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Abstract. This research aims to analyze the influence of Employee Innovativeness on the
Employee Performance of Perumda Tirtanadi Sunggal employees through Transformational
Leadership as an intervening variable. The population of this study were employees of Perumda
Tirtanadi Sunggal, the sample was determined using Non Probability Sampling with Saturation
Sampling. Data was collected from 53 Perumda Tirtanadi Employees, analyzed using SEM-PLS.
The Result off this research indicate that Employee Innovativeness has a positive and significant
effect on Employee Performance (H1 is accepted). Employee Innovativeness has a positive and
significant effect on Transformational Leadership (H2 is accepted). Transformational Leadership
has a positive and significant effect on Employee Performance (H3 is accepted). Employee
Innovativeness has a positive and significant effect on Employee Performance through
Transformational Leadership (H4 is accepted). All P-Value statistical values for all hypotheses are
0.000 < 0.05. Recommendations for future researcher: This research could be expanded with
several hypotheses and variables such as adding Discipline or self-confidence in influencing Work
Motivation.
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1. INTRODUCTION

Perumda Tirtanadi is a Regional Public Company of Sumatra Province which is tasked
with providing clean water services and managing community waste water. Perumda
Tirtanadi as a regional company plays an important role in facing demands for optimal
service to the community. Perumda Tirtanadi needs to face several challenges, including
changes in the business environment, increasingly complex customer needs and also
operational efficiency. For this reason, Perumda Tirtanadi needs innovation to support
sustainability and improve the quality of services.

This innovative behavior is important in understanding how workers adapt and
prosper in a changing work environment, by directly influencing the output and progress
of the organization as a whole (Anggraini and Mansyur, 2024). The capacity to adapt to
unexpected circumstances, the willingness to overcome obstacles, the courage to try
new approaches, and the desire to apply new concepts developed into practice from this
innovation (Abbas et al., 2022).

It is hoped that Perumda Tirtanadi can open up opportunities and provide a forum for
each employee to provide their new ideas, so that they can encourage them to provide
better services and work and be able to compete with other companies (Karsikah et al,
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2024). Before this research was conducted, there had been previous research related to
innovative behavior using quantitative explanatory research methods, namely Anton and
Wahjono (2017) which stated that innovative behavior had an effect on employee
performance.

Employee innovation at Perumda Tirtanadi covers several aspects, such as
developing efficient clean water distribution, utilizing technology in customer service, and
solving technical problems that will be more effective. However, employee innovation
also requires support from leaders who are able to inspire employees and motivate
employees to think more creatively and dare to take the initiative in completing their
tasks. In this case, the transformational leadership style plays an important role.

Transformational Leaders at Perumda Tirtanadi can help create a conducive work
environment for their employees. Transformational Leadership can create innovation by
providing clear direction, rewarding creative ideas, and involving employees in strategic
decision making. This is in line with research by Amaliah & Sakir (2023) that
transformational leadership, which is able to inspire and motivate employees, is very
important in creating a productive work environment.

Transformational leadership is a leadership style that is able to inspire and motivate
employees to achieve better results through a clear vision, effective communication and
emotional support (Armiyanti et al., 2023). Transformational leaders not only focus on
achieving short-term goals but also on developing individual employees to reach their
maximum potential (Daeli, 2024).

With a leader who is able to motivate emotionally and intellectually, it is hoped that
employees at Perumda Tirtanadi can make their best contribution. Ultimately, employee
innovation supported by transformational leadership will have an impact on improving
employee performance, such as speed of task completion, customer satisfaction and
also operational effectiveness.

