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ABSTRACT

In the middle competition and demands innovation in management
destination tour nature, employees sued for always creative and adaptive in face
challenge operational and needs visitors. Through study this, researcher intend to
for research influence style leadership transformational, motivational work and
culture work to behavior work innovative employees at Hutan Pinus Puncak Becici,
Bantul Regency. Approach study apply approach quantitative through technique
census. Stages data acquisition is carried out through questionnaire Likert scale from
one up to five points, and analyzed use Partial Least Squares (PLS) via application
SmartPLS. These results prove that style leadership transformational, motivational
work and culture work give strong and significant influence to behavior work
innovative employee.Third variables the in a way simultaneous capable explains
50.2% of the variation behavior work innovative. Among the third, culture work
become the most influential factor. The results of results study this confirm relevance
and urgency from role inspirational leadership, motivation high work, as well as
culture adaptive and collaborative organization in push behavior innovative
employees, especially in the sector tourist nature. Research results expected can
made into reference for manager destination tour in designing strategy development
source power people who are oriented towards innovation and sustainability
organization.
Keywords: Behavior Work Innovative ; Culture Work ; Leadership Style Transformational ;
Motivation Work

INTRODUCTION (Afsar and Umrani 2020). However
In context an organization that thus, behavior innovative this no

continues developing, innovation appear in a way automatically, but
become element crucial for maintain rather influenced by a number of
power competitiveness and factor  organization like  style

sustainability organization. Behavior
work innovative employees who are
included in activity designing new
ideas, promotions, and
implementation idea the own role
important in increase performance
organization as well as his abilities
adapt to dynamics environment

leadership, motivation work and
culture work (Anindita and Lestari
2024).

Factors like style leadership
transformational, motivational work
and culture work become element
important in create behavior work
innovative in the environment
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organization (Purnomo Hadi, Tola,
and Akbar 2019). This is also relevant
in sector tourist natural like Hutan
Pinus Puncak Becici, where success is
organization very depends on ability
employee in adapt, innovate, and
deliver quality service to visitors
(Jameel et al . 2025). Acts as a primary
tourism highlight, Hutan Pinus Puncak
Becici challenge in maintain power pull
tour at a time increase performance as
well as creativity his employees. Based
on observation early, found that part
employee still show level motivation
low work, especially in matter
initiative and ability for innovate in
service to visitors. Conditions this
potential  influence  effectiveness
operational and quality service, so that
required strategy leadership and
development culture capable work
push motivation intrinsic as well as
creativity employees. Besides that, the
implementation culture supportive
work innovation not optimal, it looks
from lack of collaboration and
communication  cross  divisional
creating new ideas for development
tour (Lukitasari and Etikariena 2024).
Transformational  leadership
style is considered an effective
approach to fostering creativity and
innovation. Transformational leaders
are able to inspire a shared vision,
provide intellectual stimulation, and
show personal attention to each
individual,  thereby  encouraging
employees to think creatively and take
initiative (Purnomo Hadi et al. 2019).
Transformational leaders do not only
rely on transactional relationships
based on rewards, but also foster trust,
commitment, and awareness of
organizational values (Fitriyani 2018).
In addition, transformational

leadership style is also considered an
effective approach in creating a
supportive work environment, where
employees feel valued and motivated
to give their best contribution. Thus,
transformational leadership plays an
important role in building an adaptive,
innovative, and positive change-
oriented organization.

On the other hand, both intrinsic
and extrinsic work motivation serve as
the main drivers that spur employees
to engage in innovative activities.
Work motivation is an internal or
external force that influences a person's
level of enthusiasm, direction, and
persistence in achieving work goals
(Megarani, Dewu, and Utami 2024;
Pratama 2020). According to Robbins
and Judge (2018), motivation is a
process that explains the intensity,
direction, and persistence of
individuals in their efforts to achieve a
goal. On the other hand, both intrinsic
and extrinsic work motivation serve as
the main drivers that spur employees
to engage in innovative activities.
Individuals with high levels of
motivation tend to strive to find new
solutions and  improve  their
performance (Venketsamy and Lew
2024). Intrinsic motivation arises from
personal satisfaction, such as a sense of
accomplishment and responsibility,
while  extrinsic =~ motivation  is
influenced by external factors such as
salary, rewards, or recognition (Ryan
and Deci 2000). Employees with high
work motivation will demonstrate
loyalty, responsibility, and a strong
desire to contribute to the progress of
the organization (Venketsamy and Lew
2024).

