
 

45 

IRA-International Journal of Management &  
Social Sciences 
ISSN 2455-2267; Vol.20, Issue 03 (Q.3 2024) 
Pg. no. 45-64. 
IRA Academico Research 

 

                                                  
  

 
The Impact of Education and Training on the 
Creative Performance of Public Servants in 
Indonesia: An Analysis of the Mediating Role 
of Work Commitment 
 

Hendra Gunawana#  , Rahmawaty Djaffarb , M. Fahrul Husnia , Muhammad Rustamb

Ramli Hatmac  & Muhammad Ashary Anshara  
aInstitut Bisnis dan Keuangan Nitro, Makassar, Indonesia 
bBadan Riset dan Inovasi Nasional, Indonesia 
cUniversitas Megarezky Makassar, Indonesia 

 
#corresponding author 
Type of Work: Peer Reviewed. 
DOI: https://dx.doi.org/10.21013/jmss.v20.n3.p2 
 

Review history: Submitted: July 13, 2024; Revised: July 27, 2024; Accepted: September 03, 2024 
 

How to cite this paper: 
Gunawan, H., Djaffar, R., Husni, M., F., Rustam, M., Hatma, R., Anshar, M., A., (2024). The Impact of Education 
and Training on the Creative Performance of Public Servants in Indonesia: An Analysis of the Mediating 
Role of Work Commitment. IRA-International Journal of Management & Social Sciences (ISSN 2455-2267), 
20(3), 45-64. DOI: https://dx.doi.org/10.21013/jmss.v20.n3.p2 

 
© IRA Academico Research. 
The full text of this paper is available under Open Access subject to a Creative Commons 
Attribution-NonCommercial 4.0 International License  and further subject to a proper citation of 
its primary publication source. 
 
Disclaimer: The scholarly papers as reviewed and published by IRA Academico Research are the 
views and opinions of their respective authors and are not the views or opinions of IRA Academico 
Research. IRA Academico Research disclaims any harm or loss caused due to the published 
content to any party. 
 
IRA Academico Research is an institutional publisher member of Publishers International Linking 
Association Inc. (PILA-CrossRef), USA. Being an institutional signatory to the Budapest Open Access 
Initiative, Hungary, the content published by IRA Academico Research is available under Open 
Access. IRA Academico Research is also a registered content provider under Open Access Initiative 
Protocol for Metadata Harvesting (OAI-PMH). 
 
This paper is peer-reviewed following IRA Academico Research’s Peer Review Program .            
 
 
H. Gunawan /0000-0003-3649-3663 
R. Djaffar /0000-0001-7147-0315 
M. F. Husni /0009-0003-9356-3725 

M. Rustam /0000-0002-9006-7385 
R. Hatma /0000-0002-6785-2318 
M. A. Anshar /0000-0003-2669-8382

https://creativecommons.org/licenses/by-nc/4.0/
https://creativecommons.org/licenses/by-nc/4.0/
https://journals.research-advances.org/peer-review/
https://orcid.org/0000-0003-3649-3663
https://orcid.org/0000-0001-7147-0315
https://orcid.org/0009-0003-9356-3725
https://orcid.org/0000-0002-9006-7385
https://orcid.org/0000-0002-6785-2318
https://orcid.org/0000-0003-2669-8382
https://journals.research-advances.org/jmss/
https://orcid.org/0009-0001-4078-9136
https://orcid.org/0000-0001-7147-0315
https://orcid.org/0009-0003-9356-3725
https://orcid.org/0000-0002-9006-7385
https://orcid.org/0000-0002-6785-2318
https://orcid.org/0000-0003-2669-8382
https://orcid.org/0000-0003-3649-3663
https://orcid.org/0000-0001-7147-0315
https://orcid.org/0009-0003-9356-3725
https://orcid.org/0000-0002-9006-7385
https://orcid.org/0000-0002-6785-2318
https://orcid.org/0000-0003-2669-8382


 
The Impact of Education and Training … Hendra Gunawan et al.    46 

 

ABSTRACT 
This study investigates the relationship between education and training and the creative 
performance of civil servants in Indonesia, with a particular focus on the mediating role of work 
commitment. Using a sample of 115 civil servants covering various ages, genders, education levels, 
and working periods, this study revealed that education and training significantly increase work 
commitment and creative performance. The novelty of this study lies in its analysis of work 
commitment mediation, which has not been widely explored in the context of civil servants in 
Indonesia.  The findings suggest that work commitment significantly mediates education and 
training with creative performance, indicating that effective education and training programs 
must embrace aspects that support work commitment development. In terms of uniqueness, this 
study highlights the importance of education and training in facilitating work commitment as a 
catalyst for creative performance. This approach is rarely integrated with public sector human 
resource development models. This research benefits practitioners and policymakers in improving 
the effectiveness of education and training programs. Public sector organizations can develop a 
more holistic strategy focusing on skill development and strengthening employees' emotional bond 
with their organization by understanding the importance of work commitment in supporting 
creative performance. This research contributes to the human resource management literature by 
offering a new framework to optimize the creative potential of civil servants, thereby providing 
insights for improving public services in Indonesia. 

Keywords: Impact of Education; Training; Creative Performance; Public Servants. 
CLC classification number: D23; J28; O15. Document identification code: A 

Introduction 
This research departs from the understanding that the creative performance of civil 

servants has a vital role in increasing efficiency and innovation in the Indonesian public sector. 
In global challenges and international competition, the Indonesian government strives to 
improve public service quality through various programs, including education and training for 
civil servants. Although many studies have explored the impact of education and training on 
employee performance, few have focused on aspects of creative performance and how work 
commitment plays a role as a mediator in the process (Ali et al., 2019). The uniqueness of this 
study aims to fill the knowledge gap by examining more deeply the influence of education and 
training on the creative performance of civil servants in Indonesia, especially the role of work 
commitment mediation (Chiu & Chen, 2016). 