However, not all public companies, especially Perumda Tirtanadi, have an effective
system for encouraging innovative employee behavior. A leadership style that is less
supportive can be an obstacle for employees to develop new ideas. Therefore, it is
important to understand how the Transformational leadership style can contribute to
innovation and ultimately employee performance at Perumda Tirtanadi. Based on this
phenomenon and research gap, | conducted further research with the title "The Influence
of Employee Innovativeness on Employee Performance through Transformational
Leadership"

2. LITERATURE REVIEW

2.1 Employee Performance

The development and progress of a company or organization cannot be separated
from quality performance management factors which have an influence as a force
capable of providing optimal results. Employee performance refers to the work results
achieved by individuals in carrying out their duties in accordance with the responsibilities
and standards determined by a company/organization. According to (Susanto, 2019)
employee performance can be a benchmark for measuring how many positive work
results employees bring to the organization.

Performance is the implementation of the plans that have been prepared.
Performance implementation is carried out by human resources who have the ability,
competence, motivation and interests. How an organization values and treats its human
resources will influence their attitudes and behavior in carrying out performance
(Abdullahet al., 2024; Arsadet al., 2024; ljahet al., 2024)
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According to Robbins (2016) performance indicators are a tool to measure the extent
of employee performance achievements. The following are several indicators to measure
employee performance:

1. Quality of Work
2. Work Quantity
3. Timeliness

4. Effectiveness
5. Independence

2.2 Employee Innovativeness

Employee innovation is an individual's ability to generate new ideas, improve work
processes, and implement creative solutions that provide benefits to a company.
According to (Wahyuni, 2022) employee innovation is defined as a behavior or attitude
aimed at improving the environment of an organization or individual by changing
something to encourage employees to think about the environment around their work
so that they can generate useful ideas. Meanwhile, according to (Desiana, 2019),
innovation can take the form of ideas and creations with methods or objects that are
perceived by someone as something new.

According to Bani-Melhem et al. (2020), states that employee innovative behavior is
demonstrated by always being creative at work, always conveying creative ideas,
looking for new techniques at work, having plans to develop new ideas, trying to
innovate in the use of resources, and developing creativity in work teams. Apart from
that, there are several other researchers who study innovative behavior variables,
including: Hendri (2019) who states that the essence of innovative behavior lies in
creative and innovative ideas in carrying out tasks and activities.

According to De Jong and Den Hartog (2010) employee innovative behavior is often
measured through four main dimensions, namely:

1. Idea Exploration

2. Idea Generation

3. ldea Championing

4. ldea Implementation (Idea Implementation)

2.3 Transformational Leadership

Transformational leadership is a leadership style where a leader is able to inspire,
motivate and direct employees to exceed expectations both in terms of performance
and innovation.

Transformational leaders, by the way they inspire and provide a clear vision, are able
to stimulate members' intrinsic motivation, thereby strengthening their commitment to
shared goals according to (Kasanah, 2019). This kind of model is truly considered
leadership that truly works to achieve organizational goals that have never been
achieved before.

Transformational leaders are charismatic leaders who have a central role and
strategy in bringing the organization to achieve its goals. Transformational leaders must
have the ability to align their vision of the future with their subordinates, and elevate
subordinates' needs at a higher level than what they need (Setianingsih et al, 2025)

Transformational leadership as described by Bass (1985) consists of four main
dimensions known as "41", namely:

1. Idealized Influence

2. Inspirational Motivation

3. Intellectual Stimulation

4. Individualized Consideration
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Figure 1. Conceptual Framework

3. RESEARCH METHODS

This research includes quantitative method research and SEM Smart PLS software
as an analysis tool. The measurement of indicators for this variable in research uses an
interval scale, then the indicators will be used as a guide in collecting instrument items
in the form of statements and then respondents will answer. The population of this study
were employees of Perumda Tirtanadi Sunggal, the sample was determined using Non
Probability Sampling with Saturation Sampling. Data was collected from 53 Perumda
Tirtanadi Employees.

