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ABSTRACT 
 
Innovative work behavior among medical personnel is a critical factor in improving the 
quality of hospital health services, as it contributes to work effectiveness and service 
excellence. This study aims to examine the effect of happiness on innovative work behavior, 
with transformational leadership and perceived use of artificial intelligence (AI) as 
mediating variables among medical staff. The research population comprises all medical 
personnel at RS Islam Purwokerto, with purposive sampling employed to obtain 184 
respondents as the study sample. The study applies SEM-PLS analysis using SmartPLS 4.0 
and adopts Social Exchange Theory as the theoretical framework for explaining the 
relationships among variables. The findings indicate that happiness has a positive and 
significant effect on innovative work behavior, both directly and indirectly through the 
mediation of perceived AI use. However, transformational leadership is not proven to 
mediate the effect of happiness on innovative work behavior. This study highlights the 
importance for hospitals to foster a work environment that supports the psychological well-
being of medical personnel and to optimize positive perceptions of AI use through 
appropriate training and governance in order to effectively support innovation.   
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INTRODUCTION 
Hospitals are a form of service-oriented organization that offer intangible products, 
namely healthcare services, whose delivery is highly dependent on the role of human 
resources (Ferry et al., 2021).  Societal demands for healthcare facilities require hospitals 
to remain prepared and capable of adapting to the dynamic number and characteristics 
of patients served (Ekawati & Andriani, 2022). Therefore, the enhancement of hospital 
operational activities and service delivery necessitates human resources with adequate 
capabilities, energy, and fresh, innovative ideas (Setianto et al., 2022). Hospitals and other 
healthcare facilities are currently required to keep pace with changes in technology, 
service delivery, and increasingly diverse patient needs (Hanna et al., 2024). 

Interviews with the Human Resources department at RS Islam Purwokerto 
revealed gaps in training. There is a lack of sessions on the importance of medical 
personnel’s happiness in performance and on fostering work innovation through 
technologies like artificial intelligence (AI). This lack of emphasis on psychological factors 
and technological literacy points to shortcomings in developing medical staff capacity. As 
a result, RS Islam Purwokerto faces challenges in innovative work behavior (IWB), 
transformational leadership, and perceptions of AI use. Medical personnel need strong 
innovation skills to meet workload demands, technological changes, and efficiency goals. 
However, differences in innovation levels, leadership quality, and views on technology 
show that these factors remain critical issues for study. There is a clear need to 
understand how IWB is formed and the roles of happiness, transformational leadership, 
and AI perceptions as its driving factors. 

Innovative work behavior among medical personnel is an important strategy for 
organizational competitiveness (Elkholy et al., 2024). IWB refers to employees’ attitudes 
in generating ideas, proposing concepts, and implementing innovative solutions at work 
(Setyowati & Etikariena, 2019). IWB reflects an individual’s contribution to improving 
efficiency, productivity, and organizational progress by introducing or developing new 
ideas, processes, products, or services (Yusufa et al., 2023). In hospitals, IWB is especially 
important due to the complexity of healthcare services. Happiness (Hasanati et al., 2025), 
transformational leadership (Grošelj et al., 2020), and the use of artificial intelligence 
(Alagele et al., 2025) are all factors that can influence IWB. 

Happiness, as a fundamental psychological factor, has the potential to influence 
transformational leadership. Happiness is understood as a positive self-evaluation of 
one’s life (Torres et al., 2025) and can enhance well-being, creativity, and innovative 
behavior (Butt et al., 2020). Previous studies by Agaoglu et al. (2025), Canal Carrillo et al. 
(2023), Conesa et al. (2024), and Torres et al. (2025) confirm that happiness has a positive 
effect on transformational leadership. In addition, happiness can also influence 
perceptions of AI use. Stable and positive emotional conditions make medical personnel 
more open to change and more receptive to new technologies (Fadila et al., 2025). Agaoglu 
et al. (2025) demonstrated that happiness has a significant effect on perceptions of AI use. 
However, Suhartono et al. (2023) reported that happiness does not influence 
transformational leadership. 

Moreover, happiness is a factor that influences IWB (Fadila et al., 2025). Torres et 
al. (2025) happiness is a global positive self-evaluation of life. Work happiness 
contributes to individual well-being and it affects job performance, creativity, innovation 
in organizations (Butt et al., 2020). Positive emotions derived from happiness can 
stimulate creative thinking processes, foster self-confidence in expressing ideas, and 
increase the likelihood of innovation in daily work activities (Fadila et al., 2025). Previous 
studies by Agaoglu et al. (2025), Fadila et al. (2025), and Hasanati et al. (2025) report that 
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happiness has a positive and significant effect on innovative work behavior. Happiness 
stimulates individuals to think more openly and divergently, which forms the primary 
foundation for innovation processes (Fadila et al., 2025). However, Al-Shami et al. (2023) 
found that happiness does not affect IWB. 

Transformational leadership is subsequently positioned as an important factor 
influencing innovative work behavior. Innovation can be fostered by transformational 
leaders who can inspire, envision, and support creativity (Karimi et al., 2023). Empirical 
evidence from Agaoglu et al. (2025), Grošelj et al. (2020), Karimi et al. (2023), Lin (2023), 
and Messmann et al. (2022) confirms that transformational leadership has a positive and 
significant effect on innovative work behavior. However, Az Zahra & Etikariena (2024) 
reported that transformational leadership does not influence innovative work behavior. 

In addition, perceptions of AI use are also considered to influence innovative work 
behavior. AI technologies that are perceived as useful can encourage medical personnel 
to develop new ideas to improve service quality (Elkholy et al., 2024). Studies by Agaoglu 
et al. (2025), Alagele et al. (2025), Atalla et al. (2024), Elkholy et al. (2024), dan Verma & 
Singh (2022) indicate that perceptions of AI use have a positive and significant effect on 
innovative work behavior. 

