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The problem of employee work behavior in public organizations is a
classic problem that has been widely complained about by the public.
This study tries to solve this problem by analyzing how transformational
leadership influences innovative work behavior and how the moderating
role of affective commitment improves innovative work behavior. Data
were collected from 786 employees in local governments of
districts/cities in the province of North Sumatra. Data were analyzed
using structural equation modeling (SEM). The results showed that
transformational leadership has a significant effect on innovative
behavior, affective commitment has a significant effect on moderating
the relationship between transformational leadership and innovative
work behavior.

ABSTRAK

Kata Kunci:

Perilaku Kerja Inovatif,
Komitmen Afektif, Gaya
Kepemimpinan
Transformasional

transformasional

Utara.

Permasalahan perilaku kerja pegawai
merupakan permasalahan klasik yang selama ini banyak dikeluhkan
oleh masyarakat. Penelitian ini mencoba memecahkan permasalahan
tersebut dengan menganalisis bagaimana pengaruh kepemimpinan
untuk meningkatkan perilaku kerja inovatif serta
bagaimana peran moderasi dari komitmen afektif untuk meningkatkan
perilaku kerja inovatif. Data dikumpulkan dari 786 pegawai pada
pemerintah daerah Kabupaten/Kota di wilayah provinsi Sumatera
Data dianalisis dengan menggunakan model persamaan
struktural (SEM). Hasil penelitian menunjukkan bahwa kepemimpinan
transformasional berpengaruh gnifikan terhadap perilaku inovatif,
komitmen afektif berpengaruh signifikan untuk memoderasi hubungan
kepemimpinan transformasional dan perilaku kerja inovatif.
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1. INTRODUCTION

Innovation is a crucial component for organizational success and sustainability.
Innovation plays a crucial role in organizations by helping them adapt to environmental
changes, increase efficiency, and achieve competitive advantage. Innovation can occur at
both the organizational and individual levels (Pratiwi et al., 2022). Organizational and
individual innovations differ in their manifestations and implications. Organizational
innovation tends to be structured and involves new policies, strategies, and processes
that are implemented broadly within the organization. Individual innovation, on the
other hand, focuses more on creative ideas and innovative behaviors emerging from
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organizational members, which can contribute to improved individual, group, or
organizational performance (Prasetyo & Anwar, 2021).

This study focuses on innovation at the individual level, namely innovative work
behavior displayed by individuals within organizations. This study was conducted to fill
the limited research gap on innovation at the individual level. Innovation displayed by
individuals within organizations is one of the important factors in achieving
organizational goals. Innovative work behavior makes employees pursue proactive
behavior in forming personal initiatives and new ideas that are directly related to
effective performance within the organization (Saingo, 2023). This is in accordance with
Demircioglu and Audretsch, (2017) that innovative and creative work behavior is
considered very important for organizations because it motivates employees to improve
their performance.

According to De Jong and Den Hartog (Setiawan, 2014) there are four indicators of
innovative work behavior, namely: (1) idea exploration (employees are able to find
opportunities or problems), (2) idea generation (employees are able to develop
innovative ideas by creating and suggesting ideas for new processes), (3) idea
championing (employees are expected to be encouraged to seek support in realizing the
new innovative ideas they have produced), and (4) idea implementation (employees
have the courage to apply these new ideas into their usual work processes) (Rahmi,
2022).

Based on several previous studies, the most important factor for increasing
innovative work behavior is the application of transformational leadership style.
Transformational leadership style is a leadership style model that is able to bring
organizations to change quickly, has extraordinary potential, survive under pressure,
and innovation within the organization (Shunlong & Weiming, 2012). However, despite
this, research on the influence of transformational leadership on innovative work
behavior is still limited and from several studies show inconsistent results (Jahidi &
Hafid, 2020) stated that transformational leadership style influences employee
innovative work behavior and on the other hand, some of their research results also show
that there is no influence of transformational leadership style on employee innovative
work behavior. This contradictory finding becomes a gap in this study by involving
affective commitment as a moderator that can strengthen the prediction of the
relationship between transformational leadership style and innovative work behavior
which has never been done in previous studies.

Based on the background description that has been explained, it is necessary to
conduct research to reduce the gap between theory and practice by empirically
examining how transformational leadership style, affective commitment strengthens
innovative work behavior, and in turn improves employee performance itself.