4. RESULTS AND DISCUSSION

This research analysis was warried out using quantitative method using SEM PLS.
The research results in this study consist of several sub-sections, namely:

A. Evaluation of Measurement Models

In this research, the first thing to do was carry out an evaluation test of the
measurement model which consisted of testing with outer loading for decision making.
An indicator is said to have good reality if the outer loading value is above 0.70, while
the outer loading value is still said to be tolerable up to 0.50 and below the value of 0.50
it can be dropped from the analysis (Ghazali and Laten 2015). On the basis of decision
making, if the resulting value is <0.50 then this research is declared valid.

Based on testing using SEM PLS, the results obtained for outer loading, composite
reliability, Cronchbach's alpha, ave are as in table 1 below:

Table 1.1 Outer Loading, Composite Realibility, Everage Variance Extracted

X Y Z
X1 0.788

X.2 0.789

X.3 0.617

X.4 0.692

X.5 0.767

Y1 0.714

Y2 0.896

Y3 0.894

Y4 0.833

Z1 0.961
Z2 0.467 (0,500)
Z3 0.974
Z.4 0.982
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Based on the table above, Employee Innovativeness is measured with five valid
statement items using an outer loading of 0.617 — 0.789, this shows that the five
statement items in the Employee Innovativeness variable are valid, because all outer
loading values are at or equal to 0.50.

The Employee Performance variable is measured with four valid statement items
using an outer loading of 0.714 - 0.896, this shows that the four statement items in the
Employee Performance variable are valid, because all outer loading values are at or
equal to 0.50.

The Transformational Leadership variable is measured with four valid statement
items using an outer loading of 0.500 - 0.982, this shows that the four statement items
in the Employee Performance variable are valid, because all outer loading values are
at or equal to 0.50.

Because all outer loading values are = 50. So this research meets the requirements
for evaluation tests of measurement models with outer loading.

Table 1.2 Outer Loading, Composite Realibility, Everage Variance Extracted

Cronbach's Composite Composite Average variance
alpha [Realibility (Rho_b) |Realibility (Rho_c) | extracted (AVE)
X | 0.807 0.797 0.853 0.538
Y| 0.856 0.871 0.903 0.701
Z| 0.874 0.940 0.924 0.764

The discriminant reliability test in this research was by looking at Cronbach's alpha
and composite reliability. The formula is that if the Cronbach's alpha and composite
reliability values are > 0.70 then it is said to be good.

The level of reliability for the Employee Innovativeness variable is declared reliable,
as shown by all test results on composite reliability above 0.70 (reliable). Meanwhile,
the Employee Innovativeness covergen level produced is an AVE value of 0.538 and
this value is >0.50, thus the Employee Innovativeness variable meets good convergent
validation.

The level of reliability for the Employee Performance variable is declared reliable, as
shown by all test results on composite reliability above 0.70 (reliable). Meanwhile, the
Employee Performance covergen level produced is an AVE value of 0.701 and this
value is >0.50, thus the Employee Innovativeness variable meets good convergent
validation.

The level of reliability in the Transformational Leadership variable is declared
reliable, as shown by all test results on composite reliability above 0.70 (reliable).
Meanwhile, the resulting Transformational Leadership covergen level has an AVE value
of 0.764 and this value is >0.50, thus the Employee Innovativeness variable meets good
convergent validation.

From the table above, all Cronbach's alpha and composite reliability values are

> 0.70 and the AVE value is > 0.50, so the data meets the reliability requirements.
After testing outer loading, composite reliability, Cronbach's alpha, the next step is to
carry out discriminant validation testing, namely by looking at the three methods, namely
fornell and lacker, HTMT, and cross loading.

The validation discriminant test in this study was carried out using the Fornell and
Lacker criteria. Namely, if the value is <0.90 then it is considered adequate.

