system of 

mental belief stress that learning occurs as organizations gain information without being visible in the habits that 

change. In that sense, developing open-minded inquiry and informed understanding is known as organizational 

learning. Consequently, it can be argued that organizational learning can be seen as either cognitive development 

or behavioral growth (Gaziyev et al., 2020; Odor, 2018). 

More recent organizational learning literature typically refers to organizational learning at the level of 

individuals, groups, and organizations. That is, the corporate learning process can occur not only through 
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individual acquisition and assimilation of information but also within organizational groups that can later be 

stored in organizational memory. Therefore, more than the amount of the individual learning of the actors within 

the company is called formal organizational learning. As a result of collective action and shared reflection 

between corporate members, new knowledge can be created, so organizational learning can not only be regarded 

as growth among individual members (Chan-peng et al., 2017; Odor, 2018; Yusmazida et al., 2019). 

In addition, practitioners and researchers strongly stressed that organizational learning culture would 

enable organizations to gain a competitive advantage and respond faster to changes than competitors. Encouraging 

the organizational learning culture instills creativity to overcome chaotic and changing circumstances. The 

corporate learning culture or practices have been shown to have positive organizational outcomes, such as 

increased performance and the promotion of creative skills and innovative employee actions (Adam et al., 2020; 

Delić et al., 2017; Hassan & Basit, 2018; Hussein et al., 2016; Martínez-Costa et al., 2018; Rupčić, 2020; 

Tortorella et al., 2020; Ziemiańczyk & Krakowiak-Bal, 2017). 

Management commitment. Research on the capacity to control information was carried out. The outcome 

indicates that the aspects of organizational learning are antecedents of the capacity for information management. 

Shared principles and transparency directly and constructively impact the potential for information management. 

However, the same was not found to be the case for managerial engagement and dialogue. The findings, on the 

other hand, indicate that management involvement and dialog indirectly affect knowledge management capacity 

over shared vision (Pham & Hoang, 2019; Turulja and Bajgorić, 2018). 

Four organizational learning variables are required to create successful operating conditions. One of 

them is the commitment of management. The company's management should be tolerant of organizational 

learning and facilitate it. Management should motivate workers while ensuring everyone understands and is 

committed to it. In a report, it was pointed out that management should recognize the skills and suitability in the 

management commitment process, then cultural acquisition, development, and transition of knowledge 

management as to the fundamental values (Jamal, 2011 cited by Cheema et al., 2016; Martínez-Costa et al., 2018). 

However, research was conducted on the relationship between the capability for organizational learning 

and the business's success. The paper explores the relationship between Vietnamese companies' organizational 

learning capacity and business results. The findings showed that the potential for organizational learning 

positively influences company success. In addition, two out of four facets of organizational learning capacity 

(management commitment to education and knowledge transfer and integration) have a positive relationship with 

business performance (Pham and Hoang, 2016; Rupčić, 2020; Tortorella et al., 2020). 

Previous research identified management commitment in terms of promoting the personal effectiveness 

and learning of members of the organization and the capacity of an organization to respond to environmental 

conditions. Management should establish a culture that encourages knowledge acquisition, development, and 

transmission as a fundamental value by understanding the importance of learning. They should express a strategic 

view of learning to ensure that the members of the company recognize the importance of education and draw 

interest in its achievement, considering the active part it plays in the success of the organization (Hassan & Basit, 

2018; Hussein et al., 2016; Pham and Hoang, 2016) 

On the other hand, research was conducted on the mediating role of psychological capital between 

perceived commitment to management and security behavior. Growing attention has been paid to management's 

dedication to supplementing the conventional emphasis on technical advancements in safety management among 

the attempts to resolve high incidences of fatalities and injuries in coal mines. Results indicate that the perceived 

devotion of management to safety correlates favorably with employees' compliance with safety and involvement 

(Ye et al., 2019). 

Recent research has been performed on the effect of middle management commitment on change 

programs in public organizations. The study suggested that the lower managers and non-management personnel 

agreed that the company's central management demonstrated a lack of dedication to that system after introducing 

the quality management system. In addition, this lack of involvement is recognized in the study of participant 

perceptions of quality improvement activities reported in the questionnaire and interviews. Growing knowledge 

of middle managers of the value of their commitment to improvement initiatives can impact employees' 

commitment to improvement initiatives, especially in public organizations with vertical/hierarchical structures 

(Alhaqbani, 2016). 

System Perspective. The system perspective has been referred to by many scholars as the organization 

would be regarded as a system composed of different parts, and each section of the same act is obligated to act in 

concert with other sectors. To do so, they must have a better plan to step-by-step do the process and implement 

that plan which eventually turned out to be manifested. Thus, achieving organization level through system 

perspectives it utmost importance (Heydari and Davoodi, 2013; Rupčić, 2020; Pham & Hoang, 2019). 

More recent literature on organizational learning typically refers to an individual, group, and 

organizational learning. They must have system perspectives in which each member is interconnected and 

performs their respective role to achieve that executive level. They need to be brave enough to take chances and 

adapt for the organization's betterment. Formal organizational learning is also considered satisfactory from the 

system's perspective. As a result of standard action and reflection between executive members, new knowledge 

can also be developed; thus, corporate learning can not only be regarded as development within the individual 

members (Chan-peng et al., 2017; Odor, 2018; Yusmazida et al., 2019). 

Furthermore, it has been proposed that organizations should attempt to build the viewpoint of the 

method. With this, an organization must be bold and flexible to embrace change. It is essential to change the 

structure and design it more imaginative, versatile, and educational. This is achieved when the member has the 

perspective to adapt to changes and be committed to the common goal of betterment at the organizational level 

(Cheema et al., 2016; Delić et al., 2017; Hassan & Basit, 2018). 
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On the other hand, recent research has described the perspective of systems or system thought as the 

fifth and most significant discipline in the learning organization model. It includes the organization's members 

with a shared identity and understanding of the interconnection between the various units that make up the 

organization. Every person, department, and area of the organization should have a clear view of the organization's 

goals to realize how they can assist in its growth. Further, the perspective of structures here refers to the promotion 

of collective acts, the establishment of member relationships of organizations based on knowledge sharing, mutual 

identity, and a shared vision (Delić et al., 2017; Pham and Hoang, 2016;). 

Openness and experimentation. Openness and experimentation, referred to as innovative learning, 

requires an open space within the organization or outside of new ideas and viewpoints to modernize, develop and 

enhance learning personal knowledge constantly. Management should create a relaxed and pleasant atmosphere 

in which workers feel comfortable sharing ideas to produce satisfactory results for the company (Cheema, 2016; 

Hassan & Basit, 2018). 

In addition, it has been discussed that the culture of openness and innovation refers to an environment 

of embracing new ideas and opinions, both internally and externally, facilitating the continuous analysis and 

development of personal knowledge. There must be a prior dedication to culture and functional diversity and a 

willingness to embrace all sorts of views and perspectives and learn from them to build a culture of transparency 

(Delić et al., 2017; Pham and Hoang, 2016). 

Research on the capacity to control information was carried out. The findings indicate that the 

dimensions of organizational learning are antecedents of the capacity for information management. Shared 

principles and openness directly and constructively impact the potential for knowledge management. However, 

the same for organizational commitment and dialogue was not the case. On the other hand, the findings indicate 

that management involvement and discussion indirectly affect knowledge management capacity over shared 

vision (Delić et al., 2017; Martínez-Costa et al., 2018; Turulja and Bajgorić, 2018). 

The literature has consistently shown proof of the relationship between individual competencies, 

mobilized expertise in work situations, organizational learning, and openness and experimentation. Nevertheless, 

managerial learning competence is not the sum of the abilities of its employees. It can be inferred that openness 

and experimentation contribute to an organization's success as it recognizes the various sides of the performance 

of the community members. It has also been discussed that openness and experimentation play a significant role 

in the organization as members expose their minds to various ideas that lead to manipulation and experimentation 

(Manuti et al., 2015; Reinhold et al., 2018; Takahashi, 2017). 

Knowledge Transfer and Integration. It has been hypothesized that the incorporation and transfer of 

information is one of those aspects of organizational learning capabilities that occur concurrently rather than 

sequentially linked to two processes. The impact of these two processes is not the same as the ability based on 

implicit internal barriers that prohibit the transmission of the organization's activities. However, these components 

will allow employees to cope appropriately with environmental changes, react quickly to changes, and provide 

organizational excellence (Cheema, 2016; Delić et al., 2017; Martínez-Costa et al., 2018). 

In addition, recent research has highlighted that the transfer and integration of knowledge apply to two 

closely related and concurrently occurring processes: internal transfer and knowledge integration. The first 

approach includes the internal distribution of knowledge gained at an individual level through contact and 

interaction with members of the organization, which is enhanced by an agile information system that ensures the 

consistency and availability of information and teamwork. Team learning puts the community above individuals, 

enabling the transfer, understanding, and integration of knowledge in the organizational learning process. This 

process contributes to the development of collective awareness that shapes the organizational memory, which is 

embedded in corporate culture, work processes, etc. (Hassan & Basit, 2018; Hussein et al., 2016; Pham and 

Hoang, 2016). 

Coherently, in the management literature, knowledge transfer is commonly debated. It is one of the main 

processes that precedes knowledge exploitation in knowledge management. Sharing knowledge is seen as a 

behavior (process or operation) in which people share their knowledge (information, skills, and expertise) 

(Mirzaee and Ghaffari, 2018). 

Knowledge transfer between workers includes practical implicit or explicit knowledge in the context of 

organizations, novel contributions to knowledge formation, improvised organizational understanding, and 

beneficial impacts on the organization. With this, information sharing improves creativity at individual and 

corporate levels (Kim and Park, 2017; Lin, 2007; Michna, 2018; Pittino et al., 2018). 

The abovementioned studies shed light on the permanence of organizational learning involving 

indicators, namely management commitment, system perspectives, openness and experimentation, and 

knowledge transfer and integration. Organizational learning is creating, retaining, and transferring knowledge 

within an organization. This means that an organization improves over time as it gains experience. From this, it 

can make understanding within the group.  

 

1.4.2. Innovative Work Behavior 
Based on the analysis, Janssen (2000) introduces the concept of innovative behavior dimensions of 

actions consisting of three phases: idea generation: the task of creating new ideas, or changing previous ideas 

that are useful in different fields. Work-related challenges, incompatibility between expectations and facts, 

contradictions, and changing patterns are some of the things that may inspire new ideas to be developed. Idea 

promotion: when an individual has found a creative idea, they should encourage and receive support from peers 

and the community that can provide the tools and authority required. Idea Realization: the last stage is to develop 

an innovation prototype or model that can be used with perceived advantages for individuals, groups, and 

organizations (Janssen, 2000, as cited in Soetantyo and Ardiyanti, 2018). 
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In addition, organizational innovation emerges from individual creation. It is the basis of corporate 

performance, drawing great interest in innovative work behavior. The description suggests that creative work 

activity is closely connected in the literature to other definitions. Innovative job conduct is a dynamic term that 

may involve interpersonal behaviors such as creating, encouraging, and realizing concepts. Research has also 

developed a questionnaire for creative work behavior, which described it as an opportunity for research, 

generation of ideas, promotion of ideas, the realization of ideas, and reflection. However, scholars hypothesized 

that a word that has often been used interchangeably with real innovation is creativity (Spanuth and Wald, 2017; 

Thurlings, 2015). 

Many research associates the idea of learning with employees' innovative work behavior and 

organizational efficiency. It has been shown that learning organizations have helped to boost productivity and 

responsiveness, which ultimately encourage and promote creativity through learning. Thus, the willingness to 

face the demanding environment in their learning capacity is closely correlated with organizations (Gomes & 

Wojahn, 2017; Halim et al., 2019; Kim et al., 2017; Watkins et al., 2018). 

While researchers and practitioners have attempted to produce evidence to create a connection between 

the culture of learning organizations or organizational innovation activities in terms of innovative work behavior 

and innovative ideas, empirical evidence has still been lacking among multinationals around the world, especially 

in the Malaysian context (Halim et al., 2019; Hassan & Basit, 2018; Hussein et al., 2016; Roffeei et al., 2017; 

Teng & Hasan, 2015). 

Later, it was found that the relationship between mentoring and career development was mediated by 

self-efficacy. In addition, the mediating impact of self-efficacy among employees in the academic sector, 

particularly on the relationship between personality and innovative work behavior, was examined. Similarly, the 

mediating influence of self-efficacy on the relationship between a fit person organization and innovative behavior 

was tested and found that a higher fit person-organization increases creative self-efficacy and improves job role 

innovation (Li et al., 2017; Ma et al., 2016; Parsa et al., 2016). 

