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ABSTRACT: The background of this research is the importance of an organization building a culture of innovation as a tool to 

increase the growth of an organization on the one hand, on the other hand, the growth of an organization certainly cannot be 

separated from employee performance and the leadership model applied in the organization. This study aims to reveal the 

effect of transformational leadership on employee performance with a culture of innovation as a mediating variable. This 

research uses a quantitative approach with a survey method. Respondent research as many as 78 employees of a private bank in 

the city of Magelang central Java Indonesia. The data collection technique was a questionnaire and the data was analysed with 

Partial Least Square (PLS). The results revealed that transformational leadership influences both directly and indirectly through 

innovation culture as an intervening variable on employee’s performance. The results of this study emphasize the important role 

of a leader who applies a transformational leadership model to be able to foster a culture of innovation and improve employee 

performance.  
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I. INTRODUCTION  

Changes in the organization's strategic environment that are very fast will make the organization face various problems 

and challenges that can reduce organizational performance and employee performance if the organization is unable to adapt to 

the waves of technological development changes, the organization must have innovative capabilities. Therefore, it is a necessity 

and obligation for organizations to make changes and continuous improvements by building strengths in order to continue to 

innovate. This change in the strategic environment will be a source of problems if the organization is late to adapt and take 

strategic steps. Excellent companies are usually characterized by the number of innovations they produce, largely determined by 

organizational culture. A strong organizational culture is a binder of togetherness at work that makes the organization 

productive. Organizational culture can be the identity of an organization that influences how people and employees think and 

act in the organization (Ancok, 2012).   

 (Dobni, 2008) explains that innovation culture is a multidimensional concept consisting of the intention to be 

innovative, the infrastructure that encourages innovation, the innovative behavior needed to influence the market and focus on 

value, and the environment to implement innovation. To encourage the innovation process in an organization, the organization 

must encourage and motivate employees to actively innovate and stimulate employees to take risks. Without the courage to 

take risks, innovation in the organization will be difficult to realize. Meanwhile, (Wei et al., 2013) explained that organizations 

can build a culture of innovation by experimenting with various ways to improve and empower organizational performance by 

producing new products and services to meet consumer needs. 

 Leaders have a very important role to determine the growth and survival of an organization. Many companies are 

unable to survive in the market, bankrupt and die because they are managed by leaders who do not have foresight. Company 

innovation is slow and even stops because leaders are satisfied with what has been achieved so far. There is no spirit to improve 

organizational performance through continuous innovation. Organizations must pay attention to the importance of innovation 

for the survival of the organization, because without innovation the company will die. Making a company into an innovative 

company is a must and a challenge for every company leader. The waves of change that continue to occur and the increasingly 
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severe challenges of the Company to continue to move forward and exist, require leaders to be able to improve and motivate 

employees to bring out their creativity and improve employee performance (Sutiyatno, 2022). 

Employee performance plays a very important and strategic role in the organization because the greatness, excellence, 

success, and failure of an organization is determined by the quality of human resources in the organization, therefore a 

transformational leadership figure is needed, namely leaders who inspire their members to innovate and make changes. (Jung et 

al., 2008) revealed that there is a positive influence between transformational leadership style and innovation in the company. 

So, the more transformational the leaders in the company, the more innovation will emerge in the company. Transformational 

leadership is a leadership model that integrates charismatic and visionary leadership that aims to change and transform people. 

There are four factors of transformational leadership, namely: Idealized Influence, Inspirational Motivation, Intellectual 

Stimulation, and Individualized Consideration. Transformational leadership is closely related to the emotions, values, standards, 

ethics, long-term goals, and motives of followers to meet their expectations and needs, and treats and considers them as full 

human beings (Northouse, 2007).  Companies must continuously maintain, develop, and improve the quality of employee 

performance, the greatness and competitiveness of an organization is determined by the quality of employee performance 

(Sutiyatno, 2024). The results revealed that transformational leadership has a positive and significant impact on organizational 

effectiveness through its components, namely inspirational motivation, intellectual stimulation, and individual consideration 

(Chien-Chi et al., 2020).  

 An effective organization can be realized if a leader can develop and improve the performance of his employees. 

(Mohammad, 2019) emphasizes that employee performance can be interpreted as the employee's ability to show how well the 

employee is able to carry out his work effectively and efficiently and produce better output. Meanwhile, (Amalia et al., 2021) 

explains that employee performance is the ability of employees to show their work both in quality and quantity. (Kozioł-

Nadolna, 2020) states that a leader has a strategic role in influencing innovative behavior in the company.  Behavior in fostering 

a culture of innovation must be open to new ideas and employee initiatives for better organizational change. 

This study aims to reveal the role of innovation culture as a mediating variable in influencing the relationship between 

transformational leadership and employee performance.  