Literature Review and Hypothesis Development

Innovative Work Behavior
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Behavior Work innovative is behavior purposeful individuals For reach deliberate
initiation and introduction ( in role work, group or organization ) regarding useful ideas
related with process, product or procedures. Zhou and George (Rosita & Iskandar, 2022)
define innovative work behavior as behavior that emphasizes the presence of a creative
attitude so that the process of changing attitudes from traditional to modern, or from an
attitude that is not yet advanced to an attitude that is advanced. According to Yuan and
Woodman (2010) innovative work behavior is the desire of organizational members to
introduce, propose and apply new ideas, products, processes, and procedures into their
work, work units or the organization where they work. Kleysen and Street (Armiyanti et
al,, 2023) define innovative work behavior as the totality of individual actions that lead
to the emergence, introduction, and application of something new and profitable at all
levels of the organization. According to Zhou and George (2001) the characteristics of
individuals who have innovative work behavior are: (1) seeking out new technologies,
processes, techniques and new ideas, (2) generating creative ideas, (3) offering and
championing ideas to others, (4) researching and providing the resources needed to
realize new ideas, and (5) developing a well-thought-out plan and schedule to realize
these new ideas.

Behavior innovative own Lots definition operational, and in study This used from
Kanter and Scot and Bruce, De Jong and Den Hartog (2008) namely consists of from 4 (
four ) dimensions namely : (1) Opportunity exploration, namely at the beginning a
individual will capable find problem or opportunities. Identification problem can done
on a pattern work that has been ongoing, needs consumers who have not fulfilled, as well
as indication current trend change ; (2) Idea generation, namely ideas will appear based
on exploration at the stage later beginnings the concept combined and reorganized with
what has been there is. The idea furthermore used For solve problems and/ or increase
performance ; (3) Idea championing, namely behavior someone who makes an effort
realization idea creative. In addition to trying support, a innovators must also believe
that the idea will successful ; ( 4) Idea implementation, namely the final process refers to
courage somebody For applying ideas to processes/ activities routine work (Windasari
etal, 2022).

Transformational Leadership Style

Leadership style is the behavioral norm used by a leader when he influences the
behavior of his subordinates. one leadership style that is applied leader is a leadership
style transformational. Yukl (Restu Rahayu & Sofyan Iskandar, 2023) stated that
leadership style transformational often defined through the impact to How leader
strengthen attitude each other cooperation and trust, efficacy collective self, and learning
team. Here are the leaders transformational make his followers become more realize
interests and values from work as well as persuade follower For No prioritize interest
personal on interest organization. According to Robbins (Kuswaeri, 2016) leadership
style transformational is a leadership style that is capable inspire his followers For put
aside interest personal they and have ability influence the outside normal. Luthans
(2014), stated that leadership transformational more based on shift values and beliefs
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leaders, and need his followers. Next in study this, measurement of leadership style
transformational done through dimensions put forward by Robbins (2018). Robbins
proposed four dimensions of transformational leadership style in a person's leadership
level, namely: Idealized Influence, Inspirational Motivation, Intellectual Stimulation
Stimulation), Individualized Consideration. Fourth dimensions this, used in study This.

Commitment Affective

Hartmann and Bambacas (Imaduddin et al, 2025) define that affective
commitmentrefers to a feeling of belonging, feeling bound to the organization and having
a relationship with personal characteristics, organizational structure, work experience
such as salary, supervision, role clarity, and various skills. Allen and Meyer (1990)
explain that there are three aspects that describe the existence of an individual's affective
commitment to the organization, namely: (a) Emotional attachment, namely the
individual's strong feelings towards the organization so that it will be easy to become
emotionally attached to the organization. The individual will feel that he is part of the
organizational family which is shown by positive affection and a high sense of belonging
to the organization; (b) Identification, namely the individual's belief and acceptance of
the organization's goals and values; (c) Participation, namely the individual's desire to
be seriously involved in the interests of the organization. The desire to be seriously
involved in every activity or organizational activity is reflected in the individual's
acceptance to accept and carry out various tasks and obligations assigned (Adrian Bagus
Satriatama, 2020).

Furthermore, from the various foundations of affective commitment
measurement tools in this study, the aspects formulated by Allen & Meyer (1990) are
emotional attachment, identification, and participation. This selection was made with the
consideration that these aspects have been used to compile an affective commitment
measurement tool called ACS ( Affective Commitment Scale ) which is used as a measure
of affective commitment in this study. organizational values based on the psychological
bond between the individual and the organization.

Transformational Leadership Style Towards Innovative Work Behavior

Study about influence style leadership transformational to behavior Work
innovative refers to several study that is among others, research conducted by Saeed et
al. (Yulianti et al., 2023). The results of this study indicate that there is an influence of
transformational leadership style on innovative work behavior. Furthermore, research
by Afsar and Umrani (2019) found that Transformational leadership style emerges with
inspiring drive, comprehensive mission, courage, attention to purpose, energize vision,
stimulate intellectual inspiration, intrinsic motivation, support innovation and employee
creativity.