In addition, work culture can
support employee innovation. A
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positive work culture is a system of
values, norms, and behaviors shared
by members of an organization that
influences the way they work and
interact (Gumilar, Ratnasari, and
Zulkifli 2020). A supportive work
culture, characterized by openness,
mutual trust, collaboration, and
tolerance for mistakes, can create a
work atmosphere conducive to the
emergence of new ideas without fear of
failure (Husodo 2018). According to
Dahri and Agqil (2018), a strong
organizational culture can be the
foundation for innovative behavior
because it provides direction and
meaning for the actions of organization
members. A work environment that is
open to change and values the
contributions of each individual will
encourage employees to experiment
and take risks (Dahri and Aqil 2018).
Conversely, a rigid and controlling
work culture can stifle creativity and
reduce the spirit of innovation.
Therefore, developing a supportive
work culture is an important element
in strengthening an organization's
innovative capabilities.

Factors like style leadership
transformational, motivational work
and culture work has lots investigated
in relation with behavior work
innovative, however, the results
studies previously show findings that
are not consistent. Some studies

indicates style leadership
transformational give real
contribution to  behavior work

innovative ~ employees,  because
capable push creativity and learning
organization (Udin and Shaikh, 2022;
Prasetyo et al. 2024). Meanwhile
another study found weak influence
or no significant because low award

towards  innovative ideas in
organization (Liu et al. 2019). In aspect
motivation work, some study show
influence  positive to  behavior
innovative = because = motivation
intrinsic push individual for generate
new ideas (Alabood and Manakkaettil
2023). Meanwhile , it's on study other
research on motivation work personal
no show influence significant to
behavior work innovative, writer
explain that motivation just not yet
enough for cause behavior innovative
without existence factor supporters
like climate innovative, source power,
and mentor support (Dai et al. 2022).
Likewise, the culture work proven can
strengthen  behavior  innovative
through mark collaboration and
openness (Astrama et al. 2020). As for
results study conducted by Cardina
and Negara (2022) show that culture
work no impact significant to behavior
work innovative, researcher explain
that culture existing work not yet
capable in a way direct encourage and

motivate employee for behave
innovative.
Although lots study has

examine variables the in a way
separate, still there is limitations proof
empirical testing influence
combination between style leadership
transformational, motivational work
and culture work to behavior work
innovative employees, in particular in
context organization tourism in
Indonesia (Rizki et al. 2019 ;
Wahyunianti Dahri and Aqil, 2018).
Every context local own
characteristics typical culture and
structure different organizations, so
that research in the environment like
Hutan Pinus Puncak Becici become
important for get greater
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understanding deep about connection
the intervariable. The inconsistency of
previous research results shows that
the relationship between
transformational leadership style,
work motivation, and work culture on
innovative work behavior still needs
to be retested. Therefore, this study
aims to analyze the influence of
transformational leadership style,
work motivation, and work culture on
the innovative work behavior of
employees. This study is expected to
reveal the most dominant factors in
encouraging employee innovation
and provide practical contributions to
managers and policy makers in
designing effective strategies to
enhance innovative work behavior.
Theoretically, this study contributes to
the development of literature on
organizational behavior and
innovation. Meanwhile, the results of
this study are expected to serve as a
reference in strengthening leadership
practices and  work  culture,
particularly in the public and tourism
sectors.
METHOD

Approach quantitative with
technique survey applied to research
this aim test hypothesis that has been
made in a way objective and
measurable. Location study located in
the Hutan Pinus Puncak Becidi,
District Dlingo, Bantul Regency, with
a focus on analyze connection
between style leadership
transformational, motivational work
and culture work to behavior work
innovative. Population in studies this
consists of from 90 people, involving
both permanent and non permanent
employees in Hutan Pinus Puncak
Becici. Determination sample use

technique census, namely all over
member population used as sample
study because the amount relatively
small and possible for done study in a
way as a whole (Sugiyono 2023). So,
the whole population of 90
respondents made into sample study.
Data collection was carried out
use coordinated by manager and
questionnaire conducted with
participants at Hutan Pinus Puncak
Becici. Method this used because give
high flexibility in reach respondents in
a way ongoing. Approach this
expected can maintain adequate
representation from all over employees
in the environment organization, so
that the data obtained can represent
condition current and in line with a
research focus. In the research this,
questionnaire developed use Likert
scale one up to five points, with
provision that score 1 represents very
no agree, while a score of 5 represents
very agree. Questionnaire this measure
four variables main in research, namely
style leadership transformational,
motivational work, culture work and
behavior work innovative leadership
style transformational measured with
three twelve statement items like
“manager make me proud become part
from his team” ( Dubinsky et al. 1995).
Furthermore motivation work
measured with nine statement items
for example "to be success in do work
is something you want i do for itself”
(Oliver and Anderson 1994). Culture
work measured with seven statement
items such as “organization this very
responsive and easy adapt with
change” ( Lee 2025), and behavior work
innovative measured with seven
statement items like “ boss ” i consult
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with i about change important " (De
Jong and Den Hartog 2010)