The underlying phenomenon revolves around the observation that, although the 
Indonesian government routinely implements various education and training programs to 
improve the competence of civil servants, there is still a gap in the creative performance 
produced by employees within their scope of work. The critical role of creative performance 
in driving innovation and improving public services demands a deeper understanding of the 
factors that influence this performance (Tajeddini et al., 2020). In particular, there is a need to 
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explore how education and training can facilitate creative performance and the role of work 
commitment as mediating factors in the process (Chaubey et al., 2022). This phenomenon 
suggests a gap between investment in training programs and expected creative performance 
outcomes, raising questions about the effectiveness of such programs and the mechanisms 
through which they affect employee creative performance, which is the main focus of the 
study. 

The novelty of the research lies in its focus on creative performance as a crucial but often 
overlooked performance dimension in research related to human resources in the public 
sector. In addition, using work commitment as mediation variable provides a new perspective 
in understanding the influence of education and training on creative performance (Al-Ajlouni, 
2021). This enriches the existing literature by offering empirical evidence on how and why 
education and training can improve the innovative performance of civil servants through 
increased work commitment. An essential benefit of the results of the study is to provide 
insight for policymakers and human resource practitioners in the public sector on the 
importance of designing and implementing education and training programs that improve 
technical competence and support the development of creativity and work commitment of 
employees (Vasudevan, 2013). The research findings can be used to formulate more effective 
training strategies, ultimately contributing to improved performance and innovation in public 
services. 

The theoretical contribution by integrating the theory of work commitment in the context 
of the influence of education and training on creative performance can help expand the 
theoretical understanding of the factors that affect creative performance in the public sector 
(Ting et al., 2021). As well as provide empirical evidence to support existing theories. This 
research not only fills in the gaps in the literature on the impact of education and training on 
creative performance in the public sector but also offers practical guidance for human resource 
development in the sector. By understanding the critical role of work commitment as a 
mediator, government agencies can be more effective in designing training programs that 
improve public service quality through creativity (Sudrajat & Andhika, 2021). But also 
strengthen employee commitment and loyalty to the organization. 

Theory and Hypothesis 
Literature Review 

Education and training is a crucial instrument in human resource development, especially 
in the public sector. Previous research has shown that training contributes significantly to 
improving employee competence, affecting individual and organizational performance 
(Gunawan et al., 2018). In the context of civil servants, education and training are designed not 
only to improve technical and administrative skills but also to develop the soft skills needed to 
answer complex job challenges (Gunawan et al., 2024). Although the literature has extensively 
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examined the influence of education and training on general performance, there is still a vast 
space for research on its impact on employee creative performance. 

Creative performance, defined as the ability to produce new and useful work, is essential 
in promoting innovation and adaptation in a dynamic work environment (Ferreira et al., 2020). 
In the public sector, the creative performance of employees can contribute to developing 
innovative solutions to policy problems and improving the quality of public services (Gunawan 
et al., 2023). Research by Gunawan et al., (2024) work environment factors, such as 
organizational support and creative freedom, are essential in facilitating creative 
performance. However, little research still explores how education and training programs 
specifically affect creative performance in the public sector context. 

Work commitment, which refers to the identification and emotional involvement of 
employees with their organization, has been identified as a critical factor in predicting various 
aspects of work performance (Gunawan, 2018b). Studies have shown that employees with a 
high level of work commitment tend to show better performance, including in aspects of 
creativity and innovation (Gunawan et al., 2017). In this study, work commitment is 
hypothesized as a mediating variable that strengthens the influence of education and training 
on creative performance. However, the existing literature is still limited in explaining the 
mechanisms through which work commitments mediate the relationship between education 
and training, as well as creative performance, marking significant knowledge gaps to explore. 

Overall, the existing literature provides a solid theoretical basis for the importance of 
education and training, creative performance, and work commitment in human resource 
development in the public sector. However, further research is still needed to examine how 
these three elements interact to influence the creative performance of civil servants in 
Indonesia. This study aims to fill this gap by investigating the mediating role of work 
commitment in the relationship between education and training and creative performance, 
making a significant contribution to literature and practice in human resource development. 

Education and Training, Work Commitment, Creative Performance 
Hypothesis 1: Education and Training on work commitment are suspected to have a positive and 
significant effect 

In the framework of human resource development in the public sector, education and 
training (Diklat) is perceived as a catalyst that strengthens the work commitment of civil 
servants. Previous studies have shown that education and training contribute significantly to 
increased work commitment by providing employees with opportunities for continuous 
professional and personal development (Muleya et al., 2022). According to Meyer et al.  
(2004)Work commitment, which refers to the identification of employees with organizational 
goals and values as well as the desire to maintain membership in the organization, is an 
essential factor that affects various aspects of work performance. Effective education and 
training can improve employees' perception of the organization's support, increasing their 
commitment to the organization. This is because, through education and training, employees 
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feel the organization's investment in their career development and well-being, which 
strengthens their emotional bond and loyalty to the organization (Gunawan, 2018a; Nayak & 
Sahoo, 2015) 

Hypothesis 2: Education and Training on creative performance is suspected to have a positive 
and significant effect 

In the human resource development framework in Indonesia's public sector, the 
relationship between education and training and the creative performance of civil servants is 
an exciting and relevant research area (Bhat & Rainayee, 2019). Education and training is 
recognized as a vital instrument in improving employee capabilities, including aspects of 
technical competence and creativity and innovation necessary to face complex and changing 
work challenges (Amabile & Pratt, 2016). In this case, creative performance is defined as the 
ability to develop new and valuable solutions that can improve or overhaul processes, 
products, or services in the context of governance (Lumpkin et al., 2013).  