Afsar et al.'s (2016) research found that transformational leadership style has a
positive relationship with innovative work behavior, is able to be interconnected with
each other (integrated) and leads to the emergence of innovative work behavior in
employees, that innovative work behavior comes from the desires of the employees
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themselves (Pieterse & Knippenberg, 2010 ). Research by Kim and Kang (2016) shows

that transformational leadership style has a warm personality, always tries to treat

employees fairly, is able to motivate employees to be innovative and become more

productive and creative, so that the hypothesis can be put forward:

H1: there is an influence of the application of transformational leadership style on
employee innovative work behavior.

The Moderating Role of Affective Commitment on the Relationship between
Transformational Leadership Style and Innovative Work Behavior

The role of affective commitment as a moderator in the relationship between
transformational leadership style and innovative work behavior was put forward by
Hannah (Devinta & Santosa, 2022). ng commitment to the services they provide. Affective
commitment can be explained as a form of emotional connection, identification, and
involvement of employees within the organization, so that employees with high affective
commitment will be more easily involved in innovative work behavior. The moderating
role of affective commitment on the relationship between transformational leadership
style and innovative work behavior is that the effectiveness of transformational
leadership style on innovative work behavior will depend on the level of employee
affective commitment to the targets determined by the organization (R et al.,, 2023).So it
can be hypothesized,

H2 : Affective commitment moderates the relationship between the application of
transformational leadership style and employee innovative work behavior.
Framework
Based on the literature review explained previously, the following is the framework
of thought in this research :

Komitmen afektif

Kepemimpinan Perilaku Kerja Inovatif
transformasional

Figure 1. Research Framework

2. METHOD
Type Study

This type of research uses a quantitative, causal approach by measuring the
strength of the relationship between two or more variables. The approach used in this
research is a survey approach, namely the activity of collecting as much data as possible
regarding facts that support the research with the aim of determining the status,
symptoms, and finding similarities in status by comparing it with a predetermined or
selected standard (Sukayana et al,, 2019).
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Populationand Sampel

According to Sugiyono (Asbari, 2019) population is region generalization
consisting of objects that have quality and characteristics certain For studied and then
withdrawn conclusion. Population in study This is all over employees in the region
government area Regency / City in Province Sumatra North totaling 167,018 people
(National Civil Service Agency of Sumatra North, 20 24 ). While the target population is
all government ASN area Good regency and city which consists of groups Il ( two ) and
[II ( three ).

The sampling technique that will be used in this research is carried out several
stages of sampling (multistage ) as follows:

a. Stage 1: All districts and cities in North Sumatra Province are grouped based on
Regional Clusters

b. Stage II: Based on the grouping, samples of districts/cities were selected from each
region or area that had high, medium and low local revenue (PAD) ( Stratified Random
Sampling).

c. Stage III: From each selected Regency or City, the target population is obtained,
namely all ASN in group III who work as administrative staff ( purposive sampling ).
Then, from the target population, the number of employee samples will be determined
using the Slovin formula (2001), with a sampling error rate of 5%, so the number of
samples is as follows:

N

n=——
1+ Ne?
Where:
e = Level error in taking sample
N = Number Population
n = Size Sample

Based on formula above, with level 5% error, then size samples obtained is as
following :

Table 1. Sample data of ASN targets based on groups from Regency/City

Group

No Regency /City . - Total
1 South Tapanuli 22 21 43
2 Mandailing Natal 30 28 58
3 Nias 19 15 34
4 Padang Lawas 19 17 36
5 West Nias 10 10 20
6 North Nias 17 12 29
7 Samosir 15 16 31
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8 Simalungun 50 38 88
9 Karo 24 25 49
10 Toba 19 18 37
11 Pakpak Bharat 15 12 27
12 Medan 42 59 101
13 Deli Serdang 46 49 95
14 Serdang Bedagai 21 24 45
15 High Cliff 11 14 25
16 North Labuhan Batu 16 17 33
17 Binjai 13 22 35
TOTAL 389 397 786

Source : Primary data ( Processed ), 2026

Analysis Statistics Descriptive

According to Sugiyono (2011) analysis descriptive is analysis that used analyze
data with method describe or describe the data that has been collected as existence
without intend to make applicable conclusions For general or generalization.

Analysis Statistics Inferential - Partial Least Square (PLS)

Inferential statistics is a data analysis technique used to determine the extent of
similarity between the results obtained from a sample and the results obtained in the
population as a whole. Structural Equation Models (SEM) are grouped into two
approaches. The first approach is called Covariance-Based SEM (CBSEM) and the other is
Variance-Based SEM, better known as Partial Least Squares (PLS). The analysis method
used in study This is Partial Least Squares (PLS) (Rasool et al., 2021).