Data processed with PLS
(Partial Least Squares) method uses
application SmartPLS as analysis tools
because in accordance for amount
relatively small samples and models
with connection between other
complex variables. Evaluation done
through puter model (validity and
reliability indicators) and inner model
(test of relationship intervariable

latent). Testing hypothesis done use
bootstrapping procedure for know
influence style leadership
transformational, motivational work
and culture work to behavior work
innovative, in line with study
previously  confirmed  existence
correlation positive between third
variables the (Hair, Hult, and Ringle
2017).
RESULTS AND DISCUSSION

Characteristics Respondents

Table 1. Characters Respondents

Characteristics Respondents Amount Percentage

Gender Woman 66 73.33%
Man 24 26.67%

<21 12 13.33%

Age 21-30 56 62.22%
31-40 21 23.33%

41-50 1 1.11%

Junior high 0

school/ equivalent 3 3:33%

High.school/ 36 40.00%

. equivalent

Last education Diploma )
(D1/D2/D3/D4) 21 23.33%

S-1 28 31.11%

S-2 2 2.22%

1-3 Years 26 28.89%

Length of Service 4-6 Years 21 23.33%
>6 Years 43 47.78%
Pee;:;;‘;f: 79 87.78%

Employee Status Temporar
poraty 11 12.22%
employee

Not marry yet 47 52.22%
Marital status Marry 41 45.56%
Widow / widower 2 2.22%

Total 90 100%

Source : smartPLS 2025 output
Respondents categorized based

on age, type gender, marital status,

level education, length of service, and

employment status. Based on Table 1,
research this involving respondents
men and women , where women
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dominate amount respondents. The
majority respondents aged 21 to 56
years, with status marry and not marry
yet to education level starting from
high school/ equivalent up to S-1/
Table 2. Validity and Reliability Test Results

Bachelor's degree. The majority have a
working period between <1 year up to
<6 years and working as permanent

and temporary employee.
Validity and Reliability Test

Variables Cronbach's Alpha Item Outer Loading
0.930 GKT1 0.731
GKT2 0.727
GKT3 0.736
GKT4 0.735
Leadership Style GKT5 0.727
Transformational GKT6 0.811
GKT7 0.719
GKT8 0.724
GKT9 0.723
GKT10 0.733
GKT11 0.755
GKT12 0.709
GKT13 0.743
0.904 MK1 0.722
MK2 0.710
MK3 0.820
MK4 0.749
Motivation MKS5 0.782
Work MK®6 0.728
MK?7 0.730
MKS8 0.736
MK9 0.784
0.907 BK1 0.747
BK2 0.792
BK3 0.757
BK4 0.810
BK5 0.877
Culture BK6 0.758
Work BK7 0.861
0.883 PKI1 0.738
PKI2 0.738
PKI3 0.709
Behavior Work PKI4 0.774
Innovative PKI5 0.831
PKI6 0.770
PKI7 0.804
Source : smartPLS 2025 output
747
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Note : GKT = Leadership Style Transformational ; MK = Motivation Work ; BK =
Culture Work ; PKI = Behavior Work Innovative

Table 2 shows measured
validity test results through outer
loading value proves that every
indicator show values above 0.700
(ranging between 0.709-0.877). This
show that each item contributes strong
to the construction each and able
represent variables in a way accurate.
Item with the lowest loading factor,

such as GKT12 and PKI3 (0.709), very
worthy maintained because the value
is above minimum limit and no lower
reliability overall. With thus, all
indicator can declared valid and not
there are items that need to be
eliminated from the measurement
model.