The related literature suggests that education and training contribute to improving 
creative performance through several mechanisms (Ali et al., 2019). Education and training 
play an essential role in improving the creative performance of civil servants in Indonesia. 
However, to optimize these effects, there needs to be a holistic approach that integrates 
Education and Training with factors that support creativity and innovation in the workplace. 
Further research is required to identify best practices and implementation strategies to 
maximize synergies between education, training, and other supporting factors in improving 
creative performance in the public sector. 

Hypothesis 3: Work commitment to creative performance is suspected to have a positive and 
significant effect 

The work commitment of civil servants in Indonesia plays a crucial role in mediating the 
relationship between work environment factors and creative performance. This aspect is 
gaining increasing attention in the human resource development literature. According to 
Meyer and Allen (1997) Work commitment can be defined as the employee's desire to stay in 
the organization, which is driven by identification with the organization's goals and the desire 
to contribute to achieving those goals. Research conducted by Raineri (2016) shows that 
employees with high work commitment tend to be more motivated to participate in innovative 
and creative behaviors because they feel a more profound attachment and responsibility for 
the organization's success.  

This shows that work commitment is not only crucial for employee retention but also as a 
driving factor for creative performance, which is very important in a dynamic and challenging 
work environment such as the public sector in Indonesia. Thus, strengthening work 
commitment through effective HR policies, such as continuous career development and 
organizational support, can be considered a key strategy to improve creative performance in 
the public sector (Waples & Friedrich, 2011). This research underscores the importance of 



 
The Impact of Education and Training … Hendra Gunawan et al.    50 

 

managing work commitments as a strategic asset to facilitate innovation and creativity in 
order to achieve organizational goals and improve public services. 

Hypothesis 4: Education and Training on creative performance through work commitment is 
suspected to have a positive and significant effect 

In Indonesia's public sector ecosystem, education and training have been recognized as 
essential factors that improve civil servants' skills and knowledge and facilitate creative 
performance through increased work commitment. Research conducted by Aboramadan et al.,  
(2020) has shown that work commitment serves as an essential mediator that connects 
employee education and training experiences with their creative performance. This indicates 
that when civil servants feel the organization's investment in their professional development 
through education and training, it enhances their ability to contribute creatively and 
strengthens their commitment to the organization.  

Furthermore, social exchange theory provides a sound theoretical framework for 
understanding how education and training can strengthen work commitment and, as a result, 
creative performance (Ishak et al., 2023). When civil servants perceive that there is a real 
investment from the organization in their career development through education and 
training, they tend to respond with a higher level of commitment to the organization, 
encouraging them to go beyond routine tasks and contribute innovative ideas and creative 
solutions—research in the context of Indonesia's public sector by Amabile et al. (2016). This 
view supports the idea that work commitment is crucial in motivating employees to apply the 
knowledge and skills gained from education and training in innovative and creative ways.  

Research Method & Design  
This research method is designed to provide a comprehensive and empirical 

understanding of the influence of education and training on creative performance through 
work commitment, which significantly contributes to the literature on human resource 
development in the public sector. 

This study adopts a quantitative approach to investigate the relationship between 
education and training and creative performance through the work commitment of civil 
servants in Indonesia. The quantitative approach was chosen because it allows for testing 
research hypotheses and analyzing causal relationships between research variables by 
collecting and analyzing numerical data (Mohajan, 2020). This study uses a cross-sectoral 
survey design, where data is collected at one point in time from a sample of civil servants 
participating in education and training in various government agencies in Indonesia. This 
design allows for assessing employees' perceptions of their education and training, work 
commitment, and creative performance. 

The target population of this study is civil servants working in various government 
agencies taken from civil servants working in various public service institutions as many as 
134,023 employees who serve in central Indonesia, namely South Sulawesi, who have 
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participated in education and training programs in the last 12 months. The sample will be 
selected using a stratification random sampling technique to ensure a fair representation of 
different departments and job levels. The sample size was determined based on the Krejcie and 
Morgan criteria to determine the minimum sample size of the known population of 115 
employees, with a confidence level of 95% and a margin of error of 5% (Fashagba, 2022). 

Data will be collected through an online questionnaire (Google Forms) developed based on 
related literature. The questionnaire will include items adapted from a scale that has been 
validated to measure education and training, work commitment, and creative performance. 
The five-point Likert scale will be used to assess respondents' responses to statements in the 
questionnaire. SEM PLS was used in this study because of the development of a new model, 
namely including intervening variables in the structure model to analyze the influence 
between variables (Sarstedt et al., 2021) Descriptive analysis will be used to describe the 
characteristics of the sample. Structural equation model (SEM) analysis with Partial Least 
Square (SEM-PLS) to test hypotheses about the relationship between education and training, 
work commitment, and creative performance will be used pathway analysis in SEM to test the 
direct and indirect effects (through work commitment) of education and training on creative 
performance (Hair et al., 2019). 

Results and Discussion 
Demographic Characteristics  

Based on Table 1 (see annexures), the description of respondents from the study is an 
interesting demographic distribution of the research subjects. Most respondents were in the 
41-50 age category, which accounted for 46.1% of the overall study population. This indicates 
that most of the subjects have reached a level of maturity in their careers and have significant 
work experience. From a gender perspective, there is a clear imbalance, with men making up 
75.7% of respondents, which may reflect the demographic structure of the job sector studied. 
Respondents' education levels were dominated by those with a bachelor's degree, which 
comprised 75.7% of the sample, signaling that the study focused on populations with higher 
levels of education.  

