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Abstract 

This study analyzes the influence of online training (OT), transformational leadership (TL), 

Teacher Performance, Innovative Work Behaviors (IWB), and Innovative Work Behavior (IWB) 

the role mediation online training, Transformational leadership on teacher performance. The 

population this study is civil servant teachers SMAN located in Cluster 02 Tangerang Regency, 

with a sample of 69 teachers. The analysis tool is Partial Least Square (PLS). The results of the 

study, online training has a direct effect on teacher performance. Transformational leadership has 

no direct effect on teacher performance. IWB has a partially mediating role through 

transformational leadership on teacher performance. However, unlike online training and 

performance, IWB do not mediate the relationship between the two. This research is excepted to 

contribute knowledge about the influence of online training and TL on teacher performance and 

the variable role of mediation on IWB. The weakness of this study is the small population and 

learning activities are conducted face to face and under normal conditions during the covid-19 

pandemic. 

Keywords: online training, transformational leadership, teacher performance, innovative work 

behavior. 

1. Introduction 

Teacher performance results from teacher activities in carrying out their duties and obligations as 

teachers and educators in the school that can describe work in carrying out all their duties. 

Teachers play a variety of roles in managing learning situations both as educators, facilitators, 

instructor mediators. Nowadays, most teachers aren't absolutely privy to the demanding 

situations within side the international of education. Teachers manage many criticisms of 

teaching methods and activities in their classrooms. Therefore, teachers must equip themselves 

with skills and teaching competencies and be sensitive to developing the current world of 

education, (Mustafa & Othman, 2010). 

Teacher performance often undergoes significant changes, as an example in Banten Province, 

which experienced fluctuations from the last five years, namely from 2014-2018. 
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Figure 1. Teacher Performance 

Source: Ministry of Education and Culture of the Republic of Indonesia (2018) 

The data showed that teacher performance in 2014 obtained 46.32% with an average government 

score of 44.75%. In 2015 it was 51.76%, less than the government's average score of 52.37%. In 

2016 it got a score of 35.45% less than the government's average score of 63.79%. In 2017 it 

scored 65.6% less than the government's average score of 69.55% and in 2018 it scored 55.9%, 

less than the government's average score of 56.69 %. 

The Covid-19 pandemic makes online learning no longer an option. However, online learning is 

a must and is the only option in learning activities. According to the joint decree, 4 Ministers 

confirmed that online learning in most Indonesia would be extended until the end of the year. 

That clearly provides a brand new venture for each Indonesian training actor. This online 

learning has added to the complexity of national education problems that have also previously 

been complex. The government stipulates that learning activities are conducted online. One of 

the matters that want to be taken into consideration in instructional institutions' idea is enhancing 

trainer know-how and talents thru a based collection of activities. E-learning-especially based 

entirely on trainer education is a form. Teacher training is an effort to improve teacher skills to 

have an impact in improving performance eventually. With training, the job demands will be met 

to advance the performance of the work. In practice, training can be narrowly focused on 

learning specific or perhaps broader skills, intended to develop an understanding of the 

production process, encourage reflection on how work is done to other functions, and develop 

creativity to carry out tasks more effectively, (Sung, & Choi, 2014). 

In addition to training, another thing to note is leadership style. Leadership is the capacity of 

people or corporations to steer and manual groups or different participants of a business 

enterprise that makes them paintings according to the desires set. Transformational leadership is 

a process in which leaders play idealized role models, stimulates and encourages innovative 

work behaviors, provides inspiring motivation, and engages in supporting and guiding followers 

to achieve the vision and common goals of the organization (Bass & Avolio, 1994; T.C. Bednall, 

2018); Taghrid S. Suifan, 2018). The development of information technology is increasing 

advanced and rapid, but it will be difficult for companies to get what they want without human 

capital. Therefore, training and leadership in an organization are important things to do because 

they impact the progress of the organization. The trouble of schooling and management in an 

employer is critical that influences the backward and forward of the employer. However, another 

important factor in determining an organization's competitive advantage is employee innovative 

Years Teacher Performance 

Value (%) 

Description 

 

2014 46,32 above the government standard value 

2015 51,76 below the government standard value 

2016 35,45 below the government standard value 

2017 65,6 below the government standard value 

2018 55,9 below the government standard value 
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work behaviour, (Shung Jae Shin, 2016; Haifeng Wang, 2018). Innovative work behavior refers 

to activities related to employee development, promotion, and implementation of useful 

innovations at every level of the organization, (Johannes Rank, 2004). 