R Square

Table 3. R Square

R-square

R-square adjusted

PKI 0.502

0.484

Source : smartPLS 2025 output

Caption : PKI = Behavior Work Innovative

Based on Table 3, the R Square
value reaches 0.502, indicating that
leadership  style transformational
variable, motivation work , and culture
work in together capable explains
50.2% of the variation that occurs in
behavior work innovative employees
which means almost all over change in
performance employee explained by
the three the independent variable.

results more low from R Square, but
still consistent. This value take into
account amount independent variables
and size sample in the model, so that
give more estimates accurate and
unbiased. The difference small
between R Square and R Square
Adjusted indicates that addition
independent variables in the model are
not cause overfitting, but rather truly

Furthermore, the Adjusted R give contribution to explanation
Square value of 0.484 shows little variables independent.
X oy \\'\
: : Rt
o N 7
Source : smartPLS 2025 output
Figure 1. Research Model of PLS Analysis Results
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Description : GKT ( Leadership Style) Transformational ), MK (otivation Work ),
BK ( Culture) Work ), PKI ( Behavior Work Innovative )

Model Fit Test
Table 4. Fit Model
Saturated model Estimated model

SRMR 0.096 0.096

d_ULS 6.113 6.113

dG 3,313 3,313

Chi-square 1278,470 1278,470
NFI 0.564 0.564
Source : smartPLS 2025 output

Referring to Table 4, the results empirical and theoretical, but no
of the model fit test show SRMR values become focus main in PLS-SEM

for census and estimation models of
0.096, slightly above ideal limit 0.08 but
still can accepted. The values of d_ULS
(6.113) and d_G (3.313) indicate
difference reasonable between matrix
covariance of the model and actual
data. The Chi-Square value (128.740)
indicates difference between matrix

because method this no depends on
assumptions normal distribution.
While that is NFI = 0.564 indicates
adequate model fit good. In terms of
overall, this model own sufficient
suitability good and worthy used for
testing connection intervariable.
Hypothesis Testing

Table 5. Hypothesis Test Results

Jrigina T-

Hypothes Independe Regressio Depende | atistic L Informatio
is nt n nt , "alue n
vample s
H1 GKT - PKI 0.25 3,410 0.00 Confirme
7 1 d
H2 MK - PKI 0.24 2,158 0.03 Confirme
3 1 d
H3 BK - PKI 040 2463 0.01 Confirme
0 4 d

Source : smartPLS 2025 output

Note : GKT = Leadership Style Transformational ; MK = Motivation Work ; BK =
Culture Work ; PKI = Behavior Work Innovation

In Table 5, it shows all
hypothesis influential positive and
significant  to  behavior = work
innovative. The results show that
variables style leadership
transformational give impact positive
and significant to behavior work
innovative that is with the original
sample value is 0.257, the T- statistic
value is 3.410, and the PP-value is 0.001

(<0.05). Meanwhile, the variable
motivation work show that motivation
work  influential  positive and
significant to  behavior =~ Work
innovative with The original sample
value is 0.247, the T- statistic value is
2.158, and the P-value is 0.031 (<0.05).
And for variables culture work show
that culture work influential positive
and significant to behavior work
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innovative with the original sample
value is 0.400, the T statistic value is
2463, and the P-value is 0.014 (<0.05).
From the results analysis that can seen
in Table 5, can concluded bring all
variables in study this give influence
positive and significant to behavior
work innovative. This is show that
improvement in these three factors in a
way direct capable increase behavior
work innovative employees. For that,
the implementation style inspirational
leadership, encouragement motivation
from self alone and a supportive
environment own role important in
push achievement optimal work.
DISCUSSION

The Influence of Leadership Style
Transformational to Behavior Work
Innovative

Test results hypothesis 1 in
Table 5 shows that style leadership
transformational  (GKT) influence
positive significant to behavior work
innovative. Table 5 shows mark
coefficient positive, which means the
more tall implementation style
leadership, increasingly behavior also
increases Work innovative employees.
These results confirm that leader
transformational capable give
inspiration, motivation, and individual
attention can make environment
conducive work for the growth of new
ideas and behavior innovative
employees. This is reflected in the
statement items variables style
leadership transformational “manager
develop ways for motivating me" who
have mark average highest  (average
= 4,900), indicating that part big
employee feel existence effort real from
leadership in give encouragement,
passion, and inspiration work.
Conditions this indicates that leader in

organization no only play a role in give
guide work, but also in grow
motivation, enthusiasm, and
commitment employees. Meanwhile
that, statement item with average
lowest is “manager have a “sense of
responsibility answer" he convey to
me” (average = 3.777) which suggests
that conveying a sense of responsibility
answer and form confession direct
from leadership to employee still not
optimal. This is reflect that although
leader has capable give motivation and
inspiration, but aspect communication
not quite enough answer as well as
giving bait come back positive not yet
walk in a way consistent. Findings this
indicates  that the more tall
implementation  style  leadership
transformational by a leader through
giving inspiration, motivation,
stimulation intellectual, as well as
individual attention then the more
behavior also  increases  work
innovativeness shown by employees
(Karimi et al. 2023). Furthermore, the
results this is also consistent with study
Edsel and Harjanti (2024) who
emphasized that leader
transformational own ability for push
employee think in a way critical and
discover solution new through the
process intellectual stimulation and
individualized consideration.
Influence Motivation Work to
Behavior Work Innovative