Regarding the length of employment, most respondents (45.2%) have worked between 5-
10 years, indicating that the average employee has enough work experience to provide 
valuable insights into education, training, and work commitment. Respondents with more than 
15 years of service were the least, at just 14.8%, which may reflect career dynamics in the sector 
or a tendency to move or retire after reaching a certain point in their careers. These data show 
that the response to education and training and its influence on work commitment and 
creative performance can be influenced by age, gender, education, and length of work 
experience. 
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Measurement Model  
Data analysis was done by entering all employee data and testing convergent validity, 

discriminant validity, and significance tests. Measurement model evaluation evaluates the 
relationship between the construct and its indicators. The PLS measurement evaluation model 
is based on predictive measurements that have non-parametric properties. The measurement 
model or outer model with the reflective indicator is evaluated with the convergent and 
discriminant validity of the indicator and the composite reliability of the indicator block. (Hair et 
al., 2022). 

The measurement model in this study consists of a reflective measurement model where 
variable education and training, work commitment, and creative performance are measured 
reflectively, according to Hair et al. (2021) The reflective model consists of a loading factor ≥ 
0.70, composite reliability ≥ 0.70, and an Average Variance Extracted (AVE) ≥ 0.50, as well as an 
evaluation of the validity of discrimination, namely the Fornell and lacker criteria and HTMT 
(Heterotrait Monotrait Ratio) below ≤ 0.90. 

From the test output of Table 2 (see annexures), the loading factor of each relationship 
between indicators and their construction has a variable value. It can be said that the indicator 
value is above 0.70, so all indicators are valid, and no value shows below 0.70. From Cronbach's 
alpha value for all exogenous constructs, endogenous is very reliable because the value is above 0.70, 
so it has good validity and reliability. The calculation results of the PLS algorithm for the outer 
model show that the composite reliability value in Table 2 for each of the above constructs is 
excellent, which is above 0.70. The next test is to look at the Average Variance Extracted (AVE) 
value where the results obtained have a construct with good validity, namely with an AVE value 
above 0.50, which indicates that the AVE value of each construct is above 0.50.  

So, it can be concluded in Table 2 that the variables of education and training, work 
commitment, and creative performance are measured by 5 (five) valid measurement items, 
namely the loading factor above 0.70, indicating that the measurement items are strongly 
correlated. The level of reliability is acceptable with a composite reliability value above 0.70, 
Cronbach's alpha above 0.70, and convergent validity shown by AVE > 0.50  (Sarstedt et al., 
2021).    

After the evaluation for convergent validity is met, the next step is to conduct a test for 
discriminant validity. In Table 3 (see annexures), Discriminant Validity is carried out to ensure that 
each concept of each latent variable is different from other variables. Evaluation of the validity 
of discrimination needs to be carried out by looking at the Fornell and lacker criteria as well as 
HTMT (Heterotrait Monotrait Ratio) (Sarstedt et al., 2021). Validity of discrimination is a form 
of evaluation to ensure that variables are theoretically different and empirically 
proven/statistically tested. The Cornell and Lacker criteria are that the AVE root of the variable 
is greater than the correlation between the variables (Hair et al., 2019) Recommended that the  
HTMT value be below 0.70. HTMT is considered more sensitive or accurate in detecting the 
validity of discrimination.  
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The test results in Table 3 show that the Creative Performance variable has an AVE root 
(0.857) with a more significant correlation with the Education and Training variable (0.815) and 
a more significant correlation with the Teamwork variable (0.877). The outer model looks at 
the square root value of the AVE of a construct compared to the correlation value between 
other constructs, called discriminant validity. If the square value of AVE is higher than the 
correlation between different constructs, then it can be concluded that the construct has good 
discriminant validity (Hair et al., 2019). 

Structural Model 
Evaluation of the Structural Measurement Model is an evaluation of the testing of a 

research hypothesis (Hair et al., 2019). The variables of education and training, teamwork, and 
creative performance resulted in an analysis of the influence between the variables depicted 
in the path coefficient (see Figure 1 in annexures).  

In Table 4 (see annexures), the results of the R-square (R2) collinearity analysis are 0.721 
(high) and 0.604 (high), according to Chin (1998) The qualitative interpretation value of R 
square is 0.19 (low influence), 0.33 (moderate/moderate influence), and 0.66 (high influence), 
so the results obtained in this study show that the qualitative interpretation value of R square 
is high influence. Furthermore, this study's Q-square collinearity analysis results obtained a Q-
square of 0.516 (high) and 0.440 (high), according to Hair et al. (2019) The Q square value above 
0 indicates that the model has predictive relevance but in Hair et al. (2019) The qualitative  Q 
square interpretation values are 0 (low influence), 0.25 (moderate/medium influence), and 0.50 
(strong influence).  

This study explains the confidence intervals (CI) or the confidence interval of the 
magnitude of influence (path coefficient) between variables in the 95% confidence interval; the 
value obtained is 0.555 – 0.853. This value is related to the extent to which the minimum or 
maximum value of the influence between variables is generated. Finally, the estimation results 
show that the inner VIF value is around 1,000, and then the result of the measure used to check 
the collinearity is the inner VIF (variance inflated factor), whereas in Sarstedt. (2021) it is 
recommended below < 5.00 (no collinearity). 

Hypothesis Testing Results  
The research results in Table 4 of the results of hypothesis analysis one show that the t-

value calculated for the education and training variable on work commitment was 18,007 with 
a significance value of p-value 0.000. This shows that the t-value of the calculation is greater 
than the bootstrapping process, the statistical t-value is above 1.960, and the significance value 
is less than 0.050. The value of the path coefficients shows a positive sign of 0.779. In the 
confidence interval of 95%, the influence of education and training in increasing work 
commitment lies in the figure of 0.853. Therefore, it can be concluded that education and 
training positively and significantly affect work commitment.  Based on the data analysis 
above, hypothesis 1 is accepted. 
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The analysis results in hypothesis two show that the t-value for the education and training 
variable on creative performance is 4,259 with a significance value of p-value 0.000. This shows 
that the calculated t value is greater than the bootstrapping process, the statistical t value is 
above 1.960, the significance value is less than 0.050, and the path coefficients show a positive 
sign of 0.397. In the 95% confidence interval, the influence of education and training in 
improving creative performance lies at 0.561. Therefore, it can be concluded that education 
and training positively and significantly affect creative performance. Based on the data 
analysis above, hypothesis 2 is accepted. 