A study conducted in the Malaysian education sector also showed that employees' self-efficacy improves 

innovative work behavior through variables influencing innovative behavior. A recent study in Malaysia showed 

that self-efficacy was one of the main determinants of creative culture that positively influenced innovative 

conduct in the educational climate. Self-efficacy enables workers to enhance innovation, particularly in 

multinationals operating under strong business leaders. Alternatively, workers become more creative when 

employed under pressure or in a stressful work climate (Hsiao et al., 2011; Ibus & Ismail, 2018; Newman et al., 

2018; Riaz et al., 2018; Roffeei et al., 2017). 

Coherently, a study was conducted on the influence of relational leadership on employee innovative 

work behavior in China's IT industry. This research attempts to investigate the impact of relational leadership 

(RL) in China's information technology industry on the three stages of employee innovative work behavior 

(EIWB). The findings of this study indicate that relational leadership, as an effective motivating instrument, 

allows workers to represent creative work behavior at each level of EIWB idea generation, idea promotion, and 

idea realization (Akram et al., 2016). 

The idea of Innovative Work Behavior has been put on the educational research agenda because of the 

urgent need for innovation and the issues associated with the rapid speed of innovation. It also suggested that 

innovative work activity can be characterized to benefit the individual or organizational success to deliberate 

development, implementation, and application of new ideas within a job position. Teachers with innovative work 

behavior are also teachers who can work creatively, contribute to the concept and provide the company where 

they work with positive results (Devloo et al., 2015; Thurlings et al., 2015; Yean et al., 2016). 

In essence, other research streams concentrate on trust and knowledge sharing as variables that can 

benefit innovative work actions (IWB). Under the theory of social exchange, interpersonal trust between 

colleagues contributes to a greater sense of workplace safety, organizational engagement, and, as a result, 

involvement in innovative work behavior. Knowledge sharing (KS), in turn, contributes to the exchange of 

experiences and skills among staff, contributes to mutual learning, and evokes reflection on current knowledge. 

KS, therefore, increases the probability of engaging in additional non-routine tasks such as innovative work 

behaviors (Anser et al., 2020; Erkutlu and Chafra, 2015; Michna, 2018; Yu et al., 2018). 

Idea Generation. Recent research has hypothesized that creative work behavior (IWB) involves the 

generation of ideas. IWB is a large and inclusive behavioral construct consisting not only of the age of ideas but 

also of translating these ideas into real innovations. Essentially, the generation of ideas is the task of creating new 

ideas or changing previous ideas that are useful in different fields. Job issues, the incompatibility between 

expectations and fact, contradictions and patterns are some of the things that can inspire new ideas to be generated 

(Devloo et al., 2015; Janssen, 2000, cited by Soetantyo and Ardiyanti, 2018). 

Similarly, innovative behavior is seen as a partnership between the person and the situation affected by 

past and present events and contributes to a creative outcome that can be considered. Creativity was defined as 

surrounding the idea generation process and was only intense at this approach's first stage of creative work 

activity. Likewise, the generation of ideas is a stage in which workers identify problems and produce new and 

valuable ideas to solve problems in any area (De Spiegelaere et al., 2014; Hashim et al., 2019). 

Essentially, as workers find concerns in work being conducted, the idea generation process occurs, 

creating new ideas to resolve those issues. Idealization involves the introduction of new ideas for teaching and 

learning. Meanwhile, innovative teaching is the capacity of teachers to include students in the classroom, enhance 

their ability to learn, and recognize and meet diverse needs through implementing strategies. Employees, 

however, attempt to adapt to the high workload by creating, encouraging, and implementing innovations to adapt 

to themselves or the work environment (Akram et al., 2015; Hashim, 2019). 

On the other hand, the supervisor's position is primarily influential during the idea-generation phase of 

the Innovative Work Behavior process, during the first part of the idea-promotion phase, and during innovative 
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operations that involve a relatively significant investment. All respondents who had undergone such a process 

suggested that this task typically ends during the idea-promotion phase, although their supervisor may be 

supported by being responsive, encouraging, and providing positive feedback (Bos-Nehles et al., 2017; Halim et 

al., 2019; Hassan & Basit, 2018; Hussein et al., 2016)  

In essence, the moderating effects of organizational tenure were explored in a report on creative job 

activity and personality characteristics. The outcome showed that tenure moderated the impact of 

conscientiousness on innovative work behavior with longer-tenured employees that are highly conscientious. 

Having workers generate more ideas if they were longer-tenured, tenure moderated the influence of transparency 

with idea generation (Halim et al., 2019; Teng & Hasan, 2015Woods et al., 2017). 

Fundamentally, idea generation requires the creation of a new and potentially helpful concept. At this 

point, individuals need to learn problem-solving skills to look objectively for changes responsive to the issues at 

hand. The generation of ideas is seen through the lens where schools are willing to think and develop new ideas, 

thereby demonstrating innovative ways that contribute to a successful student delivery (Hashim, 2019; Roffeei et 

al., 2017). 

Nevertheless, the mediation study shows an indirect effect of information donation on idea realization 

through idea generation. Idea generation is closely linked to idea realization in the present analysis. This result 

supports the multi-stage process of innovation that the completion of the idea follows idea generation and that 

stages of the innovation process are strongly correlated (and thus, some scientists treat innovative actions as one 

construct) (Hashim, 2019; Kmieciak and Michna, 2018; Spanuth and Wald, 2017). 

Similarly, this analysis expands the success of the Team Behavior research model. The current study 

indicates that donating knowledge is more important than collecting knowledge for generating ideas. The said 

study shows that the interactions between vertical trust and idea generation are mediated by information donation. 

While this research does not offer any such direct relationships, it does suggest that the age of ideas plays the role 

of mediator between the gift of information and the realization of ideas (Mura et al., 2013; Le and Lei, 2018). 

Idea Promotion. Support and appreciation from potential allies (friends, colleagues, and sponsors) are 

sought in the idea promotion process through the promotion of created ideas. In essence, ideas are promoted when 

an entity has found a creative concept. They encourage and obtain support from peers and the community that 

can provide the resources and authority required. (Hanif and Bukhari, 2015; Soetantyo and Ardiyanti, 2018, 

quoted by Janssen, 2000). 

The second part of the concept, the invention of a teaching method to accomplish a teaching or education 

purpose, is linked to the promotion of ideas and phases of realization. Innovative teaching has been described as 

the creation and use of novelty creativity or the invention of a teaching method to achieve a teaching or education 

objective (Halim et al., 2019; Hassan & Basit, 2018; Wisse et al., 2015). 

On the other hand, direct managers are not seen as having an active role in the promotion phase of the 

idea, but they are not seen as limiting the process. The supervisor's position is primarily influential during the 

idea-generation phase of the Innovative Work Behavior process, during the first part of the idea-promotion phase, 

and during innovative operations that involve a relatively significant investment. All respondents who had 

undergone such a process suggested that this task typically ends during the idea-promotion phase, although their 

supervisor showed support by being responsive, encouraging, and providing positive feedback (Bos-Nehles et al., 

2017; Wisse et al., 2015). 

In addition, studies have hypothesized that promoting ideas refers to actions that contribute to the sale 

of ideas to others, especially colleagues. At the same time, this method strives to get help for the idea's 

implementation. Teachers should always be optimistic in embracing and reinforcing new concepts within the 

school context. These new ideas must be launched on an ongoing basis, wherein teachers often influence their 

colleagues to have creative working habits (Halim et al., 2019; Hashim, 2019). 

In addition, promotional ideas are related to situations in which educators are bound by the responsibility 

to generate new ideas for teaching and learning. To do so, a person needs to be skilled in finding and solving 

problems using unique solutions or evaluating existing processes for enhancement. This stage allows individuals 

to be cognitively engaged in thought. It was noted that the secret to growing an organization depends not only on 

handling established information but also on constantly prioritizing the development of new knowledge. Teachers, 

however, strive to adapt to the high workload by creating, encouraging and implementing ideas to emulate or 

inject into the work climate (Akram et al., 2015; Spanuth and Wald, 2017). 

Supervisors are respected for their transparency, suggestions, and persuading efforts during the idea 

promotion process. Respondents were convinced that their boss was a critical factor in their success by providing 

input, autonomy, resources, and required facilities. Individuals with a supervisory position have suggested that 

they allow their subordinates a great deal of freedom to conduct their duties and do not control every small step: 

Whenever a firefighter comes up with an idea, the manager discusses the picture will discuss it with other team 

leaders and offers input to the employee. Feedback tends to rely on the tools required to improve the concept and 

the innovation's achievability. The money and time taken to promote the new idea is a significant point and affects 

the form of input given to staff (Bos-Nehles et al., 2017; Spanuth and Wald, 2017; Wisse et al., 2015). 

Consecutively, a study has concluded that other personality characteristics will become important in 

facilitating the promotion and realization of such ideas as tenure increases and the reach of those inventions 

expands. However, on the other hand, in the sense of comprehensive organizational and job expertise, idea 

promotion and realization can involve innovative approaches for which transparency can provide an advantage. 

Suppose a person with a high level of openness has that awareness. In that case, their level of creative activity in 

promoting and realizing ideas will also be more significant than those with a low level of openness (Judge and 

Zappata, 2015). 

Similarly, promoting innovations includes the implementation and propagation in the work environment 

through the persuasion of critical players or people and the gathering of supporters of the innovation process. It 
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may also be referred to as someone without a formal position who can advance a new service by overcoming all 

potential organizational challenges. Idea promotion is aimed at obtaining the community's support and appropriate 

resources for the realization of ideas, also known as the implementation stage. When the company has agreed to 

develop, test, and commercialize, the completion or execution of the concept takes place, and creativity, therefore, 

becomes part of the working process of the organization (Leong & Rasli, 2014; Messmann et al., 2017). 

Idea Realization. Research has developed an innovative work behavior questionnaire to describe the said 

concept as a chance investigation, generation, promotion, realization, and reflection of ideas. However, through 

confirmatory factor analysis (CFA), concept realization could not be cross-validated. Also, the concept depicts 

contemplation as part of Creative Actions, wherein scholars hypothesized that a word that has always been used 

interchangeably with the actual invention is imagination (Thurlings, 2015; Wisse et al., 2015). 

Essentially, it is presumed that idea realization applies to the efforts of teachers to use innovative and 

creative ideas in the performance of teaching and learning tasks so that class sessions in schools become more 

meaningful and thus positively affect students' achievement and performance. New concepts need to be realized 

in the teaching and learning methods of the teacher despite the contradiction to the organization's previous 

practice. The use of advanced computing software in science classes shows differentiation among the stages of 

appropriate teacher experience, change of external goals, actual course, achievement of goals, and impact of 

current practices (idea realization) (Hashim, 2019; Spanuth and Wald, 2017; Wisse et al. 2015). 

In addition, hierarchy appears to play a significant part in the idea realization. Being active in creative 

ventures seems to be the luxury of those with more influence and authority in the company. Some firefighters are 

disappointed that innovative ideas are introduced more rapidly from higher hierarchical layers than those ideas 

created on the work floor. Similarly, the final stage of idea realization is to construct an innovation prototype or 

model that can be used and perceived as beneficial for individuals, communities, and organizations (Bos-Nehles 

et al., 2017; Janssen, 2000, cited by Soetantyo and Ardiyanti, 2018). 

As mentioned in a study showing an increase in tenure and reach of such inventions, other personality 

characteristics can become significant in facilitating the promotion and realization of such ideas. However, in the 

sense of comprehensive organizational and job expertise, idea promotion and completion can involve innovative 

approaches for which transparency can provide an advantage. Suppose a person with a high level of openness has 

that awareness. In that case, their level of creative activity in promoting and realizing ideas will also be more 

significant than those with a low level of openness (Judge and Zappata, 2015; Spanuthamd Wald, 2017). 

The Confidence, Information Sharing, and Creative Work Conduct Study: Polish empirical evidence 

was performed. The goal of the said paper is to examine the impact of two forms of trust (vertical and horizontal 

trust) on the sharing of knowledge (donation of knowledge and collection of knowledge) and the effect of sharing 

knowledge on innovative work behavior (idea generation and idea realization). The findings showed that vertical 

and horizontal trust is positively linked to the donation of information and compilation of knowledge. With the 

accumulation of knowledge, donating knowledge is strongly related to the generation of ideas, which is highly 

associated with the realization of ideas. There is no apparent connection between the action of exchanging 

information and the completion of ideas. Donating information mediates the relationship between vertical trust 

and the generation of ideas (Hassan & Basit, 2018; Kmieciak, 2020; Spanuth and Wald, 2017). 

