DAFTAR PUSTAKA

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. https://doi.org/10.
1108/ejim-12-2018-0257

Ahmad, J., Mamun, A. Al, Masukujjaman, M., Makhbul, Z. K. M., & Ali, K. A. M.
(2023). Modeling the workplace pro-environmental behavior through green
human resource management and organizational culture: Evidence from an
emerging economy. In Heliyon (Vol. 9, Nomor 9). https://doi.org/10.1016/
j-heliyon.2023.e19134

Ahmad, R., Nawaz, M. R,, Ishag, M. L., & Khan, M. M. (2023). Social exchange
theory : Systematic review and future directions. Frontiers in psychology, 1-
13. https://doi.org/10.3389/fpsyg.2022.1015921

Akkaya, B., Popescu, C., Apostu, S., Bagienska, A, & Ustgoriil, S. (2024). The
role of leader nurse managers in organizational agility and innovation in

perspective of job satisfaction: an empirical study in healthcare organizations.
Preprint. https://doi.org/10.21203/rs.3.rs-3829297/v1

Albar, M.-]., Garcia-Ramirez, M., Lépez Jiménez, A. M., & Garrido, R. (2012).
Spanish Adaptation of the Scale of Psychological Empowerment in the
Workplace. The Spanish journal of psychology, 15(2), 793-800.

Aldabbas, H., Elamin, A. M., Zain, A., & Ahmed, E. (2025). Organizational justice
and affective commitment: the mediating role of perceived organizational
support among UAE government employees. Cogent Business &
Management, 12(1). https://doi.org/10.1080/23311975.2025.2514807

Alheet, A. F., Adwan, A. Al, Areiqat, A. Y., Zamil, A. M. A., & Saleh, M. A.
(2021). The effect of leadership styles on employees’ innovative work

behavior. Management Science Letters, January, 239-246. https://doi.org/10.
5267/).ms1.2020.8.010

Alshebami, A. S. (2021). The Influence of Psychological Capital on Employees’
Innovative Behavior: Mediating Role of Employees’ Innovative Intention and
Employees” Job Satisfaction. SAGE Open, 11(3). https://doi.org/10.1177/
21582440211040809

Amabile, T. M. (2018). Creativity in Context: Update to the Social Psychology of
Creativity. In Routledge (1 st Editi). https://doi.org/10.4324/9780429501234

Amaliah, A., & Wardan, L. M. 1. (2021). Psychological Capital, Psychological
Empowerment, dan Employee Well-being. In NEM. NEM.

Arikunto, S. (2019). Prosedur Penelitian Suatu Pendekatan Praktik. In Rineka
Cipta.

121

UNIVERSITAS BUNG HATTA



Arslan, F. (2022). The Mediating Role of Psychological Empowerment on the
Relationship between Innovative Work Behavior and Transformational
Leadership: A Research for Food and Beverage Employees of 5 Star Hotel
Workes in Antalya. Journal of Global Tourism and Technology Research,
3(1), 68-83. https://doi.org/10.54493/jgttr.1064470

Ashfaq, F., Abid, G., Ilyas, S., & Hasnain, A. (2021). How transformational
leadership influences innovative behavior: the mediating role of psychological
empowerment and proactivity of employees. Independent Journal of
Management & Production, 12(1), 241-264. https://doi.org/10.14807/
ijmp.v12i1.1162

Awangga, A. (2023). Perlindungan hukum terhadap pasien rawat inap berdasarkan
undang-undang nomor 44 tahun 2009 tentang rumah sakit. Collegium
Studiosum Journal, 6(1), 2023. https://doi.org/10.56301/csj.v611.813

Bagozzi, R. P., & Yi, Y. (2012). Specification , evaluation , and interpretation of
structural equation models. Academy of Marketing Science, 40, 8-34.
https://doi.org/10.1007/s11747-011-0278-x

Bak, H. U., Jin, M. H., & McDonald, B. D. (2022). Unpacking the Transformational
Leadership-Innovative Work Behavior Relationship: The Mediating Role of
Psychological Capital. Public Performance and Management Review, 45(1),
80-105. https://doi.org/10.1080/15309576.2021.1939737

Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership. In Psychology
Press. Lawrence Erlbaum Associates. https://doi.org/https://doi.org/10.4324/
9781410617095

Behling, O., & McFillen, J. M. (1996). A Syncretical Model of
Charismatic/Transformational =~ Leadership. Group &  Organization
Management, 21(2), 163-191. https://doi.org/https://doi.org/10.1177/
1059601196212004

Bektas, G., Unal, B. O., & Nal, M. (2025). The effect of transformational leadership
on nurses’ innovative behaviors: the mediating effect of psychological
empowerment. BMC Nursing, 24(1), 1-8. https://doi.org/10.1186/s12912-
025-03467-1

Blau, P. (2017). Exchange and Power in Social Life. In Routledge (2nd ed.).
https://doi.org/10.4324/9780203792643

Bryman, A. (2013). Leadership and Organizations (RLE: Organizations). In
Routledge. https://doi.org/10.4324/9780203545270

Burns, J. M. (2012). Leadership. In Opern Road. www.openroadmedia.com

Cadeddu, S. B. M., Dare, L. O., & Denis, J. (2023). Scoping Review Employee-
Driven Innovation in Health Organizations : Insights From a Scoping Review.
Kerman University of Medical Sciences, 12, 6734. https://doi.org/10.34172/
ijhpm.2023.6734

122

UNIVERSITAS BUNG HATTA



Cellucci, A. J., & DeVries, D. L. (1978). Measuring managerial satisfaction: A
manual for the MISQ (No. 11). Center for Creative Leadership.

Clark, T. R. (2020). The 4 Stages of Psychological Safety: Defining the Path to
Inclusion and Innovation. In Berrett-Koehler Publishers. Berrett-Koehler
Publishers. https://www.goodreads.com/book/show/52366048-the-4-stages-
of-psychological-safety?

Cook, K. S., & Hahn, M. (2021). Social Exchange Theory Current Status and Future
Directions. In Theoretical Sociology The Future of a Disciplinery Foundation
(1 st, hal. 21). Routledge. https://doi.org/10.4324/9781003141372-14

Dadhabai, S. C. S. (2024). The Impact of Organizational Justice on Job Satisfaction:
A Computational and Experimental Analysis in Workplace Systems.

International Journal of Computational and Experimental Science and
Engineering. https://doi.org/10.22399/ijcesen.787

Deci, E. L., & Ryan, R. M. (2000). Handbook of Theories of Social Psychology.
Guilford.

Dewi, K. S. P., & Suwandana, 1. G. M. (2025). The Role of Job Satisfaction
Mediates The Influence of Transformational Leadership on Innovative
Behavior In Employees of PT. Satria Trans Jaya. American Journal of
Economic and Management Business (AJEMB), 4(5), 488-506.
https://doi.org/10.58631/ajemb.v415.206

Dincer, H., & Yiiksel, S. (2020). Strategic Outlook for Innovative Work
Behaviours: Interdisciplinary and Multidimensional Perspectives. In Springer
Nature. Springer Nature. https://doi.org/10.1007/978-3-030-50131-0

Domagata, A., Bala, M., Storman, D., Pefa-Sanchez, J. N., Swierz, M.,
Kaczmarczyk, M., & Storman, M. (2018). Factors associated with satisfaction
of hospital physicians: a systematic review on European data. International
Journal of Environmental Research and Public Health, 15(11), 2546.
https://doi.org/10.3390/ijerph15112546

Durowade, K. A., Kadiri, 1. B., Durowade, S. B., Sanni, T. A., Ojuolape, M. A., &
Omokanye, L. O. (2020). Leadership Styles versus Health Workers™ Job
Satisfaction: Relationships, Correlates and Predictors in Tertiary Hospitals in

Ekiti State, Southwest Nigeria. In Nigerian journal of clinical practice (Vol.
23, Nomor 12, hal. 1702-1710). https://doi.org/10.4103/njcp.njcp_525_18

Ehrhart, M. G., Schneider, B., & Macey, W. H. (2025). Organizational Climate and
Culture An Introduction to Theory, Research, and Practice. In Routledge (2nd
ed.). https://doi.org/10.4324/9781003322344

El-farr, H. (2023). Job Characteristics Theory. In SAGE Publications, Inc.
https://doi.org/10.4135/9781071923528

Etikariena, A., & Kalimashada, S. B. I. (2021). The Influence of Organizational
Climate on Innovative Work Behaviour. Jurnal Psikologi, 20(1), 22-34.