Next, the results testing
hypothesis 2 in table 5 shows that
motivation work (MK) has an impact
significant positive to behavior work
innovative. This result support
hypothesis that motivation work
including factor important in push
employee for behave innovative for
example with more active looking for
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new ideas, trying method work new,
and implement change. High
motivation can increase energy
psychological, commitment individual
to task, attention to improvement and
persistence face obstacles, so that
support behavior innovative. This is
reflected in the statement items
variables motivation work "to be
success in do work is something you
want me do for myself" who has mark
average highest (average = 4,600),
some big employee own strong internal
drive for reach success work no solely
because factor external like award or
confession, but because satisfaction
personal and sense of achievement self.
Meanwhile, that statement item with
average lowest is " i hope no need
pension something day later so that can
keep going work for pleasure”
(average = 3.660). Shows that
motivation work they still influenced
in a way strong by external factors, for
example not quite enough answer in
operate work, needs economy, or
expectation from leadership, compared
to a sense of satisfaction personal in
work. Research results this in line with
Feldiannisa (2022) that employees who
have tall tend use all over potential,
knowledge and expertise for create
innovation for development
organization. Encouragement
motivation this participate strengthen
behavior work innovative. Findings
this  support  hypothesis  that
motivation work be one of factor
important in push employee for behave
innovative, for example with more
active looking for new ideas, trying
method work new, and implement
change, high motivation can increase
energy psychological, commitment
individual to task, attention to

improvement and persistence face
obstacles, so that support behavior
innovative (Tian 2024). Meanwhile,
that motivation work also strengthens
and plays a role important in bridge
influence leadership to behavior work
innovative, especially in organizations
that have ambidextrous culture,
namely capable adapt and experiment
(Ariana and Etikariena 2024) .
Influence Culture Work to Behavior
Work Innovative

Next, the results testing
hypothesis 3 in table 5 is also confirmed
where culture work (BK) has an effect
positive and significant to behavior
work innovative. This result means the
more strong culture applied work in
organization, increasingly high level
behavior work innovativeness
demonstrated by employees. This is
reflected in the statement items
variables culture work "organization
this very responsive and easy adapt
with changes” that have mark average
highest (average = 4,830), employees
evaluate culture work in the
environment organization they nature
adaptive and responsive to dynamics
external. Condition this signify
existence flexibility high organization,
where change viewed as opportunity
for learn and innovate, not as threat.
Meanwhile, that statement item with
average lowest is “part of big on site
staff this own role in taking decisions
that affect them.” (average = 3.870)
which indicates that participation
employee in the process of taking
decision still relatively low. From the
results the looks that although
organization own culture adaptive
work, but aspect engagement and
empowerment employee in determine
direction policy or decision strategic
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not yet fully realized. Findings study
this disclose that culture work
influential positive and significant to
behavior work innovative, where
culture strong organization capable
grow involvement employees, who
ultimately motivating they for show
level more creativity and innovation
tall in work (Setyawasih and Buchdadi
2022). Furthermore, the results study
this support study previously stated
that culture supporting organizations
creativity, such as culture that
emphasizes mark collaborative and
learning sustainable, will strengthen

behavior innovative employee
(Handayani and Pendrian 2023).
CONCLUSION

Research result show that the
three independent variables, namely
transformational leadership  style,
work motivation, and work culture,
have been proven to have a positive
and significant influence on employee
innovative work behavior. Based on
the analysis from SmartPLS, in general
simultaneously, third variables the
contribute in explain 50.2% variations
in changes in employee innovative
work  behavior, meanwhile the
remaining 49.8 % is influenced by other
factors outside this research model.
This research was conducted on
Employees of Hutan Pinus Puncak
Becici, a natural tourist destination in
Bantul Regency. In detail,
transformational leadership style has a
significant positive effect on innovative
work behavior. The implementation of
inspiring  leadership, providing
individual attention, and encouraging
intellectual stimulation can increase
employee confidence and courage in
putting forward new ideas. Work
motivation also has a significant