In his book A Noe Raymond, et al. (2010:351) that training refers to planned efforts by a 

company to facilitate employee learning about work-related competencies. These competencies 

include knowledge, skills, or behaviors that are essential for achieving work achievements to 

succeed. The purpose of training is for employees to master the knowledge, skills and behaviors 

emphasized in the training program and applied them to their daily activities. According to Snell 

and Bohlander (2007:303), E-learning is getting simpler, audiovisual programs and computer-

oriented training methods. E-learning includes applications such as web and computer-based 

training and virtual classes. E-learning changes the learning process in several ways. It allows 

companies to bring training to employees, which is generally more efficient and cost-effective. 

The implementation of training activities consists of several models, namely training conducted 

offline and online. Offline training is training that is conducted face-to-face between trainers and 

trainees. At the same time, online training is training conducted by participants without having to 

date directly to the training ground. 

According to Danim (2004:54), transformational leadership is defined as a leader's ability to 

work with and through others to transform optimally organizational resources to achieve 

meaningful goals, according to predetermined achievement targets. There are numerous 

dimensions and signs of transformational leadership. In Bass et al. (2003) suggests there are 4 

(four), namely: 1) Idealized influence or charisma, 2) Inspirational motivation, 3) Individualized 

consideration, 4) Intelectual stimulation. 

According to Janssen (2000), innovative behavior is defined as creative, introduction, 

introduction and application of new ideas in a job or organization to gain an advantage in 

operations. In Hertog (2014) says, In addition, innovative work behavior is a series of work 

activities that workers gradually carry out in developing and improving effective Innovation. 

Performance (work performance) results from the quality and quantity of work achieved by an 

employee in carrying out his duties by his responsibilities (Mangkunegara, 2001:67). According 

to Mathis and Jackson (2006), performance is everything that can affect how much they 

contribute to the organization. 

Based on the background, some hypothesis is formulated to see the relationship between the 

variables tested in this study. Based on the relationship between variables described previously, 

the following is the conseptual framework developed in this study. 
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Figure 2. Framework 

Figure 2 shows the conseptual framework in this study. Based on the picture, the following 

hypothesis can be formulated. 

1. H1: Online training significantly affects teacher performance. 

2. H2: Transformational leadership significantly affects teacher performance. 

3. H3: Online training significantly affects innovative work behaviors. 

4. H4: Transformational leadership significantly affects innovative work behavior. 

5. H5: Innovative work behavior significantly affects performance. 

6. H6: Online training significantly affects teacher performance through innovative work 

behavior.  

7. H7: Transformational leadership significantly affects teacher performance through 

Innovative work behavior. 

2. Method 

This research uses quantitative methods in testing and proving hypotheses that have been made 

through various tests and data management. The population used in this study is all civil servant 

teachers who teach in The State High School (SMAN) Cluster 02 Tangerang District, which 

amounts to 69 teachers. The type of sampling used in this study is nonprobability sampling with 

saturated sampling techniques or often called a census. So that will be used as a sample in this 

study is all teachers from the population consisting of all civil servant teachers who teach at 

SMA Negeri 3 Tangerang, SMA Negeri 4 Tangerang, and SMA Negeri 15 Tangerang regency 

with the number of teachers as many as 69 teachers. 

The data collection used primary and secondary sources. As for obtaining primary data, 

researchers conducted the dissemination of questionnaires to respondents through google form 

online and offline and social media Whatsapp. The questionnaire used in this study was a 

questionnaire with a Likert scale model. Each answer point has a different score, namely: for the 

answer strongly agree (score 5), agree (score 4), neutral (score 3), disagree (score 2), and 

strongly disagree (score 1). 

