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Who Else Wants to Work Innovatively? The Role of Transformational Leadership in the 
Workplace 

 
Abstract 

This study aims to determine the effect of transformational leadership and job satisfaction as mediation on teachers' 
innovative work behavior. Using a quantitative approach, this study involved 212 senior high school and vocational high 
school teachers in three suburbs of Bandung City, Indonesia. The research model in this study was tested using PLS-
SEM assisted by SmartPLS 3.2.9 for Windows software. The results indicate that transformational leadership has a 
positive and significant effect on innovative work behavior. Meanwhile, the mediating role of job satisfaction in the 
relationship between transformational leadership and innovative work behavior was found to be significant. In addition, 
the results also show that job satisfaction has a positive and significant effect on innovative work behavior. These 
findings provide practical and theoretical contributions regarding the role of leadership in encouraging innovative work 
behavior.  

Keywords Transformational Leadership, Job Satisfaction, Innovative Work Behavior, Teachers, Innovation 
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INTRODUCTION 

 Rapid digital transformation is driving major changes for many organizations, which means they need 
to adopt new knowledge and innovate. According to Park et al. (2014), innovation within an organization is 
the primary factor determining its success or failure. Innovation is also seen as the key to maintaining 
competitive advantage because by innovating, it can be ensured that the organization has the opportunity to 
develop and excel (Zainal & Matore, 2019). Schools as an educational institution need major innovation 
because it has a direct effect on improving the quality of education (Messmann et al., 2018). Innovation also 
helps schools to keep abreast of digital transformation in the ever-changing and developing world of 
education. For this reason, schools do not only focus on digital transformation that affects the teaching and 
learning process but also must pay attention to teacher work behavior in accordance with existing changes. 
This happens because teachers play an essential role in ensuring the success and effectiveness of the 
education system (Zainal & Matore, 2019). 
 Digital transformation in the world of education creates conditions for teachers to change how they 
teach, adopt technology in the classroom, and be more innovative (Puentedura, 2014). This condition has an 
impact on teacher’s motivation at work. For example, some teachers may need help with the teaching 
process because they have to use digital teaching materials and supporting technology (Calumno et al., 
2022). In addition to the limited use of technology, teachers may experience fatigue adjusting to constant 
changes. Meanwhile, schools must continue to provide the right directions and strategies to support 
teachers in completing their work which is increasingly dependent on technology and working more 
innovatively (Haleem et al., 2022). 
 Innovative work behavior can be in the form of applying new methods, new procedures, or new 
approaches in an organization that is of value to the organization (AlEssa & Durugbo, 2022). In the context of 
schools, principals create new methods to encourage innovation by other teachers by setting up training 
forums to train teachers to be more creative. Innovative work behavior can be the foundation in schools 
because innovative behavior can help teachers be more creative and produce new innovations useful in the 
teaching and learning process (Gupta et al., 2020; Mansoor et al., 2021) 
 Studies on innovative work behavior itself have been carried out in many countries, such as the 
Netherlands (De Jong & Den Hartog, 2007), China (Afsar et al., 2017), Spain (Laguna et al., 2019), and carried 
out in various industries. Such as manufacturing (Carmeli et al., 2006), services (Slåtten & Mehmetoglu, 
2015), government (Carmeli et al., 2006), and educational institutions (Baharuddin et al., 2019; Messmann 
et al., 2018). However, few studies still exist on innovative work behavior in educational settings (Baharuddin 
et al., 2019; Parthasarathy & Premalatha, 2017). Innovative work behavior in the educational environment is 
important because there are always new advances and new knowledge in the field of education. 
Furthermore, the learning process in schools also requires innovative work behavior in teachers. In addition, 
it is agreed that teachers' innovative work behavior directly impacts the quality of teaching and services to 
students. Therefore, this study focuses on innovative work behavior among senior high school and vocational 
high school teachers in the city of Bandung.  
