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ABSTRACT
This study aimed to analyze the mediating roles of Innovative Behavior and Organizational
Commitment in the effect of Work Happiness on Employee Performance at the Faculty of
Medicine and Health Sciences, University of Mataram. A quantitative approach was
employed using a census method, involving the entire population of 64 employees. Data
were collected through a Likert-scale questionnaire and analyzed using statistical
techniques, including outer model evaluation, inner model analysis, and hypothesis testing.
The results revealed that Work Happiness had no significant effect on Employee
Performance. However, Work Happiness significantly influenced both Innovative Behavior
and Organizational Commitment. While Innovative Behavior did not significantly affect
Employee Performance, Organizational Commitment showed a significant positive effect.
Furthermore, Innovative Behavior did not mediate the relationship between Work Happiness
and Employee Performance, whereas Organizational Commitment successfully mediated
this relationship. This study offers practical contributions to human resource management in
educational institutions such as FKIK UNRAM, particularly in enhancing employee
performance. Additionally, it provides theoretical contributions to the development of human
resource management and organizational behavior literature.
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Higher education is a strategic institution in producing quality human resources (HR),
who have competence, character, and global competitiveness. This role requires the
continuity and improvement of the quality of academic and non-academic processes
supported by all elements of the organization, including educators, education personnel, and
an effective managerial system. In the era of global competition and rapid digital
transformation, the success of higher education institutions depends not only on academic
quality, but also on the performance of employees who support overall operations and
administrative services.

The Faculty of Medicine and Health Sciences, University of Mataram (FKIK UNRAM) is
one of the work units that plays an important role in realizing the vision of the University of
Mataram as a superior, innovative and competitive university. Since its establishment in
2003, FKIK UNRAM has contributed to meeting the needs of health workers in West Nusa
Tenggara Province. The success of this institution in achieving superior accreditation from
LAM-PTKes in 2023 is one indicator of the success of performance management within the
institution.

Employee performance is an important indicator in achieving organizational goals.
Optimal performance is reflected in productivity, efficiency, accuracy, and quality of services
provided. According to various studies, employee performance is influenced by internal and
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external factors. One of the internal factors that is now becoming a concern is job happiness,
which is the positive emotional condition of employees when carrying out their duties.
Research such as that conducted by Boehm & Lyubomirsky (2008); Fisher (2010); and
Spreitzer & Porath (2012) show that job happiness contributes positively to improving
employee performance. However, other studies such as Brief & Weiss (2002) show the
opposite result, thus showing an inconsistency or research gap.

To explain the relationship between job happiness and employee performance more
comprehensively, studies have begun to consider the role of mediating variables, including
innovative behavior and organizational commitment. Innovative behavior refers to individual
efforts in generating, promoting, and implementing new ideas in the context of work (De Jong
& Den Hartog, 2010). Happy employees tend to have positive energy that triggers creativity
and enthusiasm in contributing new ideas that have an impact on work effectiveness.
Conversely, without happiness, innovative potential tends to be inhibited.

In addition to innovative behavior, organizational commitment is another important
factor that reflects employees' loyalty and emotional attachment to the institution. Employees
who feel part of the organization will have an intrinsic drive to contribute optimally for the
achievement of common goals. This commitment is not only reflected in the desire to stay in
the organization, but also in dedication and integrity in carrying out tasks. Research from
Hendri, (2019); and Luthans et al. (2006) show that organizational commitment can be an
important link between employee happiness and performance.

The phenomenon at FKIK UNRAM shows that most employees have high morale, a
sense of belonging to the institution, and demonstrate the ability to complete tasks effectively
and efficiently. The preliminary survey shows that a comfortable and positive feeling towards
the work environment is one of the factors that encourage happiness at work. In addition,
many employees show initiative, creativity, and high commitment to the institution, which is
reflected in excellent service and performance achievements.

Based on empirical reality and existing research gaps, it is important to further examine
the effect of job happiness on employee performance by considering the mediating role of
innovative behavior and organizational commitment. Therefore, this study aims to analyze
the mediating role of innovative behavior and organizational commitment in the relationship
between job happiness and employee performance at the Faculty of Medicine and Health
Sciences, University of Mataram.

LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

Work happiness refers to a positive emotional state experienced by employees while
carrying out their tasks. Numerous studies have found that work happiness contributes to
improved individual performance within an organizational setting. According to de Waal
(2018), work happiness makes organizations more appealing to their employees. Abadiyah
et al. (2023) emphasized that a sense of comfort in the workplace can foster enhanced
performance. Similar findings were reported by Al-Hawari et al. (2019), who demonstrated
that the higher the level of work happiness, the greater the performance outcomes achieved.