3. RESULTS AND DISCUSSION

Analysis Statistics Descriptive

Descriptive statistical analysis is conducted to describe or explain respondents’
responses (answers) to various research variables by providing numbers, either in the
form of the number of people (respondents) or percentages (Citra et al., 2025). The
description is described below in Table 2.

Table 2. Profile Respondents

No Characteristics Respondents Number of people) Percentage

(%)
1 Education
Gender :
Woman 416 27.86
Man 370 30.41
Total 786 100
2 Age
1. <35 years 379 48.22
2. 35-45 years old 300 38.17
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No Characteristics Respondents Number of people) foe/or)centage
3. 45-55years old 64 8.14
4. >55years 43 5.47
Total 786 100
3 Years of service
1. Class I
0-10 years 251 64.52
11-20 years 125 29
21-55 years 8 17.5
> 55 years 5 11
100 100
Group III
0-10 years 141 35.52
11-20 years 182 45.84
21-55 years 30 4
> 55 years 44 11.08
Total 786 100

Inferential Statistical Analysis
Evaluation Outer Model ( Measurement Model ) : Validity and Reliability Testing
Convergent validity is part from measurement model ( model measurement ) SEM-

PLS is called as outer model whereas in covariance-based SEM called confirmatory factor
analysis (CFA) (Budiono & Yasin, 2020). The criteria for assessing the outer model
(measurement model) meets the convergent validity requirements for reflective
constructs, namely (1) the loading must be above 0.7 and (2) the p- value is significant
(<0.05) (Hair et al; 2013). The following is validity based on the factor loading value

Table 3. Validity based on loading factor values

Indicator Factor Loading Value (P<0.05) Validity
KT1 0.777 Valid
KT10 0.882 Valid
KT11 0.712 Valid
KT12 0.801 Valid
KT2 0.783 Valid
KT3 0.767 Valid
KT4 0.887 Valid
KT5 0.881 Valid
KT6 0.883 Valid
KT7 0.879 Valid
KT8 0.891 Valid
KT9 0.883 Valid
KA1 0.814 Valid
KA2 0.881 Valid
KA3 0.897 Valid
KA4 0.787 Valid
KA5 0.906 Valid
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KA6 0.901 Valid
KA7 0.921 Valid
KA8 0.913 Valid
PKI1 0.729 Valid
PKI10 0.938 Valid
PKI11 0.918 Valid
PKII2 0.942 Valid
PKI13 0.924 Valid
PKI14 0.936 Valid
PKI15 0.908 Valid
PKI16 0.903 Valid
PKI17 0.924 Valid
PKI18 0.901 Valid
PKI19 0.932 Valid
KIN1 0.778 Valid
KIN9 0.913 Valid

Then testing reliability based on composite reliability ( CR) and Cronbach's Alpha
(CA) served in the table 4 following :
Table 4. Reliability Testing based on Cronbach's Alpha (CA)

Cronbach's Alpha
Composite Reliability 0.817
Cronbach's Alpha 0.882

Based on the recommended CR value, it is above 0.7 (Mahfud and Ratmono, 2013).
[t is known that all CR values are > 0.7, which means they have met the reliability
requirements based on CR. Next, reliability testing is based on the Cronbach's alpha
value. Recommended CA is above 0.7 (Saimun & Rambe, 2022). It is known that all over
mark CA > 0. 7, which means has fulfil condition reliability based on Cronbach's alpha
(Andala et al,, 2021).

Test Hypothesis

The results of the hypothesis testing conducted in this study are presented in Table
5, as follows:

Table 5. Test Significance Influence Directly Between Variables

Original Sample Szi?jt?gi T  Statistics P Values
Sample (O) Mean (M) (STDEV) (JO/STDEV|)
KT -> PKI 0.215 0.211 0.04 7 4391 0.000
KA moderates 0.303 0.307 0.04 8 6.180 0.000
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Figure 1. Significance Model Between Variables

Test results on the hypothesis First based on data processing shows that mark t-
statistic of 5,054 > 1.96 so that from results This stated t- statistic significant because
>1.96 and with P- Values 0.000 < 0.05 so hypothesis First accepted. Based on the test
results, it can be stated that there is an influence of transformational leadership style on
innovative work behavior. Furthermore, the second hypothesis test shows that the t-
statistic value is 2.707 > 1.96 with a P-Value of 0.000 < 0.05 so that the second hypothesis
is accepted and it can be stated that there is a moderating influence of affective
commitment on the relationship between transformational leadership style and
innovative work behavior.