According to Agaoglu et al. (2025), happiness does not have a completely direct 
impact on IWB, for it is mediated by transformational leadership that can help transfer 
positive employee emotions into innovative behaviors at the workplace. High subjective 
well-being people tend to possess greater self-leadership qualities, which in turn translate 
into more effective leadership behaviors (Torres et al., 2025). by making followers 
inspired and come up with innovative ideas, will push employees to seek new way of 
viewing their work (Karimi et al., 2023). 

The perception of artificial intelligence use (Agaoglu et al., 2025) is also something 
that may moderate happiness in the impact on innovative behavior. In the realm of 
computer science, AI is defined as software systems with the ability to simulate or 
replicate human thinking and decisionmaking processes (Arnadi et al., 2024). AI systems 
are meant to accomplish general human-like intelligence including vision, speech 
recognition and synthesis, decision making and reasoning (Ramachandran & Kannan, 
2021). 

Evaluating the possible application of AI in medical service practices is crucial 
given the quick advancement of technology in the healthcare industry (Elkholy et al., 
2024).  Additionally, according to Agaoglu et al. (2025), perceptions of AI use can 
influence the beneficial and significant impact of happiness on IWB. Odugbesan et al. 
(2023) however, found contrasting results, suggesting that the impact of pleasure on 
creative work behavior is not mediated by views of AI use. 

Agaoglu et al. (2025) previously investigated the mediating roles of 
transformational leadership and views of AI use in the link between innovative work 
behavior and happiness. However, there are still few research looking at how 
transformational leadership and perceptions of AI use modulate the impact of happiness 
on creative work behavior (Agaoglu et al., 2025), which keeps this topic academically 
relevant. The novelty of this study lies in the different demographic context of the 
subjects, namely medical personnel at RS Islam Purwokerto, Indonesia, which has distinct 
organizational, cultural, and work dynamics compared to previous studies. 

According to Karimi et al. (2023) there is still a dearth of empirical data about the 
promotion of innovative work practices in developing nations, especially when it comes to 
public sector companies. Thus, it is anticipated that this research will add to the body of 
knowledge, validate earlier conclusions, and offer useful insights into how transformational 
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leadership and artificial intelligence might facilitate the development of creative work practices 
in Indonesian hospitals. 
       
LITERATURE REVIEW, RESEARCH FRAMEWORK, AND HYPOTHESES 
Social Exchange Theory 
Relationships between workers, leaders, and organizations are based on reciprocal 
exchanges involving social exchange, mutuality, and trust, according to Social Exchange 
Theory (SET) (Agaoglu et al., 2025). According to this theory, employees become more 
actively involved in their professional and organizational roles and return organizational 
support with useful and productive behaviors when they build psychological 
relationships with their organization (Liaquat & Mehmood, 2017; Rimatanti & Darmawan, 
2023). In the context of this study, happiness is positioned as an independent variable 
capable of fostering positive psychological relationships between employees and their 
work environment, thereby encouraging greater engagement and ultimately supporting 
the emergence of innovative work behavior. 

Transformational leadership plays a crucial role because it involves followers in 
social exchange processes grounded in a strong sense of togetherness and interpersonal 
trust (Lin, 2023), while simultaneously creating an ideal work environment through 
positive leader–employee relationships (Novitasari et al., 2025). Support from 
transformational leaders is seen by SET as a kind of social investment that motivates 
medical staff to return the favor by acting creatively at work (Fadila et al., 2025). 
According to Alagele et al. (2025), positive opinions of AI serve as a social exchange 
mechanism in which medical professionals respond by contributing creativity and 
inventive efforts, while the sorganization gives technology and work facilitation.  Thus, 
within the SET framework, this study emphasizes that happiness, as a psychological 
capital of medical personnel, can influence innovative work behavior both directly and 
indirectly through the mediating roles of transformational leadership and perceptions of 
AI use. 
 
Innovative Work Behavior 
According to (Novitasari et al., 2025), innovative work behavior encompasses all 
individual behaviors targeted at adopting change, introducing and implementing new 
ideas, and procedures meant to enhance work performance at both the individual and 
group levels. Innovation can be viewed as both a process of introducing something new 
and a physical result or consequence in the form of new tools, processes, or ideas (Grošelj 
et al., 2020). According to (Yusufa dkk., 2023) creative work behavior explicitly refers to 
employees' actions in generating and developing new concepts, procedures, goods, or 
services that are innovative in character and promote organizational progress. 
 
The Effect of Happiness on Transformational Leadership 
By providing a complementary and reciprocal view of the relationship between 
leadership and well-being, understanding happiness as an independent variable and 
analyzing its impact on leadership practices offers an empirical contribution that builds 
upon earlier research and strengthens the theoretical foundation (Torres et al., 2025). 
Prior studies by Agaoglu et al. (2025), Carrillo et al. (2023), Conesa et al. (2024), and 
Torres et al. (2025) demonstrate that happiness has a positive and significant effect on 
transformational leadership. Higher levels of subjective well-being are associated with 
higher self-leadership abilities, which in turn lead to more successful leadership 
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behaviors. (Torres et al., 2025). Therefore, based on the theoretical arguments and 
empirical evidence discussed above, the following hypothesis is proposed.  

H1 : Happiness has a positive and significant effect on transformational leadership 
among medical staff at RS Islam Purwokerto  

 
The Effect of Happiness on Perceptions of AI Use 
Happiness at work reflects a positive emotional condition experienced by employees 
when performing tasks and interacting within the organizational environment (Fadila et 
al., 2025). Employees who feel happy tend to display optimistic attitudes, greater 
openness to change, and a higher readiness to accept innovation, including the adoption 
of new technologies such as AI. With stable and positive emotional conditions, employees 
not only perceive AI as a supportive tool but also as an opportunity to enhance work 
effectiveness and service quality. 

According to earlier research by Agaoglu et al. (2025) happiness as a component 
of nurses' well-being is positively correlated with their perceptions of AI utilization, 
suggesting that happiness has a positive and significant impact on perceptions of AI use. 
Thus, the following hypothesis is put out in light of these theoretical justifications and 
earlier empirical data.  