 Various factors can form innovative work behavior. These include comprehensive HR system 
perceptions, work-life conflict, employee resilience, focus on opportunity, work-related curiosity, social 
exchange relationships, justice, trust, perceived organizational politics, employee ambidexterity, high 
performance work systems, self-leadership skills (AlEssa & Durugbo, 2022), leadership (Ariyani & Hidayati, 
2018; Li et al., 2019; McMurray et al., 2013), job satisfaction (Ozturk et al., 2021), and work engagement 
(Rosdaniati & Muafi, 2021). In various organizations, a leader is needed to provide direction so that the 
organization can run well and be structured. Leaders need to make the right decisions so subordinates can 
follow them properly. Therefore, transformational leadership is the right leadership to support innovative 
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work behavior because it has a unique leadership style (Bass et al., 2003; Yukl, 2012). Transformational 
leadership is expected to encourage intellectual change and stimulate innovation at work because good 
performance will support the achievement of educational goals. By using intellectual stimulation and 
inspirational motivation, a transformational leader is able to induce within followers a belief in their ability to 
perform and re-evaluate potential problems and their work environment from which innovative ideas can 
grow. As a transformational leader highlights individual qualities of followers, it is plausible that 
individualized consideration instigates innovative work behavior. Thus, previous studies found that 
transformational leadership will enhance employee’s capacity to work innovatively (Feng et al., 2016; 
Gemeda & Lee, 2020; Reuvers et al., 2008). Contrary, the results of Khan et al. (2019) and Sheehan et al. 
(2020) assume that transformational leadership has no significant effect on the emergence of innovative 
work behavior of employees in an organization. According to Feng et al. (2016), one of the reasons why there 
are differences in findings from previous studies is that the impact of transformational leadership behavior 
on innovative work behavior does not occur directly but requires other variables that mediate it. Therefore, 
the inconsistency of this relationship is an essential reason for retesting.  
 Another factor that forms innovative work behavior is work engagement (Alamri, 2023). Employees 
with high work engagement will make more contributions, especially in generating ideas to develop the 
company to make it better and produce initiatives that will impact innovation (Ariyani & Hidayati, 2018). 
Furthermore, innovative work behavior is also formed from job satisfaction (Niu, 2014). Some researchers  
(e.g. Mustafa et al., 2021; Niu, 2014) believe that there is a positive effect of job satisfaction on innovative 
work behavior. An employee's job satisfaction is a feeling about their job and what employees think about it. 
Job satisfaction can also be interpreted as a person's attitude towards the job obtained and their self-
assessment of work and experience at work. Therefore, this state of emotions will lead to innovative work 
behavior. In contrast, Coetzer et al. (2018) find that the relationship between job satisfaction and innovative 
work behavior does not occur directly. This finding is the same vein with Bysted's  (2013) finding that job 
satisfaction has no direct and significant relationship to innovative work behavior. Furthermore, according to 
Mustafa et al. (2021) the ambiguity in these findings can be explained by the fact that employees who have 
high levels of job satisfaction might not want to change certain parts of their jobs because they are averse to 
changing how busy their days are at work., or also because they want to avoid conflicts with other 
colleagues. As a result of the inconsistency of previous results, this study was undertaken. This study re-
examines the relationship between job satisfaction and innovative work behavior. Tanjung et al. (2020) also 
state that only a few studies have included job satisfaction variables in studies of transformational 
leadership and innovative work practices. 
 Because of the inconsistencies in prior studies, this study aims to answer the following questions: 
(1) What is the relationship between transformational leadership and innovative work behavior? and (2) What 
is the influence of job satisfaction as mediation in the relationship between transformational leadership and 
innovative work behavior? The study focuses on high school and vocational high school teachers in Bandung. 
This study is critical because the changes that occur in schools must continue to be responded to by 
managing human resources so they can innovate and provide value (Calumno et al., 2022).   