Previous factors, however, suggest that trust benefits the donation and compilation of information, which 

in turn promotes the production and realization of ideas. Knowledge sharing may also play the role of a bridge 

that connects interpersonal trust to the creative actions of employees. This is in line with the argument that higher 

levels of horizontal confidence produce higher levels of knowledge sharing and cooperative efforts in team 

circumstances and create a team environment that is in line with innovation activity (Hughes et al., 2018; Spanuth 

and Wald, 2017; Wisse et al. 2015). 

Such a claim is consistent with some previous studies carried out in Polish companies that have found 

no direct correlation between knowledge sharing and a business's innovativeness. Nevertheless, the mediation 

study shows an indirect effect of information donation on idea realization through idea generation. In the current 

research, idea generation is closely linked to the realization of ideas. This outcome confirms previous claims that 

innovation is a multi-stage process, the completion of ideas follows that idea generation, and that innovation 

process stages are strongly correlated (and therefore, some scholars treat innovative actions as a single construct) 

(Hashim, 2019; Kmieciak and Michna, 2018; Spanuth and Wald, 2017). 

The above literature explains the concept of innovative work behavior with its indicators: idea 

generation, idea promotion, and idea realization. It has been highlighted that Innovative behavior refers to the 

introduction and application of new ideas, products, processes, and procedures to a person's work role, work for 

a unit, or organization. This can be done by an individual member or a group of individuals within an organization. 

The abovementioned studies are the concepts illustrating the preliminary nature of the mediating effects 

of Entrepreneurial Attitude Orientation with indicators such as innovation, achievement, personal control, and 

self-esteem. These concepts impact the relationship between Organizational Learning (with the arrows of 

management commitment, system perspectives, openness and experimentation, and knowledge transfer and 

integration) and Innovative Work Behavior (with hands of idea generation, idea promotion, and idea realization) 

among TLE teacher. Moreover, it emphasizes the specific aspects of the mediating variable to independent and 

dependent variables together with their respective indicators. Furthermore, it also presented the readings on the 

relevance of the topics, wherein it shed light on the attainment of the study objectives about the mediating effect 

of Entrepreneurial attitude orientation between organizational learning and innovative work behavior among TLE 

teachers. 

 

1.4.3. Entrepreneurial Orientation 
A study was conducted using the model of entrepreneurial attitude orientation (EAO) to predict the 

intentions of self-employment among undergraduates from public and private universities in Malaysia. The 

http://www.jetir.org/


© 2022 JETIR June 2022, Volume 9, Issue 6                                                                      www.jetir.org (ISSN-2349-5162) 

JETIR2206923 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org j180 
 

outcome of the research shows that it was found that personal control, self-esteem, and innovation had critical 

and constructive relationships with the goal of self-employment. In the meantime, the achievement was found to 

have no substantial connection with the dream of self-employment (Salilew & Tariku, 2017). 

In addition, previous research was carried out with the primary objective of modeling the effect of 

entrepreneurial attitudes on the intention of self-employment among engineering students in the final year. The 

findings have shown that entrepreneurial education/training and attitudes substantially predict students' choice to 

self-employ. Likewise, previous studies have highlighted that an entrepreneurial attitude orientation is 

significantly linked to entrepreneurial intention (Ayalew and Zeleke, 2018; Do & Dadvari, 2017; Jin, 2017). 

In addition, some scholars studied entrepreneurial intention among Vietnamese international business 

students. To analyze responses from 372 final-year students, exploratory factor analysis and multiple regressions 

were used. The study outcome indicates that the attitude toward entrepreneurship and perceived regulation of 

actions is positively linked to the purpose of entrepreneurship. In related studies, other researchers have reported 

that the subjective norm, perceived behavioral influence, and family business history significantly forecast 

students' interest in entrepreneurship. In addition, they concluded that students' interest in entrepreneurship is 

generally seen among men rather than female students (Nguyen, 2017; Osakede et al., 2017). 

In the same vein, researchers affirm that attitude is the most potent predictor of entrepreneurial and self-

employment intent. In comparison, a surprising finding has been reported that attitude does not significantly affect 

entrepreneurial motive. There are variations in the attitude towards the outcome of self-employment. This means 

that attitudes play a crucial part in the production of intentions and become a deciding factor in the formation of 

actions (Nguyen et al., 2019; Nguyen, 2017; Zhang et al., 2015). 

On the other perspective, recent research was carried out on the different viewpoints to define the 

variables that affected the Entrepreneurial Attitude Orientation. Two hundred twenty respondents live in HCM 

City, Vietnam, and collected survey data. From the studies of Entrepreneurial Attitude Orientation, the study 

model was proposed. Cronbach's Alpha, Average Variance Derived (Pvc), and Composite Reliability measured 

the reliability and validity of the scale (Pc). The AIC model selection showed that two components of the 

Entrepreneurial Attitude Orientation influenced Entrepreneurial Attitude Orientation: Creativity and Personal 

Power (Ngan and Khoi, 2020). 

Similarly, research was conducted on determining the entrepreneurial attitude and intentions of ABM 

Grade XII of Divine Word Colleges Senior High School students in Region I, Philippines. The study utilizes 

quantitative analytical research design and interpretation research to identify and justify the entrepreneurial 

mindset and intentions of the students. The results show that students' overall entrepreneurial attitude and 

entrepreneurial intent are also high. In terms of its correlation, the study depicts that the relationship between 

entrepreneurial mindset and purpose is essential (Abun et al., 2017). 

Though entrepreneurial attitude and behavior can not necessarily be taught in the classroom, it is still 

understood that education is necessary to improve the use of this attitude and behavior. School strengthens the 

entrepreneurial mindset by supplying them with the skills required to deal with business processes and problem-

solving. In line with previous results, entrepreneurship education has been retained to influence entrepreneurial 

skills and behaviors that affect their entrepreneurial intentions (Fadel, 2016; Tshikovhi and Shambare, 2015). 

It was also accepted that personal history, background, social context, attitudes towards 

entrepreneurship, everyday actions, and character characteristics were established as factors that affect the 

likelihood of engaging in entrepreneurship. Recent studies on entrepreneurial and entrepreneurial intentions have 

also found a connection between entrepreneurial attitudes and preferences. This study suggests that the 

administrator or curriculum creator should design programs and activities that increase students' entrepreneurial 

attitudes to inspire them to future enterprises. (Karabulut, 2016, Asmara et al., 2016; Yildirim et al., 2016) 

Research has also concluded that the main factors influencing entrepreneurial intent include an attitude 

towards start-up entrepreneurs, creativity, self-efficacy, perceived potential, enthusiasm for start-ups, job 

satisfaction, government policies, and financial support. Innovation, enthusiasm for start-ups, work satisfaction, 

and perceived potential have been described as key factors leading to the entrepreneurial purpose (Coulibal et al., 

2018; Koyviriyakul, 2016; Vasiliki et al., 2020; Jin, 2017). 

Innovation. There has been little focus on exploring the impact of learning organizations on innovation, 

which covers the entire aspect of the culture of learning organizations. However, empirical evidence generated to 

demonstrate how learning organizations have allowed the innovative capacity of employees to boost productivity 

is inconclusive (Doyle & Johnson, 2019; Halim et al., 2019; Hussein et al., 2016; Figueiredo et al., 2020; Sung 

et al., 2016; Caputo et al., 2019). 

Likewise, innovation was also believed to generate benefits- financial gains, personal growth, enhanced 

satisfaction, and improved cohesion. Early definitions came from economists; then, the emphasis turned to 

technology and its innovations, with most of the inventions being produced by large firms and typically initiated. 

Innovation is a new way of doing things that are commercialized (called innovation by some authors). Much more 

on innovation research), the need for mission-oriented innovation was reviewed; and several of the models were 

explored by researchers who put forward policies that help mobilize innovation (Edwards-Schachter, 2018; 

Fagerberg, 2017; Mazzucato, 2017). 

As a result, the culture of creativity and innovation has been found to influence business growth strongly. 

The culture of innovation and creativity thus decides the present and future of the nation's and enterprise's 

progress. Similarly, creativity can retain a long-term competitive edge. Organizational learning is considered to 

be one of the dominant facets of learning organizations, where the focus of organizations on organizational 

learning has been found to have a positive and vital influence on technological and administrative developments 

(Hanifah et al., 2019; Hoang et al., 2019; Rezaei et al., 2018; Shih, 2018; Sutapa et al., 2017). 

Similarly, a study conducted on Korean companies found that activities of learning organizations, such 

as continuous learning, developing innovation capture structures, mutual innovation learning, and providing 
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strategic innovation leadership, have a positive and vital impact on the transfer of innovation and knowledge. 

Transferring activities of learning organizations often has a mediating influence on the relationship between the 

creation and activities of learning organizations (Sung et al., 2016). 

Likewise, a study conducted among multinationals in Spain found that organizational learning mediates 

external cooperation in innovation by improving the acquisition, transition, and understanding of new information 

to ensure that employees effectively grow innovation. A study conducted in Malaysia found that elements such 

as empowerment of learning organizations have a positive and vital impact on innovation (Hassan &Basit, 2018; 

Martínez-Costa et al., 2019). 

Studies in Malaysia have also shown that collective and team learning is closely associated with 

organizational creativity. Similarly, a survey carried out in Malaysia among SMEs found that aspects of 

organizational learning such as knowledge acquisition and behavioral and cognitive learning impact innovation 

culture (Halim et al., 2019; Hussein et al., 2016). 

Employees employed at multinationals in Malaysia are actively engaged in collective learning as a team 

effort, and team leaders ensure that innovation is flourishing. The team leaders motivated these workers so that 

new information and ideas were shared amongst staff to encourage innovations. On the other hand, multinational 

managers promote knowledge acquisition and cognitive earning to cultivate creative working behavior among 

the employees (Halim et al., 2019; Hassan &Basit, 2018; Hussein et al., 2016; Martinez-Costa et al., 2019). 

Previous studies, however, have shown self-efficacy as a mediator and evaluated its effect on innovation 

and other factors, such as job development, personality and innovation, and actions and innovation at work. The 

job role and creative self-efficacy may be more relevant to mediating the relationship between learning 

organization and innovation rather than just self-efficacy. It is important to use creative self-efficacy in future 

research and explore how it mediates the conduct of knowledge sharing and learning organizations to instill 

creativity among multinational workers (Hu & Zhao, 2016; Li et al., 2017; Ma et al., 2016; Parsa et al., 2014; 

Parsa et al., 2016). 

It was discussed that innovation or creativity is part of entrepreneurship because it requires identifying 

opportunities, generating ideas, and innovation. Creativity here applies to the creation of new concepts. A chance 

to understand the relationship between creativity and entrepreneurial purpose is provided, as well as the indicators 

of each variable. However, the need for educational advances strongly depends on how teachers bring these 

innovations into practice. The desired modifications do not result in many developments in education. In addition 

to institutional variables, the conduct of teachers in coping with innovations is of utmost importance in 

recognizing the success or failure of innovations. In creativity, teachers play a critical role (Hasanefendic et al., 

2017; Koeslag-Kreunen, et al., 2018). 

However, the need for educational advances depends heavily on how teachers bring these innovations 

into effect. The desired improvements do not result in many developments in education. In addition to institutional 

variables, the conduct of teachers to cope with innovations is of utmost importance for understanding the 

achievement or failure of innovations. Teachers play a vital role in creativity (Hasanefendic et al., 2017; Koeslag-

Kreunen, et al., 2018). 

Achievement. In previous years, several variables, such as money, wealth, strength, name, popularity, 

and achievement, have been studied as a source of entrepreneurial motivation. Researchers have found that human 

desires and motivations during work affect one's cause. The need for accomplishment is the desire to do well and 

gain an inner feeling of personal achievement. The research found that the basis for achievement significantly 

affects entrepreneurial conduct. If the inspiration to run their own company overwhelms them by running their 

own business, they will prefer to follow their desire. Many scholars have agreed that there is a strong link between 

motivation for success and entrepreneurship (Chia and Liang, 2016; Yousaf et al., 2015; Zaremohzzabieh et al., 

2019). 