The data analysis technique in this study uses Partial Least Square (PLS) using SmartPLS 3.2.9 

software. PLS is a structural equation modeling (SEM) approach based on variance or 
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component-based structural equation modeling. According to Ghozali &Latan (2015), PLS-SEM 

aims to develop a theory or build a theory (predictive orientation). PLS is used to explain the 

relationship between latent variables (prediction). PLS is a powerful analytical method because it 

does not assume the data should be with a certain scale measurement and a small number of 

samples (Ghozali, 2011). 

3. Results 

Descriptive Respondents  

The subjects in this study were distinguished by gender, age, last education, and tenure. 

Respondents who are male as many as 33 people or 48% and 36 or 52% of respondents are 

female. Respondents by age, aged over 45 years were 60.9%, aged 40-45 years were 24.6%, 

aged 30-40 years were 8.7%, aged 30-35 years were 4.3%, and those aged less from 30 years as 

much as 1.4%. According to the latest education, strata-1 (S1) as much as 70% and education 

strata-2 (S2) as much as 30%. According to years of service, the respondents, working period of 

fewer than five years as much as 4%, working 5-10 years as much as 2%, working more than ten 

years as much as 94%. 

Convergent Validity 

The convergent validity of the measurement model with reflective indicators can be seen from 

the correlation between the score/indicator item and its construct score. Individual reflective 

measures are high if they correlate from 0.70 to the construct they want to measure. However, at 

the research stage of scale development, loading 0.50 to 0.60 is still acceptable (Ghozali &Latan, 

2015). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Loading Factor Modified Variables 
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Based on figure 3. Showing all indicators has a loading factor value above 0.7, meaning that all 

indicators are valid in measuring the construct. Another method to see the loading factor value of 

each indicator, the convergent validity, can be done by looking at the AVE value of each 

construct. The model is stated to have fulfilled the required convergent validity if each construct 

has an AVE value above 0.5. 

Table 1. Average Variance Extracted (AVE) Value of each Variable 

 

 

 

 

Table 1. above shows and is known that the AVE value for all variables has a value above 0.5. 

Reliability 

A reliability test is a measurement tool of a questionnaire that becomes an indicator of variables 

or constructs. A questionnaire or measuring instrument can provide stable or constant measuring 

results when the measuring instrument is reliable or reliable. Constructs are reliable if the 

composite reliability value of Cronbach's coefficient alpha is more than 0.7(Ghozali, 2011:43). 

Table 2. Cronbach's Alpha Coefficient and Composite Reliability Value 

 
Cronbach's Alpha Composite Reliability 

Transformational leadership 0.914 0.930 

Teacher performance 0.935 0.945 

Online training 0.920 0.933 

Innovative work behavior 0.905 0.925 

Table 2. shows that Cronbach's coefficient alpha and composite reliability values for the 

variables studied are online training, transformational leadership, innovative work behavior, and 

teacher performance of more than 0.7. 

Discriminant Validity 

Table 3. Deskriminan Validity 

 

Transformasional 

Leadership (TL) 

Teacher 

Perfomance (TP) 

Online Training 

(OT) 

Inovatif Work 

Behavior (IWB) 

TL 0.791       

TP 0.617 0.796     

OT 0.713 0.776 0.763   

IWB 0.718 0.763 0.674 0.798 

  Average Variance Extracted (AVE) 

Transformational leadership 0.626 

Teacher performance 0.633 

Online training 0.582 

Innovative work behavior 0.637 
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Path Coefficient 

The t-count value is 1,975 as the basis for decision-making. The hypothesis is accepted if the t-

statistic is more than 1,975, and the hypothesis is rejected if the t-statistic is less than 1,975. As 

for the significance of the P-value, if P-value is less than 0.05, then the hypothesis is accepted, 

and if the p-value is more than 0.05, then the hypothesis is rejected. 

