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Abstract 

This study explores the role of peer trust in mediating the relationship between learning organization and in-
novative work behavior among permanent lecturers at Universitas Mahkota Tricom Unggul. Using a quantita-
tive approach, data was collected from 51 lecturers through structured questionnaires and analyzed using Struc-
tural Equation Modeling (SEM). The results show that both learning organization and peer trust significantly 
influence innovative work behavior. Peer trust is identified as a key mediator, with its indirect effects being 
stronger than direct ones. This highlights the importance of interpersonal trust in promoting innovative behav-
ior. The study contributes to the literature on organizational behavior and innovation in higher education by 
emphasizing the role of peer trust. It also enhances understanding of how organizational culture and trust 
among colleagues foster innovation. The findings suggest that universities should cultivate a supportive organ-
izational culture and peer trust to encourage innovative work behavior. However, the study is limited to a single 
institution, and its findings may not be applicable to other universities. Future research should examine the role 
of peer trust in broader contexts within higher education institutions. 
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Introduction 
The increasingly complex landscape of higher education demands that universities adopt more 

flexible approaches in creating environments that foster innovation and creativity among academic 
staff (Syaifuddin et al., 2024). To meet these evolving challenges, institutions must develop systems 
that grant lecturers the autonomy to explore, experiment, and innovate, thereby enabling them to 
produce research and teaching practices that are aligned with scientific advancements (Yusoff et al., 
2024). Moreover, it is essential for universities to provide access to technological infrastructure and 
resources that support the continuous development of faculty competencies, both in teaching and 
research domains (Ugochukwu et al., 2024). Such an enabling environment enhances the role of lec-
turers as agents of change who contribute to improving the quality of higher education (Mariana et 
al., 2024). By cultivating a supportive ecosystem, faculty members are better equipped to adapt to 
global developments and make meaningful contributions to educational progress and societal ad-
vancement (Anggraeny et al., 2024). 

Innovative work behavior among university lecturers plays a pivotal role in enhancing institu-
tional competitiveness (Lu, 2022). Lecturers who incorporate innovation into their teaching and re-
search processes are better positioned to design learning methods that are more efficient and aligned 
with current developments (Sheikh, 2022). This not only elevates the quality of education but also 
enriches the learning experience for students (Vuong, 2023). Furthermore, lecturers with innovative 
approaches contribute significantly to research development that yields novel and applicable solu-
tions for both society and industry sectors (Rafiquea et al., 2022). Innovation in teaching and research 
also positively impacts the university’s reputation, thereby attracting more students, researchers, and 
collaborative opportunities with other institutions (Yohana, 2022). In an increasingly competitive 
academic landscape, innovative work behavior emerges as a critical factor in strengthening a univer-
sity’s position in the global arena (Oktrivina, 2023). 

One of the critical elements in fostering innovative work behavior is peer trust, or the mutual 
trust established among academic colleagues (H et al., 2005). Trust among lecturers helps create a 
collaborative work environment where new and creative ideas can emerge and flourish more effec-
tively (Pradhan et al., 2024). When faculty members trust one another, they are more willing to share 
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knowledge, engage in academic discourse, and collectively seek innovative solutions in both teaching 
and research (Krishna et al., 2024). Peer trust also strengthens professional relationships, minimizes 
communication barriers, and supports more efficient teamwork (O’Neill & Levesqu, 2024). In a trust-
based environment, lecturers are more inclined to explore novel ideas and take calculated risks both 
of which are essential for innovation (Ghasemy & Frömbling, 2024). Therefore, efforts to build and 
maintain peer trust represent a strategic approach to promoting innovative work behavior and en-
hancing the overall quality of higher education (Sarıgül et al., 2023). 

The concept of a learning organization also plays a vital role in shaping innovative work be-
havior within higher education institutions (Mohammad et al., 2024a). It emphasizes the importance 
of continuous learning embedded within the organizational culture. For academic staff, the imple-
mentation of learning organization principles involves cultivating an environment that promotes 
knowledge and skill development through training, collaboration, and experiential sharing (Jiao & Bu, 
2024). A strong learning culture enables lecturers to be more receptive to new ideas, engage in exper-
imentation, and adopt innovative teaching methods (Subramanian & Suresh, 2022). Moreover, a 
learning organization fosters a professionally supportive atmosphere, where lecturers feel motivated 
to continuously innovate in both teaching and research (Khattak et al., 2023). In such a context, 
innovative work behavior is more likely to thrive, as individuals are encouraged to fully explore and 
develop their academic potential (Husain et al., 2024). 