H2 : Happiness has a positive and significant effect on perceptions of AI use 
among medical staff at RS Islam Purwokerto. 

 
The Effect of Happiness on Innovative Work Behavior 
Happiness can enhance creativity through higher-level cognitive processes, stronger 
motivation, and greater openness to new ideas (Hasanati et al., 2025). Positive emotions 
like happiness and hope inspire people to learn new things and develop their ability for 
creativity and invention (Al-Shami et al., 2023). Positive emotions also stimulate creative 
thinking processes, foster confidence in expressing ideas, and increase the likelihood of 
innovation in daily work activities (Fadila et al., 2025). 

Previous studies by Agaoglu et al. (2025), Al-Shami et al. (2023), Fadila et al. 
(2025), and Hasanati et al. (2025) show that happiness has a positive and significant effect 
on IWB. Happiness stimulates individuals to think more openly and divergently, which 
forms the primary foundation for the innovation process (Fadila et al., 2025). Therefore, 
based on these theoretical arguments and empirical findings, the following hypothesis is 
formulated.  

H3 : Happiness has a positive and significant effect on innovative work behavior 
among medical staff at RS Islam Purwokerto. 

 
The Effect of Transformational Leadership on Innovative Work Behavior 
Because transformational leadership offers a framework that is more favorable to 
inspiring workers to advance their abilities, it is thought to be a significant factor in 
determining innovative work behavior (Agaoglu et al., 2025). By inspiring followers and 
igniting creative ideas across the company, transformational leaders foster a flexible work 
environment. They also challenge employees' viewpoints and encourage them to pursue 
novel and creative ways in their job (Karimi et al., 2023). 

Previous studies by Agaoglu et al. (2025), Grošelj et al. (2020), Karimi et al. (2023), 
Lin (2023), and Messmann et al. (2022) confirm that transformational leadership has a 
positive and significant effect on innovative work behavior. Leaders who show concern 
for employees’ well-being, problems, and aspirations are able to foster employees’ 
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capacity to engage in IWB (Karimi et al., 2023). Therefore, based on the theoretical 
rationale and empirical evidence discussed above, the following hypothesis is proposed.  

H4 : Transformational leadership has a positive and significant effect on innovative 
work behavior among medical staff at RS Islam Purwokerto. 

 
The Effect of Perceptions of AI Use on Innovative Work Behavior 
Due to its significance in employing technology, keeping up with external advancements, 
and updating information, AI functions as an intermediary variable. It is also thought to 
play a major impact in influencing IWB (Alagele et al., 2025). In order to guarantee high-
quality patient care, technologies like AI can solve certain issues like a lack of expertise or 
experience, streamline documentation procedures, and give professionals access to the 
most recent evidence-based practices. This will lessen professional frustration brought 
on by organizational burdens (Elkholy et al., 2024). 

Previous research by Agaoglu et al. (2025), Alagele et al. (2025), Atalla et al. 
(2024), Elkholy et al. (2024), and Verma & Singh (2022) demonstrates that perceptions 
of AI use have a positive and significant effect on IWB. The implementation of AI in work 
activities can help identify innovative approaches, apply the best new ideas, and 
effectively plan and schedule their execution (Atalla et al., 2024). Therefore, based on the 
theoretical arguments and empirical findings discussed above, the following hypothesis 
is formulated.  

H5 : Perceptions of AI use have a positive and significant effect on innovative work 
behavior among medical staff at RS Islam Purwokerto. 

 
The Mediating Role of Transformational Leadership in the Effect of Happiness on 
Innovative Work Behavior 
Transformational leadership is a leadership approach that inspires followers while 
creating a dynamic vision and lofty objectives (Lin, 2023). Through individualized 
support, intellectual stimulation, and encouragement of creative solutions, 
transformational leaders boost employees' perception of effectiveness, which eventually 
leads to an increase in creative work behavior (Agaoglu et al., 2025). 

The impact of pleasure on creative work behavior can be mediated by 
transformational leadership, according to earlier research by Agaoglu et al. (2025). When 
psychological empowerment levels are higher, transformational leadership is 
significantly more successful at encouraging followers' creative work practices (Grošelj et 
al., 2020). Consequently, employees who receive personal attention and support from 
transformational leaders tend to work harder in generating, promoting, and 
implementing daily ideas to improve service quality (Lin, 2023). Therefore, based on 
these theoretical arguments and empirical findings, the following hypothesis is 
formulated.  

H6 : Transformational leadership mediates the effect of happiness on innovative 
work behavior among medical staff at RS Islam Purwokerto  

 
The Mediating Role of Perceptions of Artificial Intelligence Use in the Effect of 
Happiness on Innovative Work Behavior 
AI is a branch of computer science focused on developing systems and software capable 
of mimicking or replicating human thinking and decision-making skills (Arnadi dkk., 
2024). Based on this definition, perceptions of AI use can be understood as individuals’ 
evaluations, beliefs, and views regarding the extent to which AI technology can assist, 
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facilitate, or enhance the quality of their work, including levels of trust, acceptance, and 
readiness to utilize such technology in daily work activities. 

AI can act as a catalyst for promoting creativity and innovation in the workplace 
and stimulating employees’ innovative thinking processes (Agaoglu et al., 2025). Previous 
research by Agaoglu et al. (2025) demonstrates that perceptions of AI use can mediate the 
effect of happiness on IWB. The study reveals that employees who hold positive 
perceptions of AI use such as feeling supported, more efficient, or perceiving AI as 
facilitating their tasks tend to be more confident and motivated to try new approaches 
and engage in innovation. Therefore, based on these theoretical arguments and prior 
empirical findings, the following hypothesis is proposed.  

H7 : Perceptions of AI use mediate the effect of happiness on innovative work 
behavior among medical staff at RS Islam Purwokerto  

 
Research Framework 
Figure 1 illustrates the research framework of this study, which depicts the relationships 
among happiness at work, transformational leadership, perceptions of AI use, and IWB 
among medical staff at RS Islam Purwokerto. The framework explains that happiness 
functions as an independent variable influencing innovative work behavior both directly 
and indirectly through the mediating roles of transformational leadership and 
perceptions of AI use. This conceptual model is developed by integrating Social Exchange 
Theory with relevant empirical findings from prior studies in the fields of leadership, 
employee well-being, and technological innovation.  
 