Furthermore, the analysis results in hypothesis three showed that the t-calculated value 
for the work commitment variable to creative performance was obtained at 5,721 with a 
significance value of p-value 0.000. This indicates that the calculated t value is greater than the 
bootstrapping process, the statistical t value is above 1.960, the significance value is less than 
0.050, and the path coefficients show a positive sign of 0.507. In the confidence interval of 95%, 
the influence of teamwork in improving creative performance lies at 0.689. Therefore, it can 
be concluded that work commitment positively and significantly affects creative performance. 
Based on the data analysis above, hypothesis 3 is accepted. 

Finally, the analysis results in hypothesis four showed that the t-calculated value for the 
education and training variable on creative performance through work commitment was 
obtained at 5,264 with a significance value of p-value 0.000. This shows that the calculated t 
value is greater than the bootstrapping process, the statistical t value is above 1.960, the 
significance value is less than 0.050, and the path coefficients value shows a positive sign of 
0.395. In the trust interval of 95%, the influence of education and training in improving creative 
performance through work commitment lies at 0.555. Therefore, it can be concluded that 
education and training positively and significantly affect innovative performance through 
work commitment. Based on the data analysis above, hypothesis 4 is accepted. 

Conclusion and Recommendation 

The results of hypothesis one research confirm that investment in education and training 
programs can significantly increase employee dedication and loyalty to their institutions. This 
shows that education and training are tools for improving technical competence and an 
important factor in building organizational commitment (Ridwan et al., 2020). The novelty of 
this research lies in its geographical and sectoral context, namely civil servants in Indonesia, 
which adds to the literature in the field of human resource management and organizational 
development in developing countries.  

In particular, this research fills a knowledge gap on how education and training can be 
directed to improve skills and work commitment in Indonesia's unique cultural and 
administrative context. In terms of uniqueness, this study integrates work commitment as a 
mediator in the relationship between education & training and creative performance. Research 
conducted by Albrecht (2015) has shown a new perspective that work commitment can be a 
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critical link that facilitates the transition from improving individual competence to improving 
creative performance in organizations.  

This adds a new dimension to understanding how human resources can be optimized in 
public-sector organizations (Nanang et al., 2023). The benefits of this research for practitioners 
and policymakers are significant. First, it provides empirical evidence to support allocating 
resources to education and training programs to improve employee commitment and 
performance. Second, these findings suggest that an integrated approach that considers 
employees' emotional and psychological factors, such as work commitment, may improve the 
effectiveness of education and training programs. Third, it offers insights into how public 
sector organizations in developing countries can design and implement human resource 
development programs that improve skills and strengthen employee engagement with the 
organization. 

The research results for the second hypothesis, which shows that education and training 
have a positive and significant effect on the creative performance of civil servants, bring new 
insights into the literature on human resource development and organizational innovation. 
These findings confirm that investment in education and training not only improves the 
technical skills and knowledge of employees but also facilitates the improvement of creative 
performance, which is crucial in facing challenges and innovations in public services (Iqbal et 
al., 2019).  

This shows that the approach to human resource development needs to be more 
comprehensive by including elements that support creative and innovative thinking skills. The 
findings of this study make a significant contribution to theory and practice in human resource 
management and organizational development, especially in the context of the public sector 
(Gould-Williams & Davies, 2005). This study reveals that education and training can be 
considered a catalyst that drives creative performance, an aspect that is relatively less 
explored in the context of civil servants.  

Thus, this research fills a gap in the literature by highlighting the direct relationship 
between education and training and creative performance, offering a new perspective on these 
dynamics in the public sector. In terms of uniqueness, this research highlights the importance 
of designing education and training programs that focus on developing technical skills and 
encourage creative and innovative thinking. This challenges the conventional view that the 
public sector is often less dynamic than the private sector regarding innovation and creativity 
(Gunawan et al., 2024).  

These findings support the need for a new paradigm in human resource development in 
the public sector, which emphasizes creativity and innovation as essential components of 
employee performance. The benefit of this research for policymakers and practitioners is that 
it provides strategic guidance on how to design and implement effective education and 
training programs to improve the creative performance of civil servants (Koch et al., 2006). 
This suggests that in order to achieve a higher level of innovation and responsiveness in public 
services, there needs to be a greater focus on developing creative and innovative thinking skills 
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among employees. Thus, this research makes a theoretical and practical contribution by 
providing concrete recommendations to improve the effectiveness of education and training 
programs in improving creative performance in the public sector (Tan et al., 2023). 

The research results for the third hypothesis show that work commitment positively and 
significantly affects creative performance, expanding our understanding of performance 
dynamics in the public sector. These findings prove that employees' emotional and 
psychological involvement in their work and organization is crucial in driving creative output. 
It challenges the traditional assumption that work commitment only correlates with 
productivity and efficiency, pointing out that commitment is also an essential driver of 
innovation and creativity (Swailes, 2002). The study's novelty lies in disclosing an explicit 
relationship between work commitment and creative performance in public sector settings, 
often considered conservative and bound to standard procedures (Koch & Hauknes, 2005).  

By identifying work commitment as a critical factor in fostering creativity, the study offers 
a new perspective on how public organizations can design work environments that promote 
innovation. This shows that work commitment is not only the result of job satisfaction but can 
also be directed to improve employees' creative abilities (Eliyana & Ma’arif, 2019). In terms of 
uniqueness, this study highlights the importance of building work commitment not only 
through external factors such as incentives or recognition but also through the internal 
development of employees, such as giving them space to innovate and experiment (Hayton, 
2005).  