In addition, research was carried out on the impact of attitude and entrepreneurial education on business 

and engineering students to assess differing motivations. Following a cognitive approach, the paper aims to verify 

the relationship between the youth's locus of influence, need for achievement, entrepreneurial purpose, and level 

of business education by the youth's awareness that entrepreneurship is a career choice. The findings show that 

control locus, need for achievement, and entrepreneurial education has proved to be essential determinants for 

young student's development, both independently and under the control variables' action (Barba-Sánchez et al., 

2018; Voda and Florea, 2019). 

It has been proposed that the desire for achievement is positively linked to the persistence of 

entrepreneurship. The thoughts of McClelland, however, are also dismissed by others. Studies have also rejected 

the connection between the desire for achievement and entrepreneurship. Other studies have shown that the need 

for performance should not be universalized because cultural variations exist (Abun et al., 2017; Rasyid & 

Bangun, 2015; Salilew & Tariku, 2017). 

Correspondingly, by evaluating various collections of contextual variables, many studies have attempted 

to classify the most significant determinants of entrepreneurship deliberately. Personality-based studies describe 

many features unique to entrepreneurs, such as self-confidence, courage, influence, innovation, and passion. 

However, while literature has long studied the impact of the locus of control and the need for achievement on 

entrepreneurial intentions, recent research provides mixed results in the case of Central and Eastern European 

(CEE) countries such as Romania (Biraglia et al., 2017; Jin, 2017; Teixeira et al., 2018). 

Similarly, cross-cultural research has also been carried out on the influence of personality traits and 

commercial motives. A study on the personality traits and their effect on the entrepreneurial intentions of the 

students of Turkey identified several characteristics of personality, such as internal control locus, need for 

achievement, risk tolerance, entrepreneurial alertness, and how they influence the commercial purpose. The study 

concluded that all personality characteristics were associated with the entrepreneurial drive. Similar research was 

carried out on students from Malang University, Indonesia. The said research aimed to determine if the desire for 
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achievement and risk propensity affected entrepreneurial intent. The two entrepreneurial attitudes were associated 

with entrepreneurial intent (Asmara et al., 2016; Karabulut, 2016). 

As a result, a study also pointed out that the desire for achievement was found to have the most significant 

positive impact on entrepreneurial purpose. The same research was also performed on the predictors of 

undergraduate student entrepreneurial intentions in Vietnam. His study showed that the desire to start a new 

venture was highly influenced by individual variables such as risk-taking ability and imagination and personality 

characteristics, such as locus of influence and need for achievement. (Jin, 2017; Phuong and Hieu, 2015; Salilew 

& Tariku, 2017). 

Personal Control. According to research, personal control beliefs, also referred to as locus of control, 

and personal mastery beliefs represent the philosophy of individuals about the degree to which they can control 

or influence results. It was debated that an individual's control locus involves internal and external control. Many 

researchers think that internal controls are generally related to entrepreneurial features. Nevertheless, research 

has shown contradictory and conflicting findings regarding control locus and entrepreneurship research (Asmara 

et al., 2016, Karabulut, 2016; Yildirim et al., 2016). 

For example, a positive but insignificant relationship between the locus of control and entrepreneurial 

intentions has been found in the study of Romanian students. The estimates were significant, either at the level of 

0.15 or negligible, because of the need for achievement. Therefore, when one is motivated by the purpose of 

success, it is synonymous with personal influence (Popescu et al., 2016). 

Recent research was carried out on the other viewpoints to define the variables that affected the 

Entrepreneurial Attitude Orientation. Two hundred twenty respondents live in HCM City, Vietnam, and collected 

survey data. From the studies of Entrepreneurial Attitude Orientation, the study model was proposed. Cronbach's 

Alpha, Average Variance Derived (Pvc), and Composite Reliability measured the reliability and validity of the 

scale (Pc). The AIC model selection showed that two components of the Entrepreneurial Attitude Orientation 

influenced Entrepreneurial Attitude Orientation: Creativity and Personal Control (Ngan and Khoi, 2020; 

Tshikovhi and Shambare, 2015). 

Self-esteem. In the literature, the definition of self-esteem has been variously established. Research 

describes self-esteem as connecting and respecting oneself, which has some basics. It was also thought that self-

esteem was an impression of approval or disapproval, indicating the degree to which the confidence of a person 

in themself is capable, powerful, essential, and worthy. Although several scholars assume that entrepreneurial 

behavior is not influenced by self-esteem, many studies confirm that the most significant trait of entrepreneurs is 

self-esteem. In other words, the outcome of fighting self-esteem in entrepreneurship is still inconsistent (Fadel, 

2016; Tshikovhi and Shambare, 2015). 

As stated earlier, it was clarified that self-esteem is the integration of self-worth and self-competence, 

making its adequacy a significant part of an individual. It has been attributed to the factors of exemplary academic 

achievements, teaching and learning success, entrepreneurship risk tolerance, and even the way people choose 

the course of action in entrepreneurship. Individuals with dominant self-worth tend to pursue Kirnzerian 

opportunities, while those with dominant self-competence tend to pursue Schumpeterian opportunities (Gonzales, 

2015; Karabulut, 2016). 

A single-subject study consistently found that, as young entrepreneurs grew up and acquired their unique 

style of self-esteem, the change from worthiness-based to competence-based and from Kirnzerian to 

Schumpeterian gradually becomes evident. This shows that self-esteem will not impact the success of the 

entrepreneurial endeavor; instead, it contributes to the method of seeking opportunities. Despite the change of 

style over time the overall adequacy of Self-Esteem led to entrepreneurial success; thus, any educational program 

that raises Self-Esteem adequacy will possibly increase the likelihood of entrepreneurial success (Prihadi et al., 

2015; Asmara et al., 2016). 

The above literature, in particular the entrepreneurial elements model, indicated that individuals' 

experience is influenced by RE (Resilience) and SE (Self-esteem). This means that there is a difference in 

resilience between people with more knowledge and less experience in entrepreneurship regardless of field 

practice or education in entrepreneurship. Playing TBG (Traders Board Game) can also be interpreted as a 

simulated entrepreneurial experience wherein it is hypothesized that the frequency of play could increase the RE 

and SE (Asmara et al., 2016, Fadel, 2016; Prihadi and Hairul, 2015). 

In a nutshell, Entrepreneurial attitude orientation is a firm-level strategic orientation that captures an 

organization's strategy-making practices, managerial philosophies, and healthy behaviors that are entrepreneurial. 

Entrepreneurial orientation has become one of the most established and researched constructs in the 

entrepreneurship literature. Concepts were based on and manifested with indicators such as innovation, 

achievement, personal control, and self-esteem. 

 

1.4.4. Correlation Between Measures 
Practitioners and researchers strongly stressed that organizational learning culture would enable 

organizations to gain a competitive advantage and respond faster to innovations and changes than competitors. 

The corporate learning culture or practices have been shown to have positive organizational outcomes, such as 

innovative work behavior, increased performance, and the promotion of creative skills. Encouraging the culture 

of organizational learning instills creativity to overcome chaotic and changing circumstances (Adam et al., 2020; 

Delić et al., 2017; Hassan & Basit, 2018; Hussein et al., 2016; Martínez-Costa et al., 2018; Rupčić, 2020; 

Tortorella et al., 2020; Ziemiańczyk & Krakowiak-Bal, 2017). 

Similarly, a study conducted on Korean companies found that activities of organizational learning such 

as continuous learning, developing innovation capture structures, mutual innovation learning, and providing 

strategic innovation leadership have a positive and vital impact on the innovative work behavior and knowledge 
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transfer of employees. Transferring activities of learning organizations often mediate the relationship between 

creative work behavior and organizational learning activities (Sung et al., 2016). 

Moreover, studies in Malaysia have also shown that collective and organizational learning is closely 

associated with organizational creativity. Similarly, a survey carried out in Malaysia among SMEs found that 

aspects of organizational learning such as knowledge acquisition and behavioral and cognitive learning impact 

innovative work behavior. That is, when organizations foster creative behavior, there is a presence of productivity 

and creativity (Halim et al., 2019; Hussein et al., 2016). 

In addition, organizational innovation emerges from individual creation. As the basis of corporate 

performance, there is great interest in innovative work behavior. The description suggests that innovative work 

activity is closely connected in the literature to other definitions. Creative work behavior is a dynamic term that 

may involve interpersonal behaviors such as creating, encouraging, and realizing concepts. Research has also 

developed a questionnaire for innovative work behavior and described creative behavior as an opportunity for 

research, generation of ideas, promotion of ideas, the realization of ideas, and reflection. Hence, organizational 

learning influences innovative work behavior where the team learns to work together and develop creative ideas 

to achieve their goals (Spanuth and Wald, 2017; Thurlings, 2015). 

Many research associates the idea of learning with employees' innovative work behavior and 

organizational learning efficiency. It has been shown that corporate learning has helped boost productivity and 

responsiveness and ultimately encourages and promotes creative behavior through education. The willingness to 

face the demanding environment in their learning capacity is closely correlated with organizations (Gomes & 

Wojahn, 2017; Halim et al., 2019; Kim et al., 2017; Watkins et al., 2018). 

Furthermore, when there is quality excellence and high performance, which involves innovative 

behavior among the organizations and increased self-efficacy, an organization's learning culture is seen as vital 

in reassuring multinationals to discuss the creative ideas with the exact people, setting, and at the right time. The 

organizational learning culture or activities were found to have a positive organizational outcome such as 

enhanced performance, nurtured innovative capabilities, and development of creative working behavior among 

the employees (Hussein et al., 2016; Ladyshewsky & Taplin,2018; Widyani et al., 2017). 

Research indicates that innovative work behavior is pivotal in improving organizational learning, 

performance, and competitiveness. Accordingly, organizational learning performance is influenced by the 

organization's climate of innovation and the innovative behavior of its employees. Thus, when organizations 

nurture a creative behavior, they tend to adapt changes and risk ideas to attain creativity or innovation 

(Ravichandran, 2017; Shanker et al., 2017). 

Similarly, organizational learning within the ICT sector is increasingly faced with the need to maximize 

the innovative work behavior of employees to sustain or obtain a competitive advantage. Furthermore, Innovative 

Work Behaviors are expected to be vital within the ICT sector as they directly impact organizational learning 

performance (Hanif and Bukhari 2015; Kim and Park 2017; Shanker et al. 2017). 

Research about the entrepreneurial attitude orientation and export intensity was conducted to examine 

the interplay of organizational learning and innovation. It has been suggested that some literature about the 

entrepreneurial attitude orientation emphasizes the manager's attitude to create risky approaches and strategies 

such as strategies or methods toward exports. In the analysis of a database of Spanish and Italian SMEs, 

entrepreneurial attitude orientation is perceived to be a managerial attitude that enhances exports when directors 

likewise create hard work in organizational learning and innovation (Fernandez-Mesa and Alegre, 2015). 

Likewise, it was found in a study that organizational learning ability and innovation performance plays 

a mediating role in the entrepreneurial attitude orientation and firm performance. Also, it has been concluded and 

suggested that entrepreneurial attitude orientation advances organizational learning ability and innovation 

performance, which in turn progresses athletic achievement. Thus, an attitude toward entrepreneurial orientation 

is an executive attitude that should be reinforced by specific organizational situations to enable learning and yield 

positive consequences for performance (Maroofi, 2017). 

A previous study determined that entrepreneurial attitude orientation is positively related to 

organizational learning capability playing a significant role in determining the effects of attitude towards 

entrepreneurial orientation on innovation performance. Also, the study shows that entrepreneurial attitude 

orientation directly affects organizational learning, innovation, and corporate performance (Gaziyev et al., 2020; 

Odor, 2018; Vidal and Chiva, 2013). 

The culture of creativity and innovative work behavior has been found to influence entrepreneurial 

orientation and business growth strongly. The culture of creative work behavior and creativity thus decides the 

present and future of the nation's progress and entrepreneurial orientation. Similarly, creativity can retain a long-

term competitive edge. On the contrary, organizational learning is considered to be one of the dominant facets of 

learning organizations, where the focus of organizations on organizational learning has been found to have a 

positive and vital influence on technological and administrative developments (Hanifah et al., 2019; Hoang et al., 

2019; Rezaei et al., 2018; Shih, 2018; Sutapa et al., 2017). 