 

LITERATURE REVIEW 

1. Transformational Leadership 

According to Bass and Avolio (1994), transformational leadership is the behavior of leaders who 
communicate their expectations and create enthusiasm for the team through inspiring words and behaviors. 
Transformational leaders can be seen as a leader who has a spirit to inspire their subordinates and is 
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responsible on developing the abilities of their subordinates. Furthermore, Bass et al. (2003) states that 
transformational leadership involves employees participating in the decision-making process and capturing 
innovative ideas. Therefore, subordinates feel that they are important and needed at work, which motivates 
them to continue to do well in the organization. Transformational leadership can be achieved when leaders 
and followers motivate each other. Furthermore, transformational leadership also acts as a mentor and 
advisor, pays attention to employees' personal development, provides learning, and creates trust for 
employees (Korejan & Shahbazi, 2016). For the long term, this type of leader helps the organization to create 
more competitive advantage.  

Furthermore, transformational leadership has four dimensions proposed by Bass (1985), namely, an 
idealized influence, which explains the attitude of leaders who can give hope, admiration, trust, and respect 
to their followers. Inspirational motivation includes the attitude of leaders who can motivate their followers 
to be more innovative and creative and think about an old concept but in a new way. Intellectual stimulation 
includes a leader's attitude that can foster the enthusiasm and loyalty of followers towards a shared vision 
and encourage growth. Individual consideration includes the attitude of leaders who help their followers 
achieve their potential through training, development, and mentoring. This model is presented in Figure 1.  

 
 

 

 

 

 

 

 

 

 

 

 

Figure 1. Transformational Leadership Model 

Source: Bass (1985) 

2. Job Satisfaction  

Job satisfaction is a positive emotional state from assessing one's work or work experience (Mustafa 
et al., 2021). Employee perceptions of job satisfaction are affective and cognitive evaluations of working 
experiences (Bysted, 2013). This evaluation involves certain aspects of work related to wages, promotion, 
work environment, supervision, and relationships with colleagues (Jameel & Ahmad, 2019). Therefore, job 
satisfaction is a multilayered combination of positive and negative feelings, values, and perceptions about 
various features of the job (Torlak & Kuzey, 2019). Previous studies have explained that high job satisfaction 
is often associated with increased employee performance, productivity, and commitment (Bysted, 2013; 
Parilla et al., 2022; Torlak & Kuzey, 2019) and also work engagement (Ariyani & Hidayati, 2018). Furthermore, 
low job satisfaction also affects the psychological well-being of employees. Job satisfaction has several 
dimensions. According to Kozarevic et al. (2014), there are five dimensions of job satisfaction which include 
1) the work itself, 2) wages and promotions, 3) working conditions, 4) colleagues, supervisors, and superiors, 
and 5) compatibility between work and personality. In addition, job satisfaction has a model that is divided 
into three, extrinsic, intrinsic, and personal. The model is presented in Figure 2.  
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Figure 2. Model of Job Satisfaction 

Source: Kozarevic et al. (2014) 

 

3. Innovative Work Behavior  

Innovative work behavior is an individual's contribution to developing an innovation, solutions and 
includes all physical and cognitive activities carried out by employees individually or jointly with the help of 
others to generate innovative ideas, explore most suitable opportunities, and produce a primary picture of 
an innovation (Messmann et al., 2022). According to De Jong and Den Hartog (2007), innovative work 
behavior is a series of behaviors regarding the introduction of various new ideas that are significant and useful 
to improve employee performance and organizational performance. These ideas are needed to deal with 
changes within the organization, such as creating new routines, simplifying work processes, and increasing 
internal and external cooperation (AlEssa & Durugbo, 2022). Innovative work behavior also has a model that 
is characterized as the intentional creation, introduction, and application of new ideas by individuals, groups, 
or organizations (Bos-Nehles et al., 2017).  

According to Axtell et al. (2000), Smith (2002), and Pradhan and Jena (2019), the innovative work 
behavior among employees has a major influence on organizational survival and effectiveness, which 
ultimately leads to sustainable organizational development. The concept of innovative work consists of three 
different behaviors: idea generation, promotion, and realization (Messmann et al., 2018). Idea generation 
means generating new and useful ideas in any field.  Promotion refers to the individual's ability to build 
supporters who can provide the strength to realize an idea. Finally, the realization of ideas refers to producing 
something or generating an innovation model that can ultimately be applied in work assignments and 
beneficial to groups or organizations.  
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Figure 3. Research Model 