 

II. METHOD 

The study used a quantitative research approach with a survey method. The object of research is a private bank in 

Magelang.  Respondents in the study totaled 78 employees consisting of 52 male employees and 26 female employees. The data 

collection technique is a questionnaire. The transformational leadership questionnaire was adopted and modified from 

(Blanchard, 2007). Meanwhile, the innovation culture questionnaire was developed and modified from (Ravasi, 2016). The 

employee performance questionnaire was developed and modified from (Koopmans et al., 2014).  

Partial Least Square (PLS) was used to analyze the data, Confirmatory Factor Analysis was used to evaluate validity. 

Meanwhile, Indicators are measured by a loading factor > .050. Average Variance Extracted (AVE) should be ≥ .50. Meanwhile, 

Reliability was measured based on Cronbach's alpha and Composite Reliability (CR) that must be greater than > .70. 

The characteristics of employee respondents include age, educational background, and length of service. Employees 

who have an undergraduate education are 6 people or 7.69%, undergraduate as many as 12 people or 15.38%, diploma level as 

many as 22 people or 28.20%, and high school as many as 29 people or 37.18%, and the remaining 9 people have a junior high 

school education background or 11.54%. Employee tenure ranges between 0-10 years around 42 people or 53.84%, between 10-

15 years around 23 people 29.48%, and above 15 years around 13 people or 16.66%.  

 

III. RESULT 

Below are presented the results of the analysis to determine reliability and validity (Table 1). 

Table 1. Construct Reliability and Validity 

  
Cronbach's 

Alpha 
rho_A 

Composite 

Reliability 

Average 

Variance 

Extracted 

(AVE) 

Behav 0.867 0.872 0.904 0.655 

Climate 0.864 0.866 0.902 0.647 

ContPerfS 0.931 0.933 0.941 0.572 

CountWBS 0.903 0.904 0.922 0.595 



A Study of Innovation Culture: The Effect of Transformational Leadership on Employee’s Performance 

JEFMS, Volume 08 Issue 04 April 2025                                 www.ijefm.co.in                                                            Page 2471 

EmplPerf 0.969 0.970 0.971 0.556 

Idealized 0.882 0.885 0.909 0.587 

Individual 0.938 0.941 0.947 0.620 

InnoCult 0.976 0.977 0.978 0.594 

Inspirational 0.982 0.982 0.984 0.847 

Intelectual 0.852 0.853 0.894 0.629 

Processes 0.870 0.877 0.906 0.658 

Resources 0.851 0.853 0.900 0.692 

Success 0.878 0.880 0.911 0.673 

TaskPerfS 0.899 0.900 0.920 0.623 

TransLead 0.983 0.985 0.984 0.648 

Values 0.902 0.907 0.925 0.672 

 

Construct Validity Measurement 

Measurement of instrument validity is done through two orders. Based on the results of the analysis, the first order, the 

constructs to be used proved to be valid with loading factors every construct p < .05. Similarly, the validity measurement for the 

second order explains that all manifests proved to be valid loading factors p < .05, it explains that the instruments are valid. 

Construct Reliability Measurement 

Measurement of instrument reliability is also carried out through first order and second order, based on the results of the 

analysis the instruments have acceptable reliability, internal reliability with coefficient Cronbach's Alpha> .7; CR> 0.7, and AVE> 

0.5. 

Measurement of Structural Model 

The result of analysis can be described as the figure 1 below. 
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Hyphothesis Testing 

The results of hyphothesis testing can be seen in the table below:  

Table 1. The Result of Hyphothesis Testing 

 Dependence Endependence Coefficient tval P 

Direct Effect 

Innovation 

Culture 

(InnoCult) 

Transformational 

Leadership 

(TransLead) 

0.569 6.699 < 0.0001 

Employees’ 

Performacee 

(EmplPerf) 

Innovation Culture 0.642 8.787 < 0.0001 

Transformational 

Leadership 
0.218 2.100 0.036 

Indirect Effect Employees’ 

Performacee 

Transformational 

Leadership 
0.365 4.859 < 0.0001 

Total Effect 
Employees’ 

Performacee 

Transformational 

Leadership 
0.583 5.879 < 0.0001 

 

Based on figure one and table one above, transformational leadership has a significant effect on innovation culture with 

coefficient .569 and p < .05. Meanwhile, organizational culture significantly affects employee performance with coefficient .642 

and p < .05 and transformational leadership directly affects employee performance with coefficient .218 and p < .05. 

Meanwhile, organizational culture has a significant effect on employee performance with coefficient .642 and p < .05 and 

transformational leadership has a direct effect on employee performance with coefficient .218 and p < .05. Then, 

transformational leadership indirectly affects employee performance with coefficient .365 and p < .05. The effect of 

transformational leadership both directly and indirectly on employee performance with coefficient .583 and p < .05.   