Universitas Mahkota Tricom Unggul is a private higher education institution located in Medan. 
Despite its considerable potential, the level of innovative work behavior among faculty members 
remains suboptimal. This is evident in the limited implementation of novel ideas that could enhance 
the quality of teaching and research. Moreover, the degree of peer trust among lecturers is not yet 
well-established, resulting in insufficient collaboration and limited knowledge exchange. The lack of 
trust among colleagues has hindered team-based innovation processes. Similarly, the application of 
the learning organization concept within the university is still limited. The intended culture of con-
tinuous learning which should motivate lecturers to grow and innovate has not been fully realized. 
These conditions highlight the urgent need for institutional transformation to create an environment 
that better supports innovation, collaboration, and continuous learning in order to improve academic 
performance and strengthen the university’s competitiveness. 

Although numerous studies have explored the relationship between organizational culture, 
trust, and innovative behavior, few have specifically examined the role of peer trust as a mediating 
variable between learning organization and innovative work behavior in higher education institutions. 
Prior research has largely concentrated on the impact of generalized organizational trust or leadership 
on innovation, while the influence of peer trust among academic staff remains underexplored. This 
study addresses this gap by identifying the pivotal role of peer trust in fostering innovation among 
university lecturers. Understanding this relationship is crucial for identifying the factors that drive 
innovative behavior in academia, particularly in the context of developing an organizational culture 
that supports innovation. The findings of this study are expected to provide valuable insights for 
universities seeking to strengthen peer trust to enhance academic productivity and institutional com-
petitiveness. 

 

Theoretical Review 
Innovative work behavior 

Innovative work behavior plays a crucial role in maintaining the sustainability and competi-
tiveness of higher education institutions (Al Daboub et al., 2024). As a higher education institution, 
this university faces increasingly complex challenges in terms of technology, competition, and societal 
expectations. To remain relevant and competitive, the university must encourage faculty members 
and educators to adopt innovative work behavior (Venketsamy & Lew, 2024). Faculty members who 
engage in innovation can transform teaching methods, create more effective learning techniques, and 
leverage the latest technology in the educational process. Thus, this approach not only enhances the 
quality of teaching but also enables the university to adapt to changes in the educational and techno-
logical landscape, ensuring its continued relevance in the global arena (Salahat et al., 2024). 
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Innovative behavior also contributes positively to the management and administration of uni-
versities (Dong et al., 2024). The implementation of more modern and efficient information systems 
for managing academic and non-academic data will streamline administrative processes and improve 
services for students. Innovation in human resource management, curriculum development, and fa-
cility enhancement is also crucial for improving the quality of education provided (Yohana, 2022). 
These measures enable the university to adapt to changing times, offer more effective services, and 
meet the expectations of students and society. The application of innovation across various opera-
tional aspects of the university is key to ensuring that the institution remains competitive and relevant 
in the ever-evolving landscape of higher education (Rafiquea et al., 2022). 

Innovation plays a crucial role in the development of research at universities. Faculty members 
who engage in innovation are able to produce research that aligns with advancements in science and 
provides solutions to societal issues (Vuong, 2023). By fostering collaborations with industries and 
other institutions, universities can create research that is both beneficial and applicable, enriching 
scientific knowledge while also making a positive contribution to society (Oktrivina, 2023). This in-
novative research will strengthen the university's reputation as an educational institution that drives 
progress in science and technology. Innovation in research becomes a key element in enhancing the 
university's position in the academic world and making a significant impact on societal development 
(Sheikh, 2022). 