In addition, it was discussed that innovative work behavior is part of entrepreneurship because it requires 

the identification of opportunities, idea generation, and innovation. Innovation/creativity here applies to the 

creation of new concepts. Therefore, an occasion to comprehend the relationship between entrepreneurial 

orientation and innovative behavior is provided, as well as the indicators of each variable. However, the need for 

educational advances strongly depends on how teachers bring entrepreneurial and innovative work behavior into 

practice. The desired modifications do not result in many developments in education. In addition to institutional 

variables, the conduct of teachers in coping with innovations is of utmost importance in recognizing the success 

or failure of innovations. In creativity, teachers play a critical role in executing entrepreneurial attitude orientation 

as it impacts innovative work behavior (Hasanefendic et al., 2017; Koeslag-Kreunen et al., 2018). 
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Consistently, a study has presented the connection at the individual level between entrepreneurial 

behavior and innovative behavior and displays a primary contact or overlap between the two concepts. 

Additionally, in the way of regulatory focus theory, the relationship or overlapped was also clarified, specifically 

on how innovators continue and do their best determination in attaining the goal by being open to changes and 

alternative ideas, but at the same time judicious and full of carefulness in forestalling failure (Amir, 2015). 

It has been found that Innovative work behavior is one of those vital attributes of high-performing firms, 

with the roles of entrepreneurial attitude orientation and self-leadership deemed to be significant for helping 

innovative work behavior. The reliability measures and confirmatory factor analysis sturdily back up the scale of 

the study. On the other hand, the finding from an empirical survey study in the deposit banks discloses that 

perceptions of participants regarding high levels of entrepreneurial attitude orientation greatly influence 

innovative work behavior. The results also support the full mediating role of self-leadership in the relationship 

among participants' perceptions regarding entrepreneurial attitude orientation and creative work behavior. In 

addition, this research gives few indications for practitioners in the banking sector to enable innovative work 

behavior through entrepreneurial attitude orientation and self-leadership (Kör, 2016). 

Based on the above literature, the variables of the study were: entrepreneurial orientation (mediating 

variable), organizational learning (independent variable), and innovative work behavior (dependent variable). 

Indicators of organizational learning include management commitment, system perspective, openness and 

experimentation, and knowledge transfer and integration. In contrast, indicators of innovative work behavior 

include idea generation, idea promotion, and idea realizations. Those readings were valuable in determining the 

mediating effect of entrepreneurial orientation on organizational learning and innovative work behavior of TLE 

teachers. Hence, this review of related literature serves as the inventory of the existing studies and literature 

related to the explored topic. Also, it will serve as the springboard for presenting results and discussing the 

investigation. 

II. METHODS 

2.1. Research Design 

 

The researcher employed the non-experimental quantitative research design applying descriptive correlational 

technique design with mediation analysis wherein numerical data were collected and subjected to formal statistical analysis 

to produce results (Stangor, 2015). Thus, to answer the research questions, various statistical tools and treatments were used 

and set before conducting the study (Ismail et al., 2020; Apuke, 2017). In addition, Creswell (2017) emphasized that 

quantitative design can be used to test objective theories by studying the relationship among variables without manipulating 

the variables. This study's design is appropriate because it only explores the relationship between organizational learning 

and innovative work behavior as mediated by entrepreneurial orientation without using the variables.  

Moreover, the study also used a descriptive-correlational research design through adapted survey questionnaires. 

McCombes (2020) asserted that the best research design to be used is the descriptive research design to accurately and 

systematically describe the facts, ideas, population, phenomena, and situation without any manipulation or control of any of 

the variables. Moreover, this design is fitted when the aim is to identify characteristics, frequencies and categories, and 

associations. In addition, the correlational technique describes and explores the variables and the relationships that occur 

naturally between and among them to make predictions (Kabir, 2016). In the correlational studies, the researchers look at 

how changes in one variable are linked to changes in the other to determine the strength of correlations between variables. 

In general, correlational approaches have independent and dependent variables, but the effect of independent variables on 

dependent variables is observed without modifying the independent variable (Creswell, 2017). Also, this study used an 

adapted survey questionnaire to collect data to answer the research questions. A survey questionnaire is a tool that supplies 

a quantitative and numeric description of the indicators of the variables being studied (Creswell, 2017). Through these 

survey questionnaires, the respondents' responses were gathered, measured, and interpreted. Since this study attempts to 

describe the prevailing relationship between organizational learning and innovative work behavior and measure the 

mediating effect of entrepreneurial orientation among TLE teachers, the descriptive-correlation research design is, therefore, 

the appropriate research design to be used. 

Meanwhile, mediation analysis divides the intervention's effect on the outcome into indirect and direct impacts. 

Direct effects work through different pathways, whereas indirect effects work through mediators of interest. The mediated 

proportion, a statistical measure of how much the overall intervention impact acts through a single mediator, can be 

calculated using mediation analysis. (Lee et al., 2019). 

As a whole, since the study is concerned with the gathering of data through adapted survey questionnaires to test 

the hypothesis of whether entrepreneurial orientation mediates the relationship between organizational learning and 

innovative work behavior, quantitative research design employing descriptive-correlational design is appropriate in this 

study since it describes the level of organizational learning, ascertain the level of creative work behavior and measure the 

level of entrepreneurial orientation of TLE teachers. Moreover, this will help determine the relationship between 

organizational learning and innovative work behavior. Through mediation analysis, this will help reveal the mediating effect 

of entrepreneurial orientation on organizational learning and creative work behavior of TLE teachers. 

 

2.2. Research Locale 

 

This study was conducted in the Division of Tagum City. Tagum City is 55 kilometers north of Davao City, 

between 7°26′ N latitude and 125°48' E longitude. On the north, the municipalities of Asuncion, New Corella, and Nawab 

border the city, known as Region XI's economic and administrative capital. It is bordered on the west by Dujali, the east 

by Maco, and the southwest by Carmen, with Davao Gulf to the south. 

Furthermore, Tagum City is a first-class component city and the seat of the Province of Davao Del Norte; it covers 

a total area of 19,580 hectares (48,400) acres) and is primarily agricultural, producing a variety of crops throughout the 
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year. Tagum City is situated in northern Southern Mindanao, at the crossroads of three significant road networks: the Phil-

Japan Friendship Highway, the Davao-Mati-Agusan Road, and the recently built Davao-Bukidnon Road, which connects 

the city to other key destinations in the region as well as throughout Mindanao. As a result, the city serves as an important 

economic crossroads not only for the province but also for the entire Davao Region, connecting Davao City to Butuan (in 

Agusan del Norte), Mati (in Davao Oriental), and the provinces of Surigao. 

The Division of Tagum City has 38 public schools, 26 of which are elementary schools, 3 integrated schools and 

9 secondary schools. The secondary schools include Tagum National Trade School, La Filipina National High School, 

Jose Tuazon Jr. Memorial National High School, Pipisan Maug National High School, Tagum City National 

Comprehensive High School, Laureta National High School, Tagum City National High School, Conocotan National High 

School and Magdum National High School while the integrated schools include Pandapan Integrated School, Busaon 

Integrated School and Libuganon Integrated School.  

Meanwhile, the Division of Tagum City is one of the pillars of the Department of Education in delivering quality 

education is expected to ensure that knowledge, skills and right attitude are possessed by its man power, the teachers, 

particularly the TLE teachers since skills development has been embedded in its competencies. The Innovative work 

behavior plays a significant role in the success of every organization. Hence, strengthening these behaviors bring out 

change and productivity in the work place. However, attempts to understand these behaviors that leads to teachers’ 

innovation is of limited number in the literature. Thus, the researcher saw the opportunity to help improve the innovative 

work behavior of the TLE teachers be of catalyst of change in the department.  

2.3. Population and Sample 

 

The study employed the complete enumeration sampling technique, which includes all TLE Teachers both in the 

Integrated and Secondary Schools of the Division of Tagum City. Complete enumeration is a statistical investigation 

wherein all group members will be included, selected, and measured in the study (Valente, 2010). Hence, viable and a 

practical design for small populations (Bukhart and Avery, 2018). Significantly, all TLE teachers, even if they are not 

graduates of BSEd TLE so long as they are handling TLE subjects, were included as one the respondents. They were 

intentionally picked because they are expected to have high innovative work behavior and entrepreneurial orientation in 

organizational tasks since entrepreneurship is already embedded in the K-12 Basic Education Curriculum of the 

Department of Education.  

Moreover, respondents of this study adhere to the inclusion, exclusion, and withdrawal criteria. Inclusion criteria 

are the essential characteristics of the target group that the researchers will employ to answer the research question. In 

contrast, exclusion criteria are characteristics of potential study participants who meet the inclusion criteria but have 

different traits that could jeopardize the study's success or put them at risk of an adverse outcome (Patino & Ferreira, 2018). 

In the inclusion criterion, all teachers handling TLE subjects, regardless of their obtained undergraduate degrees, were 

included as respondents in this study. In the exclusion criterion, those teachers who are not teaching TLE subjects were 

excluded as respondents in this study. Nevertheless, the respondents have all the freedom to withdraw and not to participate 

as respondents in this study when they feel uncomfortable answering the questionnaires without being intimidated and 

coerced. Respondents' expressions of unwillingness or exhaustion were considered, and they were entitled to withdraw 

from the study. 

 

2.4. Research Instrument 

 

This study used three (3) sets of survey questionnaires as research instruments. The first instrument assessed the 

level of organizational learning, the second instrument assessed the innovative work behavior and the third assessed the 

entrepreneurial orientation of TLE teachers.  

To quantify the organizational learning of TLE teachers, the organizational learning questionnaire of Gomez et al. 

(2004) with indicators of managerial commitment, systems perspective, openness & experimentation, and knowledge 

transfer & integration was used. The five orderable gradations of organizational learning with their respective range of 

means and descriptions are as follows: 

 

Range of Means 

 

Descriptive Level 

 

Interpretation 

   

 

4.20 – 5.00 

 

 

Very High 

 

Measures of organizational learning are always 

observed. 

3.40 – 4.19 High Measures of organizational learning are often observed. 

2.60 – 3.39 Moderate Measures of organizational learning are sometimes 

observed 

1.80 – 2.59 Low Measures of organizational learning are rarely observed 

1.00 – 1.79 Very Low Measures of organizational learning are almost never 

observed  

 

To assess the level of innovative work behavior of TLE Teachers, the Innovative Work Behavior questionnaire 

by Hsiao, et al (2011) with the indicators of idea generation, idea promotion and idea realization was used. The five 

orderable gradations of innovative work behavior with their respective range of means and descriptions are as follows: 
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 Moreover, to determine the level of entrepreneurial orientation, the survey questionnaire of Entrepreneurial 

Attitude Orientation by Ismail, et al (2013) was used. It aimed to predict the self-employment intentions among the 

Universities’ Undergraduates in Malaysia using the EAO Model. The questionnaire has four (4) indicators, namely, 

achievement, innovation, personal control, and self-esteem. The five orderable gradations of entrepreneurial orientation 

with their respective range of means and descriptions are as follows: 

Range of Means Descriptive Level Interpretation 

 

4.20 – 5.00 

 

 

Very High 

 

Measures of entrepreneurial orientation are always 

manifested. 

3.40 – 4.19 High Measures of entrepreneurial orientation are often 

manifested. 

2.60 – 3.39 Moderate Measures of entrepreneurial orientation are sometimes 

manifested 

1.80 – 2.59 Low Measures of entrepreneurial orientation are rarely 

manifested. 

1.00 – 1.79 Very Low Measures of entrepreneurial orientation are almost never 

manifested. 

 

Each of the indicators of each variable was composed of questions with a 5-point Likert scale. Downloaded 

questionnaires were modified to contextualized with the local setting, questions were simplified for easy understanding of 

the respondents and were then validated by panel of experts. Based on the validation, results revealed an overall mean 

score of 4.74 described as excellent. 

After the instrument validation pilot testing was conducted through the use of google forms, results revealed that 

organizational learning questionnaire with 16 questions garnered a Cronbach’s alpha of .911 based on the standardized 

items while the questionnaire on innovative work behavior with 9 questions earned a Cronbach’s alpha of .899 based on 

the standardized items and entrepreneurial orientation questionnaire with 23 questions earned a Cronbach’s alpha of .953 

based on the standardized items. All of the results have excellent internal consistency.  

 

2.5. Data Collection 

 

The researcher found the appropriate survey tools for measuring the organizational learning, innovative work 

behavior, and entrepreneurial orientation of TLE teachers. Such questionnaires were presented to the research adviser for 

comments and suggestions to contextualize them in the study, then later to the panel of experts. Afterward, validation 

sheets were secured from the Professional Schools for the research experts, both internal and external, to validate the three 

questionnaires. 