 

The research model of this study is presented in figure 3. Leaders who adopt a transformational 
leadership style tend to be seen as successful innovators and exhibit innovative work behavior to develop 
their followers and the organization's potential (Afsar et al., 2014). Transformational leaders also encourage 
their followers to challenge the status quo and intellectually stimulate them to seek innovative solutions to 
problems. Transformational leaders also inspire employees to strive creatively and improve their problem-
solving and analytical skills for new ideas (Pradhan & Jena, 2019). Results from previous studies (e.g. Afsar 
et al., 2014; Feng et al., 2016; Gemeda & Lee, 2020; Pradhan & Jena, 2019; Pundt, 2015; Reuvers et al., 2008; 
Sudibjo & Prameswari, 2021; Zainal & Matore, 2021) showed that transformational leadership has a 
significant effect on innovative work behavior. Meanwhile, Pradhan (2015) states that there is no significant 
effect of transformational leadership on the employees’ innovative work behavior. Sheehan et al. (2020) and 
Khan et al. (2019) are also in the same vein. They found that there is no significant effect of transformational 
leadership on the emergence of innovative work behavior of employees in an organization. This consistency 
led this study to develop the following hypothesis:  

H1. Transformational leadership has a significant effect on innovative work behavior.  
 
Employees who satisfied with their work are expected and can be eager to apply a new ways of 

working to accomplish their jobs (Mustafa et al., 2021). Satisfied employees tend to be passionate and eager 
to contribute more for organization (Montani et al., 2018). In contrast, Hootegem et al. (2019) find that 
employees who feel insecure at work tend to withdraw and refuse to involve in organization. Previous studies  
(e.g., Mustafa et al., 2021; Rosdaniati & Muafi, 2021) state that job satisfaction has a positive effect on 
innovative work behavior. However, the studies of Coetzer et al. (2018) and Bysted (2013) regarding the job 
satisfaction found a distinct result. They found that there is a significant effect of employees’ job satisfaction 
and innovative work behavior. Therefore, to examine this relationship, this study develops the following 
hypothesis: 

H2. Job satisfaction has a significant effect on innovative work behavior.  
 
The study conducted in educational institutes of Pakistan found that leadership behaviors such as 

negative feedback, role modeling, inspiration, creativity, self-reflection, encouragement/support, and 
participation-oriented leadership style were positively related to employees' optimistic emotional state in 
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job execution (Torlak & Kuzey, 2019). A transformational leader is able to influence followers by connecting 
their self-concept to the mission of the organization or group, addressing and modifying their values and self-
esteem. Transformational leadership is a leader who prioritizes change and innovation (McMurray et al., 
2013). Leader orientation like this will increase employee satisfaction at work. It occurs because 
transformational leadership encourages employees' intellectual growth to participate in innovation. Ozturk 
et al.(2021) also stated that when a leaders prioritize the needs of their followers and their professional 
growth, employees become emotionally involves and engaged in their work. Therefore, employees will be 
satisfied with their jobs and the influence of transformative leaders will influence the way employees work. 
The inspirational motivation dimension possessed and carried out by transformational leaders can make 
employee to think differently, work enthusiastically and eager to contribute more for organization (Montani 
et al., 2018). Therefore, this study develops the following hypothesis: 

H3. Transformational leadership has a significant effect on innovative work behavior, with job 
satisfaction as mediation. 
 

RESEARCH METHOD 

The population in this study were teachers at senior high schools and vocational high 

schools in the western, northern, and southern suburbs of Bandung, Indonesia. The sampling 

technique used in this study was purposive sampling to ensure that the respondents involved were 

following the research objectives (Saunders et al., 2018). The criteria used were high school and 

vocational high school teachers who have worked at the school for at least one year.  

This study used an online survey to collect data. The researchers first visited the school and 

coordinated with the vice principal to obtain permission and access to contact respondents. Using a 

Google Form link, the researchers distributed questionnaires to teachers through the Vice Principal. 