Anchor (2010), Boehm & Lyubomirsky (2008), Fisher (2010), Jones (2010), and
Spreitzer & Porath (2012) also argued that happiness has a positive contribution to employee
performance, both at the individual and collective levels. Ribeiro et al. (2018) and Magnier-
Watanabe et al. (2020) further confirmed that increased work happiness is correlated with
higher productivity.

However, divergent views also exist. Brief and Weiss (2002) argued that work
happiness is not a primary determinant of performance. Similarly, a study by Yasa et al.
(2021) found no significant relationship between work happiness and employee performance.
Despite these differing findings, the majority of studies support a positive association
between work happiness and employee performance. Therefore, the following hypothesis is
proposed:

H1: Work Happiness has a positive and significant effect on Employee Performance.
Work happiness not only impacts performance but also plays a critical role in fostering
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employees’ innovative behavior. Employees who experience happiness at work tend to
exhibit positive emotions, greater life satisfaction, increased productivity, and stronger
organizational loyalty. This sense of happiness contributes to a workplace atmosphere that
supports creativity and encourages the willingness to try new approaches, ultimately
promoting the emergence of innovative behavior.

Several studies support this relationship. Al-Hawari et al. (2019) stated that work
happiness plays a significant role in enhancing employees’ innovative behavior. Similar
findings were reported by Yasa et al. (2021), Bani-Melhem et al. (2020), & Al-Hawari (2019),
who showed that an increase in work happiness is positively associated with an increase in
innovative behavior.

However, not all findings support this association. Anchor (2010), in his research,
stated that there was no significant relationship between work happiness and innovative
behavior. This indicates that organizational context and individual characteristics may serve
as moderating factors in this relationship. Nevertheless, the majority of the literature supports
the assumption that work happiness encourages innovative behavior. Therefore, the
following hypothesis is proposed:

H2: Work Happiness has a positive and significant effect on Innovative Behavior.
Work happiness plays an important role in enhancing employees’ organizational

commitment. Employees who experience positive emotions and comfort in the workplace
tend to have higher motivation to continue contributing to the organization. These positive
emotions can encourage employees to work without undue pressure, thereby increasing
productivity while strengthening their sense of belonging to the organization.

Several other studies, such as those by Yasa et al. (2021) and Dibaeeian & Karami
(2007), found a positive and significant relationship between work happiness and
organizational commitment. These findings suggest that happy employees are more likely to
demonstrate loyalty, willingness to go the extra mile, and a desire to remain within the
organization.

However, not all studies support these results. Rego et al. (2011) found no significant
relationship between work happiness and organizational commitment. Such differences in
findings may stem from variations in organizational context, work culture, and individual
respondent characteristics. Despite these mixed results, most of the literature supports a
positive relationship between work happiness and organizational commitment. Therefore, the
following hypothesis is proposed:

H3: Work Happiness has a positive and significant effect on Organizational
Commitment.

Innovative behavior refers to employees’ efforts to generate new ideas, creative
solutions, and more effective approaches to accomplishing tasks. Innovation at the individual
level contributes to improved efficiency, work quality, and organizational competitiveness.
Slåtten et al. (2020), employees who demonstrate innovative behaviour are more likely to
proactively generate and implement creative solutions, which contribute to problem-solving
and add value to organizational processes.

Mone and London (2010) stated that employees’ innovative behavior can be enhanced
through active involvement in decision-making and performance development. Such
involvement, in turn, strengthens job commitment and directly impacts performance
outcomes. Several studies support this notion, including those by Schuh et al. (2018), Bakker
& Bal (2010), and Alessandri et al. (2014), all of which found a significant and positive
relationship between innovative behavior and employee performance. Yasa et al. (2021) also
confirmed that innovative behavior has a significant effect on improving employees' job
performance.

However, not all research findings are consistent. Sujarwo & Wahjono (2017) and
Sedyowidodo & Susanto (2013) reported no significant relationship between innovative
behavior and employee performance. These discrepancies may be attributed to differences
in industry sectors, organizational culture, or managerial approaches across the respective
studies. Despite these variations, the majority of the literature supports a positive association
between innovative behavior and employee performance. Therefore, the following hypothesis
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is proposed:
H4: Innovative Behavior has a positive and significant effect on Employee

Performance.
Organizational commitment refers to employees’ sense of loyalty and emotional

attachment to their organization. Employees with high commitment tend to demonstrate
loyalty, a sense of belonging, and a strong desire to contribute optimally toward achieving
shared goals. According to Kumasey et al. (2017), organizational commitment is a
psychological state in which employees feel attached to and wish to remain part of the
organization. Hendri (2019) and Singh (2018) emphasized that such commitment is reflected
in employees’ willingness to stay and contribute consistently to the organization.

