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performance. This study’s sample number was 76 employees at the North
Maluku Central Bureau of Statistics (BPS). The analytical test tool uses SPSS
version 27. The results of this study indicate that: (1) job satisfaction has a
positive and significant effect on employee performance. (2) innovative work
behavior positively and significantly affects employee performance. (3) work
happiness and innovative work behavior together have a positive and
significant effect on employee performance.

INTRODUCTION

One of the factors that influence the success
of a company is the performance of its employees.
Performance is the result of work achieved by a
person or group of people in a company/agency in
accordance with their respective responsibilities-
respectively (Afandi, 2018: 83; Sumakud and
Irvan, 2021: 430). The performance referred to by
Bastian (2001: 392) is carried out to realize the
goals, objectives, vision, and mission of the
organization in the formulation of an
organization's  strategic ~ scheme. Skills,
experience, sincerity, and time efficiency
determine the achievement of one's performance
(Hasibuan ~ 2011), meanwhile, employee
performance can also be influenced by work

happiness factors. Job happiness is shown by the
feeling of comfort an employee can improve his
performance (Astrama et al., 2019). The higher the
happiness of employees at work, the higher their
performance will also be. Edgar et al., (2018) said
that employees' feelings of happiness or positive
emotions at work can improve their performance.

According to Pryces and Jones (2010: 137),
happiness at work is a person's positive feelings at
any time, because they can know, manage and
influence the world of work so as to develop
performance and provide satisfaction while
working. Happiness at work is a positive emotion
and positive activity that is felt by individuals
consciously to give full attention to work so that
they can increase their performance and potential
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optimally. However, there is a research
contradiction that happiness at work has a
negative and insignificant effect on employee
performance (Pratama, 2019) while Sumakud and
Irvan (2021) in their research found that job
happiness has a significant effect on employee
performance.

Innovative work behavior is also very much
needed by the organization. According to Shalley
et al., (2004), competition in a company can be
created if there is innovative work behavior and
there is a willingness from managers to support it.
Every company must view that it is important to
motivate employees so that their performance
increases through innovative and creative
behavior (Demircioglu and Audretsch, 2017). De
Jong & Hartog (2010) said that innovative work
behavior is a form of behavior whose goal is to
achieve the initiation and recognition of an idea,
process, procedure, or new ways that are useful for
the organization. This innovative work behavior is
supported by the research findings of Hadi et al.
(2020) that innovative behavior has a significant
positive effect on employee performance,

Based on the explanation above, the purpose
of this study was to analyze and determine the
effect of job happiness and innovative work
behavior both partially and simultaneously on
employee performance.

LITERATURE REVIEW
1. Employee Performance

Performance is the level of achievement of
the implementation of an activity to realize the
goals, objectives, mission, and vision of the
organization in the formulation of an
organization's strategic scheme (Bastian, 2001,
Ronaldo et al., 2019). The work results of an
employee will determine the overall success of the
influential factors in determining whether a person
will work as well as possible or vice versa (Katili
et al., 2021). According to Handoko (2001: 193),
there are several factors that affect employee
performance, namely: a). Motivation. An
important driving factor that causes individuals to
work is the desire that must be fulfilled. It is this
desire that drives a person to work and get good
results in his work; b). Job satisfaction. Job
satisfaction describes a person's feelings towards

his work. This can be seen from the positive
attitude of employees towards work and what they
face in their work environment; c). stress level.
Stress is a condition that affects one's emotions
and thought processes. Stress levels that are too
high can threaten a person's ability to deal with the
environment so that it interferes with their work
performance; d). working conditions. The
working conditions that can affect performance
are the workplace, air circulation, and lighting in
the workspace; e). Compensation system.
Compensation is remuneration received by a
person for what he has done for the company; f).
job design. Job design is a function of determining
the work activities of an individual or group of
employees organizationally.

2. Work Happiness

Happiness in life is a concept that refers to
the positive emotions that a person feels as well as
positive activities that are liked by that person
(Seligman, 2005). Ordinary life happiness is
characterized by more positive effects than
negative effects that a person feels. Happy people
will be healthier, more successful, and easy to
socialize with (Lyubomirsky and Diener, 2005),
while Diener, Scollon, and Lucas (2003) also say
that the term welfare is a scientific term for
happiness. This term is used by scientists. Work is
one of the living environments to get happiness,
work is also one of the developmental tasks of
adulthood that must be fulfilled (Putri, 2009).
According to de Waal (2018), Job happiness can
make the organization more attractive. Job
happiness, which is described as an employee's
feeling of comfort, can improve his performance
(Astrama et al., 2019). Job happiness is a positive
emotion or feeling comfortable at work that is
owned by an employee at work.