positive effect on innovative work
behavior. Employees with high
intrinsic motivation are encouraged to
innovate because they feel the work
they do is meaningful and provides
personal satisfaction. Meanwhile, work
culture has the most dominant impact
on innovative work behavior in an
adaptive, collaborative and willing
work environment adapt self with
change is a key factor in encouraging
the emergence of innovative behavior
among employees. Based on matter on
the above, it can be concluded that
transformational leadership  style,
work motivation, and work culture are
the three main factors that contribute to
increasing the innovative work
behavior of employees at Hutan Pinus
Puncak Becici. The application of an
inspiring leadership style, providing
autonomy in work, and creating a work
culture that is open to new ideas will
further strengthen the innovative spirit
of employees in supporting the
sustainability and competitiveness of
this natural tourism destination.
Suggestions for further studies are to
add other variables that can influence
job  satisfaction, for  example
knowledge sharing. According to
Dhaneswara and Pusparini (2023),
knowledge sharing has a positive and
significant influence on creativity,
because the exchange of information
and experience between employees is
facilitated push formation thinking
new and solutions Innovative. This
process enriches employees' insights
and thinking capacity, thereby

increasing innovation in the
workplace. Research  implications
indicate the importance of

strengthening an innovative work
culture, transformational leadership
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stylee, and  work  motivation.
Inspirational leadership, high
motivation, and an adaptive and
collaborative work culture will create

REFERENCES
Afsar, Bilal, and Waheed Ali Umrani.
2020. “Transformational

Leadership and Innovative Work
Behavior: The Role of Motivation
to Learn, Task Complexity and
Innovation Climate.” European
Journal of Innovation Management
23(3):402-28. doi: 10.1108/EJIM-
12-2018-0257.

Alabood, Abdulaziz, and Sulphey
Manakkattil. 2023. “Workplace
Agility, Intrinsic Motivation, and
Role Congrence Antecedents of
Innovative =~ Work  Behavior:
Evidence From Sadi Arabian
Organizations.”  Problems  and
Perspectives in Management
21(3):448-59. doi:
10.21511/ppm.21(3).2023.36.

Anindita, Rina, and Desviana Ayu
Lestari. 2024. “The Influence Of
Transformational Leadership On
Innovative Work Behavior
Through Psychological Capital
And Job Involvement As
Intervening Variables.” Eduvest -
Journal  of  Universal  Studies
4(8):7516-32. doi:
10.59188/eduvest.v4i8.3769.

Ariana, D. A., and Arum Etikariena.
2024. “The Effect of
Transformational Leadership on
Innovative Work Behavior: The
Role of Motivation To Learn and
Ambidextrous Organizational
Culture.” Transformasi
Administrasi 52(02):139-62.

Astrama, I. Made, Ni Nyoman Kerti
Yasa, Gede Adnyana Sudibia, and
Desak Ketut Sinta Asih. 2020. “The

synergy that can increase innovative
work behavior, productivity, and
employee performance competition
organization.
Role of Innovative Work Behavior
Mediates Organizational Culture
on Employee’s Performance.”
Advances in Engineering Education
17(8):66-75. doi:
10.37394/232010.2020.17.8.
Cardina, Dica Surya, and Danes Jaya
Negara. 2022. “The Effect of
Organizational ~ Culture  and
Perceived Organizational Support
on Innovative Work Behavior.”

Lembaran  Ilmu  Kependidikan
51(2):63-69.
Dahri, Nur Wahyunianti, and

Muhammad Agqil. 2018. “Budaya
Organisasional, Kepuasan Kerja,
Dan Komitmen Organisasional
Dalam Meningkatkan Perilaku
Inovatif.” Jurnal Bisnis Teori Dan
Implementasi 9(2):191-99.

Dai, Qiwen, Yanhong Dai, Chunyu
Zhang, Zhiming Meng, Zeyu
Chen, and Senlin Hu. 2022. “The
Influence of Personal Motivation
and Innovative Climate on
Innovative Behavior: Evidence
from University Students in
China.” Psychology Research and
Behavior Management 15(8):2343-
55. doi: 10.2147 /PRBM.S381494.

Dhaneswara, C. A., and E. S. Pusparini.
2023. “Factors Affecting
Innovative Work Behavior in
Pharmaceutical Companies: The
Role of Human Capital, Social
Capital, Knowledge Sharing, and
Creativity Cintya.” Jurnal
Manajemen Bisnis 10(2):939-53.

Dubinsky, Alan ], Francis ].
Yammarino, Marvin A. Jolson, and
William D. Spangler. 1995.