Previous studies have shown a strong association between organizational commitment
and employee performance. Luthans et al. (2006) stated that employees with high levels of
commitment are more likely to achieve better work outcomes. This is further supported by the
findings of Mandri et al. (2018), Sunjaya et al. (2017), and Saryano & Amboningtyas (2017),
who concluded that organizational commitment has a positive and significant impact on
performance improvement.

Other studies, including those by Fathurrahman et al. (2023), and Edward & Purba
(2020), have also confirmed the positive influence of organizational commitment on
performance. Yasa et al. (2021) supported similar findings. However, not all studies reported
consistent results. Therefore, the following hypothesis is proposed:

H5: Organizational Commitment has a positive and significant effect on Employee
Performance.

Innovative behavior reflects an employee’s ability to generate new ideas and creative
solutions in carrying out work tasks. Gupta and Singh (2015) stated that innovative behavior
is characterized by the initiative to implement positive changes in the execution of job
responsibilities. In the context of the relationship between work happiness and employee
performance, innovative behavior has the potential to serve as a mediating mechanism that
explains how positive emotions in the workplace can be translated into improved
performance.

Bakker and Bal (2010) as well as Alessandri et al. (2014) support this view,
demonstrating that work happiness not only has a direct impact on performance but also
fosters innovative behavior, which in turn enhances work outcomes. This suggests that
happy employees are more likely to think creatively and innovate, thereby making a more
meaningful contribution to organizational performance.

However, not all studies have consistently confirmed this mediating role. Sujarwo and
Wahjono (2017) and Sedyowidodo & Susanto (2013) found that innovative behavior does not
significantly mediate the relationship between work happiness and employee performance.
These divergent results may be influenced by factors such as organizational context, work
environment, and individual characteristics. Nevertheless, based on the majority of empirical
evidence, innovative behavior is viewed as a potential mediator in the relationship between
work happiness and performance. Therefore, the following hypothesis is proposed:

H6: Innovative Behavior mediates the effect of Work Happiness on Employee
Performance.

Organizational commitment reflects the extent to which an employee feels emotionally
attached, loyal, and willing to remain a part of their organization. Work happiness, as a form
of positive emotional experience, is believed to influence the formation of this commitment.
Employees who feel comfortable and valued in their work environment are more likely to
demonstrate higher levels of loyalty and dedication to the organization, which ultimately
contributes to enhanced performance.

Jain and Sullivan (2019) proposed that organizational commitment can serve as a
mediating variable in the relationship between work happiness and employee performance.
This finding is supported by Kumasey et al. (2017), Hendri (2019), Singh (2018), and Luthans
et al. (2006), who consistently found that work happiness enhances organizational
commitment, which in turn drives improved performance. Mandri et al. (2018), Sunjaya et al.
(2017), and Saryano & Amboningtyas (2017) also confirmed that organizational commitment
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significantly mediates the relationship between work happiness and performance.
Furthermore, Al-Hawari et al. (2019) found that a pleasant work environment and

positive interpersonal relationships strengthen employees’ organizational commitment,
thereby improving performance. Ribeiro et al. (2018) emphasized that work happiness
fosters a sense of belonging to the organization, which is a critical foundation for the
development of commitment. Considering the empirical evidence supporting this relationship,
the following hypothesis is proposed:

H7: Organizational Commitment mediates the effect of Work Happiness on Employee
Performance.

Figure 1 – Conceptual Framework

METHODS OF RESEARCH

This study employs a quantitative approach with an associative research design aimed
at examining the causal relationships between work happiness, innovative behavior,
organizational commitment, and employee performance among academic staff at the Faculty
of Medicine and Health Sciences (FKIK), University of Mataram. The research was
conducted using a census method, where all eligible members of the population were
included as respondents. Data were collected through a structured questionnaire based on a
5-point Likert scale, covering constructs related to work happiness, innovative behavior,
organizational commitment, and performance. The data were analyzed using path analysis
with the SmartPLS 3 software. The measurement model (outer model) was assessed
through indicator validity using factor loadings (> 0.500), convergent validity via Average
Variance Extracted (AVE > 0.500), discriminant validity, and composite reliability (CR >
0.700). The structural model (inner model) was evaluated to examine the strength and
significance of the hypothesized relationships and the model's overall explanatory power
using the coefficient of determination (R²).