There were 212 teachers who participated in the study. Furthermore, respondents were categorized 

based on gender, age, marital status, employment status, last education, and length of time working 

as a teacher at the school. Most respondents were female (55.9%), and most ages were in the age 

range >25-30 years (32.3%). Furthermore, in general, the respondents were married, worked full 

time, and many of them were at the bachelor’s degree level (82.9%).  

In relation to this study, the variables used are the independent variables, namely 

transformational leadership (x), the mediating variable of job satisfaction, and the dependent 

variable, namely innovative work behavior (y). In this study, transformational leadership consists of 

seven questions adapted from Bass et al. (2003) and Hargis et al. (2011) cited from Jensen et al. 

(2019). One of the questions is: "My leader concretizes a clear vision for the future of the 

organization". Innovative work behavior consists of 10 questions adapted from De Jong & Den 

Hartog (2010). The question sample is: "I make other teachers enthusiastic about innovative ideas." 

Furthermore, job satisfaction consists of 3 questions adapted from (Bowling & Hammond, 2008). 

One of the questions is: "Overall, I feel satisfied with my job." In total, there are 20 questions using a 

5-point Likert scale.  

 

FINDINGS AND DISCUSSION 

Validity and Reliability Test 

In this study, the validity test was divided into two, namely Convergent Validity containing a 

loading factor and Average Variance Extracted (AVE), which was carried out using SmartPLS software 

version 3.2.9. In detail, the Convergent Validity and Average Variance Extracted (AVE) data are 

presented in Table 1. Furthermore, the reliability test is divided into two, namely Composite 

Reliability, which measures the actual reliability value of a variable, and Cronbach's Alpha which 
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measures the lowest value (lower bound) of the reliability of a variable. The standard for Composite 

Reliability value is > 0.7 and the Cronbach's Alpha value is > 0.7 (Saunders et al., 2018). In detail, 

Composite Reliability and Cronbach's Alpha data are presented in Table 1.  

 

Table 1. Validity and Reliability Test  

Variable Indicators  Outer 
Loadings 

dan Cross 
Loadings 

AVE Composite 
Reliability 

Cronbach’s 
Alpha 

Transformational 
Leadership (X1) 

KT1 
KT2 
KT3 
KT4 
KT5 
KT6 
KT7 

0,924 
0,928 
0,930 
0,859 
0,905 
0,914 
0,933 

0,835 0,972 0,967 

Job Satisfaction (X2) KK1 
KK3 

0,893 
0,925 

0,826 0,904 0,790 

Innovative Work 
Behavior  (Y) 

PKI10 
PK12 
PKI3 
PKI4 
PKI5 
PKI6 
PKI7 
PKI8 
PKI9 

0,841 
0,847 
0,831 
0,839 
0,842 
0,821 
0,842 
0,867 
0,866 

0,713 0,957 0,950 

Source: Data processed by SmartPLS, 2022 

 

After the purification process, several questions had to be removed from further testing 

because they did not meet the standards. The data presented in Table 1 shows that all the question 

items have met the requirements. The instruments in this study met the Convergent Validity 

requirements, seen from the outer loading values of all indicators > 0.7 and the Average Variance 

Extracted (AVE) value > 0.5. The results of Cross Loadings in Table 1 show that the correlation value 

of the construct with the indicators is greater than the correlation value with the other constructs. 

Thus, the construct or latent variable has a good discriminant validity. The results also show the 

Composite Reliability values for all constructs above 0.7. As a result, all constructs are reliable. 

Furthermore, the construct is declared reliable if Cronbach's Alpha value is >0.7 (Saunders et al., 2018) 

and it can be concluded that in this study all the Cronbach's Alpha is reliable (the values are >0.7). The 

instruments in this study have also fulfilled the discriminant validity requirements, which can be seen 

from the results of the Fornell Larcker Criterion in Table 2. The table shows that the results of the 

Fornell Lacker Criterion for each construct already have the highest value for each latent variable 

tested with other latent variables (Table 2). It can be concluded that each indicator can be predicted 

well by each latent variable, and the numbers that are not in bold are the correlation values between 

constructs and other constructs. 