                 

IV. DISCUSSION 

Transformational Leadership on Innovation Culture 

Based on the results of the study, empirically transformational leadership affects the culture of innovation in a company. These 

results explain that a leader who applies a transformational leadership style has an important role in fostering organizational 

culture. The results of the study are in line with (Gemasari et al., 2024) found that transformational leadership affects innovative 

work behavior. Leaders in an organization have a strategic role to encourage the emergence of new ideas to build innovation.  

A successful leader to drive innovation is one who develops and values diversity by inviting people from different fields 

of knowledge to work together on a project. Diversity can generate new ideas to realize innovation as an organization's 

competitiveness. If an organization wants to survive and grow in the face of global competition, then a leader must be able to 

create innovation.  (Żywiołek et al., 2022) found transformational leadership not only drives employee performance but also 

employee creativity. Creativity can be defined as the cognitive and behavioral processes used when generating and developing 

new ideas, while innovation can be explained as a process used when implementing new ideas (Hughes et al., 2018). So, leaders 

create a work culture that supports creativity, encourages their people to find solutions independently when they face 

problems, explores complex challenges by reframing problems and problem solving. The attitude in fostering a culture of 

innovation must be open to new ideas and opinions and employee initiatives for better organizational change. 

Intellectual stimulation as one of the dimensions of transformational leadership plays an important role to explore and 

develop the capacity of followers to think critically and build creativity. Leaders prioritize a culture of continuous innovation and 

believe that inclusiveness fosters the best conception of innovation. Innovation is a form of change of something, either 

incremental, or radical that must be managed properly. (Nilasari et al., 2022) found that employee creativity is significantly 

influenced by transformational leadership with mediation of perceived organizational support. So transformational leadership 

has a very important role to develop employee creativity. On the other hand, the intellectual stimulation dimension in 

transformational leadership plays an important role in triggering employees to think of new ideas to encourage innovation. 

(Afsar & Umrani, 2020) state that a leader who applies a transformational leadership model is an ideal leader who can inspire, 

motivate and build innovative work behavior and culture.  

(Zhang et al., 2018) found that the innovation climate in an organization is influenced by the transformational 

leadership model. Transformational leaders are able to foster a culture of critical and creative thinking to face challenges. They 

encourage change, open their organizations to welcome different ideas, and adopt new knowledge and technological 
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development. Transformational leaders are agents of change in organizations, encouraging cultural shifts that successfully 

enable the innovation process. However, different findings based on the results of research (Widianingsih et al., 2024) 

transformational leadership has no significant effect on innovative work behavior and  (Tanga et al., 2024) found organizational 

innovation is not influenced by the transformational leadership model.  

Transformational leadership has a positive impact on organizational culture. The results of this study confirm that a 

leader can build an organizational culture to improve employee performance (Rizki et al., 2019). Meanwhile, (Lee et al., 2020) 

revealed that creativity and innovation can be built by applying a transformational leadership style. A culture of innovation can 

develop in an organization if leaders can create a work atmosphere that encourages people in the organization to freely express 

new ideas and ideas, innovation can come from anyone, not just the monopoly of leaders. Every leader must believe that every 

human being has the ability to become an innovator. (Geisler, 2010) found a positive relationship between transformational 

leadership and innovative work behavior. However, (Ancok, 2012) states that a very important thing to think about is the 

implementation and realization of innovation from new ideas. The manifestation, among others, is in the form of the 

organization's ability to implement ideas that provide added value (value added ideas), as well as the organization's ability to 

harmonize systems and processes in accordance with the needs of environmental changes.  

(Usman et al., 2022) found that transformational leadership has no effect on innovation, however, innovation culture 

and transformational leadership have a significant effect on organizational performance. Leaders create a work culture that 

supports creativity, encourages their subordinates to find solutions independently when they face problems, explores various 

complex challenges by reframing problems and problem solving. The attitude in fostering a culture of innovation must be open 

to new ideas and opinions and employee initiatives for better organizational change. A leader should trust employees to realize 

the positive impact of a culture of innovation.  

Innovation Culture on Employee’s Performance 

Based on the results of the study, it was found that innovative culture affects employee performance. These findings explain 

that employee performance can increase if the organization has a culture of innovation. Thus a leader must build an innovative 

culture so that employees can express their new ideas freely to improve their performance.  A corporate culture that 

encourages innovation and creativity can facilitate continuous progress in the organization's products, services, and procedures. 

(Widianingsih et al., 2024) revealed that employee performance is significantly influenced by innovative work behavior. 

However, organizational culture affects employee performance. So with a quality organizational culture will have an impact on 

employee innovation behavior. Innovative behavior will be reflected in how they do their work constructively, creatively, 

objectively, and rationally to improve organizational performance and leadership styles can create an innovative culture. 