After the research instrument validation was conducted last September 20 to 25, 2021, the researcher wrote first 

to the Dean of Professional Schools to obtain permission to conduct the study; the Research Adviser noted such a letter. 

Then, having been granted the permission to conduct the study, a letter of endorsement was issued by the Dean of the 

Professional Schools addressed to the Schools Division Superintendent of Tagum City and the respective School Principals 

and School In-charge of the identified public schools for the conduct of the study. Following IATF protocols, last October 

12, 2021, the endorsement letter, together with the researcher's letter as noted by the Research Adviser, were placed in an 

envelope and dropped in the Schools Division Office's drop box. Attachments include the information sheet about the 

proposed study and the three (3) sets of questionnaires. The Schools Division Superintendent, having been granted the 

permission to conduct the study last October 18, 2021, provided an endorsement letter addressed to the concerned 

Principals and School-In charge to let the researcher conduct and collect data, emphasizing that IATF Guidelines shall be 

followed by all the time during the collection of data. The principal, having permitted the conduct of the study, asked their 

TLE Master Teacher/ Curriculum Head to assist the researcher in administering the survey questionnaires to all targeted 

TLE Teachers through face-to-face transactions. Face-to-face data gathering commenced last October 25, 2021, and 

culminated on October 29, 2021. All questionnaires were accounted for and retrieved on the same day of administering, 

and within a week, the questionnaires were already collected, collated, and tallied for statistical analysis. 

The researcher placed the tabulated data of survey responses in an excel spreadsheet and was emailed to the 

statistician last November 13, 2021, for statistical treatment. Mean was used to determine measures of central tendency to 

determine the level of organizational learning, the level of innovative work behavior, and the level of entrepreneurial 

orientation, which were Research Questions 1, 2, and 3. Research Question 4 was tested using the Pearson r to determine 

Range of Means Descriptive Level Interpretation 

 

4.20 – 5.00 

 

 

Very High 

 

Measures of innovative work behavior are always 

manifested. 

3.40 – 4.19 High Measures of innovative work behavior are often 

manifested. 

2.60 – 3.39 Moderate Measures of innovative work behavior are sometimes 

manifested 

1.80 – 2.59 Low Measures of innovative work behavior are rarely 

manifested. 

1.00 – 1.79 Very Low Measures of innovative work behavior are almost never 

manifested. 

http://www.jetir.org/


© 2022 JETIR June 2022, Volume 9, Issue 6                                                                      www.jetir.org (ISSN-2349-5162) 

JETIR2206923 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org j187 
 

if the variables are positively or negatively correlated. Mediation Analysis through Path Analysis using SPSS was used to 

test Research Question 5 to find out the significance of the mediation of entrepreneurial orientation on organizational 

learning and innovative work behavior. Last November 16, 2021, through email, the tables of statistical results were 

released by the statistician for the researcher to interpret and analyze. 

 

2.6.  Statistical Tools 

 

For comprehensive interpretation and analysis of data, the following statistical tools were utilized: 

 

Mean. This was used to characterize the organizational learning (IV), innovative work behavior (DV), 

and entrepreneurial orientation (MV) of TLE Teachers. 

Pearson r. This was used to determine the significance of the relationship between organizational 

learning (IV), innovative work-behavior (DV), and entrepreneurial orientation (MV) of TLE Teachers. 

Path Analysis. This was used to determine the mediating effect of entrepreneurial orientation (MV) on 

the relationship between organizational learning (IV) and innovative work behavior (DV) of TLE Teachers. 

 

2.7. Ethical Considerations 

 

To ensure ethical practice of research, various ethical codes were observed and applied. This study was conducted 

in conformance to the ethical protocols and guidelines set by the University of Mindanao Ethics Committee. The researcher 

secured from key officials’ permission for the conduct and completion of this research study. The researcher evaluates and 

confirms the appropriateness of selected recruiting partners, as well as assessing the level of risk and recommending 

mitigation strategies (including physical, psychological and social economic). Moreover, the researcher ensures that proper 

authorization and consent were secured from the respondents and they were assured that all of their rights would be 

adequately preserved and protected specifically in handling the data such as, but not limited to: 

Voluntary Participation. To adhere to the principle of respect for person, the researcher ensured that the 

respondents' involvement in the study was voluntary and without coercion. Respondents were provided with informed 

consent, which includes safeguards for their right to withdraw. Also, respondents were informed about the study's 

objectives and methodology. The researcher also ensured that potential respondents were not forced to participate in the 

survey. 

Privacy and Confidentiality. The information of the respondents was kept anonymous and confidential by the 

researcher in allegiance to Republic Act 10173, commonly known as the Data Privacy Act of 2012. This is a law that seeks 

to protect the privacy of an individual, be it in private, personal, or sensitive. In adherence to this, respondents' personal 

information, such as their names and the school where they work, were purposefully hidden. Furthermore, their answers 

to the questions will not be made public. The responses to his/her surveys were only visible to the researcher and the 

respondent. 

Informed Consent Process.  The researcher assured that the respondents received all of the information needed 

about the purpose of the study. He has also included the benefits that the respondents and other stakeholders may get in 

the success of the study. With this, the respondents have signed the consent form and they were informed of the objectives 

of the study, data gathering processes and other information necessary for them to know.  

Recruitment. The distribution of respondents determined how respondents from various schools were dispersed. 

The data collection processes, as well as how the questionnaires were administered and how respondents participated in 

the study, were also detailed. 

Risks. The researcher made certain that the respondents were safe from harm. The responden ts were also 

treated with caution. Also, prior to the data collection, the researcher ensured that data collected were only related 

to the topic being explored as a teacher. Furthermore, basic health criteria were observed, such as social separation 

and the use of a face mask and face shield at all times.  

Benefits. The researcher assured that the conduct of the study guaranteed quality and integrity of the 

results. Hence, the objectives of the study were made clear and the research methodology used were ap propriate. 

Basically, results of the study were made known to the concerned agencies for appropriate intervention programs.  

Plagiarism. Claiming works not of your own is an unethical practice. With this, the researcher assured 

that all intellectual property lifted from books, journal, articles and other resources were properly cited to give 

due credits to the rightful owner. Moreover, plagiarism checkers such as Turnitin and Grammarly were employed 

to assure the authenticity and originality of the paper.  

Fabrication. As this study is based on multiple previous investigations, the researcher made certain that 

he did not invent any literature to go along with his research study. As a result, all information cited were 

meticulously recorded and referenced. Meanwhile, the researcher ensures that results of the study were based on 

the data collected alone, thus, there is no alteration happened along the way. Hence, accurate conclusions were 

properly drawn and is supported by the existing literature review includ ed in the protocol.  

Falsification. Since this study is anchored to various propositions and theories from conducted scholarly 

works, the researcher ensured that the theories and propositions used in this study were properly referenced and 

cited lifted from credible journals and other scholarly works for all of its sources.  

Conflict of Interest. The researcher has separated his own personal preferences and interests in the whole 

duration of this research study be it actual, potential or perceived and involv ing financial and non-financial 

benefits in order to avoid impartiality which will result to loss of confidence in the study.  

Deceit. There was no evidence that the study misled the participants about any potential risk. Deception in 

research is an area balancing the needs for the grounds of statistical accuracy and validity is hard. Hence, all the information 

written were checked by the research adviser and validated by the panel of experts. 
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Permission from Organization/Location. To avoid conflict and to ensure conformance to organizational 

policy of the concerned organization particularly the Department of Education - Schools Division Office of the 

Division of Tagum City where the study was conducted, the researcher have sought permission to conduct the 

study from Dr. Josephine L. Fadul, the Schools Division Superintendent and the concerned School Principals 

respectively before the conduct of the study. 

Technology Issues. With the limited movement we have due to the spread of the Novel Corona Virus, 

the researcher make used of google forms during the pilot testing. Moreover, public forum and final defense were 

also done online. During the public forum, concerned stakeholders were invited to be a panel of reactor to let them 

be informed of the results and recommendations of the study.  

Authorship. Finally, authorship criteria were taken into account during the conduct of the study. The 

researcher, with the assistance and guidance of the research adviser, made a significant contribution to the totality 

of the research study. Thus, the manuscript was written by the researcher as the primary author and the research 

adviser as a co-author. Both have contributed in the completion of the study leading to the publication of the study.  

 

III. RESULTS 

The outputs of the set of data are presented and ordered based on the objectives of this study. First, the level of 

organizational learning among TLE teachers; second, the level of innovative work behavior of TLE teachers; third, the level of 

entrepreneurial orientation of TLE teachers; fourth, the association of organizational learning and innovative work behavior 

organizational learning and entrepreneurial orientation, and entrepreneurial orientation and innovative work behavior; and 

finally, the significance of mediation of entrepreneurial orientation on organizational learning and innovative work behavior of 

TLE teachers.  

 

3.1. Level of Organizational Learning of TLE Teachers 

 

Shown in Table 1 is the Level of Organizational Learning of TLE teachers in the Division of Tagum City. The standard 

deviation was less than 1.00 which signified consistency of responses among the respondents. The overall mean score was 3.68 

with a descriptive level of high. Analyzing the individual results of the level of organizational learning of TLE teachers on the 

following indicators were as follows: system perspective has a mean of 3.75 described as high, management commitment has a 

mean of 3.73 with a descriptive level of high, openness and experimentation has a mean of 3.65 described as high, and 

knowledge transfer and integration has a mean of 3.59 characterized as high.  

 

Table 1  

Level of Organizational Learning of TLE Teachers  

 

Indicator SD Mean Descriptive Level 

Management Commitment 
0.63 3.73 High 

System Perspective 
0.74 3.75 High 

Openness and Experimentation 
0.75 3.65 High 

Knowledge Transfer and Integration 
0.74 3.59 High 

Overall 0.65 3.68 High 

 

3.2. Level of Innovative Work Behavior of TLE Teachers 
 

Reflected in Table 2 is the level of innovative work behavior of TLE teachers. The overall mean score was described as 

high with a numerical equivalent of 3.40.  

As observed, the standard deviation is less than 1.00 hence it implies consistency on the responses of the respondents. 

Scrutinizing the result of the level of innovative work behavior of TLE teachers on the following indicators are as follows: idea 

realization with a mean score of 3.41 described as high; idea generation described as high with a mean score of 3.40; and the 

idea promotion with 3.38 mean score and a descriptive level as high.  
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Table 2 

Level of Innovative Work Behavior of TLE Teachers  

   

Indicator SD Mean Descriptive Level 

Idea Generation 0.69 3.40 High 

Idea Promotion 0.71 3.38 Moderate 

Idea Realization 0.78 3.41 High 

Overall 0.68 3.40 High 

 

3.3. Level of Entrepreneurial Orientation of TLE Teachers 

 

Illustrated in Table 3 is the level of entrepreneurial orientation of TLE teachers with a 23 item questions and an overall 

mean of 3.64 described as high with an overall standard deviation of .70 which implied that there is an internal consistency on 

the responses of the respondents.  

Examining the data closely, it can be observed that all mean scores of the items were described as high. The individual 

mean score of the items is ranging from 3.53 to 3.83.  Item 10 garnered the highest mean score of 3.83, followed by Item 2 with 

3.76 mean score and item 13 having a mean score of 3.75. Checking on the mean score from the bottom, shown in the table that 

item 12 earned the lowest mean score of 3.49 followed by item 23 with a mean score of 3.53 and item 22 with a mean score of 

3.54. 

 

Table 3 

The level of Entrepreneurial Orientation of TLE Teachers   

 

Item SD Mean 
Descriptive 

Level 

Spending a considerable amount of time analyzing my future 

business needs before I allocate my resources.  
0.79 3.70 High 

Making a point to do something significant and meaningful at work 

every day.  
0.79 3.76 High 

Believing that the most important thing in selecting business 

associates is their competency.  
0.85 3.65 High 

Feeling good when I have worked hard to improve my future 

business.  
0.97 3.57 High 

Getting a sense of accomplishment from the pursuit of my future 

business opportunities.  
0.83 3.64 High 

Having always feel good if I make the organization where I belong 

a functional one.  
0.88 3.64 High 

Believing that to arrive at a good solution to a business problem, it 

is important to question the assumptions made in defining the 

problem.  