RESULTS OF STUDY

The results of the validity test with a statement that has first been validated with the
SPSS program for 30 respondents are then tested for validity through the SmartPLS 3.0
program. Convergent validity of the measurement model can be seen from the correlation
between the item / indicator score and the variable score, considered valid or acceptable if it
has a correlation value (outer loading) above 0.5, so that all statement items are declared
valid. Based on the results of the outer loading measurement for the variables Work
Happiness, Innovative Behavior, Organizational Commitment, and Employee Performance,
all indicators met the required criteria for construct validity, with outer loading values
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exceeding 0.500 (Chin, 1998). Accordingly, all variables are deemed appropriate and valid
for inclusion in the subsequent stages of analysis in this study.

Table 1 – Outer Loading
Variables Symbol Sub Item Factor Loading Description

Employee
Performance
(Y)

Y1 I always ensure that the results of my work are in accordance
with the set standards. 0.754 Valid

Y2 My work is error-free and neatly completed. 0.838 Valid
Y3 I do my assignments with care and precision. 0.763 Valid
Y4 I can complete all assigned tasks within one working day. 0.809 Valid
Y5 I am able to produce work output in an amount that is in line

with the target. 0.780 Valid
Y6 My work productivity is consistent from day to day. 0.722 Valid
Y7 I always finish my work before the deadline. 0.730 Valid
Y8 I can manage my time well to complete tasks on time. 0.702 Valid
Y9 I rarely put off the work that I am responsible for. 0.814 Valid
Y10 I use work resources (time, tools, energy) efficiently. 0.693 Valid
Y11 I look for the most appropriate way to get the job done. 0.745 Valid
Y12 I can achieve maximum work results with optimal effort. 0.779 Valid
Y13 I have a high sense of responsibility towards my work. 0.833 Valid
Y14 I remain motivated to work despite challenges. 0.799 Valid
Y15 I try to make the best contribution to the organization. 0.832 Valid

Work
Happiness
(X)

X.1 Support for experimentation and new initiatives. 0.665 Valid
X.2 Freedom to propose new ideas 0.818 Valid
X.3 Innovation and risk-taking by employees 0.678 Valid
X.4 Reward for rigor 0.876 Valid
X.5 Feedback for rigor 0.822 Valid
X.6 Work quality measurement 0.803 Valid
X.7 Importance of achieving results and high performance 0.594 Valid
X.8 Reward system for achieving results 0.760 Valid
X.9 Focus on performance evaluation 0.716 Valid
X.10 Concern for employee well-being and development 0.835 Valid
X.11 Development and training programs 0.634 Valid
X.12 Work-life balance 0.815 Valid

Innovative
Behavior
(Z1)

Z1.1 I often look for new ways to solve tasks or problems at work. 0.741 Valid
Z1.2 I have many creative ideas that can improve team

performance. 0.862 Valid

Z1.3 I actively think about developing innovative solutions in my
work. 0.797 Valid

Z1.4 I often present new ideas to colleagues or superiors. 0.818 Valid
Z1.5 I encourage others to try new approaches that I propose. 0.831 Valid
Z1.6 I am active in discussing and promoting innovative ideas to the

team. 0.827 Valid
Z1.7 I take concrete actions to realize the ideas I put forward. 0.803 Valid
Z1.8 I try to implement new solutions in my daily work. 0.718 Valid
Z1.9 I am directly involved in implementing changes based on my

ideas. 0.629 Valid

Organizational
Commitment
(Z2)

Z2.1 Employees have a strong belief in following all FKIK Unram
organizational values 0.686 Valid

Z2.2 Employees strive to realize organizational goals as a top
priority 0.689 Valid

Z2.3 Employee involvement in the organization 0.775 Valid
Z2.4 Employees are loyal to the FKIK Unram organization. 0.741 Valid
Z2.5 Employees feel that they have obligations that must be given

to the FKIK Unram organization 0.775 Valid

Z2.6 Employees attach importance to their needs in working at the
FKIK Unram organization 0.712 Valid

Z2.7 Employees feel that it is a loss if they leave the organization at
FKIK Unram. 0.796 Valid

Z2.8 Employees need organization at FKIK Unram 0.746 Valid
Z2.9 Employees feel the great benefits of working at FKIK Unram 0.563 Valid

Source: Primary Data Processed, 2025.

Table 2 – Average Variant Extracted (AVE)
Variable AVE Description
(X) 0.670 Valid
(Y) 0.612 Valid
(Z1) 0.603 Valid
(Z2) 0.643 Valid
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Discriminant validity in this study was assessed using the Average Variance Extracted
(AVE) method. All constructs surpassed the recommended threshold of 0.500 (Hair et al.,
2021), with AVE values as follows: Work Happiness (0.670), Employee Performance (0.612),
Innovative Behavior (0.603), and Organizational Commitment (0.643). These results
demonstrate that each construct is distinct and reliably measured, thereby supporting the
overall validity and credibility of the study’s findings.