Meanwhile, (Zulhelmi et al., 2019) revealed that innovative leadership behavior has a positive effect on performance. An 

innovative leader is a creative visionary. They can help improve organizational performance by introducing unique solutions to 

overcome various obstacles and encouraging creative behavior in the people they manage.  

(Sutiyatno et al., 2022) explain that building innovation is a very important determinant of an organization's 

performance. Leaders have a strategic role in creating innovative behavior within the company. Behavior in developing an 

innovative culture must be open to new ideas and opinions as well as employee initiatives to improve their performance and 

better organizational change. Organizational culture and marketing innovation affect company performance. 

(Aboramadan et al., 2020) in their research found marketing innovation to be an intervening variable in the relationship 

between organizational culture and bank performance. However, (Firdaus et al., 2023) revealed other results that organizational 

culture has no effect on employee performance and Organizational culture has no effect on employee performance (Pamungkas 

et al., 2023). Leaders who are able to spur innovation do not make one employee the only source of ideas. Leaders must be able 

to create an atmosphere that allows each employee to be motivated to express their ideas. So employees are the determining 

factor for increasing the productivity and competitiveness of an organization. So a leader can improve can develop 

organizational culture as a means to improve the performance of organizational employees (Mutiara et al., 2023). 

Employee performance is influenced by culture of control and commitment (Pratiwi et al., 2024). Similarly,  (Wei et al., 

2013) found that a perceived innovative culture affects employee job satisfaction, organizational dynamism, and the 

performance of a company. According to study findings (Espig et al., 2022), ““innovation culture is a multidimensional concept 

that includes the intention to be innovative,” the availability of infrastructure to support innovation, the existence of 

operational-level behaviors needed to influence market orientation and values, and environmental conditions for implementing 

innovation, creativity, and workforce strength. The socialization process, where employees learn the basics of the company's 

values, is one factor that influences innovation, as are the principles, procedures and tactics that help companies formally 

encourage innovation and creativity. (Dobni, 2008) explains that innovation culture can be explained as a multidimensional 
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concept that includes the desire and intention to be innovative, the availability of infrastructure to encourage the birth of 

innovation, the operational behaviors needed to influence the market and focus on value, and the environment that supports 

innovative culture.  

(Diansyah & Putri, 2022) found that the transformational leadership model and organizational culture affect employee 

performance. Leaders who are able to build a culture of innovation and are able to influence their subordinates so that they 

realize the meaning of their lives and want their lives to be more meaningful, will make them always try to think and work to 

create the best they can do. Their creativity and innovation will emerge and there will be a sense of ownership of what they do. 

They will be proud of their work.  

Transformational Leadership on Employee’s Peformance 

The results revealed that transformational leadership has a direct effect on employee performance. These results emphasize 

that improving employee performance is inseparable from the role of a transformational leader. So, transformational leadership 

plays a very important role in improving employee performance. Transformational leadership is able to inspire and motivate its 

followers by building emotional connections so that they can work better and more creatively. (Dwivedi et al., 2020). 

Transformational leadership plays a very important role in encouraging employees so that they can improve performance and 

exceed expectations and put the company's interests at the top priority and transformational leadership has a significant effect 

on job performance and organizational commitment (Almaududi Ausat et al., 2022). Meanwhile, (Nugroho, 2025) found 

employee performance, organizational climate, and organizational commitment were influenced by transformational leadership. 

Through motivation that can inspire followers, transformational leaders with the influence of individual consideration can foster 

perceptions of themselves as a leader who can support and care for subordinates to improve their performance. (Afsar & 

Umrani, 2020) revealed that the transformational leadership model pays serious attention to employee welfare, helps solve 

problems, is open to new ideas, and improves employee performance.  

Leadership effectiveness can be evidenced by its capacity to manage and execute change, and develop organizational 

capabilities and performance (Amiri et al., 2020). Change is one of the important factors to adjust and align the interests of the 

organization with developments in the external environment. The leader's job is to facilitate and support new ideas from all 

employees. (Anand, 2021) reveals the influence of transformational leadership on employee engagement and job performance. 

Transformational leaders have an important role for their followers and inspire them to improve their performance. In addition, 

(Suzana et al., 2024) explains that employee performance is influenced by transformational leadership. Meanwhile, employees 

who are able to offer innovative and creative ideas will be able to bring sustainable growth to the Company. Similarly, 

(Widianingsih et al., 2024) found that employee performance is positively and significantly influenced by transformational 

leadership. 

Namun demikian, (Firdaus et al., 2023) found different results that transformational leadership style has no effect on 

employee performance and employee performance,  likewise, (Pamungkas et al., 2023) also found that transfromational 

leadership has no effect on employee performance. So, these results increase that the duties and responsibilities of a 

transformational leader are to arouse employee morale by providing intellectual challenges is a strategic step to stimulate the 

birth of innovative ideas.  