The results of the first hypothesis test indicate that transformational leadership has
a positive and significant effect on innovative work behavior among local government
employees in North Sumatra Province. Transformational leadership is closely related to
innovative work behavior, meaning that if transformational leadership is implemented
or used by local government leaders in North Sumatra Province, innovative work
behavior can also be increased and vice versa. The results of this study are supported by
the results of research by Jong & Hartog (2007), Seed et.al (2019). Several of these studies
state that transformational leadership has a significant effect on innovative work
behavior. Transformational leadership is believed to be one of the determining factors
for increasing innovative work behavior of employees at work, namely through effective
leadership.

The role of leaders in encouraging subordinates to behave innovatively can be
enhanced through the leader's efforts to intensively encourage their subordinates in
carrying out their duties, main tasks, and functions by giving their subordinates trust and
freedom to their employees in carrying out their work and solving problems in the work.
This will encourage the initiative and creativity of individual subordinates. The
responsibility, freedom, and independence of each employee are based on how much
authority a person is given in carrying out their duties, how heavy the responsibility must
be borne according to their authority and how broad the freedom to make decisions.
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Although leaders always encourage the individual initiative of subordinates, more
aggressive, innovative, and willing to face risks in carrying out their work, however, it is
still followed by the leader's actions to monitor the implementation of regulations and
direct supervision that is used to see the overall behavior of employees. With these steps,
leaders can simultaneously understand the differences in potential possessed by their
subordinates, providing opportunities for their subordinates to be able to learn and
develop (Khan et al,, 2020).

Furthermore, the results of the second hypothesis test indicate that affective
commitment significantly moderates the influence of transformational leadership on
innovative work behavior of local government civil servants in the province of North
Sumatra. This means that high affective commitment can increase the influence of
transformational leadership in improving innovative work behavior. This condition
indicates that if local government employees feel integrated with the organization, then
the organization will have a very big meaning for employees and employees will have a
strong sense of belonging to the organization. This condition will enable local
government employees to be willing to do their best for the benefit of the organization,
care about the organization's goals, values within the organization, and organizational
goals, their existence is more than just membership because it includes an attitude of
loyalty to their organization by trying according to their abilities for the benefit of the
organization and helping to achieve the achievement of organizational goals. These
various conditions will further enhance the effectiveness of the role of transformational
leadership style in improving innovative work behavior.

Building and maintaining employee affective commitment, especially on indicators
that have a strong role, will be a crucial factor in encouraging the role of transformational
leadership, which is certainly a long process and cannot be formed instantly. Local
governments must maintain, nurture, and improve this affective commitment
continuously by continuing to provide the right treatment from the beginning of ASN
joining, thereby creating a positive perception of the organization. Research conducted
by Biggs (Dash & Gatharia, 2023) states that employee affective commitment is
influenced by employee status which consists of various aspects including employee
status, level of job security, career orientation, and length of service (tenure). Several of
these aspects need to be given attention to create a high affective commitment that has
implications for strengthening the role of transformational leadership styles in
increasing innovative work behavior (Breevaart & Bakker, 2021).

Furthermore, improvements must be made starting from the organization's vision
and mission, improvements to the system and career patterns, training patterns, creation
and inheritance of organizational culture (build the tradition), events to build
togetherness (get together), policies to improve employee status and others. For this
reason, managerial improvements, especially HR management, must be an important
concern (Deci et al., 2020). Affective commitment that is built continuously through
organizational attention to employees that focuses on their needs to develop in the
context of career and work, will facilitate the application of transformational leadership
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styles to improve innovative work behavior transformational leaders on innovative work
behavior of local government employees (Judijanto et al., 2024).

4. CONCLUSION

Results study This can help government area For understand that behavior Work
innovative is something a comprehensive and integrated concept, between strong
leadership supported by commitment high affective from the employees For realize
capacity organization to help development knowledge, development of ideas and
concepts new supported with give room for development creativity and innovation
as well as design conducive organization For creation behavior innovative work for the
sake of ASN performance is increasing tall. Government area need maintain and improve
practice style leadership transformational that is capable become role model, respected
by employees and have a clear vision that will enable employee For take decisions and in
settlement work and problems. Subordinates will be inspired to behave in an innovative
way through the exemplary behavior of the leader, a vision that can motivate employees.
The results of this study encourage that in leadership practice it is very important to give
sufficient dependence to subordinates in carrying out their work through the leader's
efforts to intensively encourage subordinates in carrying out their duties, main points
and functions by giving trust to subordinates and freedom to employees in carrying out
their work and solving problems in the work. This will encourage individual initiative of
subordinates to show their enthusiasm for ideas and creativity. Delegation of authority
to subordinates can be done by recognizing each subordinate's potential.