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia

753

https://creativecommons.org/licenses/by-nc/4.0/



https://creativecommons.org/licenses/by-nc/4.0/

Kontigensi: Jurnal [lImiah Manajemen
Vol. 13, No. 2, December 2025, pp. 742-756
ISSN 2088-4877

“Transformational Leadership: An
Initial Investigation in Sales
Management.” Journal of Personal
Selling and Sales Management
XV (2):17-31. doi:
10.1080/08853134.1995.10754018.
Edsel, Pratama Sivano, and Dhyah
Harjanti. 2024. “Membangun
Innovative Work Behavior Pada
Karyawan Generasi Millennial:
Peran Transformational
Leadership Dan  Employee
Engagement.” Majalah Ekonomi
29(1):35-45. doi:
10.36456 / majeko.vol29.n01.a8723.
Feldiannisa, Toyunda Nurfa. 2022.
“The Influence of Motivation as an
Intervening Variable on the
Relationship  Between = Work
Climate and  Organizational
Culture with Innovative Work
Behavior in Society 5.0 Era (Study
on Employees at J]MC Electronics
Kaohsiung).” Prosiding Seminar
Nasional Ilmu Manajamen, Ekonomi,
Keuangan Dan Bisnnis 1(1):33-50.
Fitriyani, Endah Nur. 2018. “The
Influence of Transformational
Leadership, Work Environment,
and Religiosity toward Employee
Loyalty of IAIN Salatiga.”
Mugtasid:  Jurnal Ekonomi Dan
Perbankan Syariah 9(1):29-39. doi:
10.18326 / muqtasid.v9i1.29-39.
Gumilar, Gun Gun, Sri Langgeng
Ratnasari, and Zulkifli. 2020.
“Organizational =~ Commitments:
Organizational Culture, School
Head Leadership, School
Environment, and Work
Satisfaction.” Dimensi 9(1):48-56.
Hair, J. F.,, G. T. M. Hult, and C. M.
Ringle. 2017. A Primer on Partial
Least Squares Structural Equation
Modeling (PLS-SEM).

Handayani, Widya, and Okder

Pendrian. 2023. “Evaluation of the
Impact of Implementing
Organizational Culture on
Employee Innovative Behavior.”
International Journal of Law, Policy,
and Governance 2(2):49-64. doi:
10.54099/ijlpg.v2i2.700.

Husodo, Yohanes Robert Pratama.

2018. “The  Influence  of
Organizational Culture on
Organizational Citizenship
Behavior (OCB) with Job
Satisfaction as an Intervening
Variable at PT Jatim Indo Lestari.”
Agora 6(1):1-8.

Jameel, Arif, Wenjing Guo, Abid

De

Hussain, and Shahida Kanwel.
2025. “Enhancing Innovative
Work Behavior through
Transformational Leadership in

Tourism and Hospitality
Employees: The Mediating Role of
Intrinsic Motivation and

Employee  Creativity.” = BMC
Psychology 13(1):1018. doi:
10.1186/s40359-025-03305-8.

Jong, Jeroen, and Deanne Den
Hartog. 2010. “Measuring
Innovative Work Behaviour.”
Creativity and Innovation
Management  19(1):23-36.  doi:
10.1111/j.1467-8691.2010.00547 .x.

Karimi, Saeid, Farzaneh Ahmadi

Malek, Ahmad Yaghoubi Farani,
and Genovaité Liobikiene. 2023.
“The Role of Transformational
Leadership in Developing
Innovative Work Behaviors: The
Mediating Role of Employees’
Psychological Capital.”
Sustainability (Switzerland) 15(2).
doi: 10.3390/su15021267.

Lee, Euipyo. 2025. “The Moderating

Role of Organizational Culture in

Kontigensi: Jurnal Ilmiah Manajemen

754

Management Science Doctoral Program, Pasundan University, Bandung, Indonesia

https://creativecommons.org/licenses/by-nc/4.0/



https://creativecommons.org/licenses/by-nc/4.0/

Kontigensi: Jurnal [lImiah Manajemen
Vol. 13, No. 2, December 2025, pp. 742-756
ISSN 2088-4877

the Relationship Between Job
Autonomy and Innovative
Behavior.”  Review of Public
Personnel Administration 00(0):1-
24. doi:
10.1177/0734371X251342001.

Liu, Fang, Irene Hau Siu Chow, Jun
Cheng Zhang, and Man Huang.
2019. “Organizational Innovation
Climate and Individual Innovative
Behavior: Exploring the
Moderating Effects of
Psychological Ownership and
Psychological =~ Empowerment.”
Review of Managerial  Science
13(4):771-89. doi: 10.1007/s11846-

017-0263-y.