Innovative behavior also plays a vital role in creating a learning environment that supports 
student creativity (Lu, 2022). By implementing more interactive and technology-based teaching meth-
ods, universities can provide a more engaging and effective learning experience. This approach not 
only enhances the quality of education but also prepares students to face a challenging and ever-
changing job market (Shipton et al., 2024). Students learning in an innovative environment will de-
velop critical and creative thinking skills, which are essential in the professional world. Innovation in 
teaching creates an atmosphere that encourages the exploration of ideas and problem-solving, equip-
ping students with the necessary skills for success in the global job market (Srirahayu et al., 2024). 
 

Peer Trust  
Peer trust plays a crucial role in creating a productive and innovative work environment, espe-

cially among university faculty members (Gautam, 2024). This trust serves as the foundation for 
building open communication, more effective collaboration, and supportive working relationships. 
When faculty members trust one another, they are more likely to collaborate, share knowledge, and 
develop new ideas that can enhance the quality of teaching and research. With peer trust, faculty 
members feel more valued and motivated to innovate, which ultimately contributes to improved ac-
ademic outcomes and the advancement of the educational institution (Pradhan et al., 2024). 

Peer trust creates an environment where ideas can be exchanged freely, without fear of criti-
cism or rejection (Aslam et al., 2024). Faculty members who feel confident in their colleagues are 
more likely to be open in sharing new ideas, offering creative solutions, or trying different teaching 
approaches. Without trust, faculty may be more inclined to hold back ideas or avoid the risks neces-
sary for innovation (O’Neill & Levesqu, 2024). With peer trust, the knowledge-sharing process be-
comes easier and more effective, which in turn encourages innovation. This fosters an environment 
that supports the generation of new ideas, both in teaching and research, while strengthening the 
culture of innovation within higher education. Peer trust is a key factor in creating a more productive 
and innovative work atmosphere (Gan & Lau, 2024). 

In addition, peer trust facilitates better collaboration among faculty members (H et al., 2005). 
In the context of higher education, interdisciplinary collaboration has become increasingly important 
for producing relevant and innovative research. Peer trust enhances cooperation in research, allowing 
faculty members to explore new ideas and find creative solutions to challenges in academia (Krishna 
et al., 2024). Without trust, collaboration may be hindered by suspicion or uncertainty, ultimately 
reducing the effectiveness of teams in generating innovative outcomes. With peer trust, faculty mem-
bers can collaborate more effectively, accelerating the achievement of research goals and producing 
higher-quality results. This, in turn, strengthens the university's position in producing impactful re-
search that benefits society (Ghasemy & Frömbling, 2024). 
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When faculty members feel supported and trusted by their colleagues, they are more likely to 
feel secure in developing their potential, experimenting with new ideas, and trying untested ap-
proaches (Jin et al., 2024). This is crucial in the ever-evolving higher education landscape, where 
innovation in teaching and research is a key factor in maintaining relevance and competitiveness 
(Abgeller et al., 2025). With trust in place, faculty members are more motivated to innovate, which 
ultimately enhances the quality of teaching and research at the university. The impact of peer trust 
on innovative work behavior is evident in increased job satisfaction and organizational commitment 
among faculty members (Greulich et al., 2024). When faculty feel trusted by their peers, they feel 
more valued and are motivated to contribute their best efforts. This leads to higher job satisfaction, 
which in turn encourages more innovation in teaching and research (Kaur, 2024). Faculty who are 
satisfied with their work environment are more likely to be committed to the institution, thus 
strengthening the innovation culture within the university. Peer trust creates a work atmosphere that 
supports creativity and professional development (Sarıgül et al., 2023). 
H1: peer trust has a significant effect on innovative work behavior 
 

Learning organization  
Learning Organization (LO) focuses on the organization’s ability to continuously learn and 

adapt, creating an environment that supports the development of creativity and innovation (Cao et 
al., 2024). In higher education institutions, faculty members working within organizations that sup-
port continuous learning are more open to change, personal development, and the application of new 
methods in teaching and research. LO facilitates innovation as faculty members who continually learn 
are more likely to develop new ideas and solve problems creatively (Akbar & Anas, 2024). Faculty 
who embrace LO principles are more willing to take risks, experiment with new approaches, and 
share knowledge with their colleagues. With an environment that fosters ongoing learning, faculty 
can optimize their potential, contribute to innovative solutions, and enhance the quality of education 
and research (Rad & Bocoș, 2024). 