These findings suggest that work commitment can be enhanced through an environment 
that supports creativity, improving creative performance. It offers new insights into human 
resource management strategies that public organizations can use to stimulate innovation 
from within. The benefits of this research for practitioners and policymakers are significant, 
as it provides concrete directions on the importance of developing work commitments to 
improve creative performance. By understanding that work commitment can catalyze 
creativity, public organizations can focus more on building an organizational culture that 
supports exploration and innovation (Li et al., 2018). This will improve the effectiveness and 
efficiency of public services and enable public organizations to be more responsive to the 
rapidly changing needs of society and complex global challenges (Ndou, 2004). 

The fourth hypothesis of this study reveals that education and training have a positive and 
significant effect on creative performance through the mediation of work commitment. These 
findings add a new dimension to our understanding of how education and training can 
facilitate creative performance, not directly, but through increased work commitment 
(Sweetman et al., 2011). This shows that effective education and training programs develop 
skills and knowledge and strengthen employees' emotional and psychological connections 
with their organizations, spurring creativity (Fischer & Montalbano, 2014).  

The novelty of this finding lies in exploring the mediation mechanism of work commitment 
in the relationship between education training and creative performance. It provides essential 
insights into the dynamic workings behind this process, offering evidence that investment in 
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human resources through education and training can result in more than just an increase in 
technical competence. (Hatch & Dyer, 2004). By integrating work commitment as a mediating 
variable, this study broadens our understanding of the factors that affect creative 
performance, particularly in the context of public sector organizations (Ismail et al., 2019).  

In terms of uniqueness, this study distinguishes itself by highlighting the critical role of 
work commitment as a link between education/training and creative performance. This shows 
that effective human resource development in the public sector requires more than just the 
transfer of knowledge and skills; It also requires building an emotional bond and identification 
with the organization. (Albrecht et al., 2015). This challenges traditional views and paves the 
way for new approaches to designing education and training programs that are informative 
and transformative. (Robertson, 2005).  

This research benefits policymakers and practitioners by offering concrete strategies for 
improving creative performance through education and training designed to build work 
commitment. By focusing on holistic human resource development, which includes both 
technical and emotional aspects, public organizations can create an environment conducive to 
innovation. (Joo et al., 2013). This will improve the performance of individuals and 
organizations and strengthen public organizations' ability to adapt and respond to ever-
changing challenges with creative and innovative solutions. (Boylan & Turner, 2017). 

 
Acknowledgments 
Competing Interests: The authors declare no competing financial interests or personal 
relationships that could have appeared to influence the work reported in this paper. 
Author Contributions: All authors contributed to the conception and design of the study. 
Hendra Gunawan, Rahmawaty Djaffar, M. Fahrul Husni, Muhammad Rustam, Ramli Hatma, 
Muhammad Ashary Anshar performed material preparation, data collection, and analysis. 
Hendra Gunawan wrote the first draft of the manuscript, and all authors commented on 
previous versions. All authors read and approved the final manuscript. 
Funding: This research received no specific grant from any funding agency in the public, 
commercial, or not-for-profit sectors. 
Data Availability: The datasets generated and/or analysed during the current study are 
available from the corresponding author upon reasonable request. 
Disclaimer: The views expressed in this article are those of the authors and do not 
necessarily reflect the official policy or position of any affiliated agency of the authors. 
Ethical Considerations: The Helsinki Declaration was used to conduct the research, and the 
protocol was approved by the Research Ethics Committee at the Nitro Makassar Institute of 
Business and Finance.  

 
 



 
The Impact of Education and Training … Hendra Gunawan et al.    58 

 

References 

Aboramadan, M., Albashiti, B., Alharazin, H., & Dahleez, K. A. (2020). Human resources 
management practices and organizational commitment in higher education: The 
mediating role of work engagement. International Journal of Educational Management, 34(1), 
154–174. 

Al-Ajlouni, M. I. (2021). Can high-performance work systems (HPWS) promote organisational 
innovation? Employee perspective-taking, engagement and creativity in a moderated 
mediation model. Employee Relations: The International Journal, 43(2), 373–397. 

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). Employee 
engagement, human resource management practices and competitive advantage: An 
integrated approach. Journal of Organizational Effectiveness: People and Performance, 2(1), 7–
35. 

Ali, A., Wang, H., & Khan, A. N. (2019). Mechanism to enhance team creative performance 
through social media: a transactive memory system approach. Computers in Human 
Behavior, 91, 115–126. 

Ali, A., Wang, H., Khan, A. N., Pitafi, A. H., & Amin, M. W. (2019). Exploring the knowledge-
focused role of interdependent members on team creative performance. Asian Business & 
Management, 18, 98–121. 

Amabile, T. M., & Pratt, M. G. (2016). The dynamic componential model of creativity and 
innovation in organizations: Making progress, making meaning. Research in Organizational 
Behavior, 36, 157–183. 

Bhat, Z. H., & Rainayee, R. A. (2019). Examining the mediating role of person–job fit in the 
relationship between training and performance: A civil servant perspective. Global 
Business Review, 20(2), 529–548. 

Boylan, S. A., & Turner, K. A. (2017). Developing organizational adaptability for complex 
environment. Journal of Leadership Education, 16(2), 183–198. 

Chaubey, A., Sahoo, C. K., & Das, K. C. (2022). Examining the effect of training and employee 
creativity on organizational innovation: A moderated mediation analysis. International 
Journal of Organizational Analysis, 30(2), 499–524. 

Chin, W. W. (1998). Commentary: Issues and opinion on structural equation modeling. In MIS 
quarterly (pp. vii–xvi). JSTOR. 

Chiu, C.-N., & Chen, H.-H. (2016). The study of knowledge management capability and 
organizational effectiveness in Taiwanese public utility: the mediator role of 
organizational commitment. SpringerPlus, 5, 1–34. 

Eliyana, A., & Ma’arif, S. (2019). Job satisfaction and organizational commitment effect in the 
transformational leadership towards employee performance. European Research on 
Management and Business Economics, 25(3), 144–150. 