A construct is considered reliable if its composite reliability value exceeds 0.700
(Sekaran & Bougie, 2016). Reliability testing can be further supported by using the
Cronbach's alpha value. A variable is deemed reliable or meets the reliability criteria if it has
a Cronbach's alpha value greater than 0.700 (Sekaran & Bougie, 2016).

Table 3 – Composite Reliability and Cronbach’s Alpha
Variable Cronbach's Alpha Composite Reliability Rule of Thumb Model Evaluation
(X) 0.929 0.938

> 0,70
Reliable

(Y) 0.951 0.952 Reliable
(Z1) 0.868 0.874 Reliable
(Z2) 0.920 0.927 Reliable

Based on the table above, the results indicate that the values of composite reliability
and Cronbach's alpha for all variables are greater than 0.7. Therefore, these results
demonstrate that each research variable has met the Cronbach's alpha requirement, and it
can be concluded that all variables exhibit a high level of reliability.

Table 4 – Path Coefficient
Variable Relationship Original Sample Relationship Direction
(X) → (Y) 0.057 Positive
(X) → (Z1) 0.467 Positive
(X) → (Z2) 0.561 Positive
(Z1) → (Y) 0.156 Positive
(Z2) → (Y) 0.648 Positive
(X) → (Z1) → (Y) 0.073 Positive
(X) → (Z2) → (Y) 0.364 Positive

The results show that all variable relationships in the model are significant and aligned
with the predicted directions. Work Happiness positively affects Employee Performance,
Innovative Behavior, and Organizational Commitment. Both Innovative Behavior and
Organizational Commitment also positively influence Employee Performance, with the
strongest direct effect coming from Organizational Commitment. Indirect effects further
confirm that both Innovative Behavior and Organizational Commitment mediate the
relationship between Work Happiness and Employee Performance, emphasizing the crucial
role of commitment in enhancing performance.

Table 5 – R-Square Value
Variable R Square
(Y) 0.625

Table 6 – Hypothesis Testing
Variable Relationship T-Values P-Values
(X) → (Y) 0.525 0.600
(X) → (Z1) 4.749 0.000
(X) → (Z2) 5.937 0.000
(Z1) → (Y) 0.898 0.369
(Z2) → (Y) 4.543 0.000
(X) → (Z1) → (Y) 0.827 0.408
(X) → (Z2) → (Y) 3.790 0.000
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Based on Table 5, the R-Square (R²) value of 0.625 for Employee Performance (Y)
indicates that Work Happiness (X), Innovative Behavior (Z1), and Organizational
Commitment (Z2) collectively explain 62.5% of the variance in employee performance. This
suggests a substantial contribution of the three independent variables to variations in
performance levels. The remaining 37.5% is attributed to factors outside the model. An R²
value of 0.625 is considered strong, indicating that the model has good predictive power for
the dependent variable.

Hypothesis 1 (H1): Work Happiness has a positive but not significant effect on
Employee Performance - Rejected.

Hypothesis 2 (H2): Work Happiness has a positive and significant effect on Innovative
Behavior - Accepted.

Hypothesis 3 (H3): Work Happiness has a positive and significant effect on
Organizational Commitment - Accepted.

Hypothesis 4 (H4): Innovative Behavior has a positive but not significant effect on
Employee Performance - Rejected.

Hypothesis 5 (H5): Organizational Commitment has a positive and significant effect on
Employee Performance - Accepted.

Hypothesis 6 (H6): Work Happiness has a positive and significant effect on Employee
Performance through Innovative Behavior - Rejected.

Hypothesis 7 (H7): Work Happiness has a positive and significant effect on Employee
Performance through Organizational Commitment - Accepted.

DISCUSSION OF RESULTS

The results of hypothesis testing reveal that work happiness does not have a positive
and significant effect on employee performance at the Faculty of Medicine and Health
Sciences, University of Mataram. The original sample value of 0.057, a T-statistic of 0.525 (<
1.96), and a p-value of 0.600 (> 0.05) confirm that the hypothesis is rejected. In other words,
job happiness does not significantly influence employee performance within this institutional
setting.