123

UNIVERSITAS BUNG HATTA



https://doi.org/10.14710/jp.20.1.22-34

Fandrifa, R., & Agustedi, A. (2024). the Role of Individual Creative Mediation in
Innovative Work Behavior Towards Service Performance. International
Conference of Business and Social Sciences, 1403-1415. https://doi.org/10.
24034/icobuss.v4il.622

Ferdinand, A. (2014). Metode Penelitian Manajemen: Pedoman Penelitian untuk
Penulisan Skripsi, Tesis, dan Disertasi Ilmu Manajemen (Edisi ke-5). Badan
Penerbit Universitas Diponegoro.

Flessa, S., & Huebner, C. (2021). Innovations in health care—a conceptual

framework. International Journal of Environmental Research and Public
Health, 18(19). https://doi.org/10.3390/ijerph 181910026

Garg, V., Attree, A. K., & Kumar, V. (2022). The mediating role of psychological
empowerment on the transformational Leadership-Innovative work behaviour

relationship: A study of Indian banking sector. South Asian Journal of Human
Resources Management. https://doi.org/10.1177/23220937221084436

Groselj, M., Cerne, M, Penger, S., & Grah, B. (2020). Authentic and
transformational leadership and innovative work behaviour: the moderating
role of psychological empowerment. European Journal of Innovation
Management, 24(3), 677-706. https://doi.org/10.1108/EJIM-10-2019-0294

Gui, C., Luo, A., Zhang, P., & Deng, A. (2020). A meta-analysis of transformational
leadership in hospitality research. International Journal of Contemporary
Hospitality. https://doi.org/10.1108/ijchm-05-2019-0507

Gultom, L., Suroso, G., & Gasjirin, J. (2022). The Influence Of Proactive Behavior
And Psychological Empowerment On Innovative Work Behavior: Moderating
Role Of Job Characteristic. Journal of World Science, 1(9), 674-682.
https://doi.org/10.36418/jws.v119.92

Gyamerah, S., He, Z., Asante, D., Ampaw, E. M., & Gyamerah, E. E. D. (2022).
Paternalistic leadership, employee creativity, and retention: The role of

psychological empowerment. International Journal of Cross Cultural
Management, 22(1), 83—104. https://doi.org/10.1177/14705958221081636

Hair, Black, W. C., Babin, B. J., & Anderson, R. E. (2019). Multivariate Data
Analysis. https://doi.org/10.1002/9781119409137.ch4

Hanafy, H. A., Al-Hajla, A. H., & Elsharnouby, M. H. (2025). Empowering
leadership and employee innovation: unraveling the roles of psychological
empowerment and knowledge sharing. Journal of Humanities and Applied
Social Sciences, 7(4), 366-391. https://doi.org/10.1108/jhass-11-2024-0200

Hashemian, M., Hashemian Moghadam, A., Hosseini, M., Azizpour, 1., & Mirzaei,
A. (2024). Examining the Relationship between Workplace Fun and
Innovative Behavior among Nurses: The Mediating Effect of Innovation
Support and Affective Commitment. Journal of Nursing Management, 2024.

124

UNIVERSITAS BUNG HATTA



https://doi.org/10.1155/2024/9629172

Herzberg, F., Mausner, B., & Snyderman, B. B. (2017). The Motivation to Work.
In Routledge (1st ed.). https://doi.org/10.4324/9781315124827

Hofstede, G. J. (2016). Cross Cultural & Strategic Management. Cross Cultural
Management, 22(4), 545-569. http://dx.doi.org/10.1108/CCM-03-2015-0040

Hoxha, G., Simeli, 1., Theocharis, D., Vasileiou, A., & Tsekouropoulos, G. (2024).
Sustainable healthcare quality and job satisfaction through organizational

culture: approaches and outcomes. Sustainability, 16(9), 3603. https://doi.org/
10.3390/su16093603

Hugq, R. A. (2016). The Psychology of Employee Empowerment: Concepts, Critical
Themes and a Framework for Implementation (edisi Google Books). In
Routledge.

Ilyas, S., Abid, G., Ashfaq, F., Ali, M., & Ali, W. (2021). Status quos are made to
be broken: The roles of transformational leadership, job satisfaction,
psychological empowerment, and voice behavior. Sage Open, 1-14.
https://doi.org/10.1177/21582440211006734

Ivancevich, J. M., Konopaske, R., & Matteson, M. T. (2020). Organizational
Behavior and Management (11th ed.). In McGraw-Hill Education.

Ivziku, D., Duka, B., Dervishi, A., Filomeno, L., Polverini, F., Notarnicola, 1.,
Stievano, A., Rocco, G, Ivan, C., & Gonzalez, A. (2025). Exploring Nurses ’
Quit Intentions: A Structural Equation Modelling and Mediation Analysis
Based on the JD-R and Social Exchange Theories. Healthe, 13(692), 1-26.

Kagan, I, Hendel, T., & Savitsky, B. (2021). Personal initiative and work
environment as predictors of job satisfaction among nurses: cross-sectional
study. BMC Nursing, 20(1). https://doi.org/10.1186/5s12912-021-00615-1

Kant, R., & Shanker, A. (2021). Relationship between emotional intelligence and
burnout: An empirical investigation of teacher educators. International
Journal of Evaluation and Research in Education. https://eric.ed.gov/?d=
EJ1312828

Kassa, A. G., & Tsigu, G. T. (2022). Corporate entrepreneurship, employee
engagement and innovation: a resource-basedview and a social

exchangetheory perspective. International Journal of Organizational
Analysis, 30(6), 1694-1711. https://doi.org/10.1108/IJOA-05-2020-2172

Kementerian Kesehatan. (2019). Panduan Perilaku Interaksi Pelayanan Publik di
Lingkungan Kementrian Kesehatan. Berita Negara Republik Indonesia.
www.peraturan.go.id

Khan, A. M., Jantan, A. H. Bin, Salleh, L. B. M., Dato’Mansor, Z., Islam, M. A _,
& Hosen, S. (2019). The impact of transformational leadership effects on
innovative work behavior by the moderating role of psychological

125

UNIVERSITAS BUNG HATTA



empowerment. Journal of Reviews on Global Economics, 8, 925-938.
https://doi.org/10.6000/1929-7092.2019.08.79

Khan, M. M., Mubarik, M. S., Islam, T., Rehman, A., Ahmed, S. S., Khan, E., &
Sohail, F. (2022). How servant leadership triggers innovative work behavior:
exploring the sequential mediating role of psychological empowerment and
job crafting. European Journal of Innovation Management, 25(4), 1037-1055.
https://doi.org/10.1108/EJIM-09-2020-0367

Kreitner, R., & Kinicki, A. (2021). Organizational Behavior. In McGraw-Hill
Companies.

Kustanto, H., Hamidah, Eliyana, A., Mumpuni, J. H. S., & Gunawan, D. R. (2020).
The moderation role of psychological empowerment on innovative work
behaviour. Systematic Reviews in Pharmacy, 11(8), 254-264. https://doi.org
/10.31838/srp.2020.8.38

Lukitasari, D., & Etikariena, A. (2024). Transformational Leadership and
Innovative Work Behavior: The Mediation- Moderation Model of
Ambidextrous Culture Kepemimpinan Transformasional dan Perilaku Kerja
Inovatif: Peran Mediasi dan Moderasi Budaya Ambidextrous. Psikologika,
29(2), 247-262. https://doi.org/10.20885/psikologika.vol29.iss2.art5

Luthans, F. (2021). Organizational Behavior: An Evidence-Based Approach.
McGraw-Hill Education.