 

Table 2. Fornell Lacker 
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  X1 (TL) X2 (JS) Y (IWB) 
X1 (TL) 0,914 

  

X2 (JS) 0,732 0,909 
 

Y (IWB) 0,774 0,771 0,844 

TL: Transformational Leadership; JS: Job Satisfaction; IWB: Innovative Work Behavior 

Source: Data processed by SmartPLS, 2022 

 

Structural Model Test 

This study's structural model test (Inner Model Test) consists of R-Square, Predictive 

Relevance, Model Fit, Path Coefficient, and T-Statistic (Bootstrapping) values. The result of the R-

square variable Y (innovative work behavior) is influenced by job satisfaction and transformational 

leadership by 69%. Meanwhile, 31% is influenced by other factors not explained in this study. Then, 

X2 (job satisfaction) is influenced by transformational leadership by 53.5%, while 46.5% is influenced 

by other factors not explained in this study. 

 

Model Fitness 

Model fitness test aims to know how well the model is examined in this study. As the NFI 

results demonstrate, a high NFI value indicates a better-fit model (Saunders et al., 2018). In this study, 

the resulting NFI is 87.9%. Based on this study, we can conclude that the model is a good fit.  

Furthermore, hypothesis testing in this study was carried out with Path Coefficients and T-Statistics 

(Bootstrapping) using the SmartPLS 3.2.9 version for Windows software presented in Table 3. In this 

study, all variables are in the range 0 to 1, which means there is a positive influence. The T-Statistics in 

this study also show that all relationships have a significant effect because the z-score is> 1.96. 

 

 

 

 

 

 

 

 

 

 

 

 

Table 3. Structural Model Test 
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The Path Path 
Coefficients 

T Statistics 
(|O/STDEV|) 

P Values Conclution 

X1 (TL) -> Y (IWB) 0.452 6.746 0.000 Positif and 
significant 

X2 (JS) -> Y (IWB) 0.440 6.826 0.000 Positif and 
significant 

X1 (TL) -> X2 (JS) -> Y 
(IWB) 

0.322 6.809 0.000 Positif and 
significant 

TL: Transformational Leadership; JS: Job Satisfaction; IWB: Innovative Work Behavior 

Source: Data processed by SmartPLS, 2022 

 

Hypotheses Testing 

An analysis of transformational leadership and innovative work behavior shows positive 

results with a significant level of 0.000. Therefore, the findings in this study support the previous 

studies (e.g. Afsar et al., 2017; Feng et al., 2016; Gemeda & Lee, 2020b; Pradhan & Jena, 2019; Pundt, 

2015; Reuvers et al., 2008; Sudibjo & Prameswari, 2021; Zainal & Matore, 2021). Transformational 

leadership influences innovative work behavior because transformational leadership encourages 

change, thereby encouraging employees to think and solve problems innovatively (Afsar et al., 2017). 

Gemeda & Lee (2020) explain that transformational leadership can influence employees' innovative 

work behavior because this leader's behavior encourages subordinates to initiate new ideas and 

abandon old ways of doing things. Then, the role of the transformational leader is to balance the 

followers’ need and desire. When employees feel that their needs are fulfilled, they tend to contribute 

more and open with news idea. In the context of schools, teachers are currently facing many changes 

due to changes in the learning process, such as the use of technology in the teaching and learning 

process. Consequently, the principal's role in encouraging teachers to think innovatively is very 

important. By utilizing the four elements of transformational leadership (idealized influence, inspiring 

motivation, intellectual motivation stimulation, and individual concern), the principal should be 

accessible to help the teachers solve their task-related challenges. For example, intellectual 

stimulation, this stimulation indirectly increases the intellectual capacity and exploratory thinking of 

teachers while at the same time encouraging teachers to be more creative in generating new and 

authentic ideas, which will undoubtedly encourage teachers to have innovative work behaviors. 

Innovative work behavior in teachers can also be attributed to inspirational motivation by the 

principal. For example, a school principal who motivates teachers and convinces them to carry out 

their assigned tasks properly will bring out the self-confidence and creativity of teachers, which will 

increase and stimulate innovative work behavior in teachers (Zainal & Matore, 2021). 