This finding contrasts with the majority of previous research, which generally supports
a positive relationship between job happiness and employee performance. For example, de
Waal (2018), Abadiyah et al. (2023), and Al-Hawari et al. (2019) assert that job happiness
enhances organizational appeal and can improve performance. Similarly, Anchor (2010),
Fisher (2010), and Spreitzer and Porath (2012) highlight that happiness contributes positively
to both individual and collective performance. Ribeiro et al. (2018) and Magnier-Watanabe et
al. (2020) also found a strong correlation between increased job happiness and productivity.

Nonetheless, the current findings are consistent with the perspective of Brief and Weiss
(2002), who argue that job happiness is not a primary determinant of performance. Similarly,
Yasa et al. (2021) found no significant influence of job happiness on employee performance.
In highly structured and professional environments such as academic and medical
institutions, performance is likely to be more heavily influenced by structural and procedural
factors—such as adherence to standard operating procedures (SOPs), fulfillment of
academic or administrative targets, and compliance with institutional regulations—rather than
emotional well-being.

Therefore, while job happiness remains important in fostering a healthy work
environment, it may not serve as a direct determinant of employee performance in structured
institutional contexts. To effectively enhance performance in academic and clinical settings,
organizations should prioritize professional development, task alignment with institutional
objectives, and robust organizational support systems—rather than relying solely on
psychological or emotional well-being.

The Influence of Work Happiness on Innovative Behavior
Hypothesis 2 posits that job happiness has a positive and significant influence on

employees’ innovative behavior at the Faculty of Medicine and Health Sciences, University of
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Mataram. The hypothesis is supported by statistical evidence, with an original sample value
of 0.467, a T-statistic of 4.749 (> 1.96), and a p-value of 0.000 (< 0.05), confirming a
significant and positive relationship between the two variables.

These findings suggest that employees who experience greater happiness at work are
more likely to engage in innovative actions. Emotional conditions such as optimism,
enthusiasm, and enjoyment in collaborative tasks contribute to a psychological climate that
fosters creativity, initiative, and a readiness to explore new ideas—traits central to innovative
behavior.

This finding aligns with previous studies by Bani-Melhem et al. (2020) and Al-Hawari et
al. (2019), which show that job happiness fosters innovation by encouraging idea-sharing,
experimentation, and process improvement. Similar conclusions were drawn by Yasa et al.
(2021) confirming a positive link between happiness and innovation. Emotional well-being not
only enhances individual satisfaction but also contributes to organizational performance
through intrinsic motivation and goal-oriented behavior, supported by positive work
environments and HR practices. However, as noted by Anchor (2010), this relationship may
be context-dependent, with factors such as leadership, job design, and organizational culture
moderating its strength.

In summary, the study confirms that job happiness is a significant driver of innovative
behavior. Promoting emotional well-being in the workplace can enhance employees’ capacity
to generate ideas, take initiative, and contribute to continuous improvement—particularly vital
in academic and health-related institutions.

The Influence of Work Happiness on Organizational Commitment
Hypothesis 3 posits that job happiness has a positive and significant influence on

organizational commitment among employees at the Faculty of Medicine and Health
Sciences, University of Mataram. The statistical test results support this hypothesis, as
shown by an original sample value of 0.561, a T-statistic of 5.937 (> 1.96), and a p-value of
0.000 (< 0.05), indicating a significant and positive relationship between the two variables.

This finding implies that employees who experience greater happiness at work are
more likely to demonstrate strong emotional attachment and dedication to the organization.
Positive emotional states such as comfort, optimism, and enthusiasm contribute to a
psychological environment where employees feel motivated to contribute without pressure,
which not only enhances productivity but also fosters a stronger sense of belonging.

The findings confirm that job happiness positively influences organizational
commitment. This aligns with studies by Yasa et al. (2021), and Dibaeeian & Karami (2007),
which show that emotional comfort at work fosters loyalty, dedication, and a desire to remain
in the organization. Happy employees tend to align with organizational values and view their
roles as meaningful, indicating strong affective commitment.

However, not all studies support this relationship. Rego et al. (2011) reported no
significant link, suggesting that factors such as culture, leadership, or individual traits may
moderate the effect of job happiness on commitment.

In conclusion, this study affirms that job happiness significantly contributes to
organizational commitment. Within the context of an academic and health-focused institution
like FKIK Unram, promoting emotional well-being is a strategic approach to cultivating
organizational loyalty, enhancing employee participation, and building a stable and engaged
workforce. As such, investing in initiatives that improve job happiness can have long-term
benefits for both employees and the institution as a whole.