 
 

Source : Developed by the authors based on Social Exchange Theory and prior empirical studies, 2025  
 

Figure 1 
Research Model 

 
METHOD 
A quantitative research design is used in this research. The 303 workers at Rumah Sakit 
Islam Purwokerto make up the study's population. Purposive sampling was used to pick 
184 respondents in total, and the sample size was calculated using the Slovin formula with 
a 10% margin of error (Sugiyono, 2019). A method for choosing data sources according 
to particular criteria is called purposeful sampling (Sugiyono, 2019). Only medical 
professionals, including nurses, medical record officers, and pharmacists, participated in 
this study. Data were collected using a structured questionnaire with a Likert-scale 
format, which was distributed online through Google Forms to facilitate efficient and 
accessible data collection (Hair et al., 2017).  
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This study uses PLS-SEM for both statistical and descriptive data analysis. To 
characterize participant replies and spot response trends, descriptive analysis is used. 
The SmartPLS program is used to test the Structural Equation Modeling (SEM) 
framework. SEM analysis is selected because it can perform route analysis and give a clear 
depiction of the interactions between variables (Hair et al., 2017). Two steps make up the 
analytical process: the first assesses the measurement model by evaluating the outer 
model, and the second evaluates the structural model (inner model) in order to test the 
hypotheses and clarify the relationships between the variables. Factor loadings greater 
than 0.70 and Average Variance Extracted (AVE) values greater than 0.50 indicate 
convergent validity (Hair et al., 2017). While indicator reliability is verified by Cronbach's 
alpha and Composite Reliability values more than 0.70, discriminant validity is evaluated 
using cross-loadings and the Fornell–Larcker criterion (Hair et al., 2017). 

The Shorted Happiness at Work (SHAW) scale, which was created by Feitor et al. 
(2023), and includes three variables like work satisfaction, engagement, and affective 
organizational commitment, is used in this study to assess happiness. Phanniphong & Na-
Nan, (2025), created three dimensions to quantify IWB: idea generation, concept 
realization, and idea promotion. The AI Attitude Scale (AIAS), which comprises perceived 
advantages of use, possible social impact, adoption intention, perceived danger, and 
assessment of AI's impact on mankind, is used to gauge perceptions of AI use (Grassini, 
2023). Lastly, the Bass Multifactor Leadership Questionnaire (MLQ), which was created 
by Den Hartog et al. (1997), and has four dimensions—charisma, inspiration, 
individualized concern, and intellectual stimulation—is used to evaluate 
transformational leadership.   
 
RESULTS AND DISCUSSION  
Respondent Demographic Analysis 
Demographic analysis aims to provide additional information for readers or future 
researchers. The detailed profile of the respondents, including gender, age, work 
experience, educational background, professional category, and frequency of AI usage, is 
presented in Table 1. This table serves as a descriptive overview of the sample 
characteristics and provides contextual insight for interpreting the subsequent statistical 
analyses.  
 

Table 1 
Respondent Profile 

 
Category Frequency % 
Gender 
Male 
Female 

 
59 
125 

 
32,1 
67,9 

Age 
≤ 20  
21 – 30  
31 – 40  
41 – 50  
> 50  

 
2 
108 
50 
23 
1 

 
1,1 
58,7 
27,2 
12,5 
0,5 

Work Experience (year) 
< 1  
1 – 5  
6 – 10  
11 – 15  
> 15  

 
6 
109 
30 
22 
17 

 
3,3 
59,2 
16,3 
12,0 
9,2 
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Types of Healthcare Personnel 
Nurse 
Medical Records Officer 
Medical Laboratory Technologist 
Midwife 
Health Analyst 
Pharmacist 
Environmental Health Officer 
Radiographer 
Electromedical Technician 
Optometrist (Refractionist) 
Nutritionist 
Anesthesia Technician 
Physiotherapist 
Dental Nurse 
Medical Physicist 

 
118 
6 
8 
17 
8 
6 
2 
7 
1 
1 
2 
4 
2 
1 
1 

 
64,1 
3,3 
4,3 
9,2 
4,3 
3,3 
1,1 
3,8 
0,5 
0,5 
1,1 
2,2 
1,1 
0,5 
0,5 

Education Level 
Diploma (D3) 
Applied Bachelor (D4) 
Bachelor’s Degree (S1) 
Professional Degree 
Others 

 
159 
6 
4 
14 
1 

 
86,4 
3,3 
2,2 
7,6 
0,5 

How often do you use AI? 
Ever 
Occasionally 
Quite Often 
Frequently 

 
33 
45 
56 
50 

 
17,9 
24,5 
30,4 
27,2 

 
The demographic analysis of respondents in this study shows that the majority of 

respondents are female (67.9%), with the dominant age group ranging from 21 to 30 
years (58.7%). Most respondents also have work experience between 1 and 5 years 
(59.2%). In addition, the results indicate that the sample is dominated by respondents 
who frequently use AI (57.6%). These findings suggest that the intensity of AI usage 
among medical personnel is relatively high, thereby offering substantial opportunities for 
this technology to support innovative work behavior. 
 
Measurement Model Analysis (Outer Model) 
As one of the conditions for convergent validity, the loading factors were examined in the 
first step of the measurement model analysis. Each construct's loading factor and AVE 
values are shown in Table 2. Convergent validity is attained when the loading factor 
values surpass 0.70 and the AVE values surpass 0.50 (Hair et al., 2017).  
 

Table 2 
Convergent Validity and Reliability 

 

Items Loading Factor CA CR AVE 

Innovative Work Behaviour 
(IWB1) I seek information related to my tasks from 
work guidelines, supervisors, experts, or other 
relevant sources. 
(IWB2) I make efforts to seek new ideas to change or 
improve my responsibilities. 
(IWB3) When facing problems at work, I try to think 
of ways to solve them. 