Table 4. Path Coefficient 

    

  

Path 

Coefficient 

T 

Statistics 

P 

Value s 

Direct Relation 

OT -> TP 0.523 4.006 0.000 

TL -> TP -0.106 0.823 0.411 

OT -> IWB 0.330 2.448 0.015 

 TL -> IWB 0.483 3.721 0.000 

IWB -> TP 0.487 3.174 0.002 

Indirect Relation 

OT -> TP -> IWB 0.160 1.696 0.091 

TL-> TP -> IWB 0.235 2.720 0.007 

The coefficient path value shows that online training has a significant effect on teacher 

performance, for transformational leadership has no significant effect on teacher performance. As 

for online training on innovative work, behaviors have a significant effect, transformational 

leadership has a significant effect on innovative work behaviors, and innovative work behaviors 

significantly impact teacher performance. The coefficient path directly influences online training 

on teacher performance by 0.523 and indirectly influences both through innovative work 

behavior of 0.160. So it can be known that the direct influence of online training on teacher 

performance outweighs the indirect influence between the two. The direct effect of 

transformational leadership on performance is greater than the indirect effect of both through 

innovative work behaviour. 

 

4. Discussion 

The results showed that the path coefficient obtained was 0.523 with a t-statistic of 4.006>t-table 

1.975 and P values of 0.000 <0.05, thus H1 was accepted so that it could be concluded that OT 

had a significant effect on TP. It means that online training conducted by teachers influences 

performance, so to improve performance, it is necessary to conduct training to increase teacher 

knowledge and skills. These results are in line with previous research conducted by (Ahmad 

Badawi Saluy et al., 2019); L.B.Martinsa et al., 2019), which said online training had a positive 

and significant effect on performance. 

Based on the path coefficient value of -0.106 with t-statistic 0.823 <t-table 1.975 and P values of 

0.411>0.05, thus H2 is rejected, TL has no significant effect on TP. The higher or the presence of 

leadership felt by the teacher does not affect teacher performance. This right is due to the 
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COVID-19 pandemic situation, where teachers do not carry out learning activities directly at 

schools. This condition is not in line with research conducted by (Thomas W.H.Ng, 2017; 

Chuang Rang et al., 2020), which states that transformational leadership positively affects 

performance. 

Online training (OT) has a positive and significant effect IWB. Teachers' online training in 

carrying out their duties is very important to generate innovation and achieve the expected 

organizational goals. It is in line with research (Manresa et al., 2019; Singh et al., 2020) which 

says that training is positively related to behavior. 

Based on the path coefficient value of 0.483 with t-statistic 3.721>t-table 1.975 and p values of 

0.000 <0.05. Thus H4 is accepted. Thus, it can be concluded that TL has a positive and 

significant effect on IWB. It means that transformational leadership has a positive and significant 

influence on improving teachers' innovative work behavior. It is in line with research conducted 

by (Choi et al., 2016; Dewi Kania et al., 2018), which states that transformational leadership 

significantly affects innovative work behavior. 

Based on the path coefficient value of 0.487 with t-statistic 3.174>t-table 1.975 and p values of 

0.002 <0.05, thus H5 is accepted to conclude that IWB has a positive and significant effect on 

TP. It means that the higher the innovative work behavior of teachers, the will impact increasing 

performance in line with research conducted by (Min-Seong Kim and Dong-Woo Koo, 2017; 

Shanker et al., 2017; Purwanto et al., 2020; Dyah Parama Puspita Sari, Anang Kistyanto, 2020) 

which states that innovative work behavior influences positive and significant on employee 

performance. Innovative work behavior will affect the performance achieved by applying 

technology-based knowledge and skills improvement activities to trigger innovation initiatives 

and implementation actions of innovation. 

Innovative work behavior (IWB) acts as a mediator between Transformational leadership and 

teacher performance. To improve performance, a teacher must have a leadership spirit that is 

supported by innovation. The results of this study were strengthened in previous studies (Choi et 

al., 2016; Shanker et al., 2017; Dewi Kania et al., 2018; Riu Tayal et al., 2018; Purwanto et al., 

2020; Dyah Parama Puspita Sari, Anang Kistyanto, 2020 ) which states that innovative work 

behavior plays a mediating role on performance and there is a positive relationship between 

transformational leadership through innovative work behavior. 
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