A transformational leader is a leader who is able to spur innovation in a company that develops cooperation with 

various parties in the company to enrich new ideas to produce an innovation. Transformational leadership with characteristics of 

idealized influence, inspirational motivation, intellectual stimulation, individualized stimulation has a significant effect on 

employee performance. These four dimensions can encourage employees to work hard wholeheartedly, and be loyal to the 

organization, so as to improve the quality and quantity of their performance results. So, it can be explained that the more 

effective the application of transformational leadership will have an impact on the higher employee performance. (Azzaakiyah et 

al., 2023). Employee performance is directly influenced by the transformational leadership model as well as the effect on 

organizational culture (Mutiara et al., 2023). 

Transformational Leadership on Employee’s Performance through Innovation Culture as Intervening Variable 

The results of the study found that the culture of innovation can play a role as a mediating influence of 

transformational leadership on employee performance. So a culture of innovation is a very important factor in improving 

employee performance, a transformational leader must instill an innovation mindset as a priority in building a culture of 

innovation. Transformational leadership is proven to not only improve the performance of followers but also facilitate the 

emergence of creativity and innovation of followers.  The culture of control and commitment can mediate the effect of 

transformational leadership on employee performance. (Pratiwi et al., 2024). In contrast, (Widianingsih et al., 2024) revealed 

conflicting results, namely Innovative work behavior has not been able to mediate the effect of transformational leadership style 
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on employee performance. Innovative work behavior is not able to be an intervening variable in the relationship between 

transformational leadership and employee performance. (Firdaus et al., 2023) found that transformational leadership and 

organizational culture have no effect on employee performance mediated by job satisfaction. Similarly, (Tanga et al., 2024) 

revealed that employee creativity is unable to mediate the effect of transformational leadership on organizational innovation. 

Likewise, organizational culture has no effect on organizational innovation with the mediating variable of employee creativity.  

Successful leaders are highly dependent on their ability to actively respond to change and proactively drive change, so a 

leader should have an innovative spirit and be able to empower and drive employee performance by developing an innovative 

culture. Transformational leadership and organizational culture affect employee performance. (Pangarso et al., 2021). A strong 

organizational culture is a binder of togetherness at work that makes the organization productive and innovative. Organizational 

culture can be the identity of an organization that influences people to think and act to generate new ideas and improve 

company performance. Transformational leadership has a significant effect on performance with the intervening variable of 

work environment. The results of other relevant research (Mutiara et al., 2023) found that transformational leadership affects 

employee performance with the support of work motivation as a mediating variable. A transformational leader not only acts as 

an inspirer but also a motivator for his followers to always improve their performance.  

Transformational leaders have the ability to clearly communicate the vision of the organization. They have a personal 

character that creates confidence in their followers. They empower their followers by creating an organizational culture that 

encourages high performance. Transformational leaders understand the importance of inspiring their team members to think 

creatively, innovatively, and embrace change. They view the problem-solving process as an opportunity for growth and a 

challenge to achieve success. (Vega et al., 2020) revealed that the relationship between the transformational leadership model 

and employee performance was successfully mediated by job satisfaction. In addition, (Pratiwi et al., 2024) stated that the 

culture of control and commitment can mediate the effect of transformational leadership on employee performance 

Transformational leadership can drive innovation and help their organization to improve its competitiveness. Leaders who can 

improve employee morale and employee performance. Leaders who encourage innovation and open communication can foster 

a work environment where employees feel free to express new ideas. (Gunawan & Abadiyah, 2021) revealed that 

transformational leadership and organizational climate affect organizational performance both directly and through the variable 

organizational commitment as a mediating variable. A culture of innovation can develop in an organization if leaders can create 

a work atmosphere that encourages people in the organization to improve their performance and they can freely express new 

ideas and ideas, innovation can come from anyone not only the monopoly of leaders.  

 

CONCLUSIONS  

This study aims to find the effect of transformational leadership on employee performance with the mediating variable 

of innovation culture. The results revealed that transformational leadership affects both directly and indirectly on employee 

performance through innovation culture as an intervening variable. Based on the results of the study, it was found that 

transformational leadership has a significant effect on innovation culture, while innovation culture affects employee 

performance and transformational leadership directly affects employee performance and indirectly through the intervening 

variable of organizational culture.  

The results confirm the important role of innovation culture in a company therefore a leader must develop and instill 

the values of innovation culture to improve employee performance. In addition, the results of this study also explain that 

organizational culture plays an important role in mediating the relationship between transformational leadership and employee 

performance.  