According to Wulandari (2014), there are
five factors that influence happiness at work,
namely: 1) Positive relationships with other
people. The relationship between one person and
another is not just a passive relationship but an
activity that develops more productive,
constructive, and  satisfying  results;  2)
Achievements. The business results achieved from
what is done or what is attempted; 3) Physical
work environment. Everything that is around the
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workers can influence them in carrying out the
tasks assigned with adequate work equipment
such as lighting, and air temperature; 4).
Compensation. Everything that workers receive as
remuneration for the work done, and; 5. Health.
State of well-being physically, psychologically,
and social activities that enable a person to live
productively socially, and economically. In
addition, there are two factors that influence
employee job happiness, namely: 1) Factors that
come from within a person such as individual
personality, consistency between job expectations
and one's own abilities, and; 2. Factors that come
from outside a person such as an uncomfortable
work environment and high workload.

Previous research has found that job
happiness has a positive and significant effect on
employee performance (Yasa et al., 2021,
Mangowal et al., 2020; Ronaldo et al., 2019; Katili
et al., 2021; Sumakud and Irvan, 2021).
Meanwhile, Pratama's research (2019) vyields
different results that work happiness has a
negative and insignificant effect on employee
performance. Based on the above considerations,
we propose the following hypothesis:

H1. Job happiness has a positive effect on
employee performance.

3. Innovative Work Behavior

Innovative work behavior is a form of
behavior whose goal is to achieve the initiation
and introduction of new ideas, processes,
procedures, and methods that are useful for the
organization (De Jong & Hartog, 2010). Work
innovative behavior can also be seen from the
amount of physical and psychological work done
by employees in their work, both independently
and in groups to achieve a task that is the goal of
developing innovation (Messmann, 2012). Every
company must consider that it is important to
motivate employees so that their performance
increases (Demircioglu and Audretsch, 2017).
While the factors that influence innovative
behavior are human factors, leadership factors,
and organizational structure factors. The human
factor in its function as a support for innovation.
The leadership factor provides benefits in
advancing innovation to the individuals they lead
by appreciating the ideas of the individuals they

lead (Ancok, 2012). Individual self-efficacy and
capabilities can also influence innovative work
behavior (Berliana and Arsanti, 2018). Individuals
with high self-efficacy can be more prepared to
experiment through their innovative work
behavior to then implement it in their work
environment and by having a strong capability
orientation, a person will continue to try to
improve their innovative behavior to support their
work and provide the best results. Individual self-
efficacy and capabilities can also influence
innovative work behavior (Berliana and Arsanti,
2018). Individuals with high self-efficacy can be
more prepared to experiment through their
innovative work behavior to then implement it in
their work environment and by having a strong
capability orientation, a person will continue to try
to improve their innovative behavior to support
their work and provide the best results. Individual
self-efficacy and capabilities can also influence
innovative work behavior (Berliana and Arsanti,
2018). Individuals with high self-efficacy can be
more prepared to experiment through their
innovative work behavior to then implement it in
their work environment and by having a strong
capability orientation, a person will continue to try
to improve their innovative behavior to support
their work and provide the best results.

Previous research reported that innovative
behavior has a positive effect on employee
performance (Astuti, et al., 2019; Muslim et al.,
2021; Hadi et al., 2020; Vera and Tutuk, 2018,
and; Mangowal et al., 2020). In contrast, the
findings of Khodir and Makmur (2020) state that
innovative work behavior has no significant effect
on employee performance. Based on the above
considerations, we propose the following
hypothesis:

H2. Innovative work behavior has a positive
effect on employee performance.

H3. Job happiness and innovative work
behavior simultaneously have a positive effect
on employee performance.
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Based on the background description, literature
review, and hypothesis development, the
following research model images can be drawn:

........

........

Work
happiness \
> Employee
Innovative /? performance
work behavior A
(X2) !