A learning organization that supports continuous learning is able to create an environment 
that strengthens peer trust, which in turn encourages innovative work behavior (Chughtai et al., 2023). 
The trust between colleagues established within this learning culture facilitates more efficient 
knowledge exchange and more effective collaboration (Mangla & Singh, 2024). Faculty members 
working in organizations that support LO feel more valued and motivated to innovate because they 
can rely on their peers to share ideas and provide constructive feedback (Sharma & Kohli, 2023). 
This process creates a more open atmosphere, allowing faculty to develop creative solutions in teach-
ing and research. With the support of LO and peer trust, faculty can be more confident in trying new 
approaches and collaborating, ultimately leading to innovations that enhance the quality of education 
and research. 

Organizations that implement a culture of continuous learning and build trust among their 
members are more capable of producing disruptive innovations (Mohammad et al., 2024b). In higher 
education institutions, the application of learning organization (LO) and peer trust mutually support 
each other in encouraging faculty members to create innovative and applicable research (Blaique et 
al., 2025). Peer trust fosters an environment that enables the exchange of ideas and effective collab-
oration [41]. In such an environment, faculty members are more open to sharing knowledge and 
trying new approaches, which promotes innovation in teaching and research. With the presence of 
LO and peer trust, faculty feel more motivated to innovate, knowing they can rely on support from 
their colleagues. The combination of a continuous learning culture and trust among faculty members 
leads to creative solutions that drive progress in knowledge and education (Shah et al., 2024). 
H2: learning organization has a significant effect on peer trust 
H3: learning organization has a significant effect on innovative work behavior 
H4: learning organization has a significant effect on innovative work behavior through peer trust 

 
Methodology 

This study adopts a quantitative approach using Structural Equation Modeling (SEM) to ex-
amine the role of peer trust in mediating the relationship between learning organization and 
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innovative work behavior among permanent faculty members at Universitas Mahkota Tricom 
Unggul. SEM was chosen due to its ability to analyze complex relationships between latent variables 
and assess the validity and reliability of the model simultaneously. The research was conducted at 
Universitas Mahkota Tricom Unggul, purposively selected as the research site due to its ongoing 
efforts to enhance organizational learning and promote a culture of innovation among faculty mem-
bers. The population and sample for this study consisted of 51 permanent faculty members at the 
university. 

Table 1. Functional Definition of Variables 
Variable Functional Definition Indicator 

Innovative 
work be-
havior 

Innovative work behavior includes the 
actions and attitudes of lecturers in cre-
ating new ideas, applying new teaching 
methods, and innovating in research to 
improve the quality of education. 

1. Ability to create new ideas 
2. Application of new methods in 

teaching 
3. Experimentation in research 
4. Openness to change  

Peer Trust Peer trust is a level of trust between 
peers that supports collaboration and 
knowledge sharing openly, without fear 
of rejection or criticism. 

1. Trust in sharing ideas 
2. Collaboration in research 
3. Support among peers 
4. Open communication 

Learning 
Organiza-
tion 

Learning organization refers to an or-
ganizational culture that supports con-
tinuous learning, allowing its members 
to continue learning and growing. 

1. Continuous learning 
2. Team collaboration 
3. Access to learning resources 
4. Improved individual compe-

tence 

The collected data were analyzed using Structural Equation Modeling (SEM) with Smart PLS 
software. This method was chosen due to its ability to assess complex models involving mediators 
and latent variables. SEM allows for the evaluation of both direct and indirect effects between varia-
bles and is commonly used in social science research to test theoretical models. Additionally, the 
Sobel test was employed to evaluate the mediating effect of peer trust in the relationship between 
learning organization and innovative work behavior. The following section will present the results of 
the data analysis and the interpretation of the findings. 
 