MacKenzie, C., McCarthy, A., Morley, M., & Garavan, T. (2022). Human Resource
Management, Innovative Work Behaviour, Incremental and Radical
Innovation: Inspirational Vision or Aspirational Rhetoric. In P. Holland, T.
Bartram, T. Garavan, & K. Grant (Ed.), The Emerald Handbook of Work,
Workplaces and Disruptive Issues in HRMAvailable to Purchase. Emerald
Publishing Limited. https://doi.org/10.1108/978-1-80071-779-420221012

Mas’ud, F. (2004). Survai Diagnosis Organisasional (Konsep dan Aplikasi). In
Badan Penerbit Universitas Diponegoro.

McAnally, K., & Hagger, M. S. (2024). Self-Determination Theory and Workplace
Outcomes : A Conceptual Review and Future Research Directions. Behavioral
Sciences, 14(428), 1-20. https://doi.org/10.3390/bs14060428

Muslimah, D. A. D. Al, & Tjahjono, H. K. (2023). Transformational Leadership
and Work Engagement: Mediating Role of Psychological Empowerment.
Jurnal Ekonomi dan Bisnis Airlangga, 33(2), 132-149. https://doi.org/10.
20473/jeba.v33i22023.132-149

Mustafa, M., Coetzer, A., Ramos, H. M., & Fuhrer, J. (2021). Exploring the effects
of small- and medium-sized enterprise employees’ job satisfaction on their
innovative work behaviours: the moderating effects of personality. Journal of
Organizational Effectiveness, 8(2), 228-250. https://doi.org/10.1108/JOEPP-
07-2020-0133

126

UNIVERSITAS BUNG HATTA



Newman, A., Thanacoody, R., & A, W. H. (2019). The Impact of Employee
Perceptions of Training on Organisational Commitment and Turnover
Intentions: A Study of Multinationals in the Chinese Service Sector.
Sustainability (Switzerland), 11(1), 1-14. http://scioteca.caf.com/bitstream/
handle/123456789/1091/RED2017-Eng-8ene.pdf?sequence=12&isAllowed=
y%0Ahttp://dx.doi.org/10.1016/j.regsciurbeco.2008.06.005% O Ahttps:/www.
researchgate.net/publication/305320484_SISTEM_PEMBETUNGAN_TER
PUSAT_STRATEGI_MELESTARI

Nguon, V. (2022). Effect of transformational leadership on job satisfaction,
innovative behavior, and work performance: A conceptual review.
International Journal of Business and Management, 17(12), 75-89.
https://doi.org/10.5539/ijbm.v17n12p75

Nguyen, T. P. L., Nguyen, T. T., Duong, C. D., & Doan, X. H. (2022). The effects
of transformational leadership on employee creativity in Vietnam

telecommunications enterprises. Management Decision. https://doi.org/10.
1108/MD-07-2020-0882

Northouse, P. G. (2021). Leadership : Theory And Practice. In Sage Publications
(9h Edition). https://collegepublishing.sagepub.com/products/leadership-9-
2701387

Notarnicola, 1., Duka, B., Lommi, M., Grosha, E., Maria, M. De, lacorossi, L.,
Mastroianni, C., Ivziku, D., Rocco, G., & Stievano, A. (2024).
Transformational Leadership and Its Impact on Job Satisfaction and Personal
Mastery for Nursing Leaders in Healthcare Organizations. In Nursing reports
(Pavia, Italy) (Vol. 14, Nomor 4, hal. 3561-3574). https://doi.org/10.3390/
nursrep 14040260

O’Hara, S., Melnyk, B., Hsieh, A., Helsabeck, N., Giuliano, K., & Vital, C. (2025).
Innovation, wellness, and EBP cultures are associated with less burnout, better
mental health, and higher job satisfaction in nurses and the healthcare
workforce. Worldviews on Evidence-Based Nursing, 22(2). https://doi.org/10.
1111/wvn.70012

Pandie, D. B. W., Pradana, I. P. Y. B., Saputra, B., & Wijayanti, N. S. (2024). How
Political Skills Shape Innovative Work Behavior in Local Government: the
Mediating Effect of Job Satisfaction. Public Policy and Administration, 23(4),
608-628. https://doi.org/10.13165/VPA-24-23-4-13

Rahmatika, A. H., & Saragih, S. (2023). Who else wants to work innovatively? The
role of transformational leadership in the workplace. In Organ. Hum. Capital
Dev. academia.edu. https://doi.org/108854791/959

Raoush, A. (2023). Transformational leadership impact on innovative behaviour as
perceived by healthcare workers in private hospitals in Jordan. Cogent
Business &Management. https://doi.org/10.1080/23311975.2023.2265606

Robbins, S. P, & Judge, T. A. (2024). Organizational Behavior. In Pearson

127

UNIVERSITAS BUNG HATTA



Education Limited (19th Globa).

Ryan, R. M. (2023). The Oxford Handbook of Self-determination Theory. In
Oxford University Press. https://doi.org/10.1093/0xfordhb/9780197600047.
001.0001

Sahan, F. U., & Terzioglu, F. (2022). Transformational leadership practices of nurse
managers: the effects on the organizational commitment and job satisfaction
of staff nurses. In Leadership in health services (Bradford, England).
https://doi.org/10.1108/LHS-11-2021-0091

Saif, N., Amelia, Goh, G. G. G., Rubin, A., Shaheen, 1., & Murtaza, M. (2024).
Influence of transformational leadership on innovative work behavior and task
performance of individuals: The mediating role of knowledge sharing.
Heliyon, 10(11). https://doi.org/10.1016/j.heliyon.2024.e32280

Sayuti, A. M., & Safitri, D. A. (2024). The Role of Intrinsic Motivation and
Psychological Empowerment in the Relationship of Transformational
Leadership and Employees Innovative Behavior Post COVID-19 Pandemic.
Gema Wiralodra, 15(2), 707-718. https://gemawiralodra.unwir.ac.id/index.
php/gemawiralodra/issue/view/25

Schein, E. H. (2010). Organizational Culture and Leadership. In Jossey-Bass (Forth
Edit). https://doi.org/10.4324/9781003366355

Sinaga, A. T. I, Lumbanraja, P., Sadalia, 1., & Silalahi, A. S. (2020).
Transformational Leadership, Psychological Empowerment, and Innovative
Work Behavior of Frontline Employees in the Public Sectors: Empirical

Evidence from North Sumatera, Indonesia. Journal of International
Conference Proceedings, 3(4), 1-9. https://doi.org/10.32535/jicp.v3i4.1004

Siswanto, S., & Yuliana, I. (2022). Linking transformational leadership with job
satisfaction: the mediating roles of trust and team cohesiveness. Journal of
Management Development. https://doi.org/10.1108/JMD-09-2020-0293

Slemp, G. R., Lee, M. A., & Mossman, L. H. (2021). Interventions to support
autonomy , competence , and relatedness needs in organizations : A systematic
review with recommendations for research and practice. Journal of
Occupational and Organizational Psychology, 1-31. https://doi.org/10.1111/
joop.12338

Spector, P. E. (2022). Job Satisfaction: From Assessment to Intervention. In
Routledge. https://doi.org/10.4324/9781003250616

Spreitzer, G. M. (2008). Taking Stock : A review of more than twenty years of
research on empowerment at work. In C. Cooper & J. Barling (Ed.), The SAGE
Handbook of Organizational Behavior (hal. 54-72). Sage Publications.
https://doi.org/10.4135/9781849200448.n4

Spreitzer, G. M., & Quinn, R. E. (2001). A Company of Leaders Five Disciplines
for Unleashing the Power in Your Workforce. In John Wiley & Sons (1 ed.).

128

UNIVERSITAS BUNG HATTA



John Wiley & Sons. https://openlibrary.org/books/OL8148552M/A _
Company_of Leaders?utm_source

Srirahayu, D. P., Sridadi, A. R., & Ekowati, D. (2023). Leadership as an Enabler of
Innovation Climate and Innovative Work Behavior in Indonesia’s Public
Libraries. Public Library Quarterly, 43(2), 260-282. https://doi.org/10.1080/
01616846.2023.2262866

Stanescu, D. F., Zbuchea, A., & Pinzaru, F. (2021). Transformational leadership
and innovative work behaviour: the mediating role of psychological
empowerment. Kybernetes, 50(5), 1041-1057. https://doi.org/10.1108/K-07-
2019-0491

Sueb, S., & Sopiah, S. (2023). Exploring the relationship between transformational
leadership and innovative work behavior: a systematic literature review.
Jurnal Visi Manajemen. http://stiepari.org/index.php/jvm/article/view/287

Sugiyono. (2020). Metode Penelitian Kuantitatif, Kualitatif dan R&D. In Alfabeta.