Affective commitment has a role in strengthening the relationship between
transformational leadership style and innovative work behavior so that the local
government needs to maintain and improve the affective commitment of employees
through various implementations of regional policies such as (1) Justice and support,
namely the local government is able to fulfill its obligations to ASN and comply with
humanitarian values. (2) shared values, namely the local government must have values
related to ASN values and the ASN believes in it, because it will make them comfortable
and motivate them to stay in the organization; (3) trust, namely the local government
must have trust in ASN through the delegation of authority in working, namely the belief
that ASN is able to carry out its duties and responsibilities without intense supervision,
in the sense that they must be sure that working together will produce good results in
risky situations; (4) Organizational comprehension, in the sense that ASN must
understand the organization and stay up to date on organizational events, organizational
strategies, have good relationships with colleagues, understand the history of the
organization and future plans; (5) Employee involvement, trust to let ASN participate in
decision-making regarding the future of the local government, this has been done
through bureaucratic reform and must be further improved. This makes ASN feel like
they are part of the local government organization.

REFERENCES
Adrian Bagus Satriatama. (2020). Pengaruh Budaya Organisasi Dan Gaya Kepemimpinan
Transformasional Terhadap Kinerja Karyawan Dengan Komitmen Organisasional

ISTHUMOR: Jurnal IImu Sosial dan Humaniora, Vol. 4 No. 2 April 2026| 402



ISIHUMOR: Jurnal Ilmu Sosial dan Humaniora
Vol. 4, No. 2, April 2026

Sebagai Variabel Mediasi (Studi Pada Pt. Karya Bersama Abadi Trans Semarang).
Jurnal Ilmiah Mahasiswa FEB, 5(3), 248-253.

Andala, L., Aslamiah, A, & Saleh, M. (2021). Correlation between work commitment,
organizational climate and organizational citizenship behavior (OCB) on
mathematics teacher discipline at SMAN 12 Samarinda City. International Journal of
Social Science and Human Research, 2(1), 1-10.

Apriyanto, M., Saefullah, A., Mubarock, W. F., Anwar, K, Ternando, A., Lumintao, J., &
Ratkovi¢, N. (2026). Effectiveness of Digital Management System In Improving
Employee Performance at The Mayor's Office of Parepare. Marsiurupan: Journal Of
Community Service, 1(1), 43-51.

Armiyanti, A., Sutrisna, T., Yulianti, L., Lova, N. R,, & Komara, E. (2023). Kepemimpinan
Transformasional Dalam Meningkatkan Kinerja Layanan Pendidikan. Jurnal Educatio
FKIP UNMA, 9(2), 1061-1070. https://doi.org/10.31949 /educatio.v9i2.5104

Asbari, M. (2019). Pengaruh kepemimpinan transformasional dan iklim organisasi
terhadap kinerja dosen. Joce Ip, 13(2), 172-186.

Breevaart, K., & Bakker, A. B. (2021). Daily job demands and employee work engagement:
The role of daily transformational leadership behavior. Journal of Occupational Health
Psychology, 23(3), 338. https://psycnet.apa.org/doi/10.1037 /ocp0000082

Budiono, I., & Yasin, M. (2020). Linking Prophetic Leadership, Workplace Spirituality,
Employee Engagement and Innovative Work Behavior in Sufism-Based Islamic
Boarding School. Journal of Xi’an University of Architecture & Technology, 12, 3766-
378e6.

Citra, V. N, Winarti, C. E., Erasashanti, A. P., Ferry Cahaya, Y., & Sadipung, T. O. (2025). The
Influence of Work-Family Conflict and Occupational Stress on the Performance of
Female Employees, with Work-Life Balance as a Mediating Variable, at the Regional
Office of the Directorate General of Taxes in Central Jakarta. Jurnal Surya Pasca
Scienta, XIV No. I11(1i), 2407-6648. https://doi.org/10.35968/jimspc.v14i2.1648

Dash, B. & Gatharia, ]. (2023). Impact of Digital Transformation on Organizational
Behaviors. SSRN Electronic Journal, December, 1-9.
https://doi.org/10.2139/ssrn.4580389

Deci, E. L, Olafsen, A. H.,, & Ryan, R. M. (2020). Self-determination theory in work
organizations: The state of a science. Annual Review of Organizational Psychology and
Organizational Behavior, 7, 19-43.

Devinta, S, & Santosa, A. B. (2022). PENGARUH KOMPETENSI PROFESIONAL DAN
DISIPLIN KERJA TERHADAP KINERJA GURU DENGAN GAYA KEPEMIMPINAN
TRANSFORMASIONAL SEBAGAI MODERASI. E-Bisnis: Jurnal Ilmiah Ekonomi Dan
Bisnis, 15(2), 294-303. https://doi.org/https://doi.org/10.51903/e-
bisnis.v15i2.840

Edu, A. L., Damanik, B., Dewi, D. A,, Amin, A., & Sharlach, T. (2026). Media Learning Social
Studies For Teacher Member MGMP Social Studies Sintang Regency. Marsiurupan:
Journal Of Community Service, 1(1), 32-42.