Results and Discussions 
Results 
Respondent Description 

Table 2. Respondent Demographics 

Variable Scale N Persentase 
(%) 

Gender 
Male 28 55% 
Female 23 45% 

Age 

20-25 years 6 12% 
26-30 years 10 20% 
31-35 years 15 29% 
36-40 years 20 39% 

Education 
Master (S2) 50 98% 
Doctor (S3) 1 2% 

Total Responden   51 100% 
   Source: Data processed by the author 2025 
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In terms of gender, at Table 2 the distribution of respondents is relatively balanced, with a 
slightly higher proportion of male participants (55%) compared to female participants (45%). This 
suggests that both male and female lecturers are equally involved in academic activities at the univer-
sity. Regarding age, the majority of respondents fall within the productive age range. The largest age 
group is 36–40 years (39%), followed by 31–35 years (29%), 26–30 years (20%), and 20–25 years 
(12%). These findings indicate that mid-career lecturers form the dominant group, which likely influ-
ences their involvement in organizational learning and innovative work behaviors. In terms of edu-
cational background, most respondents hold a master’s degree (S2) (98%), while only one respondent 
(2%) holds a doctoral degree (S3). This indicates that the majority of lecturers have a high level of 
education, enabling them to actively contribute to the development of innovative 
 

Measurement Model Analysis (Outer Model) 
The analysis of the measurement model (outer model) was carried out through two 

key tests: (1) the assessment of reliability and construct validity, and (2) the evaluation of 
discriminant validity. The following presents the results of these tests, which serve as the 
foundation for determining the suitability of the research instruments. 

Table 3. Outer Model Results 

Indicator Peer Trust 
(X1) 

Learning Organization 
(X2) 

Innovative Work Behavior 
(Y) 

PT1  0.975   

PT2  0.968   

PT3 0.952   

PT4 0.961   

LO1  0.925  

LO2  0.939  

LO3  0.914  

LO4  0.951  

IB1   0.981 
IB2   0.967 
IB3   0.939 
IB4   0.953 

The Table 3 above displays the results of the outer model analysis, showing the factor 
loadings for each indicator linked to the latent variables: Peer Trust (X1), Learning Organi-
zation (X2), and Innovative Work Behavior (Y). Most of the loading factors are above 0.70, 
suggesting that these indicators are strong representations of the constructs being assessed. 
For instance, the indicator PT1 has a loading factor of 0.975 for the Peer Trust construct, 
indicating a strong relationship with the construct. Similarly, LO2 and IWB1 show the high-
est loading values of 0.939 and 0.981 for Learning Organization and Innovative Work Be-
havior, respectively. These findings suggest that the research instruments meet the conver-
gent validity criteria and are suitable for further analysis with the structural model (inner 
model). 

Table 4. Composite Reliability 

Variable Cronbach's 
Alpha rho_A Composite 

Reliability 
Average Variance 
Extracted (AVE) 

Peer Trust (X) 0.977 0.98 0.982 0.894 
Learning Organization (Z) 0.981 0.983 0.985 0.912 
Innovative Work Behavior 
(Y) 0.97 0.972 0.976 0.879 
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The Table 4 above shows the results of the reliability and validity testing for each re-
search variable. The Cronbach's Alpha and Composite Reliability values for the three varia-
bles Peer Trust (X), Learning Organization (Z), and Innovative Work Behavior (Y) are all 
above the minimum threshold of 0.70, indicating that the instruments have excellent internal 
reliability. Additionally, the Average Variance Extracted (AVE) values for all variables exceed 
the minimum value of 0.50, meaning that each construct meets the criteria for convergent 
validity. Therefore, all constructs in this study are proven to be reliable and valid, and are 
suitable for use in the subsequent structural model testing. 

Table 5. Discriminant Validity Results 

Indicator Peer 
Trust (Z) 

Learning Organization 
(X) 

Innovative Work 
Behavior (Y) 

PT1 0.875 0.655 0.71 
PT2 0.891 0.641 0.693 
PT3 0.825 0.563 0.689 
PT4 0.912 0.697 0.732 
LO1 0.911 0.682 0.711 
LO2 0.925 0.688 0.735 
LO3 0.918 0.678 0.725 
LO4 0.881 0.651 0.72 
IWB1 0.761 0.591 0.835 
IWB2 0.836 0.635 0.851 
IWB3 0.805 0.611 0.824 
IWB4 0.811 0.659 0.813 
IWB5 0.794 0.628 0.809 

The Table 5 above presents the results of the outer loading (factor loading) analysis 
for each indicator related to the constructs of the latent variables: Peer Trust (Z), Learning 
Organization (X), and Innovative Work Behavior (Y). The majority of the factor loading 
values exceed 0.70, indicating that these indicators have good convergent validity in measur-
ing their respective constructs. For example, PT4 has a loading value of 0.912 for the Peer 
Trust construct, which shows a strong relationship with the construct. Similarly, LO2 and 
IWB2 show the highest loading values of 0.925 and 0.851 for the Learning Organization and 
Innovative Work Behavior constructs, respectively. These results suggest that the indicators 
effectively represent their constructs and meet the criteria for convergent validity. 
 