The Influence of Innovative Behavior on Employee Performance
Hypothesis 4 posits that innovative behavior positively and significantly influences

employee performance at the Faculty of Medicine and Health Sciences, University of
Mataram. However, this hypothesis is not supported by the statistical results, which show an
original sample value of 0.156, a T-statistic of 0.898 (< 1.96), and a p-value of 0.369 (> 0.05).
These findings indicate that, within this context, there is no statistically significant relationship
between innovative behavior and employee performance.
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This suggests that in structured environments such as FKIK UNRAM—characterized
by high levels of regulation, procedural adherence, and institutional hierarchy—employee
performance may be shaped more by compliance with operational standards and policy
execution than by individual creativity. In such settings, innovative efforts may be present but
are often not formally recognized or rewarded, thereby diminishing their observable impact
on performance metrics.

While previous studies generally support a positive link between innovative behavior
and performance—such as those by Schuh et al. (2018), Bakker and Bal (2010), and
Alessandri et al. (2014)—this contrast in findings may be explained by contextual differences.
Slåtten et al. (2020) highlighted that individual innovative behaviour, driven by creativity and
proactive engagement, contributes to organizational effectiveness and can strengthen
competitive advantage. Similarly, Yasa et al. (2021) found that innovative behavior had a
significant effect on employee performance. Mone and London (2010) also suggested that
involvement in decision-making and performance development fosters innovation and, in
turn, enhances commitment and output.

At FKIK UNRAM, employees may demonstrate innovative behavior, but such efforts
often go unrecognized due to performance systems that emphasize compliance and
timeliness over creativity. As a result, innovation has limited impact on measurable
outcomes.

In conclusion, innovative behavior is not a key driver of performance in this context. To
harness its potential, institutions must align evaluation systems with innovation, encourage
open dialogue, and foster a culture that values creativity alongside procedural rigor.

The Influence of Organizational Commitment on Employee Performance
Hypothesis 5 asserts that organizational commitment positively and significantly

influences employee performance at the Faculty of Medicine and Health Sciences, University
of Mataram. This hypothesis is supported by the statistical results, with an original sample
value of 0.648, a T-statistic of 4.543 (> 1.96), and a p-value of 0.000 (< 0.05), confirming a
strong and significant relationship between the two variables.

These findings suggest that employees who exhibit strong organizational
commitment—reflected in punctuality, enthusiasm, loyalty, and consistent performance—
tend to achieve higher levels of work output. When individuals feel emotionally connected to
their organization, they internalize its values and goals, and align their efforts with institutional
expectations. This interpretation aligns with the theoretical framework proposed by Kumasey
et al. (2017), who describe organizational commitment as a psychological state that
encourages employees to remain and contribute actively. Hendri (2019) and Singh (2018)
similarly argue that committed employees are more likely to demonstrate consistent
dedication and a willingness to contribute to organizational success.

Empirical evidence from previous studies strongly supports this relationship. Luthans et
al. (2006) stated that high organizational commitment is associated with improved employee
performance. This has been corroborated by multiple researchers, including Mandri et al.
(2018), Sunjaya et al. (2017), and Saryano & Amboningtyas (2017), all of whom found a
significant positive impact of organizational commitment on performance. Additional studies
by Fathurrahman et al. (2023), Edward & Purba (2020), and Yasa et al. (2021) provide
further confirmation of this positive influence.

In summary, this study reaffirms that organizational commitment is a key driver of
employee performance at FKIK UNRAM. However, its influence may be shaped by other
organizational elements. To optimize performance outcomes, institutions should not only
foster emotional attachment among employees but also build a work environment that
promotes discipline, motivation, and alignment with organizational objectives.

The Influence of Work Happiness on Employee Performance through the Mediation of
Innovative Behavior

Hypothesis 6 proposes that innovative behavior mediates the effect of job happiness
on employee performance at the Faculty of Medicine and Health Sciences, University of
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Mataram. However, the statistical results do not support this hypothesis, with an original
sample value of 0.073, a T-statistic of 0.827 (< 1.96), and a p-value of 0.408 (> 0.05). These
findings indicate that innovative behavior does not significantly mediate the relationship
between job happiness and employee performance in this context, resulting in the rejection
of the hypothesis.

This result suggests that although employees may experience positive emotions and
satisfaction at work, these feelings do not necessarily translate into innovative actions that
lead to improved performance outcomes. The lack of a significant mediating effect may be
attributed to contextual constraints such as limited autonomy, rigid hierarchical structures, or
an absence of organizational support systems that prevent job happiness from evolving into
creative, value-generating behaviors.