Imaduddin, M. F., Afdal, M., & Victorynie, 1. (2025). Kepemimpinan Pendidikan
Transformasional Dan Partisipatif: Membangun Budaya Inklusif Dan Inovatif
Transformational And Participatory Educational Leadership : Building An Inclusive
And Innovative. Al-Isyraq: Jurnal Bimbingan, Penyuluhan, Dan Konseling Islam, 8(2),
889-904.

ISTHUMOR: Jurnal lImu Sosial dan Humaniora, Vol. 4 No. 2 April 2026| 403



ISIHUMOR: Jurnal Ilmu Sosial dan Humaniora
Vol. 4, No. 2, April 2026

Jahidi, 1., & Hafid, M. (2020). Transformasional Leadershif Dan Servant Leadership:
Tantangan Kepemimpinan Dalam Menghadapi Era Global. CosmoGov: Jurnal IImu
Pemerintahan, 3(2), 219. https://doi.org/10.24198/cosmogov.v3i2.14730

Judijanto, L., Lesmana, T., & Zulfikri, A. (2024). The Effect of Employee Development Policy,
Work Environment, and Transformational Leadership on Employee Creativity in
Indonesia’s Creative Industries. West Science Interdisciplinary Studies, 2(03), 541-
551. https://doi.org/10.58812 /wsis.v2i03.725

Khan, M. A, Ismail, F. B,, Hussain, A., & Alghazali, B. (2020). The Interplay of Leadership
Styles, Innovative Work Behavior, Organizational Culture, and Organizational
Citizenship Behavior. SAGE Open, 10(1), 215824401989826.
https://doi.org/10.1177/2158244019898264

Kuswaeri, 1. (2016). Kontribusi Kepemimpinan Transformasional Kepala Sekolah
Terhadap Motivasi Kerja Guru SMP Kabupaten Sumedang. Tanzhim: Jurnal Penelitian
Manajemen Pendidikan, 1(1), 1-12.

Manullang, M., Purba, K, Sinaga, D., Sinaga, A. T. I, & Panigrahi, R. R. (2026). Increase Power
Competitive MSMEs Processed Banana Arta Shinda Through Digital Marketing
Training and English Education In Way Sulan Regency. Marsiurupan: Journal Of
Community Service, 1(1), 1-12.

Pardede, D. L., Padang, I, Sirait, G., & Alexander, L. ]. (2026). Improving The Quality of
Education Through Healthy Optimization and Literacy Association. Marsiurupan:
Journal Of Community Service, 1(2), 52-61.

Prabonto, A, Sa’ban, L. A, Wijaya, A. A. M., Munthe, M. N. B., & Panigrahi, R. R. (2026).
Baubau City Transportation Department Strategy Towards Regulation And
Supervision Of Illegal Parkingin Baubau City. Journal of Social and Society Tarombo
(JSST), 1(2), 58-68.

Prasetyo, M. A. M., & Anwar, K. (2021). Karakteristik Komunikasi Interpersonal serta
Relevansinya dengan Kepemimpinan Transformasional. Jurnal Komunikasi
Pendidikan, 5(1), 25. http://www.journal.univetbantara.ac.id/index.php/komdik

Pratiwi, S. N., Wastuti, S. N. Y., & Jamila, J. (2022). Kepemimpinan Transformasional dalam
Menghadapi Era Digitalisasi. Biblio Couns : Jurnal Kajian Konseling Dan Pendidikan,
5(1), 101-108. https://doi.org/10.30596 /bibliocouns.v5i1.9886

R, P, Mutiara, R.,, & Ruswanti, E. (2023). Pengaruh Gaya Kepemimpinan Transformasional,
Budaya Organisasi dan Motivasi Kerja terhadap Perilaku Inovatif pada RS
Prabumulih. Jurnal Impresi Indonesia, 2(3), 266-278.
https://doi.org/10.58344/jii.v2i3.2250

Rahmi, B. M. (2022). Pengaruh kepemimpinan transformasional terhadap organizational
citizenship behavior dan locus of control dengan mediasi kepuasan kerja pada guru
tetap SMA Negeri di Kabupaten Lombok Timur. Jurnal Manajemen Dan Bisnis, 3(2),
123-135. https://doi.org/10.24912 /jmb.v3i2.45