Tarigan, A. Y. P, Surya, I. B. K., & Suwandana, 1. G. M. (2024). The Role of Job
Satisfaction Mediates The Influence of Transformational Leadership on
Innovative Behavior In Employees of PT. Satria Trans Jaya. International
Journal of Management Research and Economics, 2(3), 380-402. https://doi.
org/10.58631/ajemb.v415.206

Thompson, G., Buch, R., Thompson, P.-M. M., & Glasg, L. (2021). The impact of
transformational leadership and interactional justice on follower performance
and organizational commitment in a business context. Journal of General
Management, 46(4), 274-283. https://doi.org/10.1177/0306307020984579

Torner, C. S., Pérez, Y. J., & Pons, E. T. (2025). Interaction Between Ethical
Leadership , Affective Commitment and Social Sustainability in Transition
Economies: A Model Mediated by Ethical Climate and Moderated by
Psychological Empowerment in the Colombian Electricity Sector.
Sustainability, 17(6068), 1-24.

Utomo, H. J. N., Irwantoro, 1., Wasesa, S., Purwati, T., Sembiring, R., & Purwanto,
A. (2023). Investigating the Role of Innovative Work Behavior
Organizational Trust , Perceived Organizational Support : an Empirical Study
on Smes Performance. Journal of Law and Sustainable Development, 11(2),
1-19. https://doi.org/10.37497/sdgs.v11i2.417

Vo, A. H. K., Nguyen, T.-D., Le, Y.-N., Cao, H. N. Q., Le, V. N. T., & Huynh, K.-
L. (2024). Is transformational leadership always good for innovation? The
moderating effect of transformational leadership on the personality—
innovativeness link through knowledge sharing. International Journal of
Organizational Analysis, 32(2), 131-152. https://doi.org/10.1108/1JOA-10-
2022-3444

Ytterstad, S., & Olaisen, J. (2023). Learning Transformational Leadership (A

129

UNIVERSITAS BUNG HATTA



Pedagogical and Practical Perspective). In Springer International Publishing
AG. https://doi.org/10.1007/978-3-031-21824-8

Yun, K.-H., You, Y.-Y., Park, 1.-C., & Park, H.-S. (2021). The Influence of Self-
determination Motivation and Prior Knowledge on Hybrid Start-up Intention
in the Model of Goal- directed Behavior. International Journal of Nursing
Practice, 20(3), 878-892. https://doi.org/10.17051/ilkonline.2021.03.94

Zacher, H. (2024). The Good Working Life: Experiencing Satisfaction,
Meaningfulness, and Psychological Richness in Organizations. In Springer
Nature. https://doi.org/10.1007/978-3-031-77221-4

Zafar, S., Raziq, M. M., Igoe, J., Moazzam, M., & Ozturk, 1. (2023). Inclusive
leadership and innovative work behavior : roles of autonomous motivation and
horizontal and vertical trust. Springer Nature, 1-16. https://doi.org/10.1007/
$12144-023-05386-3

Zaman, U., & Abbasi, M. (2020). Linking transformational leadership and
individual learning behavior: Role of psychological safety and uncertainty
avoidance. Pakistan Journal of Commerce and Social Sciences. https://www.
econstor.eu/handle/10419/216869

Zhao, X., Lynch, J. G., & Chen, Q. (2010). Reconsidering Baron and Kenny: Myths
and truths about mediation analysis. Journal of Consumer Research, 37(2),
197-206. https://doi.org/10.1086/651257

130

UNIVERSITAS BUNG HATTA



LAMPIRAN 1
MAPPING PENELITIAN TERDAHULU

- Identitas Karya Alamat herkas - =
Tho )| ol Bonefitinn )| T Hmiah Tiirnal fehriabel Miclole Pemsliiin Haeil aah
. — Ohbjek: 1. Transformational leadership
Nama Penulis: Vnmhgl Texfihy; Pegawai/Employees berpengaruh positif dan signifikan
Innovative Work = % b : 2
Transfotmational 1. Stanescu. D. F Behaviour terhadap Innovarnive Work
i 2. Zbuchea, A. Populasi: 139 karvawan Behaviour (IWB) 3
leadership and - s 2 Artikel
i 3. Pinzamu, F. . S 2. Transformational leadership %
Innovarive Work https:#doi.org/l | Variahel Bebas: s 3 : i Utama
2SR e ; Sampel: 139 karyawan berpengaruh positif dan
1 Behaviour: the 2021 Nama Turnal: 0.1 108/K-07- Transformational G terhada
mediating role of it i 3 20190491 leadership ; « sngmﬂka:n' i P H2
Psychological Leadership & Teknik sampling: Psychological Empowerment He
E; : 5 Organization Variabel Mediasi: purposive sampling 3. Psychological Empowerment
IrOeImen Development Journal, P:'r::ofu H e berperan sebagai mediasi dalam
42(4). 612-627. R ‘E‘: 4 Teknik analisis data: hubungan Transformational
i PLS leadership terhadap TWB
1. Transformational leadership
Variahel Ohbjek: Karvawan sektor herpengamhl pamtit mgmﬁkan
A z - 3 terhadap Voice Behavior.
Status Quos Are = 2 Terikat:Voice publik & swasta di ] . .
Nama Penulis: 3 E 2. Job Satisfaction memediasi
Made 1o be v Behavior {Perilaku Pakistan :
: 1. Sehrish Ilyas 3 sebagian hubungan
Broken: The Roles e Suara Karvawan) e A ;
2. Ghulam Abid : 2 Transformational leadership .
af 2 - Populasi & Sampel:211 : 5 : Anikel
; 3. Fouzia Ashfag - — ; terhadap Voice Behavior.
Transformational 1 Mut ad Ali https:ffdoiorg/l | Variabel Bebas: responden (multiwave 3 Peiiitie i ‘i Pendukung
2 | teadership, Job 2021 |2 s ‘.‘}“:E 0.1177/2158244 | Transformational survey, purposive % ORI ORION MM ETIER TUER
Satisfaction, ¢ RN 0211006734 leadership sampling) i _=' H6
: : Transformational leadership
Fsychological Nama Jurnal: SAGE techadap Voice Behavior L7}
Empowerment, gzl Variabel Mediasi: Teknik Analisis 2L RE: . .
4 Open, April-June g p BT 4. Kedua mediasi (Job Satisfaction
and Voice 2021: 1-14 1. Job Satisfaction Data:Hayes Process & Psvchological E : £
Behavior L ; 2. Psychological Macro (Model 4), PLS, R
Emposwerment CFA herperan sebagai parallel
pe mediasis tanpa perbedaan
signifikan.
Effect of ; Nama Penulis: https:/doi.org/1 Variahel T.el.- ,l: Objek: Studi literatur 1. Transformational leadership ikl
Transformational s SR 1. Jab Sartisfaction e Pendukung
3 iy A 2022 | Nguon, V. 0.5539ijbm.v17 z tentang penerapan berpengaruh positif terhadap
leadership on job = 19075 2. Innovative Work K kaay Job Safisfacti
satisfaction, e Behaviour i e i efaction, Hl
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Innovative Nama Jurnal: 3. Work transformasional di 2. Transformational leadership H3
Behavior, and Intemational Journal Performance berbagai negara. herpengaruh positif terhadap
Work of Business and Innovative Work Behavior.
Performance: A Management, 17(12). Variahel Bebas: Populasi: Artikel dan 3. Transformational leadership
conceptual review 75-83. Transformational penelitian terkait berpengaruh positif terhadap Work
leadership; kepemimpinan Performance.
transformasional, 4. Job Satisfaction berpengaruh
kepuasan kerja. perilaku positif terhadap Work
inovatif. dan kinerja Performance.
kerja. 5. Innovative Work Behavior
berpengaruh positif terhadap Work
Sampel: Literatur Performance.
relevan vang dikaji 6. Job Satisfaction dan Innovative
secara ekstensif. Work Behavior berperan sebagai
mediasi dalam pengaruh
Nama Systematic Transformarional leadership
literature review terthadap Work Performance.
(tinjauan pustaka). 7. Transfermational leadership, Job
Satisfaction, dan Innovative Work
Behavior secara independen
berdampak positif pada Work
Performance.
Nama Penulis: Objek: Guru SMA dan | * ::;:f;:z:';::i :F":i"n‘;:’:;n
1l A !j]ﬂda Variabel Terikat: SMIc di pmggiran Kooy terhadap fnnovative Work
Rahmatika . Bandung ;
; i z Innovative Work = Behavior.
Who Else Wants to 2. Susanti Saragih . + ;
= Behavior Z 2. Job Satisfaction herpengaruh
Work Populasi: Guru o
Innovatively? The Nama Jurnal: - SMA/SMK positil sigmstilas terhaday
Role of = 321 | Organization and demia.edu/dow | Variabel Bebas: Innovative Work Behavior. H5
. B & 4 nload/10885479 | Transformational 3. Transformational leadership H7
Transformarional Human Capital 1/959.pdf A irihi Sampel: 212 guru be R positif drpnifikan
leadership in the Development T L (purposive sampling) TPERS 3
_. terhadap Job Satisfaction.
Warkplace (ORCADEV) Vol. 2 Variabel Mediasi: 4, Job Satisfact: mediasi
No. 2 Hal. 88-97 arabel Aedast | Teknik analisis data: - Jab Swiisfaction memeltn!.
Job Satisfaction PLS-SEM (SmartPLS hubungan Transfor
ISSN- 2R30-6034 3.29) Jr.md'erx‘mp dan Innavative Work
Behavior.
132