 

IMPLICATION 

The results of this study empirically interpret the important role of the transformational leadership model in improving 

employee performance both directly and indirectly through the culture of innovation. This means that organizational culture in 

an organization as one of the determinants of organizational competitiveness has an important role in improving employee 

performance. However, the greatness and strength of an organization is highly dependent on employee performance as the 

spearhead of a company. The theoretical implication of the research results is the need to construct a theory that includes the 

values of organizational culture and employee performance in transformational leadership to complement the existing 

dimensions of transformational leadership. The practical implication is that a leader can apply a transformational leadership 

model to improve employee performance by building an organizational culture in his company.  
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LIMITATION 

This research has some limitations and offers suggestions for future research. This study only investigates one 

intervening variable of innovation culture to improve employee performance. In addition, this research is only limited to one 

research object with a limited sample.  

 

RECOMMENDATIONS 

The future research can also add the scope of objects with a larger population. Therefore, it is suggested to involve 

more variables independent dan variable intervening. 

 

ACKNOWLEDGMENT 

The author would like to express his deepest gratitude to all those who have supported this research, especially the 

lecturers of STMIK Bina Patria and the staff of STMIK Bina Patria. 

 

REFERENCES 

1) Aboramadan, M., Albashiti, B., Alharazin, H., & Zaidoune, S. (2020). Organizational culture, innovation and 

performance: a study from a non-western context. Journal of Management Development, 39(4), 437–451. 

 https://doi.org/10.1108/JMD-06-2019-0253 

2) Afsar, B., & Umrani, W. A. (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), 402–428.  

https://doi.org/10.1108/EJIM-12-2018-0257 

3) Almaududi Ausat, A. M., Suherlan, S., Peirisal, T., & Hirawan, Z. (2022). The Effect of Transformational Leadership on 

Organizational Commitment and Work Performance. Journal of Leadership in Organizations, 4(1), 61–82 

. https://doi.org/10.22146/jlo.71846 

4) Amalia, P. R., Wahyuningsih, S. H., & Surwanti, A. (2021). The Mediating Role of Organizational Citizenship Behavior on 

the Effect of Passion and Empowerment on Job Performance. Jurnal Manajemen Bisnis, 12(2), 127–141.  

https://doi.org/10.18196/mb.v12i2.11035 

5) Amiri, N. Al, Rahim, R. E. A., & Ahmed, G. (2020). Leadership styles and organizational knowledge management 

activities: A systematic review. Gadjah Mada International Journal of Business, 22(3), 250–275. 

 https://doi.org/10.22146/gamaijb.49903 

6) Anand, V. (2021). Performance of Induction Motor and BLDC Motor and Design of Induction Motor driven Solar Electric 

Vehicle (IM-SEV). International Journal of Advanced Research in Science, Communication and Technology (IJARSCT), 

6(1), 1046–1053. https://doi.org/10.48175/568 

7) Ancok, D. (2012). Kepemimpinan & Inovasi. Penerbit Erlangga. 

8) Azzaakiyah, H. K., Ausat, A. M. A., Gadzali, S. S., Diawati, P., & Suhartono. (2023). Analisis Faktor Pembentuk Budaya 

Inovatif Dalam Konteks Bisnis : Kunci Kesuksesan Untuk. Jurnal Riset Bisnis, 7(1), 41–52. 

9) Blanchard, K. (2007). Leading at a Higher Level. Prentice Hall. 

10) Chien-Chi, C., Sun, B., Yang, H., Zheng, M., & Li, B. (2020). Emotional Competence, Entrepreneurial Self-Efficacy, and 

Entrepreneurial Intention: A Study Based on China College Students’ Social Entrepreneurship Project. Frontiers in 

Psychology, 11. https://doi.org/10.3389/fpsyg.2020.547627 

11) Diansyah, & Putri, F. A. (2022). The Effect of Transformational Leadership and Organizational Culture on Employee 

Perfomance Moderad Organizational Commitment. Budapest International Research and Critics Institute-Journal (BIRCI-

Journal), 5(4), 19439–19446. www.ijisrt.com197 

12) Dobni, C. B. (2008). Measuring innovation culture in organizations: The development of a generalized innovation 

culture construct using exploratory factor analysis. European Journal of Innovation Management, 11(4), 539–559. 

https://doi.org/10.1108/14601060810911156 

13) Dwivedi, P., Chaturvedi, V., & Vashist, J. K. (2020). Transformational leadership and employee efficiency: knowledge 

sharing as mediator. Benchmarking, 27(4), 1571–1590. https://doi.org/10.1108/BIJ-08-2019-0356 

14) Espig, A., Mazzini, I. T., Zimmermann, C., & de Carvalho, L. C. (2022). National culture and innovation: a 

multidimensional analysis. Innovation and Management Review, 19(4), 322–338. https://doi.org/10.1108/INMR-09-

2020-0121 

15) Firdaus, L., Azhar, R., & Kesumah, F. S. D. (2023). The effect of transformational leadership and organizational culture on 

employee performance with job satisfaction as an intervening variable. Asian Journal of Economics and Business 



A Study of Innovation Culture: The Effect of Transformational Leadership on Employee’s Performance 

JEFMS, Volume 08 Issue 04 April 2025                                 www.ijefm.co.in                                                            Page 2477 

Management, 2(1), 98–108. https://doi.org/10.53402/ajebm.v2i1.263 

16) Geisler, C. (2010). Importance of transformational leadership. Soins Cadres, 19(73S), 49–56. 