Table 1.3 Validation Discrimination Test with Fornell and Lacker Criteria
| | X Y | z |
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X 0.734
Y 0.756 0.837
YA 0.748 0.807 0.874

The first step in testing discriminant validity in this research is to look at the Fornell
and Lacker tests. In testing the discriminant validity of Fornell and Lacker it is declared
good if the root ave of the exogenous variable has a higher correlation with the
endogenous variable. Based on the results of Fornell and Lacker testing in the table
above, the Transformational Leadership variable (0.756) has a root ave greater than
the variable Employee Performance (0.748) and also has a root ave greater than the
variable Employee Innovativeness (0.734). Likewise, the root of the Employee
Performance variable is higher than Transformational Leadership, namely 0.837 >
0.807.

From the table above, all construct values are <0.90. So the discriminant validity test
is fulfilled and it is entitled to continue with further research.

B. Structural Model Evaluation

In this research, structural model evaluation was carried out using several methods,
first by testing multicollinearity on INNER VIF. The basis for decision making is that if
INNER VIF < 5, then there are no symptoms of multicollinearity. After that, in this
research, an evaluation of the structural model was carried out by testing hypotheses
both directly and indirectly (mediation).

Table 1.4 Direct Hypothesis Testing

Original Sample i;%?:t?g?] T statistics | P
sample mean (STDEV) (|JO/STDEV]) | values
©) (M)
X->Y |0.347 0.357 0.115 3.018 0.003
X->Z |0.748 0.757 0.059 12.573 0.000
Z->Y | 0547 0.541 0.114 4.815 0.0

Based on the test results above, all hypotheses have an effect because the Pvalue
is <0.05. So several conclusions can be drawn, namely:

1. The first hypothesis (H1) is accepted, namely that there is a significant influence of
Employee innovativeness on Employee Performance with a statistical value of P
value of 0.003, this value is <0.05. Therefore, this shows that Employee
Innovativeness has an influence in improving Employee Performance at Perumda
Tritanadi.

2. The second hypothesis (H2) is accepted, namely that there is a significant influence
of Employee Innovativeness on Transformational Leadership with a statistical value
of P Value 0.000 < 0.05. Therefore, this shows that Employee Innovativeness will
have an effect if it involves Transformational in Perumda Tritanadi

3. The third hypothesis (H3) is accepted, namely that there is a significant influence of
Transformational Leadership on Employee performance with a statistical value of P
Value of 0.000, this value is <0.05. Therefore, this shows that Transformational
Leadership has an influence in improving Employee Performance at Perumda
Tritanadi
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Next is indirect hypothesis testing (Mediation), based on the test analysis, the results
of the hypothesis test are as in the table below:

Table 1.5 Indirect Hypothesis Testing (Mediation)

Original Sample Standard T statistics

deviati P val
sample (O) | mean (M) %’{?‘D'E(‘/) (|O/STDEV]) |~ V&Ues
X->Z->Y 0.409 0.411 0.099 4.131 0.000

Based on the table above, the fourth hypothesis is accepted, namely that there is a
significant influence of Employee Innovativeness on Employee Performance which is
mediated by Transformational Leadership as evidenced by the statistical value P value
0.000, this value is <0.05. Therefore, this shows that Employee Innovativeness
influences Employee Performance through Transformational Leadership as mediation
at Perumda Tirtanadi Sunggal

C. Evaluation of the Goodness and suitability model

Evaluation of the goodness and suitability of the model in this research was carried
out by carrying out the R-Square (R2) test on SEM PLS. Based on the test analysis, the
R-Square (R2) results of this research are as follows:

Table 1.6 Evaluation of the Goodness and Suistability Model R-Square

R-square R-square adjusted
Y 0.704 0.693
z 0.559 0.550

Based on the table above, it is known that the R-Square value is 0.693 and 0.550,
this value is >0.50, this value shows that this research can explain the influence
between variables in the model and this value shows good.