 
0.803 

 
 

0.823 
 

0.780 
 

0.814 

0.958 0.963 0.684 
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Items Loading Factor CA CR AVE 

(IWB4) I strive to find ways to improve task 
implementation processes. 
(IWB5) I propose ideas or work methods to 
colleagues or supervisors. 
(IWB6) When there are differences of opinion 
regarding the ideas I propose, I try to explain them so 
they can be accepted. 
(IWB7) I make efforts to convince colleagues or 
supervisors to support the ideas I propose. 
(IWB8) After proposing ideas, I receive sufficient 
support in terms of time, materials, or equipment. 
(IWB9) I transform my ideas into methods that can be 
practically implemented. 
(IWB10) I encourage the implementation of ideas and 
methods in task execution. 
(IWB11) If there are obstacles in the methods I 
propose, I strive to resolve them until successful. 
(IWB12) I share (through discussions, presentations, 
or the preparation of guidelines) methods that have 
been successfully implemented so that these ideas are 
known to colleagues or supervisors. 
(Phanniphong & Na-Nan, 2025) 

 
0.878 

 
0.809 

 
 

0.846 
 

0.855 
 

0.847 
 

0.818 
 

0.822 
 

0.824 

Happiness 
(H1) In my job, I feel strong and full of energy. 
(H2) I am enthusiastic about the work that I do. 
(H3) I am so involved in my work that I forget about 
everything else around me. 
(H4) I am satisfied with the distribution of tasks that I 
am responsible for. 
(H5) I am satisfied with the compensation I receive 
from this job. 
(H6) I am satisfied with the opportunities available in 
this organization for growth or promotion. 
(H7) I would be very happy if I could spend the rest of 
my career in this organization. 
(H8) I feel emotionally attached to the organization 
where I work. 
(H9) I feel a sense of belonging to my organization. 
(Feitor et al., 2022) 

 
0.874 
0.889 
0.900 

 
0.883 

 
0.876 

 
0.881 

 
0.882 

 
0.864 

 
0.877 

0.964 0.969 0.776 

Transformational Leadership 
(TL1) My leader makes others feel happy to be 
around them. 
(TL2) My leader often uses motivating words and 
provides clear direction. 
(TL3) My leader encourages me to think creatively 
and seek innovative solutions when solving problems. 
(TL4) My leader actively provides guidance and 
advice tailored to my potential and career goals. 
(TL5) I have full trust in my leader. 
(TL6) My leader is able to motivate me and make me 
feel enthusiastic about my work. 
(TL7) My leader provides new ways of looking at 
problems at work. 
(TL8) My leader tells employees how they should 
perform their work. 
(TL9) I feel proud of my leader. 
(TL10) My leader helps me find meaning in my work. 

 
0.830 

 
0.833 

 
0.857 

 
0.843 

 
0.888 
0.904 

 
0.871 

 
0.815 

 
0.846 
0.851 
0.841 

0.967 0.970 0.731 
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Items Loading Factor CA CR AVE 

(TL11) My leader always opens space for discussion 
to analyze problems from various perspectives in 
order to make the best decisions. 
(TL12) My leader understands my professional needs. 
(Dhingra et al., 2024) 

 
 

0.874 

Perceptions of Artificial Intelligence Use 
(AI1) I believe that artificial intelligence will improve 
my quality of life. 
(AI2) I believe that artificial intelligence will enhance 
my work performance. 
(AI3) I think that I will use artificial intelligence 
technology in the future. 
(AI4) I think that artificial intelligence technology 
poses a threat to humanity. 
(AI5) I think that artificial intelligence technology has 
a positive impact on humankind. 
(Grassini, 2023) 

 
0.800 

 
0.855 

 
0.883 

 
0.845 

 
0.893 

0.908 0.932 0.733 

 
Based on the loading factor output, all indicators for each variable exceeded 0.70, 

thereby fulfilling the criteria for convergent validity. This indicates that each indicator 
adequately represents the construct being measured and has a strong association with its 
corresponding latent variable. In addition, all Composite Reliability (CR) and Cronbach’s 
alpha (CA) values were above 0.70, demonstrating good reliability. Therefore, the 
measurement model is considered reliable and suitable for further analysis in testing the 
relationships among the research variables. 

The evaluation of discriminant validity comes next in the measurement model 
evaluation process, following the establishment of convergent validity and reliability 
based on the data shown in Table 2. To make sure each construct is empirically unique 
and captures occurrences not reflected by other constructs in the model, discriminant 
validity is investigated. Table 3 displays the findings of the discriminant validity 
evaluation using the Fornell-Larcker criterion. 

 
Table 3 

Discriminant Validity: Fornell-Larcker 
 

Variables PAI H IWB TL 

Perceptions of AI Use 0.856    
Happiness 0.320 0.881   
Innovative Work Behavior 0.458 0.357 0.827  
Transformational Leadership 0.274 0.171 0.324 0.855 

Source: Data Analyzed, 2025 
 
Additionally, Table 3 shows that the square root of the AVE values on the diagonal 

is greater than the corresponding inter-construct correlations for each variable, 
indicating that the Fornell–Larcker criterion has been satisfactorily satisfied. 
Consequently, it may be said that the measurement model's discriminant validity has 
been sufficiently established. 
 
Structural Model Analysis (Inner Model) 
Analyzing the links between constructs, determining the R-square values of the research 
model, and evaluating the significance levels are the objectives of the structural model 
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evaluation. Assessing the model fit is the first step in the inner model assessment process. 
The results of the model fit evaluation are presented in Table 4.  
 

Table 4 
Model Fit 

 

Model Saturated Model Estimated Model 

SRMR 0.068 0.082 
NFI 0.634 0.634 
Source: Data Analyzed, 2025 

 
The structural model shows an adequate fit when the Standardized Root Mean 

Square Residual (SRMR) value is less than 0.10. In the meantime, the Normal Fit Index 
(NFI), which ranges from 0 to 1, represents the degree of model fit; values nearer 1 denote 
a better and more suitable model fit. 