17) Gemasari, A. P., Endratno, H., Widhiandono, H., & Rahmawati, I. Y. (2024). The Influence of Transformational 

Leadership, Organizational Culture, and Organizational Commitment on Innovative Work Behavior in Employees of PT. 

Herba Emas Wahidatama, Purbalingga Regency. Jurnal Ekonomi Dan Bisnis Digital, 3(3), 443–460.  

https://doi.org/10.55927/ministal.v3i3.10647 

18) Gunawan, W. P. G., & Abadiyah, R. (2021). The_Effect_of_Transformational_Leadership_and_Empo.pdf. 6, 1033–1046. 

19) Hughes, D. J., Lee, A., Tian, A. W., Newman, A., & Legood, A. (2018). Leadership, creativity, and innovation: A critical 

review and practical recommendations. Leadership Quarterly, 29(5), 549–569.  

https://doi.org/10.1016/j.leaqua.2018.03.001 

20) Jung, D. (Don), Wu, A., & Chow, C. W. (2008). Towards understanding the direct and indirect effects of CEOs’ 

transformational leadership on firm innovation. Leadership Quarterly, 19(5), 582–594. 

 https://doi.org/10.1016/j.leaqua.2008.07.007 

21) Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., van Buuren, S., van der Beek, A. J., & de Vet, H. C. W. (2014). 

Improving the Individual Work Performance Questionnaire using Rasch analysis. Journal of Applied Measurement, 

15(2), 160–175. https://doi.org/10.1136/oemed-2013-101717.51 

22) Kozioł-Nadolna, K. (2020). The role of a leader in stimulating innovation in an organization. Administrative Sciences, 

10(3). https://doi.org/10.3390/admsci10030059 

23) Lee, A., Legood, A., Hughes, D., Tian, A. W., Newman, A., & Knight, C. (2020). Leadership, creativity and innovation: a 

meta-analytic review. European Journal of Work and Organizational Psychology, 29(1), 1–35.  

https://doi.org/10.1080/1359432X.2019.1661837 

24) Mohammad, A. M. E. S. (2019). Effect of Workforce Diversity on Job Performance of Hotels Working in Jordan. 

International Journal of Business and Management, 14(4), 85. https://doi.org/10.5539/ijbm.v14n4p85 

25) Mutiara, S. R., Perizade, B., & Syapril, Y. (2023). The Influence of Transformational Leadership and Organizational 

Culture on the Performance of Employees of the Regional Public Company Service Unit (Perumda) Tirta Musi 

Palembang with Work Motivation as an Intervening Variable. International Journal of Social Service and Research, 3(8), 

2087–2100. https://doi.org/10.46799/ijssr.v3i8.496 

26) Nilasari, B. M., Muhidin, S., & Prasetyo, D. D. (2022). The Fact of How Leaders Influence on Employee Creativity in 

Indonesia. Journal of Leadership in Organizations, 4(2), 150–161. https://doi.org/10.22146/jlo.72941 

27) Northouse, P. G. (2007). Leadership: Theory and Practice (4th ed.). Sage Publication, Inc. 

28) Nugroho, A. (2025). The Effect of Transformational Leadership Style, and Work Discipline on Employee Performance 

with Organizational Commitment as Intervening Variable at PT. Laser Jaya Sakti. Journal of Accounting and Finance 

Management, 5(1), 67–78. https://doi.org/10.38035/jafm.v3i2.98 

29) Pamungkas, B. C., Brahmasari, I. A., & Brahma Ratih, I. A. (2023). The Effect Of Transformational Leadership, 

Organizational Culture, And Management Control System On Employee Performance With Organizational Commitment 

As The Intervening Variable At CV Makmur Jaya Abadi Surabaya City. Journal of Economics, Finance and Management 

Studies, 06(01), 429–437. https://doi.org/10.47191/jefms/v6-i1-48 

30) Pangarso, A., Saragih, R., & Nuriz, W. A. (2021). Transformative Leadership and Organizational Culture Effect on 

Employee Performance: Evidence From the Indonesia Logistics Bureau. Jurnal Manajemen Dan Kewirausahaan, 23(2), 