DISCUSSION

Evaluation of the measurement model in this study based on outer loading and
composite reliability obtained a value of > 0.70, while for Cronbach alpha and AVE the
value was > 0.50. After testing outer loading, composite reliability, Cronbach's alpha,
the next step is to carry out discriminant validation testing, namely by looking at the
fornell and lacker methods. Based on the results of Fornell and Lacker testing in the
table above, the Transformational Leadership variable (0.756) has a root ave greater
than the variable Employee Performance (0.748) and also has a root ave greater than
the variable Employee Innovativeness (0.734). Likewise, the root of the Employee
Performance variable is higher than Transformational Leadership, namely 0.837 >
0.807. After carrying out the analysis, it was discovered that the correlation value of the
Transformational Leadership variable had a higher correlation to the Employee
Performance variable and a lower correlation to other variables, so that
Transformational Leadership really measured Employee Performance and lowly
measured other variables. Finally, based on the R-Square (R2) test, all variables in this
study have a value > 50.

The Influence of Employee Innovativeness on Employee Performance
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The first hypothesis (H1), namely the influence of Employee Innovativeness on
Employee Performance in this research, is accepted, meaning that employee
innovativeness has a positive and significant effect on Employee Performance with the
results of research analysis showing that the p value is 0.003 < 0.05. Therefore, this
value shows that Employee Innovativeness has an influence in improving Employee
Performance at Perumda Tritanadi.

The results of this research support previous research which stated that Employee
Innovativeness influences Employee Performance by Hadi et al (2020), Alviani and
Nuvriasari (2022), and also Reynal et al (2023). However, this is different from research
conducted by Rompas et al (2020) and also Kending et al (2022) which stated that
Employee Innovativeness has no effect on Employee Performance.

The Influence of Employee Innovativeness on Transformational Leadership

The second hypothesis (H2), namely the influence of Employee Innovativeness on
Transformational Leadership in this research, is accepted, meaning that employee
innovativeness has a positive and significant effect on Transformational Leadership with
the results of research analysis showing that the p value is 0.000 < 0.05. Therefore, this
value shows that Employee Innovativeness has an influence in improving
Transformational Leadership at Perumda Tritanadi.

The results of this research support previous research which stated that Employee
Innovativeness influences Transformational Leadership by Jong (2007) showing that
leadership in companies influences employee innovative behavior. Also the research
results of Yiduong (2013) and Hoch (2012) also show that there is an influence of
leadership on innovative behavior. However, this is different from research conducted
by Guihur et al (2014) which states that Transformational Leadership requires teamwork
variables to increase innovation. Also research by Monoyasa et al (2017) states that
Employee Innovativeness has no effect on Transformational Leadership.

The Influence of Transformational Leadership on Employee Performance

The third hypothesis (H3), namely the influence of Transformational Leadership on
Employee Performance in this research, is accepted, meaning that Transformational
Leadership has a positive and significant effect on Employee Performance with the
results of research analysis showing that the p value is 0.000 < 0.05. Therefore, this
value shows that Transformational Leadership has an influence in improving Employee
Performance at Perumda Tritanadi.

The results of this research support previous research which states that
Transformational Leadership has an influence on Employee Performance by Atmojo
(2012) and also Saputra (2023) which states that Transformational Leadership has a
significant and influential effect on Employee Performance. However, this is different
from research conducted by Setiawan (2015) and also Yuwono et al (2020) which stated
that Transformational Leadership has no effect on Employee Performance.

The Influence of Employee Innovativeness on Employee Performance through
Transformational Leadership

The fourth hypothesis (H4), namely the influence of Employee Innovativeness on
Employee Performance through Transformational Leadership in this research, is
accepted, meaning that employee innovativeness has a positive and significant effect
on Employee Performance through Transformational Leadership with the results of
research analysis showing that the p value is 0.000 < 0.05. Therefore, this value shows
that Employee Innovativeness has an influence in improving Employee Performance
through Transformational leadership at Perumda Tritanadi.
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This research has never been carried out by previous researchers, and can be used
as a reference for subsequent research.