Hypothesis Result 
Table 4. Research Hypothesis Test Results 

Hypothesis T Statistics 
(|O/STDEV|) 

P Values Conclusion 

Learning Organization (X) → Peer Trust 
(Z) 

5.872 0.001 Hypothesis Accepted 

Learning Organization (X) → Innovative 
Work Behavior (Y) 

7.531 0.000 Hypothesis Accepted 

Peer Trust (Z) → Innovative Work Be-
havior (Y) 

6.321 0.000 Hypothesis Accepted 
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Learning Organization (X) → Peer Trust 
(Z) → Innovative Work Behavior (Y) 

6.412 0.002 Hypothesis Accepted 

 

Discussions 
The Influence of Learning Organization on Peer Trust 

Based on the hypothesis testing results, it was proven that learning organization directly has a 
significant effect on peer trust among permanent faculty members at Universitas Mahkota Tricom 
Unggul. This finding is consistent with previous studies that revealed organizations applying learning 
organization principles are able to build connection and mutual trust among employees (Cao et al., 
2024). In higher education institutions, learning organization plays a crucial role in creating a trust 
climate that supports academic collaboration (Mohammad et al., 2024b). A work culture that encour-
ages continuous learning, idea exchange, and joint reflection has been shown to have a positive im-
pact on strengthening trust and improving team effectiveness (Akbar & Anas, 2024). Thus, the de-
velopment of a learning organization not only enhances individual capacity but also strengthens con-
structive professional relationships, fostering a more synergistic, innovative, and adaptive work envi-
ronment in response to change (Blaique et al., 2025). 

A learning organization facilitates the creation of psychological safety in the work environ-
ment, which serves as the foundation for building trust among individuals (Rad & Bocoș, 2024). 
Openness to new ideas and the presence of a shared vision are essential elements in forming team 
trust (Shah et al., 2024). When learning is conducted collectively, it strengthens social interactions and 
enhances mutual trust among organizational members (Fadli, 2024). Moreover, the work culture that 
develops within a learning organization creates a collaborative atmosphere that positively strengthens 
team interdependence and encourages the achievement of common goals (Harinto, 2024). 

These findings emphasize that the establishment of a learning organization plays a crucial role 
in enhancing trust among faculty members. Therefore, university leaders should foster a work culture 
that supports continuous learning processes, such as through integrated training programs, collabo-
rative research, and regular academic discussions. It is also essential to implement principles of infor-
mation openness, appreciation for individual contributions, and healthy two-way communication. 
Management must ensure a psychologically safe space for faculty to share ideas or feedback. These 
measures will strengthen relationships among faculty, create harmonious cooperation, and encourage 
the development of an innovative and sustainable work environment for the advancement of the 
institution. 
 

The Influence of Learning Organization on Innovative Behavior 
The hypothesis testing results demonstrate that learning organization directly has a significant 

impact on innovative work behavior among permanent faculty members at Universitas Mahkota Tri-
com Unggul. Findings from previous studies emphasize that when an organization supports the learn-
ing process, it can stimulate initiative, creativity, and the implementation of new ideas in the work-
place (Moschovopoulou & Papavassiliou-Alexiou, 2025). An organizational culture that prioritizes 
active learning has been shown to have a strong relationship with innovative behavior, especially in 
dynamic and knowledge-based work environments (Chughtai et al., 2023). Organizations that con-
sistently integrate learning values into their work systems are better equipped to foster innovation, 
both at the individual and organizational levels (Lee & Han, 2024). Institutions that instill continuous 
learning create an atmosphere that supports change, experimentation, and the development of fresh 
ideas, which serve as the foundation for improving performance and maintaining sustainable com-
petitiveness (Sharma & Kohli, 2023). 