___________________________________________________________

RESEARCH METHODS
Sample

This research was conducted at the Office of
the Central Bureau of Statistics (BPS) in North
Maluku with a total population of 76 employees.
Sampling uses a saturated sampling technique, this
is in accordance with the opinion of Sugiyono,
(2011) that all members of the population are
sampled. This study used a research questionnaire
that was encountered directly at the workplace. From
the results of the tabulation of data from 76
respondents, there were 40 people were female and
36 people were male. Age of respondents less than
25 years by 1% (1 respondent), age 25-30 years by
32% (25 respondents), age 31-40 years by 36% (28
respondents), age 41-50 years by 22% (17
respondents), and age> 50 years by 6% (5
respondents). Based on the level of education, 11
people (14%) had a high school education, 29 people
(38%) had a Diploma, Undergraduate Education
(S1) as many as 20 people (26%), and Masters
education level as many as 14 people (18%), and
Doctoral education (S3) as many as 2 people 2%. For
years of service, 18 people (23%) had 1-3 years, 34
people (44%) 4-6 years, 19 people (25%) 7-10 years,
and 5 people > 10 years of service ( 6%).

Measurement

Measurement of variables responded to by
respondents using a five-point Likert scale (strongly
disagree = 1 to strongly agree = 5). Employee
performance in this study uses the measurement
proposed by Dessler (2008) which consists of: 1).
Quality. The degree to which the result of a task is
near perfect in other words adjusting some of the
ideal ways of performing an activity or meeting the
expected goals of an activity; 2) Quantity. The
amount obtained is expressed in terms of the number
of components and the number of completed activity
cycles; 3). Punctuality. The level of an activity
completed at the desired time, seen from the output
results and maximizing the time available for other

activities; 4) Effectiveness. The level of use of
organizational resources that is maximized with the
aim of increasing profits or reducing losses from
each use of resources; 5) Independence. The degree
to which an employee is able to carry out his work
functions without assistance, instructions from
supervisors, or requesting the intervention of
supervisors to avoid results that are detrimental to
the organization, and; 6) Work commitment. The
level at which employees have work commitments
as employees and employee responsibilities towards
the company or organization.

Job happiness uses measurements from Hills
and Argyle (2002) which say there are eight
indicators, namely: 1) Life is rewarding. Gratitude
for the advantages and disadvantages given in this
life is very valuable and there is a lot of beauty that
can be found in life; 2) Mentally alert. A feeling of
being mentally alert to challenges that arise; 3)
Pleased with life. The emotional state of a person
gives birth to joy and pleasure for something that has
been done. 4) Find beauty in things. The condition
of a person who is able to accept his own situation
and his environment and adapt to the changes that
occur in life and his environment so that he feels
beautiful things and prosperity to achieve happiness
in life; 5). satisfied in life. Conditions that are unique
to people who have a passion for life and have the
ability to adapt to various changes in conditions
within themselves and changes in environmental
conditions. 6) Can be organized time. By
implementing good time management, the portion of
the 24 hours used will be divided effectively
according to the priority scale of activities; 7). look
attractive. Appearance is a reason to show our
identity to others, even from appearance people can
judge our true selves, for example from the clothes
we wear, polite clothes or even cause negative
people's thoughts, and; 8) Happy memories. Happy
past memories will sometimes awaken for life in the
present and in the future.

Innovative work behavior is measured using
measurements from Janssen (2000) and, Vandavasi
et al., (2020) which consist of 1). Creating new
ideas; 2). Search for new work methods, techniques,
or instruments; 3). Generate solutions to problems;
4) Mobilize support for innovative ideas within the
organization; 5) Get approval for innovative ideas
within the organization; 6) Making organizational
members enthusiastic about innovative ideas; 7)
Turning innovative ideas into useful tools; 8)
Introducing innovative ideas into a systematic work
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environment, and; 9) Evaluating the function of
innovative ideas within the organization.

Data analysis method

Data were analyzed using inductive
statistical methods, both descriptive and inferential.
The analytical method uses multiple regression
analysis to analyze the effect of independent
variables consisting of job happiness (X1),
innovative behavior (X2), and the dependent
variable, namely employee performance (Y). The
reason for using this analytical method is that
researchers want to know how much influence job
happiness and innovative work behavior have on
employee performance either partially or
simultaneously.