After confirming that the structural model demonstrates an acceptable level of fit, 
the next step in the inner model evaluation involves assessing the explanatory power of 
the model. This is examined through the coefficient of determination (adjusted R-square) 
for each endogenous construct, as presented in Table 5.  

 
Table 5 

R-Square Adjusted 
 

Model R-Square Adjusted 

Innovative Work Behavior 0.283 
Transformational Leadership 0.024 
Perceptions of AI Use 0.097 

Source: Data Analyzed, 2025 
 

Table 5's R-square evaluation yields results that are satisfactory. Innovative work 
behavior's adjusted R-square value of 0.283 shows that the independent variables in the 
model account for 28.3% of the variance in this variable, with other factors not covered 
in this study influencing the remaining variance. 

After evaluating the explanatory power of the model through the adjusted R-
square values, the next step in the SEM-PLS analysis involves examining the structural 
relationships among constructs through hypothesis testing. The results of this hypothesis 
testing are presented in Table 6.  
 

Table 6 
Hypothesis Testing 

 

Hypothesis  Path Coefficients (β) T Statistic P Values Conclusion 

H → TL H1 0.171 2.229 0.010 Accepted 
H → AI H2 0.320 4.336 0.000 Accepted 
H → IWB H3 0.216 3.012 0.001 Accepted 
TL → IWB H4 0.196 2.337 0.013 Accepted 
AI → IWB H5 0.336 4.590 0.000 Accepted 
H → TL → IWB H6 0.033 1.610 0.054 Rejected 
H → AI → IWB H7 0.107 3.142 0.001 Accepted 

Source: Data Analyzed, 2025 
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Hypothesis testing is the last phase of the SEM-PLS analysis. When the T-statistic 
value is greater than 1.960 and the P-value is less than 0.05, suggesting a significant 
impact of the independent factors on the dependent variables, the hypothesis is deemed 
supported. Table 6 displays the results of the hypothesis test, demonstrating that all 
variable associations have positive path coefficients (β). However, because Hypothesis 6's 
T-statistic and P-value do not satisfy the necessary significance requirements, it is 
rejected. 

 
The Effect of Happiness on Transformational Leadership 
The results indicate that happiness has a positive and significant effect on 
transformational leadership among medical staff at RS Islam Purwokerto; therefore, H1 
is accepted. This finding suggests that medical personnel who feel happy at work tend to 
demonstrate transformational leadership behaviors, such as providing inspiration, 
encouragement, and individualized consideration to colleagues. This confirms that 
positive emotional conditions not only affect personal well-being but also enhance the 
ability of medical staff to influence and motivate others to contribute more effectively to 
hospital services.  

These findings are consistent with previous studies by Agaoglu et al. (2025), 
Carrillo et al. (2023), Conesa et al. (2024), and Torres et al. (2025), which emphasize that 
leaders’ positive emotions play an important role in shaping a more transformational 
leadership style. In the healthcare context, higher levels of happiness are associated with 
an increased capacity to provide motivation, direction, and emotional support to fellow 
health professionals. 

When viewed through the lens of Social Exchange Theory, this relationship can 
be explained by reciprocal mechanisms in workplace social interactions (Torres et al., 
2025). Happy medical staff are more likely to exhibit positive attitudes, empathy, and 
concern for colleagues, which in turn foster trust, commitment, and stronger teamwork. 
These positive interactions create a mutually beneficial cycle of social exchange, in which 
happiness serves as a catalyst for the emergence of transformational leadership 
behaviors among medical staff. 

Descriptive analysis further reveals that although happiness enhances the 
tendency toward transformational leadership, open and participative discussion 
practices have not yet been optimally implemented within the hospital environment. 
This finding suggests that happiness alone is insufficient to fully stimulate all dimensions 
of transformational leadership, highlighting the need for leadership capacity 
development and more structured dialogic spaces to facilitate collaboration and effective 
idea sharing. 

 
The Effect of Happiness on Perceptions of AI Use 
The findings demonstrate that happiness has a positive and significant effect on 
perceptions of AI use among medical staff at RS Islam Purwokerto; thus, H2 is accepted. 
This indicates that happier medical personnel are more open to technological 
developments and view AI implementation more positively as part of hospital work 
systems. Stable and positive emotional states enhance confidence in adapting to change, 
including the utilization of AI to support diagnosis, administrative efficiency, and service 
quality. Hence, happiness not only reflects psychological well-being but also shapes how 
medical staff accept and internalize new technologies in daily practice. 

From a Social Exchange Theory perspective, the provision of AI technology by the 
hospital is perceived as organizational support aimed at improving performance (Fadila 
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et al., 2025). In reciprocity, happy medical staff respond with openness, learning 
willingness, and readiness to adopt AI in clinical activities. This reciprocal process 
reflects a mutually beneficial relationship between staff and organization, with 
happiness acting as a catalyst for trust and technological acceptance. 

These results align with Agaoglu et al. (2025), who found that happier medical 
staff are more receptive to new technologies due to higher motivation and confidence. 
Positive feelings among healthcare workers promote positive views of AI as a tool for 
improving service quality, according to other studies (Grošelj et al., 2020). 

 
The Effect of Happiness on Innovative Work Behavior 
The result indicate that H3 is acceptable since the study's findings show that among 
medical personnel at RS Islam Purwokerto, happiness has a favorable and significant 
impact on innovative work behavior. These results imply that medical personnel are more 
likely to exhibit innovative job behaviors, such as coming up with fresh concepts, coming 
up with original solutions, and taking the initiative to enhance healthcare service 
operations, when they are happier. Positive emotional conditions make medical staff 
more enthusiastic, more open to change, and more intrinsically motivated to enhance the 
quality of hospital services. Thus, happiness functions not only as an indicator of 
psychological well-being but also as a key driving factor in the emergence of innovative 
work behavior among medical staff. 