Learning organization contributes significantly to the development of creative behavior, par-
ticularly in the education sector (Nurhayati et al., 2024). Aspects such as openness in discussions, the 
ability to think holistically, and collaborative learning form the foundation of a work environment 
that supports innovation (Mangla & Singh, 2024). When educational institutions actively encourage 
collective learning processes, faculty members tend to be more flexible in adapting to changes, more 
innovative in teaching approaches, and more willing to explore new ideas in research (Şahin & Bilir, 
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2024). Additionally, an organization’s ability to adapt quickly and generate creative solutions is heavily 
influenced by the strength of its learning culture (Chaniago, 2024). 

The implications of the findings in this study highlight the important role of the Rector of 
Universitas Mahkota Tricom Unggul in developing the institution as a learning organization to en-
courage faculty innovation. Strategic efforts can be made by providing continuous training programs, 
facilitating academic discussions, and creating a work environment that supports exploration and 
change. In addition, collaboration among faculty members across disciplines needs to be strength-
ened, along with a reward system for creative ideas. By fostering a work culture that embraces learning 
and innovation, the university will have a dynamic academic ecosystem that is responsive to change 
and capable of continuously improving the quality of education and the institution’s competitiveness. 

 

The Influence of Peer Trust on Innovative Behavior 
Based on the hypothesis testing results, it was proven that peer trust has a significant impact 

on innovative work behavior among permanent faculty members at Universitas Mahkota Tricom 
Unggul. This finding reinforces previous studies that show interpersonal trust as a crucial foundation 
for fostering innovative behavior within a team (H et al., 2005). Trust between individuals enhances 
emotional commitment to shared goals, encouraging team members to be more proactive in creating 
and implementing new ideas (Abgeller et al., 2025). Additionally, strong trust triggers mental and 
emotional engagement, allowing individuals to feel comfortable sharing knowledge and innovations 
without fear or hesitation (Krishna et al., 2024). In a trusting work environment, collaboration and 
idea exchange occur more intensively (Greulich et al., 2024). 

Psychological safety is crucial in team dynamics as it encourages members to share ideas, try 
new things, and take initiative without the fear of being blamed (Ghasemy & Frömbling, 2024). Peer 
trust creates an environment that supports exploration and innovation. It also strengthens the posi-
tive impact of transformational leadership on innovative behavior, serving as a mediator between 
organizational culture and individual innovation (Kaur, 2024). In an academic environment, faculty 
members who work in a trusted atmosphere are more creative in designing curricula, developing 
teaching methods, and participating in collaborative research (Jin et al., 2024). 

The implications of this study demonstrate that university management needs to create a con-
ducive work environment to foster trust among faculty members. Efforts that can be made include 
strengthening collaboration between departments, implementing transparent communication, and 
providing a forum for collective reflection to discuss ideas and experiences. Additionally, it is im-
portant for the institution to recognize individual contributions and build a supportive work culture. 
By developing peer trust among faculty, innovative work behavior will naturally emerge. This will 
lead to more synergistic teamwork and enhance the university's academic competitiveness in a sus-
tainable manner. 
 
The Influence of Learning Organization on Innovative Work Behavior through Peer 
Trust 

Based on the hypothesis testing results, it was proven that peer trust plays a significant role in 
mediating the relationship between learning organization and innovative work behavior among per-
manent faculty members at Universitas Mahkota Tricom Unggul. This study strengthens previous 
research, which showed that peer trust acts as a mediating element between organizational aspects 
and the emergence of innovative behavior (Biswakarma & Subedi, 2025). This trust encourages in-
tellectual and emotional engagement among team members, which is crucial for supporting the in-
novation process (Galanti & Fantinelli, 2025). In a trusted team, individuals are more open to sharing 
ideas and actively participating (Eriksson & Lycke, 2025). Additionally, trust enhances the positive 
impact of inspirational leadership, as team members are more willing to accept guidance and encour-
agement to innovate (Jaakkola et al., 2024). Peer trust not only strengthens working relationships but 
also creates a strong foundation for fostering a creative, open, and adaptable work environment 
(Sarun et al., 2025). 