Fashagba, O. I. (2022). Effect of Workplace Value on Employees’ Performance at Federalpolytechnic, 
Bida in Niger State. Kwara State University (Nigeria). 



 
59  IRA International Journal of Management & Social Sciences 20(3) 

 

Ferreira, J., Coelho, A., & Moutinho, L. (2020). Dynamic capabilities, creativity and innovation 
capability and their impact on competitive advantage and firm performance: The 
moderating role of entrepreneurial orientation. Technovation, 92, 102061. 

Fischer, B. D., & Montalbano, N. (2014). Continuous innovation from all employees: An 
underutilized font of organizational improvement. American Journal of Management, 14(3), 
40. 

Gould-Williams, J., & Davies, F. (2005). Using social exchange theory to predict the effects of 
HRM practice on employee outcomes: An analysis of public sector workers. Public 
Management Review, 7(1), 1–24. 

Gunawan, H. (2018a). Pengaruh Komitmen Organisasional, Kompetensi Dan Good Governance 
Terhadap Kualitas Pengelolaan Aset Daerah Di Pemerintah Kota Makassar. Seminar 
Nasional Hasil Penelitian & Pengabdian Kepada Masyarakat (SNP2M), 2(1). 

Gunawan, H. (2018b). Pengaruh Pelatihan Terhadap Pengembangan Karier (Studi Kasus Pns 
Dinas Pekerjaan Umum Kabupaten Maros). Bongaya Journal for Research in Management 
(BJRM). https://doi.org/10.37888/bjrm.v1i1.39 

Gunawan, H., Besse Qur’ani, S., Djaffar, R., & Hadis, A. (2023). Application of Intellectual 
Capital in Improving Employee Performance and Time Management as Intervening 
Variables. Education, 3(11), 2184–2190. 

Gunawan, H., Hadis, A., & Qur’ani, B. (2024). Strategy for Increasing the Creative Performance 
of Civil Servants in Public Services: Effectiveness of Education and Training through 
Teamwork. Education, 4(3), 190–198. 

Gunawan, H., Haming, M., Zakaria, J., & Djamareng, A. (2017). Effect of Organizational 
Commitment, Competence and Good Governance on Employees Performance and Quality 
Asset Management. IRA-International Journal of Management & Social Sciences (ISSN 2455-
2267). https://doi.org/10.21013/jmss.v8.n1.p3 

Gunawan, H., Ilyas, G. B., & Naninsih, N. (2018). Effect of labor social security on job 
satisfaction. International Journal of Scientific and Technology Research. 

Gunawan, H., Pala, R., Tijjang, B., Razak, M., & Qur’ani, B. (2024). Global challenges of the 
mining industry: Effect of job insecurity and reward on turnover intention through job 
satisfaction. SA Journal of Human Resource Management, 22, 11. 

Hair, J. F., Ringle, C. M., Hult, G. T. M., & Sarstedt, M. (2022). A Primer on Partial Least Squares 
Structural Equation Modeling (PLS-SEM). In Long Range Planning. 

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the 
results of PLS-SEM. European Business Review, 31(1), 2–24. https://doi.org/10.1108/EBR-11-
2018-0203 

Hatch, N. W., & Dyer, J. H. (2004). Human capital and learning as a source of sustainable 
competitive advantage. Strategic Management Journal, 25(12), 1155–1178. 

Hayton, J. C. (2005). Promoting corporate entrepreneurship through human resource 
management practices: A review of empirical research. Human Resource Management 
Review, 15(1), 21–41. 



 
The Impact of Education and Training … Hendra Gunawan et al.    60 

 

Iqbal, A., Latif, F., Marimon, F., Sahibzada, U. F., & Hussain, S. (2019). From knowledge 
management to organizational performance: Modelling the mediating role of innovation 
and intellectual capital in higher education. Journal of Enterprise Information Management, 
32(1), 36–59. 

Ishak, N. A., Islam, M. Z., & Sumardi, W. A. (2023). Human resource management practices in 
creating a committed workforce for fostering knowledge transfer: a theoretical 
framework. VINE Journal of Information and Knowledge Management Systems, 53(4), 663–692. 

Ismail, H. N., Iqbal, A., & Nasr, L. (2019). Employee engagement and job performance in 
Lebanon: the mediating role of creativity. International Journal of Productivity and 
Performance Management, 68(3), 506–523. 

Joo, B.-K., McLean, G. N., & Yang, B. (2013). Creativity and human resource development: An 
integrative literature review and a conceptual framework for future research. Human 
Resource Development Review, 12(4), 390–421. 

Koch, P., Cunningham, P., Schwabsky, N., & Hauknes, J. (2006). Innovation in the public sector: 
Summary and Policy Recommendations. 

Koch, P., & Hauknes, J. (2005). On innovation in the public sector–today and beyond. 
Li, W., Bhutto, T. A., Nasiri, A. R., Shaikh, H. A., & Samo, F. A. (2018). Organizational 

innovation: the role of leadership and organizational culture. International Journal of Public 
Leadership, 14(1), 33–47. 

Lumpkin, G. T., Moss, T. W., Gras, D. M., Kato, S., & Amezcua, A. S. (2013). Entrepreneurial 
processes in social contexts: how are they different, if at all? Small Business Economics, 40, 
761–783. 

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and application. 
Sage publications. 

Meyer, V. (2004). Employee Commitment and Motivation: A Conceptual Analysis and 
Integrative Model. Journal of Applied Psychology, 89, 991–1007. 

Mohajan, H. K. (2020). Quantitative research: A successful investigation in natural and social 
sciences. Journal of Economic Development, Environment and People, 9(4), 50–79. 