Results from the test of the effect of job satisfaction on innovative work behavior are positive 

with a significant effect. 0.000. Therefore, the findings in this study support the studies of Mustafa et 

al. (2021) and Niu (2014). Teacher’s job satisfaction refers to teachers’ affective and cognitive 

reactions to their profession as well as to their current work environment (Liu et al., 2021). Job 

satisfaction affects innovative work behavior because employees who are satisfied with their jobs will 

be intrinsically motivated to be able to generate, promote, and implement ideas that are considered 

useful. When teachers are satisfied with their jobs, they are involved and eager to find ways to improve 

their performance (Parilla et al., 2022) and will be more receptive to new innovative ideas. High job 

satisfaction makes teachers more receptive to new ways of working and motivates them to make more 

suggestions to improve their performance (Mustafa et al., 2021).  
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A testing of the impact of transformative leadership on innovative work behavior, mediated 

by job satisfaction, yielded positive results on the sig. 0.000. Therefore, the findings in this study 

support the studies of Kouni et al. (2018), Mustafa et al. (2021), and Tanjung et al. (2020). 

Transformational leadership inspires and encourages employees to demonstrate expected success, 

leading to higher levels of job satisfaction. This type of leader is critical in fostering positive behavior, 

willingness to overcome obstacles, and openness to new ways of working.  Then, transformational 

leadership can motivate employees to achieve maximum performance and is expected to enhance the 

followers’ job satisfaction (Reuvers et al., 2008). This behavior aligns with the dimensions of 

transformational leadership: idealized influence, inspirational motivation, intellectual stimulation, 

and individual consideration. When employees are driven by inspirational motivation from leaders, 

they tend to focus on their work because they believe the organization is supporting them. 

Individualized consideration is the attitude of leaders who accept ideas or suggestions from 

employees regarding work and for the leaders themselves. In this way, employees will achieve a sense 

of satisfaction at work. Furthermore, in line with social exchange theory which reveals that when 

leaders and organizations show they care about their employees, those same employees are more 

likely to reciprocate by giving the organization favorable feedback. Therefore, employees who think 

the leader will provide moral and intellectual support will tend to reciprocate by providing the best 

performance, innovating, and focusing on things that support the company (Kouni et al., 2018).  

 

CONCLUSIONS 

This study found a significant effect of transformational leadership on innovative work 

behavior, with job satisfaction as a mediating variable. Based on the discussion above, 

transformational leadership creates employees' capacity to work innovatively. When employees are 

led by leaders who apply transformational leadership behavior dimensions (idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration), employees will 

be able to implement new ways of working and deal with challenges at work. Employees who are more 

satisfied with their jobs will be more motivated to get involved in the organization and promote new 

ideas to help them perform better. Transformational leaders tend to pay attention to employees' needs 

and desires when leading employees. Employees consequently feel that the company cares about 

them. The ability of workers to work creatively will improve due to this circumstance. 

This study contributes to the literature on innovative work behavior by examining the 

relationship between transformational leadership and creative work behavior, focusing on the 

moderating effect of job satisfaction. By exploring the motivational influence of transformational 

leadership on innovative work behavior, this study adds to our understanding of the factors that drive 

employees to engage in innovative behaviors in the workplace. Additionally, by considering the 

potential mediation effect of job satisfaction, the study sheds light on the role of employees' optimistic 

emotional state. This study expands the existing knowledge base and provides valuable insights for 

researchers and practitioners interested in fostering innovative work behavior. 

 

LIMITATION & FURTHER RESEARCH 
This study has limitations in terms of the sample. Even though this study involved at least what 

was required, the sample size of 212 was still relatively small. Therefore, future studies may involve 

more samples because a larger size will have a more significant impact. Another limitation is related 

to the method of data collection. This study collects data only through surveys. Therefore, the 
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researcher could not confirm the finding to the respondent. Future research should consider a larger 

sample and adding another survey method, for example interview or observation.  