RESULT AND DISCUSSION
Hypothesis test

In Table 1 it can be seen that the results of the
test for the coefficient of determination R2 obtained
an R-Square value of 0.462, this means that the
employee performance variable of 46.2% can be
explained by the variables of job happiness (X1) and
innovative work behavior (X2), while the rest can be
explained by other variables not included in this
study.

Table 1. R2 and Adjusted R2 Test Results

. std. Error

Model R s Eare 'Fi‘dsjuzgii of the
q q Estimate

1 0.680a | 0.462 0.447 2,804

Source: Spss Output(2022).

Partially testing the output of multiple
regression, it is known that the tcount value for the
work happiness variable is 4.784 and the innovative
work behavior variable is 3.327 while the tcount
value is at a significant alpha level of 0.05 with df =
nk (76 — 3 = 73) the result for t-table is 1,666.

Table 2. Recapitulation of Regression Analysis

Research Multiple Regression
variable | Regression | Standard | T | SigT
Coefficient | Error |count

(B)
X1 0.711 0.149 4,784 | 0.001
X2 0.421 0.127 |3,327 | 0.001
Constant 20,354 5,476 3,717 | 0.001
R =0.680
R Squared = 0.462
Sig =0.001

F Count = 31.333

Source: spss output(2022).

The comparison results are as follows:

1. For the variable of job happiness the results show
thattcount4,784>ttable 1.666 at a significance
level of 0.001 <0.05 then Ha is accepted Ho is
rejected, which means that job happiness has a
positive and significant effect partially on
employee performance.

2. For the innovative work behavior variable the
results show thattcount3,327>ttable 1.666and
significant 0.001 <0.05 then Ha is accepted Ho is
rejected, which states innovative work behavior
has a positive and significant partial effect on
employee performance.

Based on the data in table 3, it is known that
there is a simultaneous influence of variable X on
variable Y with a significance level of 0.001
<0.05, so it can be concluded that H3 is accepted.

Table 3. Simultaneous Test
F count F table Sig.
31,333 3,120 0.001
Source: Output spss (2022).

Value
<0.05

Discussion

Based on the results of statistical testing, it is
known that the variable of work happiness has a
positive and significant effect on employee
performance. This finding is supported by the
contribution of research items to the variable of work
happiness that generally employees feel grateful for
the job they currently have, feel they can handle
everything well, see lots of fun things in their work
environment, find interesting things, feel satisfied
with his work, has an attractive appearance and has
many good memories in the past. This is in
accordance with the statement of Edgar et al.,
(2018), that employees' feelings of happiness or
positive emotions at work can improve their
performance. Positive feelings that are felt in the
workplace and managed properly will provide
satisfaction at work and encourage increased
employee performance. This research is consistent
with the research of Yasa et al., (2021); Mangowal
et al., (2020); Ronaldo et al., (2019); Sumakud and
Irvan, (2021), and; Katili et al., (2021) that job
happiness has a positive effect on employee
performance.
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This research also investigates innovative
work behavior at work, the findings of innovative
work behavior items describe that generally
employees always think about how a work result can
be improved, generate solutions to solve problems,
look for new, better work methods, always make
colleagues -Teammates become enthusiastic about
their new ideas and ideas, always try to convince
others to support their new ideas, always explain
their innovative ideas clearly to their environment,
always contribute to the implementation of new
ideas in the workplace. This research is consistent
with previous researchers that innovative work
behavior has a positive effect on employee
performance (Astuti, et al., 2019; Muslim et al.,
2021; Hadi et al., 2020; Vera and Tutuk, 2018, and;
Mangowal et al., 2020).

Contribution of Theory and Practice

These findings have implications for the world
of work, especially when interviewing prospective
employees, it is better if recruit prospective
employees who have a good past, are always grateful
for what they have lived, and support the non-
physical work environment of each employee and it
is hoped that employees will have an attractive
appearance while working. will certainly improve
employee performance. This research has
implications for future researchers to review
variations in job happiness and innovative behavior
on length of work, marital status, age status, gender
status, education level, and position status at work,
another implication is to explore knowledge sharing
in the world of work to increase behavior proactive
work

CONCLUSIONS

Job happiness and innovative work behavior
positively and  significantly  support  the
improvement of employee work in the world of
work.
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