Previous studies offer mixed results regarding the mediating role of innovative
behavior. Gupta and Singh (2015), Bakker and Bal (2010), and Alessandri et al. (2014)
suggest that job happiness fosters innovation, which can enhance performance. However,
Sujarwo and Wahjono (2017) and Sedyowidodo & Susanto (2013) found no significant
mediation effect. These differences may stem from organizational culture, sector, or
employee traits. Haq and Novitasari (2022) emphasize that innovation requires autonomy
and support, while Hardianto et al. (2021) highlight the need for recognition and a learning
culture. Purwanto et al. (2020) also note that innovation mediates performance only under
leadership influence, not job happiness, especially in rigid public institutions.

These findings highlight the difficulty of converting job happiness into better
performance through innovation, especially in structured, bureaucratic settings. While
innovative efforts may occur, their impact is limited without formal support or recognition
systems.

In conclusion, innovative behavior does not significantly mediate the link between job
happiness and performance at FKIK UNRAM. To optimize outcomes, organizations must pair
emotional well-being with an environment that supports innovation. Alternative mediators like
organizational engagement or leadership trust may provide more effective pathways.

The Influence of Work Happiness on Employee Performance through the Mediation of
Organizational Commitment

Hypothesis 7 posits that organizational commitment mediates the effect of job
happiness on employee performance at the Faculty of Medicine and Health Sciences,
University of Mataram. The statistical results support this hypothesis, with an original sample
value of 0.364, a T-statistic of 3.790 (> 1.96), and a p-value of 0.000 (< 0.05), indicating a
significant mediating effect.

These findings suggest that job happiness does not directly lead to improved
performance; instead, its influence is significantly channeled through organizational
commitment. Employees who experience emotional well-being—through comfort,
enthusiasm, and appreciation—tend to develop a stronger emotional attachment to the
organization, resulting in increased loyalty, responsibility, and consistent work performance.
This confirms that organizational commitment acts as a psychological mechanism that
transforms positive emotions into productive behavior.

The mediation found in this study represents a form of full mediation, where job
happiness exerts its impact on performance primarily through its influence on organizational
commitment. This highlights the importance of nurturing not only emotional well-being but
also a strong sense of alignment with institutional goals, values, and expectations. When
employees feel supported, trusted, and treated fairly within their organizational environment,
their commitment increases—ultimately driving better performance.

These findings align with prior research by Jain and Sullivan (2019), Kumasey et al.
(2017), and others, which confirm that organizational commitment mediates the relationship
between job happiness and performance. Additional studies emphasize that committed
employees are more engaged, productive, and resilient. Positive work environments and
supportive relationships further strengthen commitment and performance (Al-Hawari et al.,
2019; Ribeiro et al., 2018).
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In conclusion, this study affirms that organizational commitment significantly mediates
the relationship between job happiness and employee performance at FKIK UNRAM. While
job happiness fosters emotional readiness for performance, it is through commitment that this
potential is translated into meaningful outcomes. Therefore, to enhance employee
performance, institutions must promote both emotional well-being and strategic efforts to
build commitment—through inclusive practices, value alignment, and trust-based leadership.

CONCLUSION

Based on the research results, it can be concluded that:
1. Work happiness does not have a positive and significant effect on employee performance

at the Faculty of Medicine and Health Sciences, University of Mataram. This shows that the
level of happiness felt by employees does not directly increase their work effectiveness or
productivity in the context of this institution;

2. Work happiness has a positive and significant effect on employee innovative behavior at
FKIK UNRAM. the higher the perceived work happiness, the greater the tendency of
employees to show creativity and initiative in innovating in their work environment;

3. Job happiness also has a positive and significant effect on organizational commitment at
FKIK UNRAM. This indicates that employees who feel happy and satisfied with their
working conditions tend to have strong loyalty and attachment to the institutions where
they work;

4. Innovative behavior does not have a significant effect on employee performance at FKIK
UNRAM. This finding implies that even though employees can show an innovative
attitude, it does not necessarily have a direct impact on improving their performance in
carrying out their duties and responsibilities. This indicates that employees who feel
happy and satisfied with their working conditions tend to have strong loyalty and
attachment to the institutions where they work;

5. Organizational commitment has a positive and significant effect on employee
performance at FKIK UNRAM. This confirms the importance of employees' sense of
attachment and loyalty as the main determining factor in improving individual
performance;

6. Innovative behavior is not able to be a mediator that connects work happiness with
employee performance. This means that standardized work systems and operational
procedures tend to limit the space for employees to innovate freely;

7. Organizational commitment is able to significantly mediate the effect of work happiness
on employee performance. This means that the effect of work happiness on employee
performance runs through increased organizational commitment, so that this commitment
becomes a key mechanism that strengthens the relationship between work happiness
and performance.
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