0.78 3.67 High 

Believing it is important to continually look for new ways to do 

things in business.  
0.89 3.67 High 

Getting excited if I think of new ideas to stimulate my future 

business.  
0.86 3.60 High 
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Believing it is important to approach business opportunities in 

unique ways. 
2.76 3.83 High 

Looking for colleagues who are excited about exploring new ways 

of doing things.  
0.88 3.56 High 

Enjoying taking initiatives for change in business affairs.  0.88 3.49 High 

Believing that any organization can become more effective by 

employing competent people.  
0.83 3.75 High 

Feeling very good if I am ultimately responsible for my own future 

business opportunities.  
0.88 3.71 High 

Getting excited in creating my own future business opportunities.  0.92 3.63 High 

Spending a lot of time to plan my future business activities.  0.82 3.60 High 

Believing that my special skills in dealing with people would enable 

me to create many future business opportunities. 
0.79 3.72 High 

Believing I can perform very well any part of any business project I 

am involved with.  
0.78 3.66 High 

Believing successful people handle themselves well at business 

gatherings.  
0.84 3.62 High 

Feeling self-conscious when I am dealing with very successful 

business people.  
0.76 3.63 High 

Believing that to succeed in business, it is important to get along 

with the people I work with.  
0.85 3.61 High 

Believing if I have the authority in business, it is due mainly to my 

expertise in certain areas.  
0.81 3.54 High 

Feeling uncomfortable if I am unsure of what my future business 

associates think of me.  
0.83 3.53 High 

Overall 0.70 3.64 High 

 

3.4. Significance on the Relationship between Organizational Learning and Innovative Work Behavior of TLE Teachers 

 

Displayed in Table 4.1. is the data outputs of the significant relationship tests between organizational learning and 

innovative work behavior. It was shown that the coefficient of correlation is .812 with a p-value of .000, which is significant at 0.05 

significance level in the study.  

The indicators of organizational learning correlated with the indicators of innovative work behavior yielded the following 

results: Management commitment correlated with idea generation, idea promotion and idea realization yielded an overall r= .753 

at p-value ≤ 0.05. System perspective correlated with idea generation, idea promotion and idea realization yielded an overall r= .704 

with a p-value ≤ 0.05. Openness and experimentation correlated with idea generation, idea promotion and idea realization yielded 

an overall r= .751 at p-value ≤ 0.05. Knowledge Transfer and Integration with idea generation, idea promotion and idea realization 

yielded an overall r=.758 with a p-value ≤ 0.05 which rejects the first hypothesis. 
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Table 4.1 

Significance on the Relationship between Organizational Learning and Innovative Work Behavior of TLE Teachers 
 

Organizational 

Learning 

Innovative Work Behavior 

Idea Generation Idea Promotion Idea Realization Overall 

Management 

Commitment 

.702** 

.000 

.690** 

.000 

.717** 

.000 
.753** 

.000 

System Perspective 

.656** 

.000 

.647** 

.000 

.666** 

.000 
.704** 

.000 

Openness and 

Experimentation 

.644** 

.000 

.706** 

.000 

.747** 

.000 
.751** 

.000 

Knowledge Transfer 

and Integration 

.715** 

.000 

.702** 

.000 

.707** 

.000 
.758** 

.000 

Overall 

.743** 

.000 

.752** 

.000 

.777** 

.000 

.812** 

.000 

 
3.5. Significance on the Relationship between Organizational Learning and Entrepreneurial Orientation of TLE 
Teachers 

 
Table 4.2 shows the result of the significant relationship between organizational learning and entrepreneurial orientation. 

The data in the table reveal that the indicators of organizational learning such as management commitment, system perspective, 

openness and experimentation and knowledge transfer and integration significantly correlate with entrepreneurial orientation. As a 

result, when organizational learning is correlated with entrepreneurial orientation it yielded an overall r = .794 with p-value of 0.000 

which is significant at 0.05 significance level. Therefore, the two variables are significantly related to each other which rejects the 

first hypothesis. 

 

Table 4.2 
Significance on the Relationship between Organizational Learning and Entrepreneurial Orientation of TLE Teachers 

 

Organizational Learning Entrepreneurial Orientation 

Management Commitment 
.688** 

.000 

System Perspective 
.753** 

.000 

Openness and experimentation 
.733** 

.000 

Knowledge Transfer and Integration 
.719** 

.000 

Overall 
.794** 

.000 
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3.6. Significance on the Relationship between Entrepreneurial Orientation and Innovative Work Behavior of 
TLE Teachers 
 

Table 4.3 contains the significant relationship between entrepreneurial orientation and innovative work behavior.  All 3 

indicators of innovative work behavior: idea generation, idea promotion and idea realization, these 3 are significantly related to 

entrepreneurial orientation with a p-value ≤ 0.05, with r= .656, .615, .667 respectively and an overall r= .693 with p=value of ≤ 

0.05, therefore entrepreneurial orientation is significantly related to innovative work behavior which rejects the first hypothesis. 

 
Table 4.3 

Significance on the Relationship between Entrepreneurial Orientation and Innovative Work Behavior of TLE Teachers 

 

 

 

Entrepreneurial 

Orientation 

Innovative Work Behavior 

Idea Generation Idea Promotion Idea Realization Overall 

.656** 

.000 

.615** 

.000 

.667** 

.000 
.693** 

.000 

 

3.7. Mediation Analysis of the Three Variables 

Shown in table 5 is the mediation analysis of entrepreneurial orientation on organizational learning and innovative work 

behavior. Mediating variables describes the way in which intervention yields its outcomes. This variable is a mechanism through 

which X (independent) influences Y (dependent). Thus, independent and dependent variable should first be significant to conduct 

the analysis. The relation between variables may be classified as direct or indirect, that is, direct: X and Y cannot be influenced by 

a mediator variable and indirect: relationship between X and Y is influenced by mediator variable.  

Shown below was run using SPSS at 95% level of confidence. This is to test the hypothesis if entrepreneurial orientation 

(mediator variable) affects the relationship of organizational learning (x) and innovative work behavior (y) of TLE teachers. 

 

Table 5 
Mediation Analysis of the Three Variables 

 

 
 

 
 

 

 
 
 
 
 
 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

Figure 2. Path Diagram for the Regression  
 

A path analysis was conducted to test the relationship between variables. First was to test the effect of organizational 

learning to innovative work behavior of TLE Teachers, which resulted to a significant relationship (***) between independent and 

dependent variable. This concludes that, Organizational Learning of TLE Teachers influences their Innovative Work Behavior with 

a total effect of 0.846.  

   Estimate S.E. C.R. P Label 

MV <--- X .847 .058 14.672 ***  

Y <--- MV .126 .083 1.517 .129  

Y <--- X .739 .088 8.378 ***  

   Estimate S.E. C.R. P Label 

Y <--- X .846 .054 15.630 ***  

 
 
 
 
 
 
 
 

 No Mediation. 

Legend: 

X=Organizational Learning 

Y=Innovative Work Behavior 

MV= Entrepreneurial Orientation 

C = .846 
C’= .739 
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At 95% level of confidence, from the table where effects between the independent, dependent and mediating variables 

were shown, gives a result that the dependent variable, innovative behavior (Y), is not significant to the mediating variable, that is, 

Entrepreneurial Orientation, with p value 0.129 greater than level of significance 0.05, with coefficient 0.739. Hence, no mediation. 

However, the result in the Path diagram asserts that there is a correlation between organizational learning (x) and innovative work 

behavior (y); innovative work behavior (y) and entrepreneurial orientation (mediator variable) and; organizational learning (x) and 

entrepreneurial orientation (mediator variable) resulted to be positively correlated, with coefficients, 0.74, 0.13 and 0.85, 

respectively. This implies that as a variable increases the other variable also increases or as a variable decreases the other variable 

also increases. Hence, even the mediating variable, entrepreneurial orientation is not significant to innovative behavior at 95% level 

of confidence, there is still a correlation between them. 

Therefore, entrepreneurial orientation affects the organizational learning and innovative behavior of TLE Teachers but 

does not mediate the relationship between organizational learning and innovative work behavior which accepts the second 

hypothesis. 

 

IV. DISCUSSION 

 

This chapter discusses the findings of entrepreneurial attitude orientation as a mediator on organizational 
learning and innovative work behavior of TLE teachers. Conclusions and recommendations are also formulated based 
on the result of the study.  

 

4.1. Organizational Learning of TLE Teachers  
 

The high level of organizational learning of TLE teachers is due to the increased rating given by the respondents on 

management commitment, system perspective, openness and experimentation, and knowledge transfer and integration. These 

indicators garnered an overall high rating which was the product of the high scores as rated by the TLE teachers. Specific items in 

the hands garnering high scores revealed that TLE teachers have a generalized knowledge about the school's perspective and that 

they consider learning capability as a critical factor in promoting experimentation and innovation as a way of improving the work 

processes through teamwork by giving everyone the chance to talk among themselves about new ideas, programs, and activities 

that might be of use to their schools. This result is paralleled to the claims of some of the researchers in the literature that 

organizational learning is conceptualized as a multilevel mechanism in which participants gain information by working together 

and reflecting together individually and collectively (Hussein et al., 2016, Martinez-Costa et al., 2018 and Rupcic, 2020). Thus, 

when the four (4) indicators, management commitment, system perspective, openness and experimentation, knowledge transfer, 

and integration, are strengthened, employees will cope adequately with environmental changes, react quickly to changes, and 

provide organizational excellence (Pham & Hoang, 2019). 

Consequently, items on management commitment to organizational learning garnered a high mean score which can be 

interpreted that management commitment is often manifested among TLE teachers. Furthermore, it revealed that these TLE teachers 

considered teaching more of an investment than an expense, school management should frequently involve the teachers in essential 

decision-making processes, and they should be in favor of carrying out changes in any area to adapt to and keep ahead of new 

environment situations and ensure that innovative ideas are rewarded. This result is consistent with the claims of Hassan & Basit 

(2016), Hussein et al. (2016), and Pham and Hoang (2016) that management should establish a culture that encourages the 

acquisition, development, and transmission of knowledge as a fundamental value by understanding the importance of learning. Each 

member should recognize the importance of education, be interested in its achievement, and consider it an active part of the 

organization's success. 

Meanwhile, items in the system perspective garnered a high overall mean score revealed that the TLE teachers were often 

manifested a generalized knowledge regarding the school's objectives and that they are well aware of how they can contribute to 

the improvement of the school and treating each member of the organization as interconnected. Every member of the organization 

must have a system perspective that allows them to perform their specific roles at the organizational level; hence, by doing so, they 

need to make risk-taking changes to adapt for the betterment of the organization. As a product of the collective action and reflection 

between organizational members, new knowledge will be developed, with this organizational learning cannot only be viewed as 

development within and only in an individual member but as a group (Chan-peng et al., 2017; Odor, 2018: Yusmazida et al. 2019). 

Moreover, items in openness and experimentation attained a total mean score which implies that often TLE teachers 

possess a high level in terms of exposure and investigation in adopting practices and techniques which they think are helpful in their 

schools where they can freely express their opinions and make suggestions about how things are done in carrying out tasks as part 

of the school culture. Management should foster an open and welcoming environment where employees feel free to express their 

ideas, and the organization may achieve good results (Cheema, 2016; Hassan & Basit, 2018). Furthermore, it was supported by the 

claims of Manuti et al. (2015), Reinhold et al. (2018), and Takashi (2017) that openness and experimentation can lead to an 

organization's success since members of the organization work hand-in-hand and express their ideas and sentiments to reach the 

organization's goals. On the other hand, TLE teachers registered a high mean score on items, promoting experimentation and 

innovation as a way of improving the work processes and considering the experiences and ideas provided by external sources. This 

result is consistent with the findings in the literature that a culture of openness and innovation embraces new views and opinions 

from internal and external sources. Hence, to create a transparent culture, there must be a prior commitment to culture and functional 

diversity, as well as a desire to embrace and learn from various viewpoints and perspectives (Delić et al., 2017; Pham and Hoang, 

2016). 