CONCLUSION

Based on the results of the research analysis, several conclusions can be drawn,
namely that Employee Innovativeness has a positive and significant effect on Employee
Performance (H1 Accepted). Then, Employee Innovativeness has a positive and
significant effect on Transformational Leadership (H2 Accepted). Then
Transformational Leadership has a positive and significant effect on Employee
Performance (H3 is accepted). And also Employee Innovativeness has a positive and
significant effect on Employee Performance through Transformational Leadership (H4
Accepted). Therefore, all P-value statistics for all hypotheses are <0.05.

Suggestions for future researchers: This research can be expanded with several
hypotheses or additional variables such as adding Work Discipline or self-confidence in
influencing Employee Innovativeness.

This research has important implications for the management of a company,
especially for improving employee performance by implementing innovative behavior
through wise leaders. Innovative employees are proven to not only have a direct
influence on employee performance, but also increase their individual self-confidence.
So it can integrate employees to be innovative and confident to do or make the best
decisions in their work.

REFERENCES

Abbas, Y., Martinetti, A., Rajabalinejad, M., Schuberth, F., & van Dongen, L. A. M. (2022).
Facilitating digital collaboration through knowledge management. A case study.
Knowledge Management Research & Practice, 20(6), 797-813.

Abdullah, Magfirotulhayat, Rosiana, S., & Haryadi, D. (2024).The role of leadership and work
motivation on job satisfaction according to the view of PT Indomarco Prismatama
Employees. Journal of Management Science, 7(1), 531-538.

Alviani, L., & Nuvriasari, A. (2022). Pengaruh Perilaku Inovatif, Motivasi Kerja, dan Teamwork
Terhadap Kinerja Karyawan Yayasan Lautan Cendikia Mulia. Egien-Jurnal Ekonomi
Dan Bisnis, 11(1), 231-238.

Amaliah, Y., & Sakir, A. R. (2023). Pengaruh Kepemimpinan Transformasional Terhadap
Kinerja Aparatur Sipil Negara pada Kantor Camat Lamuru Kabupaten Bone. Jurnal
Relasi Publik, 1(3), 54-69.

Anggraini, S., & Mansyur, A. (2024). Berbagi Pengetahuan dan Motivasi Kerja terhadap
Perilaku Inovatif Karyawan. Oikonomia: Jurnal Manajemen, 20(1), 43-56.

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.

Bani-Melhem,S, Mohd Ahmad Al-Hawari and Samina Quratulain. (2020), —Leader-member
exchange and frontline employees’ innovative behaviors: the roles of employee
happiness

Daeli, H. P. D., Amzul, T. A. A., Purnomo, S. Y., Gunawan, L., Prihatni, A., & Gunawan, L.
(2024). Pengaruh kepemimpinan transformasional, budaya organisasi, dan motivasi
kerja terhadap kinerja karyawan di perusahaan manufaktur. Jurnal Tadbir Peradaban,
4(2), 404-419.

Desiana, N. E. (2019). Pengaruh Efikasi Diri Terhadap Kinerja Karyawan Melalui Inovasi
Sebagai Variabel Intervening (Studi Pada Divisi Sekretariat Dan Humas Pdam Surya
Sembada Kota Surabaya). Jurnal Ilmu Manajemen, 7 (2), 383—-392.

De Jong, J. P., & Den Hartog, D. N. (2007). How leaders influence employees' innovative
behaviour. European Journal of innovation management, 10(1), 41-64.

Ghozali, I., & Latan, H. (2015). Partial least squares konsep, teknik dan aplikasi menggunakan



The Fourth International Conference on Government Education Management and Tourism
(ICOGEMT-4)
Bandung, Indonesia, January 25, 2025

program smartpls 3.0 untuk penelitian empiris. Semarang: Badan Penerbit UNDIP, 4(1).

Guihur, 1., Leclerc, A., & Marcoux, G. (2014). The Co-Operative Difference in Behavioural
Innovativeness. ECIE 2014 University of Ulster and School of Social Enterprises Ireland
Belfast, UK 18-19 September 2014, 225.