Within the framework of Social Exchange Theory, happiness can be understood as 
a form of positive emotional experience that encourages medical staff to reciprocate the 
support and attention they receive from the organization (Al-Shami et al., 2023). When 
hospitals are able to create a work environment that supports psychological well-being, 
medical staff feel valued and develop strong emotional attachment to the organization. 
As a form of reciprocity, they express this sense of satisfaction through innovative work 
behaviors, such as proposing new ideas, adopting more efficient work approaches, and 
taking initiative to improve the quality of patient care. In this regard, happiness serves 
as a fundamental factor that strengthens positive social relationships between medical 
staff and the organization. 

This study is consistent with the findings of Al-Shami et al. (2023), Fadila et al. 
(2025), and Hasanati et al. (2025), which demonstrate that happiness contributes to 
increased creativity and innovation among healthcare professionals. Similar results were 
also reported by Agaoglu et al. (2025), who found that medical staff with higher levels of 
happiness tend to be more proactive and innovative in addressing work-related 
challenges, thereby directly contributing to improvements in hospital service quality. In 
the context of RS Islam Purwokerto, these findings reinforce the notion that happiness 
represents an important psychological resource that encourages medical staff to engage 
in continuous innovation to enhance the effectiveness and quality of healthcare services. 

 
The Effect of Transformational Leadership on Innovative Work Behavior 
The result indicate that H4 is approved as the study's findings show that transformational 
leadership significantly and favorably influences the medical staff at RS Islam 
Purwokerto's creative work practices. According to this research, it has been 
demonstrated that leaders who can inspire medical staff to come up with new ideas, 
improve workflows, and raise the standard of healthcare services can do so by offering a 
clear vision, personalized attention, and support for creative thinking. When it comes to 
resolving service issues, resource limitations, and the constant need for continual quality 
improvement, hospital executives with a transformational leadership style are essential 
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in encouraging creative behavior among medical personnel. These findings are consistent 
with prior studies by Agaoglu et al. (2025), Grošelj et al. (2020), Karimi et al. (2023), Lin 
(2023), and Messmann et al. (2022), which assert that transformational leadership 
promotes higher levels of IWB. 

These findings can be interpreted within the framework of Social Exchange 
Theory, by medical staff's opinion that transformational leadership reflects their leaders' 
fairness, attention, and support at work (Agaoglu et al., 2025). Such positive social 
relationships foster emotional attachment and a sense of moral obligation among 
medical staff to reciprocate through improved and IWB. Consequently, transformational 
leadership acts as a catalyst that strengthens positive reciprocal relationships between 
leaders and medical staff, whereby the support and inspiration provided encourage 
contributions in the form of creativity, new ideas, and innovation in patient care services. 

These results, however, contradict those of Az Zahra & Etikariena (2024), Sudibjo 
& Prameswari (2021), and Wahyuningtias & Nugroho (2023), who discovered that 
transformational leadership has little effect on creative work practices. Different 
organizational contexts could be the cause of this disparity. Strong interpersonal ties and 
a high degree of religion among the medical personnel at RS Islam Purwokerto may 
support the beneficial benefits of transformational leadership in encouraging creative 
activity. 

 
The Effect of Perceived AI Use on Innovative Work Behavior 
The results of this study indicate that perceived AI use has a positive and significant effect 
on IWB among medical staff at RS Islam Purwokerto; therefore, H5 is accepted. This 
finding suggests that medical staff who hold positive perceptions of AI tend to be more 
open to change and more enthusiastic about leveraging technology to enhance the 
quality of healthcare services. When AI is perceived as a supportive tool that simplifies 
tasks, improves diagnostic accuracy, and accelerates service processes, medical staff are 
encouraged to develop new ways of working, create creative solutions, and actively 
participate in continuous improvement initiatives. In the hospital context, this indicates 
that positive perceptions of digital technology can serve as a key driver for the 
emergence of innovation in medical service delivery. 

According to Social Exchange Theory, findings can be explained by the medical 
staff's belief that the hospital's use of AI technology is an organizational investment and 
support meant to increase productivity and quality of work (Alagele et al., 2025). As a 
form of reciprocity, medical staff respond to this support by enhancing their innovative 
work behavior, either through the development of new ideas or the implementation of 
more effective and adaptive work approaches. Thus, positive perceptions of AI not only 
influence attitudes toward technology acceptance but also strengthen medical staff’s 
commitment to making innovative contributions to hospital advancement. 

This study is consistent with the findings of Alagele et al. (2025), Atalla et al. 
(2024), Elkholy et al. (2024), and Verma & Singh (2022), which demonstrate that positive 
perceptions of digital technology directly contribute to increased innovative behavior in 
the healthcare sector. These results are further supported by Agaoglu et al. (2025), who 
argue that medical staff with strong beliefs in the benefits of AI are more motivated to 
engage in innovation within clinical practice. In the context of RS Islam Purwokerto, 
these findings emphasize that the adoption of AI-based technologies not only enhances 
work effectiveness but also serves as a stimulus for the development of IWB among 
medical staff. 
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The Mediating Role of Transformational Leadership in the Relationship between 
Work Happiness and Innovative Work Behavior 
The results of this study indicate that transformational leadership does not act as a 
mediator in the relationship between work happiness and IWB among medical staff at 
RS Islam Purwokerto; therefore, H6 is rejected. In other words, the happiness of medical 
staff exerts a stronger direct influence on innovative behavior without being channeled 
through the formation of transformational leadership. This finding suggests that, within 
the hospital context, happiness functions more as an individual psychological drive 
rather than as a social factor that fosters the emergence of transformational leadership 
among medical staff. 

These findings suggest that favorable reciprocal connections resulting from 
medical staff satisfaction may not always develop into transformational leadership when 
viewed through the prism of Social Exchange Theory (Alagele et al., 2025). Although 
happy medical staff tend to experience positive emotions and high motivation, these 
conditions are not always accompanied by a tendency to lead in an inspirational manner 
or to exert transformational influence on colleagues. This may be attributed to the nature 
of medical work, which is more oriented toward individual clinical responsibilities than 
toward team leadership roles. In addition, the hierarchical organizational structure and 
work systems commonly found in hospitals may limit opportunities for medical staff to 
optimally express transformational leadership styles in day-to-day operational contexts. 