UNIVERSITAS BUNG HATTA




Ohjek: Pegawai

. Political Skills berpengaruh positif

Danis P_gnnlls: pemerintah Kota dan signifikan terhadap Innovative
1. David B.W. g A .
- Kupang, Indonesia. Work Behavior.
Pandie P 2 & i
2. 1Puta Yosa 2 .Pu.flr{mf_Shfh berpengaruh positf
- S Populasi: Selursh dan signifikan terhadap Job
Bumi Pradana : 2 3 ; .
3. Boni Sapuira Variahbel Terikat: pegawai pada kantor- Sarisfaction.
How Palitical 4' Nadia Sasmita Innovative Work kantor Pemerintah Kota 3. Job Satisfaction berpengaruh
Skills Shape g 7 “;"“ https:#www.cee | Behavior (IWB) Kupang (total 657 positif dan signifikan terhadap
Innovative Work Nama tjla)m I ol.com/search/a pegawai). Innovative Work Behavior.
5 Behavior in Local | 2024 Viatais 1i1.ik-a i rticle- Variahel Bebas: 4. Jab Satisfaction memediasi H5
Governmeni: The 3o b detailTid=13237 | Political Skills Sampel: 657 responden hubungan antara Political Skills
T administravimas i - = Y
Mediating Effect Vol.23 Issue 4 Hal 96 yang ku dan ve Work Bels
of Job Satisfaction 6(;'8-%"8 SUE T, Variabel Mediasi: termtup, sehinggza memperkuat pengaruh
= Job Satisfaction positif Political Skills terhadap
Teknik Analisis perilaku inovatif pegawai.
i .2 g
:SS_I: 1652603 Descriptive Analysis dan | 5. Peningkatan Political Skills dan
print) Structural Equation perhatian pada Job Satisfaction
ISSN 2029-2872 : 3 > e
(onine) Modeling (SEM ). penting bagi organisasi sektor
publik untuk mendorong movasi.
Objek: Artikel-artikel
jurnal i ional 1. Transfor I leadership
bertema herpengaruh positif terhadap
Variabel Terikat: Transformational Innovative Work Behavior.
Nama Penulis: % 3 leadership dan 2. Organizational Support for IWE
. Innovative Work : . i
Exploring the 1. Sueb Behavi Innovarive Behavior memediasi pengaruh
Relationship 2. Sopiah . terindeks Scopus (2017- Transformational leadership
202 hadal
bﬂw&." ; = hitps://stiepari.o | Variabel Bebas: 2023). lexay 28 P 2
Transformational Nama Jurnal: rgfindex.phpfiv | Transformational 3. Innovation Oremtation dan Goal HI
6 leadership and 2023 | Jumal Visi Wnrﬁclefvie\if" Lk Populasi: Selurch Culture memediasi pengaruh HE
Innovative Work Manajemen Vol. 9 87 - s publikasi Scopus terkait Transformational leadership
Behavior: A No. 2 Hal 62-83 . — topik tersebut. terhadap JWB.
; Variabel Mediasi: SEE : -
Systematic 1. Pejeiological 4. gful Work
Literature Review e-ISSN: 2528-2212; ’ Fissiow # Sampel: 31 jurnal pengarub Transformartional
mpowerment

p-185N: 2303-3339.

2. Job Satisfaction

relevan hasil seleksi.

Teknik analisis:
Systematic review
menggunakan metode

leadership terhadap IWB.
Digital Literacy memediasi
pengaruh Transformational
leadership terhadap IWB.
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PRISMA dengan
pencarian melalui
Publish or Perish,

o

1

=

Team Work Quality memediasi
pengaruh Transformarional
leadership terhadap IWB.
Psychological Empowerment
memediasi pengaruh
Transformational leadership
terhadap IWE.

Motivation secara umum
memediasi pengaruh
Transformational leadership
terhadap Innovarive Behavior.
Transformational leadership
secara keseluruhan memiliki
pengaruh signifikan dalam
mendorong perilakn kerja
inovatif.

. Transformational leadership

The Mediating berpengaruh positif signifikan
Role Of terhadap Psyechological
Psychological Nama Penulis: Variabel Terikat: Objek: Karyawan bagian Empowerment.
Empowerment On Filiz Arslan Akdeniz Innovative Work food & beverage di hotel | 2. Psychological Empowerment
The Relationship Behavior bintang lima Antalya herpengaruh positif signifikan
Between Nama Jurnal: httns: Hdersinaik terhadap Innovative Work
Innovative Work Journal of m_P t-r.-’t'ninni::' Variabel Bebas: Populasi: 700 karyawan Behavior. Hi
Behavior and 2022 | Gastronomy. mri\wsgsssjf Transformational di 17 hotel bintang lima 3. Transformational leadership HT
Transformational Hospitality, and iOl‘,::I—'T»?B leadership Sampel: 700 responden berpengaruh positif signifikan
leadership in Food Travel (JGTTR) Vol. {seluroh populasi) terhadap Innovative Work
and Beverage 5 No. 2 Hal. 287-304 Variahel Mediasi: Behavior.
Employees: A Psvehological Teknik analisis data: 4. Psvchological Empowerment
Research Of Five ISSN: 2619-9548 Empowerment SEM (AMOS) memediasi hubungan
Star Hotels in Transformational leadership
Antalva terhadap Innovative Work
Behavior.