Hadi, S., Putra, A. R., & Mardikaningsih, R. (2020). Pengaruh perilaku inovatif dan keterlibatan
kerja terhadap kinerja karyawan. Jurnal Baruna Horizon, 3(1), 186-197.

Hendri Muhammad Irfani. (2019), —The mediation effect of job satisfaction and organizational
commitment on the organizational learning effect of the employee performancell,
International Journal of Productivity and Performance Management, DOI
10.1108/IJPPM05-2018-0174

Karsikah, K., Sanasa, Y., Oktaviani, F., Syaechurodji, S., & Haryadi, D. (2024). Kepemimpinan
Inovatif Dan Disiplin Kerja Terhadap Kinerja Pegawai. Jurnal Manajemen dan Bisnis,
6(1), 39-49.

Kasanah, Nur. (2019). Manajemen Filantropi Islam untuk Membangun Kemandirian Nahdliyin
(Studi tentang Gerakan Koin NU di NU Care Lazisnu Kabupaten Sragen). him.32.
Kending, R., Pio, R. J., & Rumawas, W. (2022). Gaya Kepemimpinan, Budaya Organisasi dan
Inovasi Pengaruhnya Terhadap Kinerja Karyawan. Jurnal Administrasi Bisnis, 12(2),

105- 117.

Monoyasa, M. W., Sularso, R. A., & Prihatini, D. (2017). Pengaruhgaya Kepemimpinan
Transformasional Kepala Sekolah Terhadap Kinerja Guru Sekolah Dasardengan
Motivasidan Inovasi Guru Sebagai Variabel Intervening Dieks Kota Administratif
Jember. Relasi: Jurnal Ekonomi, 13(2), 315-335.

Reynal, I., Piki, M., Ardimi, M. G., Suwandi, C. I., & Ferdinan, B. A. (2023). Pengaruh
Kepemimpinan Entrepreneurial dan Budaya Organisasional Terhadap Kinerja
Karyawan Melalui Perilaku Kerja Inovatif. Widya Cipta: Jurnal Sekretari Dan
Manajemen, 7(1), 45- 52.

Rompas, Y. C., Pio, R. J., & Rumawas, W. (2020). Inovasi dan Kreativitas Kaitannya dengan
Kinerja Karyawan. Productivity, 1(2), 163-167.

Setianingsih, A., Nengsi, M. D., Saputro, R. D., & Rizana, D. (2025). Pengaruh Gaya
Kepemimpinan Transformational Terhadap Kinerja Karyawan: Systematic Literature
Review. Musytari: Jurnal Manajemen, Akuntansi, dan Ekonomi, 14(10), 71-80.

Setiawan, E. Y. (2015). Pengaruh gaya kepemimpinan transformasional dan transaksional
terhadap kinerja karyawan PT. Iss Indonesia di Rumah Sakit National Surabaya. Jurnal
Manajemen Magistra, 1(1).

Susanto. 2019. “Pengaruh Motivasi Kerja, Kepuasan Kerja, Dan Disiplin Kerja Terhadap
Kinerja Karyawan Pada Divisi Penjualan PT Rembaka.”

Wahyuni, F. E. (2022). Pengaruh Kreativitas, Pengetahuan, Dan Motivasi Terhadap Inovasi
Karyawan. llImu Manajemen, 10(1), 98—-109 and service climatell, International Journal
of Productivity and Performance Management, DOI 10.1108/1IJPPM-03-2020-0092

Yuwono, T., Wiyono, N., Asbari, M., Novitasari, D., & Silitonga, N. (2020). Analisis pengaruh
efektivitas kepemimpinan transformasional dan kesiapan untuk berubah terhadap
kinerja karyawan wanita di masa pandemi Covid-19. Jurnal limiah Mahasiswa Ekonomi
Manajemen, 5(3), 615-632.

10