148–158. https://doi.org/10.9744/jmk.23.2.148-158 

31) Pratiwi, H. I., Hanifah, I. A., & Ibrani, E. Y. (2024). The Effect of Transformational Leadership on Employee Performance 

During The Covid-19 Pandemic with Control Culture and Affective Commitments as Intervening Variables. Journal of 

Applied Business, Taxation and Economics Research, 3(4), 415–430. https://doi.org/10.54408/jabter.v3i4.303 

32) Ravasi, D. (2016). Culture of Innovation Survey of Tratos, a cable manufacturing company. March.  

https://doi.org/10.13140/RG.2.2.35885.15849 

33) Rizki, M., Parashakti, R. D., & Saragih, L. (2019). The effect of transformational leadership and organizational culture 

towards employees’ innovative behaviour and performance. International Journal of Economics and Business 

Administration, 7(1), 227–239. https://doi.org/10.35808/ijeba/208 

34) Sutiyatno, S. (2022). Kepemimpinan Tangguh (1st ed.). K-Media. 

35) Sutiyatno, S. (2024). The Effect of Servant Leadership and Authentic Leadership on Employee Performance: The 

Mediating Role of Organizational Citizenship Behavior (OCB). Journal of Economics, Finance and Management Studies, 

07(01), 334–343. https://doi.org/10.47191/jefms/v7-i1-36 



A Study of Innovation Culture: The Effect of Transformational Leadership on Employee’s Performance 

JEFMS, Volume 08 Issue 04 April 2025                                 www.ijefm.co.in                                                            Page 2478 

36) Sutiyatno, S., Santoso, K. I., & Susilo, G. (2022). The Role of Innovation Leadership in Teacher Commitment: A Study of 

Organizational Culture. International Journal of Educational Methodology, 8(3), 595–607.  

https://doi.org/10.12973/ijem.8.3.595 

37) Suzana, A., Sakti, D. M., & Ilyas, D. B. (2024). The Role of Transformational Leadership Style, Organizational Culture, 

Innovative Work Behavior of Employees on Cooperative Performance. Journal Research of Social Science, Economics, 

and Management, 3(9), 1702–1714. https://doi.org/10.59141/jrssem.v3i9.635 

38) Tanga, A., Erari, A., & Handoyo, S. E. (2024). The Effect of Transformational Leadership and Organizational Culture on 

Organizational Innovation Through Employee Creativity as an Intervening Variable “Study on the Jurisdiction of the 

West Papua High Court.” East Asian Journal of Multidisciplinary Research, 3(8), 3399–3422.  

https://doi.org/10.55927/eajmr.v3i8.10667 

39) Usman, F., Riyadi, S., & ... (2022). The influence of innovation culture, transformational leadership, organizational 

learning on innovation and organizational performance at the regional revenue agency …. … Management And …, 2014.  

https://conference.untag-sby.ac.id/index.php/icoema/article/view/2238%0Ahttps://conference.untag-

sby.ac.id/index.php/icoema/article/download/2238/1217 

40) Vega, G., Poling, L. A., & Surya, I. B. (2020). The effect of transformational leadership on employee performance with 

job satisfaction as a meditating variable. American Journal of Humanities and Social Sciences Research, 4(12), 225–230. 

www.ajhssr.com 

41) Wei, Y., O’Neill, H., Lee, R. P., & Zhou, N. (2013). The impact of innovative culture on individual employees: The 

moderating role of market information sharing. Journal of Product Innovation Management, 30(5), 1027–1041. 

https://doi.org/10.1111/j.1540-5885.2012.01000.x 

42) Widianingsih, D., Christa, U. R., & Harinie, L. T. (2024). Organisational Culture and Transformational Leadership Style 

Affect Employee Performance with Innovative Work Behaviour as Mediation Variables. Sentralisasi, 13(1), 42–66. 

https://doi.org/10.33506/sl.v13i1.2750 

43) Zhang, Y., Zheng, J., & Darko, A. (2018). How does transformational leadership promote innovation in construction? The 

mediating role of innovation climate and the multilevel moderation role of project requirements. Sustainability 

(Switzerland), 10(5). https://doi.org/10.3390/su10051506 

44) Zulhelmi, Z., Muchtar, B., & Abror, A. (2019). The Impact of Innovative Behavior, Commitment, Organizational Culture, 

and Ethical Leadership On Performance. 64(2015), 846–855. https://doi.org/10.2991/piceeba2-18.2019.74 

45) Żywiołek, J., Tucmeanu, E. R., Tucmeanu, A. I., Isac, N., & Yousaf, Z. (2022). Nexus of Transformational Leadership, 

Employee Adaptiveness, Knowledge Sharing, and Employee Creativity. Sustainability (Switzerland), 14(18), 1–16. 

https://doi.org/10.3390/su141811607 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