Rasool, S. F, Wang, M., Tang, M., Saeed, A, & Igbal, ]J. (2021). How Toxic Workplace
Environment Effects the Employee Engagement: The Mediating Role of
Organizational Support and Employee Wellbeing. International Journal of
Environmental Research and Public Health, 18(5), 2294,
https://doi.org/10.3390/ijerph18052294

Restu Rahayu, & Sofyan Iskandar. (2023). Kepemimpinan Transformasional Kepala
Sekolah Dalam Pembelajaran Abad 21 Di Sekolah Dasar. Jurnal Elementaria Edukasia,

ISTHUMOR: Jurnal IImu Sosial dan Humaniora, Vol. 4 No. 2 April 2026| 404



ISIHUMOR: Jurnal Ilmu Sosial dan Humaniora
Vol. 4, No. 2, April 2026

6(2), 287-297. https://doi.org/10.31949 /jee.v6i2.5484

Rosita, R., & Iskandar, S. (2022). Gaya Kepemimpinan Kepala Sekolah di Era Digital. Jurnal
Basicedu, 6(4), 6005-6011. https://doi.org/10.31004 /basicedu.v6i4.3127

Saadoon, A. R, Sharlach, T. M., Al, J. A. A. A.]., & Nasution, I. A. U. (2026). The Ur I1I Governor
Ur-Mes and Urusagrig from an Iraqi Perspective. Journal of Social and Society
Tarombo (JSST), 1(2), 46-57.

Saimun, S., & Rambe, S. (2022). The Impact of School Principal Leadership and Teacher
Work Behavior on Improving the Quality of Graduates at Junior High School, Percut
Sei Tuan. Jurnal Mantik, 6(1), 466-471.
https://iocscience.org/ejournal /index.php/mantik/article /view /2288

Saingo, Y. A. (2023). Karakter Kepemimpinan Transformasional Petrus Octavianus Sebagai
Pendidik Kristen. Jurnal Shanan, 7(1), 19-44.

Septiwiharti, D., Purba, Y. O., Sadat, A., Shaikh, Z. H., & Mardina, D. (2026). Empowerment
Public DTW Bantimurung Based Language English in Bantimurung District, Maros
Regency, South Sulawesi. Marsiurupan: Journal Of Community Service, 1(1), 22-31.

Setiawan, R. (2014). Hubungan kepemimpinan Kkarismatik, kepemimpinan
transformasional dan kepemimpinan transaksional dengan kinerja bawahan. Jurnal
Ekonomi Dan Bisnis Airlangga (JEBA), 24(3), 198-205.

Sukayana, . W,, Yudana, M., & Hendra Divayana, D. G. (2019). Kontribusi Kepemimpinan
Transformasional, Supervisi Akademik Kepala Sekolah, Kompetensi Pedagogik dan
Motivasi Kerja Terhadap Kinerja Guru di SMK Kertha Wisata Denpasar. Jurnal
Administrasi Pendidikan Indonesia, 10(2), 157-162.
https://doi.org/10.23887 /japi.v10i2.2804

Udu, H., & Hidrawati, H. (2026). Critical Discourse Analysis of the Framing of Agricultural
Development in the Digital Communication of Regional Leaders in Southeast
Sulawesi. Journal of Social and Society Tarombo (JSST), 1(2), 69-82.

Widodo, U., Maku, H., Mujiyanto, M., Shadikah, A. A, & Banjarnahor, D. N. (2026).
Strengthening the Buddhist Community Economy Through the Development of
Sustainable Durian Plantations Based on Religious Values. Marsiurupan: Journal Of
Community Service, 1(1), 13-21.

Windasari, W., Roesminingsih, E., & Trihantoyo, S. (2022). Pengaruh Kepemimpinan
Transformasional Kepala Sekolah Terhadap Perubahan Organisasi Sekolah Dasar.
Kelola: Jurnal Manajemen Pendidikan, 9I(1), 99-110.
https://doi.org/https://doi.org/10.24246/j.jk.2022.v9.i1.p99-110

Yulianti, S., Nuraini, A., Ismaya, S. B., & Hammad, H. (2023). Pengaruh Model Kepemimpinan
Transformasional Perilaku Inovatif Terhadap Orientasi Entrepreneurship bagi
Kinerja Bisnis UMKM Mekarjaya, Kota Depok. Jurnal Administrasi Dan Manajemen,
13(4), 332-351. https://doi.org/10.52643/jam.v13i4.3788

Yulianto, T., & Wibowo, F. A. (2026). Revisiting divine sovereignty and righteous suffering:
A critical theological analysis of the Book of Job. Journal of Social and Society Tarombo
(JSST), 1(1), 19-30.

ISTHUMOR: Jurnal lImu Sosial dan Humaniora, Vol. 4 No. 2 April 2026| 405