Muleya, D., Ngirande, H., & Terera, S. R. (2022). The influence of training and career 
development opportunities on affective commitment: A South African higher education 
perspective. SA Journal of Human Resource Management, 20, 1620. 

Nanang, R., Susilawati, C., & Skitmore, M. (2023). Toward a public sector asset optimization 
strategy: the case of Indonesia. Construction Innovation, 23(5), 1186–1209. 

Nayak, T., & Sahoo, C. K. (2015). Quality of work life and organizational performance: The 
mediating role of employee commitment. Journal of Health Management, 17(3), 263–273. 

Ndou, V. (2004). E-government for developing countries: Opportunities and challenges. 
Electron. J. Inf. Syst. Dev. Ctries., 18(1), 1–24. 

Raineri, N., & Paillé, P. (2016). Linking corporate policy and supervisory support with 
environmental citizenship behaviors: The role of employee environmental beliefs and 
commitment. Journal of Business Ethics, 137, 129–148. 



 
61  IRA International Journal of Management & Social Sciences 20(3) 

 

Ridwan, M., Mulyani, S. R., & Ali, H. (2020). Improving employee performance through 
perceived organizational support, organizational commitment and organizational 
citizenship behavior. Systematic Reviews in Pharmacy, 11(12). 

Robertson*, S. L. (2005). Re‐imagining and rescripting the future of education: Global 
knowledge economy discourses and the challenge to education systems. Comparative 
Education, 41(2), 151–170. 

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2021). Partial least squares structural equation 
modeling. In Handbook of market research (pp. 587–632). Springer. 

Sudrajat, A., & Andhika, L. (2021). Empirical Evidence Governance Innovation in Public 
Service. Jurnal Bina Praja: Journal of Home Affairs Governance, 13(3), 407–417. 

Swailes, S. (2002). Organizational commitment: a critique of the construct and measures. 
International Journal of Management Reviews, 4(2), 155–178. 

Sweetman, D., Luthans, F., Avey, J. B., & Luthans, B. C. (2011). Relationship between positive 
psychological capital and creative performance. Canadian Journal of Administrative 
Sciences/Revue Canadienne Des Sciences de l’Administration, 28(1), 4–13. 

Tajeddini, K., Martin, E., & Altinay, L. (2020). The importance of human-related factors on 
service innovation and performance. International Journal of Hospitality Management, 85, 
102431. 

Tan, A. B. C., van Dun, D. H., & Wilderom, C. P. M. (2023). Lean innovation training and 
transformational leadership for employee creative role identity and innovative work 
behavior in a public service organization. International Journal of Lean Six Sigma, 15(8), 1–31. 

Ting, I. W. K., Sui, H. J., Kweh, Q. L., & Nawanir, G. (2021). Knowledge management and firm 
innovative performance with the moderating role of transformational leadership. Journal 
of Knowledge Management, 25(8), 2115–2140. 

Vasudevan, H. (2013). The influence of emotional intelligence and creativity on employee’s work 
commitment and performance. 

Waples, E. P., & Friedrich, T. L. (2011). Managing creative performance: Important strategies 
for leaders of creative efforts. Advances in Developing Human Resources, 13(3), 366–385. 

 
  



 
The Impact of Education and Training … Hendra Gunawan et al.    62 

 

Annexures 
TABLE 1: Respondent Description 

Description Quantity % 
Age (years)   
18-30 13 11.3 
31-40 28 24.3 
41-50 53 46.1 
>50 21 18.3 
Gender   
Male 87 75.7 
Female 28 24.3 
Education   
High School 4 3.5 
Diploma 5 4.3 
Bachelor’s degree 87 75.7 
Master’s degree 19 16.5 
Length of employments (years)   
1-5 22 19.1 
5-10 52 45.2 
10-15 24 20.9 
>15 17 14.8 

 
TABLE 2: Validity and Reliability 

Construct/Indicator 
Item reliability Convergent Validity 
Loading Factor CA CR AVE 

ET 

X1 0.814 

0.862 0.901 0.646 
X2 0.786 
X3 0.888 
X4 0.710 
X5 0.809 

WC 

Z1 0.807 

0.914 0.916 0.744 
Z2 0.887 
Z3 0.878 
Z4 0.845 
Z5 0.894 

CP 
Y1 0.808 

0.904 0.908 0.725 Y2 0.913 
Y3 0.790 
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Y4 0.826 
Y5 0.913 

Note. AVE: average variance extracted; CR: composite reliability. CA: Cronbach's alpha, ET: 
Education and Training, WC: work commitment, CP: Creative Performance 

 
TABLE 3: Discriminant validity criteria Fornell & lacker results dan HTMT (Heterotrait 

Monotrait Ratio) results 
Fornell & Lacker CP ET TW 

CP 0.857 - - 
ET 0.814 0.815 - 
TW 0.826 0.799 0.877 

HTMT (Heterotrait Monotrait 
Ratio) CP ET TW 

CP  - - 
ET 0.900  - 
TW 0.900 0.877 - 

Note. ET: Education and Training, TW: Teamwork, CP: Creative Performance 
 

TABLE 4: Hypothesis Testing Results 

Hypothesis Path 
Coefficients 

t-
statistics 

p 
value Result 97.5 

% CI VIF R 
square 

Q 
Square 

ET→ WC 0.779 18.007 0.000 
H1 

Accept 0.853 1.000  
 

0.721 
 

 
0.516 

 ET→ CP 0.395 4.259 0.000 H2 
Accept 0.561 1.000 

WC → CP 0.507 5.721 0.000 H3 
Accept 0.689 1.000  

0.604 
 

 
0.440 

 ET → CW → 
CP 0.395 5.264 0.000 H4  

Accept 0.555  

Note: →  shows a relationship, CI: confidence intervals, VIF: variance inflated factor, ET: 
Education and Training, WC: work commitment, CP: Creative Performance 
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FIGURE 1: PLS-structural equation modelling results 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 