Kepercayaan memainkan peran mediasi yang signifikan dalam menghubungkan struktur 
organisasi dengan tingkat komitmen individu terhadap inovasi (Karikumpu et al., 2024). Dalam hal 
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ini, kepercayaan antar rekan (peer trust) berfungsi sebagai elemen penghubung antara budaya 
organisasi yang diterapkan dengan munculnya perilaku inovatif (Paraiso, 2023). Dosen yang bekerja 
dalam suasana yang saling percaya cenderung lebih termotivasi untuk menciptakan pendekatan 
pembelajaran yang kreatif dan berani mengeksplorasi ide-ide baru (Mishra & Bharti, 2024). 
Lingkungan kerja yang dibangun atas dasar kepercayaan memungkinkan keterbukaan, kolaborasi, dan 
keberanian untuk berinovasi (Lūsēna-Ezera et al., 2023). Membangun dan memperkuat kepercayaan 
antar dosen menjadi kunci utama dalam mendorong terciptanya atmosfer kerja yang inovatif dan 
mendukung peningkatan kualitas pendidikan di institusi (Peschl, 2023). 

Trust plays a significant mediating role in linking organizational structure with individual com-
mitment to innovation (Karikumpu et al., 2024). In this context, peer trust serves as the connecting 
element between the organizational culture in place and the emergence of innovative behavior [58]. 
Faculty members working in a trusted environment are more motivated to create creative teaching 
approaches and are more willing to explore new ideas [59]. A work environment built on trust enables 
openness, collaboration, and the courage to innovate [60]. Building and strengthening trust among 
faculty is a key factor in fostering an innovative work atmosphere and supporting the improvement 
of educational quality within the institution [61]. 

The managerial implications indicate that the university needs to foster a spirit of collective 
learning while actively strengthening trust among faculty members. This effort can be realized 
through structured teamwork, mentoring programs, and reflective discussions involving the entire 
academic community. In addition to building an inclusive learning environment, the leadership 
should also create psychological safety to ensure that faculty feel comfortable sharing ideas without 
fear of rejection. By strengthening peer trust as a result of implementing a learning organization cul-
ture, the institution will be able to foster innovation that stems from collaboration, openness, and 
mutual support. This approach is believed to enhance the university's competitiveness in navigating 
the ever-evolving dynamics of the education sector. 

 

Conclusions 
Based on the results and discussion, it can be concluded that learning organization significantly 

influences the innovative work behavior of permanent lecturers at Universitas Mahkota Tricom 
Unggul. Additionally, learning organization also positively impacts peer trust, which in turn contrib-
utes to enhancing innovative behavior. This confirms that peer trust acts as a mediating variable, 
bridging the influence of a learning-oriented environment on individual innovation. The more estab-
lished the learning culture within the institution and the higher the mutual trust among lecturers, the 
greater the likelihood of innovative actions in teaching, research, and community service. In essence, 
trust among peers plays a strategic role in facilitating the translation of organizational learning values 
into real, creative academic practices. 

In light of these findings, several managerial actions are recommended. The university leader-
ship should promote a learning environment by facilitating ongoing training, interdisciplinary collab-
oration, and opportunities for reflective dialogue. It is also essential to strengthen peer trust through 
transparent communication, supportive peer networks, and appreciation for innovative contribu-
tions. Creating a psychologically safe atmosphere where lecturers can freely express ideas and try new 
approaches without fear of judgment is equally important. By integrating these strategies, the univer-
sity can enhance peer relationships and foster a culture of innovation that supports continuous im-
provement and institutional excellence. 

This research has certain limitations. Firstly, it only examines three variables—learning organ-
ization, peer trust, and innovative work behavior—while other relevant factors such as leadership 
style, organizational climate, or personal characteristics were not considered. Secondly, the study was 
limited to one institution with a sample of 51 respondents, which may limit the generalizability of the 
findings to broader academic contexts. Thirdly, the use of self-reported questionnaires may introduce 
bias, as participants might provide responses they perceive as favorable. Future research is encour-
aged to include a wider range of institutions and variables, and apply mixed methods to obtain a more 
comprehensive view of factors influencing academic innovation. 
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