These results contrast with those of Agaoglu et al. (2025), who found that the 
emergence of transformational leadership, which in turn promotes the innovative 
behavior of subordinates, is influenced by leaders' happiness. This disparity implies that, 
in the setting of RS Islam Purwokerto, other elements such as heavy workloads, scarce 
resources, and the medical staff's intense concentration on the technical aspects of patient 
care have a greater influence on the relationship between happiness and creative 
behavior. As a result, transformational leadership has not yet been successful in acting as 
a mediator between contentment and creative work practices in this institution. 

 
The Mediating Role of Perceived Use of Artificial Intelligence in the Relationship 
between Work Happiness and Innovative Work Behavior 
The results of this study indicate that the perceived use of AI mediates the effect of 
happiness on IWB among medical staff at RS Islam Purwokerto; therefore, H7 is accepted. 
This finding suggests that medical staff who feel happy are not only directly encouraged 
to exhibit innovative work behavior, but also tend to develop positive perceptions of AI 
as a supportive work tool. These positive perceptions strengthen the relationship 
between happiness and innovative behavior, as happy medical staff are more receptive 
to new technologies, recognize the benefits of AI in improving efficiency and accuracy, 
and utilize it to identify new ways to enhance the quality of healthcare services. Thus, 
happiness acts as a psychological trigger that fosters openness to technological 
innovation, which ultimately reinforces innovative work behavior among medical staff. 

According to Social Exchange Theory, these findings suggest that medical 
personnel's good emotional experiences promote reciprocal reactions to organizational 
support in the form of AI-based facilities and technologies (Agaoglu et al., 2025). Happy 
medical staff perceive the presence of AI as a manifestation of the hospital’s attention 
and commitment to facilitating their work. In response to this support, medical staff 
express satisfaction and trust toward the organization through increased innovative 
work behavior, such as implementing new ideas and optimizing the use of technology in 
clinical activities. Accordingly, happiness not only strengthens medical staff’s intrinsic 
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motivation but also serves as an emotional foundation that facilitates the acceptance and 
utilization of technology to support innovation in hospital services. 

This study is consistent with the findings of Agaoglu et al. (2025), who reported 
that employee happiness enhances the acceptance of new technologies, which in turn 
strengthens IWB. The results are also supported by the perspectives of Alagele et al. 
(2025) and Atalla et al. (2024), which emphasize that psychological well-being plays a 
crucial role in building individual readiness to adapt to developments in digital 
technology. In the context of RS Islam Purwokerto, these findings demonstrate that 
medical staff happiness and organizational support for AI implementation constitute a 
strategic combination that can strengthen an innovation-oriented culture and improve 
the effectiveness of healthcare services within the hospital. 
 
CONCLUSION AND SUGGESTION 
The findings of this study conclude that happiness has a positive and significant effect on 
transformational leadership, perceived use of AI, and innovative work behavior among 
medical staff at RS Islam Purwokerto. In addition, happiness is also proven to have an 
indirect effect on innovative work behavior through the mediation of perceived use of AI, 
but not through transformational leadership. These findings indicate that psychological 
factors such as happiness play a major role in encouraging innovation, while the 
significant mediating pathway is more evident through technological factors rather than 
transformational leadership. 

Specifically, happiness is shown to encourage medical staff to be more open, 
creative, and proactive in generating new ideas that support improvements in healthcare 
services. However, when linked to transformational leadership, happiness does not 
enhance innovative behavior through this pathway. The implication of this finding is that 
hospitals still need to pay attention to the psychological well-being of medical staff and to 
develop transformational leadership styles; however, in promoting innovation, this factor 
alone is not sufficiently strong as a mediating mechanism in the relationship between 
happiness and IWB. Based on the descriptive analysis, the weakest aspect of 
transformational leadership lies in leaders’ openness to creating discussion spaces to 
analyze problems from multiple perspectives. Therefore, hospitals need to strengthen 
participative leadership practices that provide medical staff with opportunities to express 
opinions, exchange ideas, and actively engage in decision-making processes. 

On the other hand, the results indicate that perceived use of AI is able to mediate 
the relationship between happiness and IWB. This means that happy medical staff tend to 
develop positive perceptions of technology, which subsequently encourages them to be 
more innovative in their daily work practices. The practical implication of this finding is 
that hospitals need to optimize AI utilization strategies through training, mentoring, and 
appropriate governance, so that positive perceptions of AI among medical staff can truly 
become a catalyst for the emergence of innovative work behavior. In addition, perceptions 
regarding the benefits of AI for humanity emerge as an important point of attention; 
therefore, it is necessary to enhance medical staff’s understanding of the ethical and social 
contributions of AI through digital literacy programs grounded in human-centered values. 

Furthermore, the descriptive results also show that the weakest aspect of IWB is 
the initiative of medical staff in seeking information from work guidelines, supervisors, or 
expert sources. This indicates the need to strengthen a continuous learning culture so that 
medical staff become more proactive in seeking, filtering, and applying new knowledge in 
their work practices. Meanwhile, from the perspective of happiness, the lowest aspect is 
reflected in medical staff’s feelings of not being sufficiently strong and energized at work. 
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This condition underscores the importance of hospital policies that focus on employee 
well-being, such as work–life balance programs, performance recognition, and a 
supportive work environment to maintain the enthusiasm and vitality of medical staff in 
the long term. 

This study also has several limitations. The R-square values are relatively low, 
indicating that many other variables outside the scope of this study may explain 
innovative work behavior and could be explored in future research. In addition, the 
sample is limited to a single hospital, which restricts the generalizability of the findings. 
Future studies are therefore recommended to expand the research setting to other 
hospitals with different types and locations, including comparative studies between 
public and private hospitals. 
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