;ﬁc Medtaring hama_]’ennhs: n— Variabel Terikat: Obj':]_‘: Peg.awnl ba{lk 1. Transformational leadership

ole of 1. Vishal Garg hitps:#doi.org/1 Invative Work publik dan swasta di i S N e H?
Psychological 2022 | 2. Arun Kumar 0.117772322003 | MO e wilaysh Delhi-NCR lerm mmﬂ,w s 5
Empowerment on Altree 7221084436 India

the

3. Vibhash Kumar

Behaviour
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Transformational Variahel Bebas: Populasi/Sampel: 203 2. Transformational leadership
leadership— Nama Jurnal: South Transf: ional pegawai (73% resf herpengaruh positif signifikan
Psvchological Asian Joumal of leadership (TL) rate) terhadap Psychological
Empowermentrelar Human Resources Empowerment
tonship: A Study of Management (ahead- Variahel Mediasi: Teknik sampling: 3. Psychological Empowerment
Indian Banking of-print) Psychological Random sampling bank herpengaruh positif signifikan
Sector Empowerment (PE| branch, responden dipilib terhadap IWE
secara acak 4. Psychological Empowerment
memediasi secara parsial hubungan
Teknik analisis data: Transformational leadership
Structural Equation terhadap IWB
Modelling (AMOS)
dengan bootstrapping
5.000 resamples
Objek: Pegawai L nyt."laiagn:\fl." Empowerment
= 5 memoderasi hubungan antara
perusahaan teknologi = 3
W 4 Transformational leadership dan
multinasional (/T service = tive Work Behayi
Nama PE]'!III.IS:_ ) Variahel 'll'erlkal: & saftware) di Eropa pengaruk TL Iehih kuat pada
1. Matej Grodel) Psvchological Ry ingkat PE
) 2. Matej Cerne Emp IWB| | Populasi/Sampel: 126 learyawan dengan tinglos
Authentic and = b 2 tinggi
p 3. Sandra Penger karyawan (dar 191 yang z .
Transformarional = n Tt < == | 2. Psvehological Empowerment juga
: 4. Barbara Grah Variahel Bebas: mengisi survei awal) . : =
leadership and R E memoderasi hubungan antara
Innovative Work HpSAdAOIL | 1 Ayhentc Authentic Leadership dan
9 ; 2021 | Nama Jurnal: 0.1 108/EJIM - Leadership (AL) Metode: Mixed-method s i H6
Behaviour: the 3 B R Innovative Work Behaviour.
iz ; European Journal of 10-2019-0294 2. Transformational | (kuantitatif & kuoalitatif) : R
lerating role of 1 ats leadership (TL) A 3. Pada tingkat PE tinggi, perbedaan
Psychelogical i ST 5 R 1 s level AL/TL tidak bamyak
Empowerment Manzgement¥ol, 24 mempengarshi IWB (responden
po No. 3, pp. 677-706 Variabel Moderasi: | Teknik Analisis: pengaru T
o 2 . 2 ; tetap menunjukkan IWB tinggi).
Psvchological Hierarchical regression 4. Hasil kualitatif menegaskan
ISSN 1460-1060 Empowerment (PE) analysis, Confirmatory h 5 £
s : S pentingnya empowerment dan
Factor Analysis (AMOS), S
wawancara mendalam (4 aukungan prnpite dakin
P menumbuhkan perilaku inovatif
pimpinan)
karyawan.
How Nama Penulis: hitp:ffwww.ijm | Variabel Terikat: Ohjek: Pegawai sektor 1. Transformational leadership
10 Transformational 5021 1. Fouzia Ashfag pjorbriindex.p | Imnovative publik besar di Lahore, herpengaruh positif signifikan H?
leadership = 2. Ghulam Abid hpfijmp/article/ | Behaviour (IB) Pakistan terhadap Psychological =
Influences 3. Sechrish Ilvas view/1 162 Empowerment
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Innovative 4. Anwer Hasnain Variahel Bebas: Populasi/Sampel: 230 2. Psychological Empowerment
Behavior: The Transf: ional pegawai & supervisor berpengamuh positif signifikan
Mediating Role of Nama Jurnal: leadership (TL) terhadap Proactive Behaviour
Psychological Independent Journal Teknik sampling: 3. Proactive Behaviour berpengaruh
Empowerment and of Management & Variahel Mediasi Convenience pling positif signifikan terhadap
Proactivity of Production (IIM&FP), Psychological Innovative Behaviour
Employees Vol. 12, No. 1. Jan— Empowerment Teknik analisis data: 4. Psychological Empowerment
Feb 2021 {PE|Proactive SPS5. AMOS, memediasi hubungan TL terhadap
Behaviour { PB) PROCESS Macro 1B
ISSN: 2236-269X (Model 6), 2000 5. Proactive Behaviowr memediasi
bootstrap hubungan TL terhadap 1B
6. Seq ial mediation PE terhadaf
PB signifikan dalam hubungan TL
terhadap IB
7. Total effect TL terhadap [B
signifikan.
Ohbjek: Pegawai 1. Transformational leadership
S PR pemerintah pusat & herpengaruh positif signifikan
; 2 - Vamhe;l Tarikal: daerah Korea terhadap Innovative Work
Unpacking the Nama Penulis: Innovative Work Behavi
Transformational 1. HyeonUk Bak Behavior (IWE) uii s [ S i
leadership- 2. Myung H. Jin https:fiwww.tan Pupul.m.u:__.l}'?(} pegawat: |- Tfﬂ!l.if(lﬂllﬂ]‘iﬂmj_f_ﬂ'd_der.jﬁip
Innovative Work 3. BruceD. dfonline.com/do | Variabel Bebas: Tegen aipil Korea herpengamh postif aigtiikcan
11 | Bekavior 2021 McDonald 111 fabs/10.1080/1 | Transformational | (C2*7el & local st d ychalogioal Copal. L
Relationskip: The 5309576.2021.1 | feadership govermien] 3. Paychalogical Capital berperatuh
Mediating Role of Nama Jurnal: Public | 939737 i il PIE St e
Psychological Performance & Variabel Mediasi: | >oEe o0 J R S B
Capital Management Review Psychological sampiing +Rapehilogoot Lopn me st
Capital secara parsial hubungan
Teknik Analisis Data: Transformational leadership
CFA, SEM, Bootstrap dengan I Wark Beh
Exploring the Nama Penulis: Variabel Terikat: 1. Job Satisfaction berpengaruh
effects of small- 1. Michael Mustafa | https:fiwww.em In:::r.rive :lrl::rk - Ohbjek: Karyawan Small positif terhadap Innovative
and medium-sized 2. Alan Coetzer erald.cominsig Be!m'v‘inr . and Medium-sized Work Behaviour (IWB) secara
12 enterprise 5021 3. Hazel Melani ht/fct fdoif1 Enterprises (SME) sektor keseluruhan. HS
= | employvees’ job ) Ramos and Jorg 0.1108fjoepp- Variabel Bebas: Job high-tech manufacturing | 2. Job Satisfaction berpengaruh
satisfaction on Fuhrer 07-2020- S a'na i it di wilayah Aargau, Swiss positif terhadap setiap sub-dimensi
their innovative Nama Jurnal: 0133ullhemt | SAfifaction IWB, yaitu Idea Generation, Idea
work behavionurs: Journal of Promotion. dan Idea Realisation.
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the moderating