Lastly, items of knowledge transfer and integration earned a high overall mean score, implying that TLE teachers often 

manifest a high level of knowledge transfer and integration consistent with the individual mean score of each item. Each of the 

items, having the chance to talk among themselves about new ideas, programs, and activities that might be of use to their school 

and practicing teamwork as their usual way of doing work earned the highest mean score among all items. Results revealed that 

TLE teachers were open among themselves through interaction and lived the culture of helping each other as members of the 

organization. Results conform to the literature and are supported by the Organizational Learning Theory that team learning 

http://www.jetir.org/


© 2022 JETIR June 2022, Volume 9, Issue 6                                                                      www.jetir.org (ISSN-2349-5162) 

JETIR2206923 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org j194 
 

prioritizes the community over individuals, allowing for information transfer, comprehension, and integration in the organizational 

learning process (Fauske & Raybould, 2005). This technique aids in the formation of collective awareness, which shapes 

organizational memory, which is ingrained in corporate culture, work procedures, and other factors. (Hassan & Basit, 2018; Hussein 

et al., 2016; Pham and Hoang, 2016). 

 

4.2. Innovative Work Behavior of TLE Teacher 

 

The present study provided evidence for the level of innovative work behavior among TLE teachers in various indicators. 

The overall mean score indicates that TLE teachers often have creative work behaviors within their organizations. This entails that 

the TLE teachers possess characteristics that enable them to generate, introduce and apply ideas for the organization's success and 

improvement. Teachers who exhibit innovative work behavior can work creatively, contribute to the concept, and bring excellent 

outcomes to the organization where they work. (Devloo et al., 2015; Thurlings, et al., 2015; Yean et al., 2016). 

To discuss in detail, the first indicator, which is the idea Generation, showed a level mean score. It confirms that TLE 

teachers have often created, generated, and searched for new ideas and techniques to cope with the problems and issues that arise 

within the organization and for the organization's improvement (Devloo et al., 2015; Janssen, 2000, cited by Soetantyo and 

Ardiyanti, 2018). Separately, creating new ideas for difficult school and pedagogical issues and generating original solutions for 

work problems have surprisingly resulted in a moderate level with 3.39 and 3.31 mean, respectively. This proves that the teachers 

sometimes create and generate ideas to solve specific problems and issues within their organization. However, creating a fresh and 

potentially beneficial concept is required for idea generation. Teachers must master problem-solving skills and be able to look 

objectively at the problem's answer to make improvements. (Hashim, 2019; Roffeei et al., 2017). 

The second indicator, the Idea Promotion, has obtained a mean corresponding to a moderate level. Independently, sub-

indicators acquiring approval for innovative ideas and making critical organizational members enthusiastic demonstrate a 

reasonable level while mobilizing support for creative ideas displays a high level. This indicates that the teachers sometimes 

manifest behavior that obtains authorization, acquires approval, and encourages colleagues' enthusiasm for innovative ideas. One 

of the teachers' reasons for occasionally indulging in idea promotion is the supervisor's active role in the promotion phase of the 

concept. This means that an idea can be feasible and attainable if the supervisor is responsive, encouraging, and provides positive 

feedback on the idea created (Bos-Nehles et al., 2017; Wisse et al., 2015). Even so, teachers should constantly be optimistic when 

accepting and reinforcing new ideas in the organization. The introduction of these new concepts must be done regularly. Teachers 

frequently collaborate to encourage other teachers to adopt innovative working practices (Halim et al., 2019; Hashim, 2019). 

Meanwhile, Idea Realization has acquired a mean score described as high level. This corroborates that teachers often 

transform innovative ideas into practical applications and systematically introduce creative ideas into the work environment. 

Individually sub-indicators transforming innovative ideas into practical applications and introducing innovative ideas into the work 

environment show a high level, while evaluating the utility of creative ideas revealed a moderate level. It can be explained that, in 

this Generation, new concepts must be implemented in the teacher's teaching and learning methods, even if this innovative thought 

runs against the organization's existing practices. Similarly, the use of advanced computing software in scientific classes such as 

Technology Livelihood Education was evaluated, with the stages of good teacher experience, adjustment of external goals, actual 

practice, goal achievement, and impact of current practices were distinguished (Hashim, 2019; Spanuth and Wald 2017; Wisse et 

al. 2015). 

Finally, claims in the literature were strengthened by the Entrepreneurial Innovation theory, wherein it asserted that 

entrepreneurs grow by creativity and foresight in the organization they are working with (Schumpeter, 1990). Hence, the TLE 

teachers are expected to be entrepreneurially driven individuals who translate creativity and innovation into innovative work 

behavior to inflict change in the workplace.  

 

4.3. Entrepreneurial Orientation of TLE Teacher 

 

The high level of entrepreneurial orientation is due to the increased rating given by the respondents in entrepreneurial 

achievement and innovation, perceived personal control, and self-esteem towards entrepreneurship. All items garnered a high 

descriptive mean, implying that TLE teachers have the correct entrepreneurial orientation. Among all the things, believing that it is 

essential to approach business opportunities in unique ways garnered the highest mean score described as high. Teachers must 

recognize their pivotal role in coming business opportunities to foster innovation (Hasanefendic et al., 2017: Koeslag-Kreunen, et 

al., 2018) 

To discuss in detail, TLE teachers signified that to have a sense of achievement; you need to prepare yourself for your 

future business personally, spend a considerable amount of time thinking, making something significant every day, and stay 

motivated to achieve a sense of accomplishment. The research found that motivation for success significantly impacts 

entrepreneurial behavior. If they desire to operate their own business outweighs the desire to do so, they will opt to do so by running 

their own business. 

Moreover, TLE teachers agreed that practicing the culture of innovation and creativity is of great help in the practice of 

the teaching profession. They believe it is essential to approach business in unique ways and that they are excited about exploring 

new ways of doing things and looking for ways to interact with people of the same interests. Moreover, they believe their unique 

skills in dealing with people will help them build their business by employing competent people. Thus, self-esteem plays a vital 

role in industry; it gives you the confidence to deal with and transact with business people. 

Correspondingly, by evaluating various collections of contextual variables, many studies have attempted to classify the 

most significant determinants of entrepreneurship deliberately. Many characteristics unique to entrepreneurs are described in 

personality-based studies as supported by Entrepreneurial Innovation Theory. Self-confidence, risk-taking behaviors, internal locus 

of influence, innovation/creativity, and the desire for achievement, to name a few, have all been researched extensively. 

Entrepreneurial Innovation Theory argues that to become an entrepreneurially oriented individual, one must elicit and create 

innovation in the workplace (Schumpeter, 1990). however, literature has long studied the impact of the locus of control and the 

need for achievement on entrepreneurial orientation (Biraglia et al., 2017; Jin, 2017; Teixeira et al., 2018). 
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4.4. Significance of the Relationship between Organizational Learning and Innovative Work Behavior of TLE Teachers 
 

The test of the study's relationship revealed a significant relationship between the levels of organizational learning and 

innovative work behavior. Similarly, a survey conducted in Korean companies found that organizational learning measures 

positively impact creative work behavior (Sung et al., 2016). Moreover, a study was conducted among SMEs in Malaysia; the study 

revealed that knowledge acquisition, behavioral, and cognitive learning are all facets of organizational learning that impact 

innovative work behavior (Halim et al., 2019; Hussein et al., 2016).  

In other words, as supported by the organizational learning theory, productivity and creativity will be observed when the schools 

foster innovative work behavior. This is very important since, undeniably, teachers should carry out innovation in the practice of 

the teaching profession.  

 

4.5. Significance of the Relationship between Organizational Learning and Entrepreneurial Orientation of TLE Teachers 
 

Results of the test of the relationship between organizational learning and entrepreneurial orientation revealed a significant 

relationship between them. This finding is consistent with the studies in the literature that entrepreneurial orientation positively 

correlates with organizational learning, which plays a vital role in determining the impact of entrepreneurial orientation on the 

innovative performance of employees (Gaziyev et al., 2020; Odor, 2018: Vidal, and China, 2013).  

Hence, as supported by Kolb's experiential learning theory, entrepreneurial orientation should be reinforced by specific 

organizational situations which enable learning and, in turn, have positive consequences for performance (Maroofi, 2017).  

 

4.6. Significance of the Relationship between Entrepreneurial Orientation and Innovative Work Behavior of TLE Teachers 
 

The study's findings revealed a significant relationship between entrepreneurial orientation and innovative work behavior. 

This finding is consistent with the survey conducted by Kor (2016), wherein it has disclosed that participants' perceptions regarding 

high levels of entrepreneurial orientation greatly influence innovative work behavior. Thus, in executing entrepreneurial orientation, 

teachers play a vital role that impacts creative work behavior (Hasanefendic et al., 2017; Koeslag-Kruenen et al., 2018). Moreover, 

the need for educational advances strongly depends on how teachers bring entrepreneurial orientation and innovative work behavior 

into practice.  

 

4.7. Mediating Effect of Entrepreneurial Orientation on Organizational Learning and Innovative Work Behavior of TLE 

Teachers 
 

In the study of mediation, the first step of Baron and Kenny's (1986) procedure was to establish if there is a significant 

relationship between the independent variable and the dependent variable. This study revealed that the independent variable, 

innovative work behavior, and the dependent variable, organizational learning, have a significant relationship. Moreover, the second 

step was established in this study since the results revealed a meaningful relationship between the independent variable, 

organizational learning, and the mediator variable, entrepreneurial orientation. However, when the relationship between mediating 

variable, entrepreneurial orientation, and the dependent variable, innovative work behavior, was tested, the results of the path 

analysis revealed no significant relationship among them. Hence, no mediation and the null hypothesis were accepted. This implies 

no indirect effect between innovative work behavior and organizational learning through entrepreneurial orientation. Thus, as a 

variable increase, the other variable also increases, or the other variable also increases as a variable decrease.  

This result is not parallel to the results of the studies in the literature that entrepreneurial orientation has a direct effect on 

organizational learning, innovation, and corporate performance (Gaziyev et al., 2020; Odor, 2018; Vidal and China, 2013). Further, 

the results of this study negate the claims of Entrepreneurial Innovation Theory as the anchor theory of this study, wherein it has 

asserted that entrepreneurs grow with creativity and foresight in the organization. Also, as claimed by Kolb (1984) on his 

experiential learning theory as supported by Hsiao et al. (2013), entrepreneurial orientation positively impacts innovative work 

behavior in an organization since it involves the Generation, promotion, and realization of ideas through the implementation of 

innovation and achievement in their learning in the organization. However, when taken based on individual correlation, supporting 

theories supports the study's results despite no mediation results. 

 

Conclusion 

 

Based on the findings and results of the study, conclusions are drawn in this section.  

Results revealed that the level of organizational learning, innovative work behavior, and organizational learning among 

TLE teachers is high. Moreover, there is a significant relationship between organizational learning, creative work behavior, and 

entrepreneurial orientation. However, in mediation analysis in examining the indirect effect of entrepreneurial orientation (MV) on 

the organizational learning (IV) and innovative work behavior (DV), results showed insignificance between the entrepreneurial 

orientation (MV) and creative work behavior (DV) of TLE teachers, which according to Barron and Kenny (1987) revealed no 

mediation.  

Moreover, results in the mediation analysis, whether entrepreneurial orientation mediates the organizational learning and 

innovative work behavior of TLE teachers negates the propositions of the Entrepreneurial Innovation Theory as the leading theory 

of the study. However, supporting ideas support the study's results despite no mediation results when interpreted based on individual 

correlation. 

Therefore, entrepreneurial orientation affects the relationship between organizational learning and innovative behavior of 

TLE Teachers but does not mediate the relationship between organizational learning and creative work behavior. 
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Recommendation 

 

Based on the initial findings and conclusions, several recommendations are offered. Since there is a high level of 

organizational learning, a high level of innovative work behavior, and a high level of entrepreneurial orientation, it is suggested that 

schools may maintain their stories or even improve for a better outcome in their institution and the Department of Education in 

general. Further, to preserve and enhance the level of organizational learning among TLE teachers, the school, in partnership with 

the Department of Education, may intensify the Teacher Induction Program (TIP) of the schools. Further, to improve or maximize 

the TLE teacher's innovative work behavior, the schools may conduct training-workshop exposing them to different creative works 

and ideas in the workplace. It can also be suggested that school leaders tell the TLE teachers to problem-based training to arrive at 

solutions to the problems being faced quickly. Moreover, to improve entrepreneurial orientation, the schools, through its 

stakeholders, may conduct more training and expose the TLE teachers in the industry, particularly in the business world, to gain a 

first-hand experience to bridge the gap between concepts and in the real world since entrepreneurship has already been embedded 

in the K to 12 curricula.  

Finally, future studies on examining other variables that can mediate or moderate the relationship between organizational 

learning and innovative work behavior, which will be of utmost importance to the school community in particular and the 

Department of Education in general, may be considered. 
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