As a theoretical implication, this study provides a new understanding of the important role of 

leadership style in creating innovative work behavior, especially in the school environment (teachers), 

which is currently facing many demands for change. Meanwhile, practically this study provides several 

important suggestions for school management. First, school principals should focus on the four 

dimensions of transformational leadership: idealized influence, intellectual stimulation, inspirational 

motivation, and individual consideration. Second, the principal should be oriented to the relationship 

with the teachers. This is considered necessary because the teacher's perception of leader behavior is 

the main element in creating job satisfaction. 
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Sent: Wednesday, 1 November 2023 9:37 AM
To: Susanti Saragih <susanti.saragih@eco.maranatha.edu>
Subject: Re: Confirmation Required - Copyediting of Your Manuscript
 
Dear Susanti Saragih,

Yes, in the final manuscript, the yellow highlights are already removed. Furthermore, your
manuscript is already published in ORCADEV's October Issue. You can check it at ORCADEV's
website or directly at 
https://journals.researchsynergypress.com/index.php/orcadev/article/view/1566.

Regards,
ORCADEV Editorial Team

On 11/1/2023 7:13 AM, Susanti Saragih wrote:

Dear editor, 

Thank you for your email. I just need to make sure that the yellow highlights are
removed before the manuscript get published. Thank you very much. 

Best regards, 
Susanti

From: orcadev <orcadev@researchsynergypress.com>
Sent: Friday, 27 October 2023 10:17 AM
To: Susanti Saragih <susanti.saragih@eco.maranatha.edu>
Subject: Re: Confirmation Required - Copyediting of Your Manuscript
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Dear Susanti Saragih,

Thank you for your confirmation. Hereby we attached the copyediting result based on
the final manuscript we received.

Regards,
ORCADEV Editorial Team

On 10/26/2023 1:04 PM, Susanti Saragih wrote:

Dear Editor, 

Yes, the file that I have sent yesterday is the final version. I found some typo
and mistake in writing thus I made some changes. In this attach file, I have
highlight the changes (if you want to see the differences) and I also checked
the references and delete some references that are not in the text. 

Thank you. 

Best Regards, 
Susanti

From: orcadev <orcadev@researchsynergypress.com>
Sent: Thursday, 26 October 2023 11:46 AM
To: Susanti Saragih <susanti.saragih@eco.maranatha.edu>
Subject: Re: Confirmation Required - Copyediting of Your Manuscript
 
Dear Susanti Saragih,
We want to confirm regarding the manuscript that we received here.
Does the manuscript that you sent in this email have any part that change
compared to the copyediting result that we send? Because the copyediting
result that we send is made based on the latest manuscript revision that
we received.
On 10/25/2023 11:19 PM, Susanti Saragih wrote:

Dear ORCADEV Editorial Team,
 
Thank you for your email. I would like to inform you that the
final version of our manuscript has been uploaded to the
ORCADEV website. However, I also attached the file here.
Hopefully, you find it well.
Thank you very much for the opportunity to publish with
ORCADEV.
 
 
Best regards, 
Susanti

From: orcadev <orcadev@researchsynergypress.com>
Sent: Tuesday, 24 October 2023 4:54 PM
To: alfiliarahma.ah@gmail.com <alfiliarahma.ah@gmail.com>;
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Susanti Saragih <susanti.saragih@eco.maranatha.edu>
Subject: Confirmation Required - Copyediting of Your
Manuscript
 
Dear Authors,
I am writing to inform you that the copyediting of your
manuscript has been completed. Before proceeding with the
production stage, we kindly request your confirmation
regarding the manuscript's content.
We kindly ask you to review the copyedited manuscript to
ensure that the final version accurately reflects your intentions.
Please take your time to carefully read through the document
and compare it with your original submission. If you encounter
any concerns, discrepancies, or areas that you believe require
further attention, kindly provide us with your feedback or
clarifications by October 26, 2023.
We appreciate your prompt attention to this matter. Your
confirmation by October 26, 2023, will help us ensure a timely
and seamless publication process. We are looking forward to
receiving your feedback and moving forward to the production
stage.
Thank you.
Regards,
ORCADEV Editorial Team
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