Organizational

Variabel

Populasi: Karyawan dari

3. Openness 1o Experience

effects af Effectiveness: People Moderating: effects | 28 SME high-rech memoderasi hubungan antara Job
personality and Performance Vol. af persanality manufaciuring Satisfaction dan IWB, termasuk
8 No. 2 Hal. 228-250 ketiga sub-dimensinya (Idea
Sampel: 125 karyawan Generation, Promotion,
Realisation).
Metode Py hil 4. Conscienti tidak
Sampel: Paper-based memoderasi hubungan antara Job
guestionnaire (tidak Satisfaction dan I'WB maupun sub-
dijelaskan metode dimensinya.
sampling spesifik) 5. Lingkungan kerja yang mendukung
dan meningkatkan Job Satisfaction
Teknik Analisis Data: dapat memperkuat perilaku
Hierarchical Regression inovatif karyawan pada SME
Analysis sektor high-tech.
Variabel Terikat: 1. Transformational leadership
Innovative Work 5 5 herpengaruh positil signifikan
The Role af Behavior Ohjl'k.: Z?;me g lerrl?:dap fnml:::ive H‘?q:f
Intrinsic Nama Penulis: f;zenn_t Awmsi Behavior.
Motivation and 1. Abdul Malik Sayuti Variabel Behas: e 2. Intrinsic Motivation berpengaruh
Psychological 2. Denanda Agnes 1. Transformational . positif signifikan terhadap IWB
Empowerment in Safitri leadershi, Fopmbai; 419 3. Psychological Empowerment
iuizh ; . et responden, 348 Jiien e
the Relationship of https:/fdoiorg/l | 2. Imtrinsic uh"k i herpengaruh positif signifikan HI
13 | Transformational | 2024 | Nama Jurnal: Gema | 0.31943/gw.v15 Motivation L terhadap IWB. =4
leadership and Wiralodra Vol. 15 i2 3. Psychological L 4. Intrinsic Motivation tidak
Emplovees No. 2 Hal. T07-718 Empowerment Telmils Sa.mp].mg Woi; memoderasi hubungan
Innovative p mhall?llny random Transformational leadership
Behavior Post p-ISSN: 1693-7945 Variabel Moderasiz | b8 dengan IWB
COWD-IJ'S* e-ISSN: 2622-1969 L ."mrifuiz: Teknik Analisis Data: 5 Psycho!ogicfuf Empowerment tidak
Pardemic Motivation SEM densan Smart-PLS memoderasi hubungan
2. Psychological 5 Transformational leadership
Empowerment dengan IWE
ki Nama Penulis: Variahel Terikat: Populasi: Guru & staf 1. Transformational leadership
Tr 1. Siswanto ] hltps_:fa'www.ﬂca Job Satisfaction Madrasah di Jawa Timur Pada di i Idealized infl €
14 | leadership with S22 2. Indah Yuliana demia.edu/dow inspirational motivation, dan H3
5 Saisfaction! SEa nload/10885479 | Variabel Bebas: Sampel: 405 guru & staf individualized ¢ ideration
jo : : Nama Jurnal: 1/959 pdf Transformational Madrasah di Jawa Timur herpengaruh positif signifikan

the mediating

Journal of

leadership {idealized
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roles of trust and
team cohesiveness

Management
Development Vol. 41
No. 7/8 Hal. 405428

ISSN: 0262-1711

influence,
inspirational
motivation,
intellectual
stimidation,
individualized
consideration)

Variahel Mediasi:

1. Trust

2. Team
Cohesiveness

Analisis data: SEM-PLS
{WarpPLS) & Sobel test

2

Intellectueal stimulation tidak
berp h signifikan 1
terhadap job satisfaction.

. Trust berperan sebagai mediasi

penuh pada pengaruh idealized
influence terhadap job satisfaction,
serta mediasi parsial pada
inspirational motivation,
intellectual stimulation. dan
individualized consideration.

Team cohesiveness memediasi
penuh hubungan idealized
influence terthadap Job Satisfaction
dan memediasi parsial hubungan
intellectual stimulation terhadap
Job satisfaction.

5. Inspirational motivation &
individualized consideration tidak
dimediasi oleh team col

Nama Penulis: Objek: Pegawai garis

Tra:ufon:rmrmm! 1. .r\.nggun Tiur Ida . . depan (fmm.'m_e _ 1 Tt nal ledership
leadership, Sinaga Variabel Terikat: employees) sektor publik b itif sieni
Psvchological 2. Prihatin hitps:iwww.nel | Innovative Work di Sumatera Utara erpeugsrul Lign Aignifikan

. - . 7 LT g s terhadap Innovative Work
Empowerment, L aja iti.com/pi ati | Behavior (IWB) Behavior
and Innovative 3. Isfenti Sadalia ons/426062ran Populasi: 786 pegawai 2. Psveh .Ea. ical Ei "
Work Behavior of 4. Amlysh sformational- | Variabel Behas: dari 17 pemerintah i o i) i

15 | Frontline 2020 Syahputra leadership- Transformational daerah erpengaruh L "9’“5 " B

o : i ) : gy terhadap Innovative Work H4

Emplovees in the Silalahi psychological- leadership (TL) Behavior
Public Sectars: empowerment- Sampel: Purposive i .

i 2 : 2 . i : 3. Psychological Empowerment tidak
Empirical Nama Jurnal: and-innovative- | Variabel Moderasi: | sampling 5 :

2 . 2 L memoderasi hubungan
Evidence from Joumnal of work-behavi Psvchological Transformational leadershi
Naorth Sumatera, Intemational Empowerment (PE) Teknik Analisis Data: B e Work- B;;aviur
Indonesia Conference SEM dengan SmartPLS & :
Proceedi (bootstrapping)

The Inflfuem-e of Ramn Pen!:.hs: hnp,si{f].ws'n.ﬂe.r Y“"""E' Tesio Ohjek: Pegawai L. Proactive Behavior terhadap
Proactive 1. Lasmaida Gultom | ap d/f ve Work Bty ;

16 : 2022 3 s I Generasi Y pada Psychological Empowerment H4
Beékipior dnd 2 Uith Suwsi ndexiphpliwatar | Behavior Indonesia Financial he;'pengaruh positif dan signifikan.
Psvchological 3. Juliana Gasjirin ticle/view/92 e )
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Empowerment on
Innovative Work
Behavior:
Moderating Role
of Job
Characteristic

Nama Jurnal:
Joumnal of World
Science Vol. | No. 9
Hal. 674-682

P-ISSN: 2828-8726
E-ISSN: 2828-9307

Variabel Bebas:

1. Proactive
Behavior

2. Psvchological
Empowerment

Variahel
Maderator: Job

Characteristic sampling) hubungan Proactive Behavior
terhadap Innovative Work Behavior
Teknik analisis data: secara positif dan signifikan.
SEM d. LISREL

Services Authority
(IF5A)

Populasi: 2.199 pegawai
generasi Y IFSA

Sampel: 279 responden
(simple random

ta

Lo

Proactive Behavior terhadap
Innovative Work Behavior
berpengamuh positif dan signifikan.
Psychological Empowerment
terhadap Innovative Work
Behavior berpengaruh positif
dan signifikan.