Lukitasari, Dania, and Arum
Etikariena. 2024.
“Transformational Leadership

and Innovative Work Behavior:
The Mediation-Moderation Model
of Ambidextrous Culture.”
Psikologika: Jurnal Pemikiran Dan
Penelitian Psikologi 29(2):247-62.
doi: 10.20885/jstl.vol29.iss2.art5.
Megarani, Shifa, Misthika Dewu, and
Windyta Wahyu Utami. 2024.

“Pengaruh Leader-Member
Exchange Dan Motivasi Intrinsik
Terhadap Komitmen

Organisasional Pada UMKM
Konveksi Pakaian.” Reslaj: Religion
Education Social Laa Roiba Journal
5(6):3188-3202. doi:
10.47476 / reslaj.v6i4.1317.

Oliver, Richard L., and Erin Anderson.
1994. “An Empirical Test of the
Consequences of Behavior-and
Outcome-Based Sales Control
Systems.” Journal of Marketing
58(4):53-67. doi:
10.1177/002224299405800405.

Prasetyo, Aldryan Pniel, Mafizatun
Nurhayati, and Ceacilia Sri

Mindarti. 2024. “The Influence of
Transformational Leadership and
Intellectual Capital on
Organizational  Agility = with
Organizational Learning as a
Mediating Variable.” International
Journal of Management and Business
Applied 3(1):43-61. doi:
10.54099/1ijmba.v3i1.883.

Pratama, Guruh Dwi. 2020. “Effect of

Motivation and Work
Environment on  Employee
Performance in Work Unit
Implementation on the Jakarta
Metropolitan I National Road.”
Jurnal Ilmiah Ilmu Administrasi
Publik:  Jurnal  Pemikiran Dan
Penelitian ~ Administrasi ~ Publik
9(2):25-34. doi:
https:/ /doi.org/10.26858 /jiap.v1l
0i1.13566.

Purnomo Hadi, Tavip, Burhanuddin

Tola, and Ma'ruf Akbar. 2019.
“The Effect of Transformational
Leadership and Work Motivation
on Innovative Behavior.” I[JHCM
(International Journal of Human
Capital Management) 3(2):100-108.
doi: 10.21009/IJHCM.03.02.09.

Rizki, Mochamad, Ryani Dhyan

Parashakti, and Lisnatiawati
Saragih. 2019. “The Effect of
Transformational Leadership and
Organizational Culture towards
Employees’ Innovative Behaviour
and Performance.” International
Journal of Economics and Business
Administration 7(1):227-39. doi:

10.35808/ijeba/208.

Robbins, S. P., and Judge. 2018. Perilaku
Organisasi.  Jakarta:  Salemba
Empat.

Ryan, Richard M., and Edward L. Deci.

2000. “Intrinsic and Extrinsic
Motivations: Classic Definitions

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia

755

https://creativecommons.org/licenses/by-nc/4.0/



https://creativecommons.org/licenses/by-nc/4.0/

Kontigensi: Jurnal [lImiah Manajemen
Vol. 13, No. 2, December 2025, pp. 742-756
ISSN 2088-4877

and New Directions.”
Contemporary Educational
Psychology ~ 25(1):54-67.  doi:

10.1006/ ceps.1999.1020.

Setyawasih, Rianti, . Hamidah, and
Agung Dharmawan Buchdadi.
2022. “Organizational Culture and
Innovative Work Behavior in
Manufacturing Company: The
Role of Employee Engagement as
a Mediator.” International Journal of
Research and Review 9(1):360-71.
doi: 10.52403 /ijrr.20220143.

Sugiyono. 2017. Metode Penelitian
Kuantitatif, Kualitatif, Dan R&D.
Bandung: Alfabeta.

Tian, Jingyi. 2024. “Research on Work
Motivation  and  Innovative
Behavior.” Advances in Economics,

Management and Political Sciences
120(1):88-92. doi: 10.54254/2754-

1169/120/20242449.
Udin, and Mohsin Shaikh. 2022.
“Transformational Leadership

and Innovative Work Behavior:
Testing the Mediating Role of
Knowledge Sharing and Work
Passion.” Jurnal Dinamika
Manajemen  13(1):146-60.  doi:
10.15294 /jdm.v13i1.34446.

Venketsamy, Aveshan, and Charlene
Lew. 2024. “Intrinsic and Extrinsic
Reward Synergies for Innovative
Work Behavior among South
African Knowledge Workers.”
Personnel Review 53(1):1-17. doi:
10.1108 /PR-02-2021-0108.

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia

756

https://creativecommons.org/licenses/by-nc/4.0/



https://creativecommons.org/licenses/by-nc/4.0/