. Job Characterisiic memoderasi

Ohbjek: - Karyawan bank

. Transformational leadership

berpengamh positif signifikan

The Mediiing L a_Pe 2 Variabel Terikat: publik & swasta di terhadap Innovarive Work
Role of 1. Vishal Garg . < : ¥
Psychological % | ArunFoans Innovative Work Delhi-NCR Behaviour (IWB).
Empow . ) Atta Behaviour (IWB| 2. Transformational leadership
h powerment ai 3 V'b;e h K Populasi: Pegawai bank herpengaruh positif signifikan
% . - vibhash fumar https://doiorg/l | Variabel Bebas: sektor publik & swasta terhadap Psychological
Transformational . H2
17 T 2022 i 0.1177/2322093 | Transformational Empowerment.
Leadership- Nama Jurnal: South 3 ; H6
: . 7221084436 leadership Sampel: 203 responden 3. Psychological Empowerment
Innovative Work Asian Journal of - 2 L
Behavi H R (random sampling) berpengaruh positif signifikan
rellomai A Mnogmant Ve iaben N,
P & Psychological Teknik analisis data: 4. Psychological Empowerment
Stuedy of Indian > R
Bankine Sector ISSN- 23220037 Empowerment SEM (AMOS 20 & SPSS g
& TR 20) antara Transformational
leadership dan IWE.
Nama Penulis: Variabel Terikat: Ohbjek: - Karyawan tetap | 1. Tmﬂsfmﬂ!mnnl.!md. ‘er:.llrp
) ; JTV Surabaya herpengaruh positif signifikan
1. Hery Kustanto Innovative Work =
3 i F {departemen berita, terhadap ITWB.
The Moderation 2. Hamidah Behaviour (IWB) p 3 .
g produksi, dan program) 2. Transactional leadership
ﬁffi;r:;f»m ical i iﬂﬁiﬁ: hipsAdolote/l | o Bebina: Berpengaruh postf significan HI
W | g 2020 | & - .| 031838smp 202 TS Populasi: 70 karyawan terhadap IWB.
pOWErTent on Santri Mumpuni N 1. Transfor = Ho
; 0421 ; JTV Surabaya 3. Psychological Empowerment
Innovative Work 5. Desynta leadership P S
2 . : erpengaruh positif signifikan
Behaviour Rahmawati 2. Transactional = .
G eadersin Sampel: 53 responden terhadap IWB.
(samrated sampling) 4. Psychological Empowerment
memoderasi pengarub
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Nama Jurnal: Variabel Moderasi: | Teknik analisis data: - Transformational leadership
Svstematic Reviews in Psychological PLS (Partial Least terhadap IWB.
Pharmacy Vol. 11 Empowerment Squares) 3. Psychological Empowerment juga
No. 8 Hal. 254264 memoderasi pengaruh
transactional leadership terhadap
ISSN: 0976-2779 IWB.
) . Objek: - Karyawan 1. Tmmﬁ:nm:rla_mfi .'eader.;}j_rp}lda.k
Nama Penulis: ik sasta XYZ. berp signifikan Iy
1. Dyah Ayu Dina . - Hexmatan swasta ) work engagement.
Al Muslimah “;’;‘;::g::‘;'“:‘:;" (Qtuibotar perlitan | 3. Transformational leadership
2 - L ] sar - .ﬁl
Transformarional - _lr-]:rhu K uencaner hitnsdh bioteknologi, Jakarta) :lﬂ]?:d 1;:;1!1{'5 1
leadership and 131000 MNEE Variahel Bebas: ecliadap Fsychulogica
Work engagement: Jouriia) ynaiv gc. Transf: ional Populasi: 36 orang (staf. Tmpuwermens.
19 M d'm'g i Ie o | 2023 | Nama Jurnal: Jurnal | id/JEBA/article/ I 'ad' s R = ) * | 3. Psychological Empowerment H2
slliing Rolz.of Ekonomi dan Bisnis | download/3036 | '#4€TMP i e berpengaruh positif signifikan
Faychalogical Airlangga Vol. 33 No. | 4126987 terhadap work t
Empowerment et b ] Variabel Mediasi: | Sampel: Seluruh ol s
2 Hal. 132-149 z = 4. Psychological Empowerment
Psychological populasi (censies | > e penuh (fisll mediation)
2 Empowerment :
- 123382
p E:s _53;.? ;;S:j Teknil lisis data: - ?ear:?nrih Tmmjformim:n!
ErisR ettt PLS-SEM (SmartPLS 3) eadership tethadap wor
Ohbjek: Per L. Authentic Leadership berhubungan
Nama Penulis: Variabel Terikat: multinasional teknologi posmfldengan Innovative Work
1. Matej Grosel Innovative Work Bihoreiner,
¢ A 1 ; Populasi: 126 karyawan 2. Transformational leadership
. 2. Matej Cemne Behaviour . AT Tra i
Authentic and = per mult ber positif
Transformational 3; “Bandoi Penper teknologi I ati =‘War Beh i E
A 4. Barbara Grah Variahel Bebas: ;
leadership and 3 p 3. Psychological Empowerment
\ https://doiorg/l | 1. Authentic . s . T ) ]

20 .i':mow.l:ﬂw Work 2021 | Nama Jurnal: 0.1 10S/EJIM. Leadership Sampel: survei, paired memoderasi hubun_g‘m. antara HI
Behaviour: the : j sample 1-test, kedua gaya kepemimpinan tersebut
scdarat European Journal of 10-2019-0294 2. Transformational 7 . : ;

lerating role of < ; hierarchical regression) dengan Innovative Work
: Innovation leadership ;
Psychological Management Vol. 24 Behaviour.
Empowerment No. 3 Hal. 677-706 Variabel Moderasi: Tekqlk Amllss 4. Terd.a.p§l overlap tinggi antara
Psveholosical Kualitatif: wawancara authentic dan transformational
ISSN: 1460-1060 ES-‘C o aglmr semi-terstrukiur dengan 4 leadership, namun keduanya tetap
: 2 poWemen pemimpin {content memberikan kontribusi berbeda
analysis) terhadap inovasi.
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. Psychological capital berpengaruh
positif terhadap Job Satisfaction.

Objek: Karvawan Small | 2. Psychological capital berpengaruh
and Medium Enterprises positif terhadap Innovative
{SMEs) di Arab Saudi. Behavior.

The Influence of S FEny 3. Psycholagical capiial berpengaruh

Psychological Vamhe;l Terr]cat: Populasi: Seluruh positif terhadap Innovative

G il Innovative Behavior FR = B

apital on Nama Penulis: karyawan SMEs di Intention.

Employecs Ali Saleh Alshebami | https:#journals. | Variabel Bebas: bexiagsf sektordi Amh. .4, Jub Saligaction herpengarnk

Innovative boomida | Pevcholasicat Saudi (tidak dibatast positif terhadap Innovative

Behavior: S i sektor tertentu) Behavior.

21 FaR 2021 | Nama Jurnal: SAGE | ¥/pdff 1011772 | Capital - ' i — H5
Mediating Role of O Juby-Siatarabi 158244021 1040 5. Innovative Intention tidak
Employees’ it R it Shika . .. | Sampel: 204 responden berpengaruh pasitif terhadap

£ 1-14 309 Variabel Moderasi: f : b :
Innovative 1. Imigvatie dari berbagai perusahaan Innovarive Behavior.
Intention and ) Tricunith SMEs. 6. Job Satisfaction memediasi
Emplovees' Job e . sebagian pengaruh Psyechological
AT 2. Job Satisfaction =2 s 7 . =
Satisfaction ’ P Teknik Analisis: Partial capital terhadap Innovative
Least Squares—Structural Behavior.
Equation Modeling 1. Innavarive Intention tidak
(PLS-SEM). memediasi pengaruh Psyehological
capital \ethadap Innovative
Behavior.
Ohjek: Perawat manajer | L. Persepsi nurse managers terhadap
dan perawat staf di praktik Transformational
Variabel Bebas: sebuah rumah sakit Leadership (TL) lebih tinggi
Transformational Nama Penulis: Transformational universitas. dibandingkan dengan persepsi siaff
leadership 1. Fatma Uslu Sahan Leadership Practices REYSES.
practices of nurse 2. Fusun Terzioglu af Nurse Managers Populasi: Selurut 2. Praktik TL nurse managers
managers: the htps://doi.org/1 perawat manajer dan berpengaruh positif terhadap

vy | Effects on the 5023 Nama Jurnal: o !l:;l]S.-'I_I-LS 1 Variabel Terikat: perawat staf di rumah Organizational Commimment staff H3

=7 | organizational ~7 | Leadership in Health "i)"]-ﬂ(]‘)} | L Organizational sakit universitas tersebut. nurses dengan kontribusi sebesar 9
commitment and Services - Commitment of persen.

Job satisfaction of Vaol. 35 Issue 4 Staff Nurses Sampel: 153 responden 3. Praktik TL nurse managers
staff nurses 2. Job Satisfaction | (17 perawat manajer dan berpengaruh positif terhadap Job
af Staff Nurses 136 perawat staf]. Satisfaction staff nurses dengan
Ekontribusi sebesar 24 persen.
Teknik Analisis: Cross- | 4. Praktik TL nurse managers periu
sectional descriptive ditingkatkan karena b
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study dengan k I dalam ghatkan

demografis, Leadership komi isasi dan kep

Practices Inventory kerja perawat.

(selffobserver), 5. Rumah sakit perfu

Organizational igembangkan dukung. dan

Commitment Scale, dan mendorong praktik TL karena

Job Satisfaction Scale. memiliki dampak positif pada
prioritas kesehatan dan retensi
tenaga keperawatan.

Objek: 1. Transformational leadership

Perawat pemimpin

berpengaruh positif terhadap job
satisfaction perawal pemimpin.

Nama Penulis: (middle dan senior o : : PTE
1. Ippaolito nursing leaders) di 43k Tmmfommnom{.'_feﬂdem'hrp Jusd
Notarnicola rumah sakit wilayah be ;. gl p05|_uf tedhadap
2. Blerina Duka Lazio, ltalia. PUrSLAE pesaliiy, yaal
3. Marzia Lommi Populasi: m;;ac;mka:,g?:;buhm
Transformational 4 Ericla Grosha Sehuh pesmwat 3; Eiayn kepcnfimpina.n pl;sitif (seperti
P 5. Maddalena De Variahel Bebas: pemimpin di rumah sakit z i ; 3
Leadership and Its i A 2 i transformational | meningkatkan
Maria Transformational wilayah Lazio dengan > g .
Impact on Job ; . 2 kepuasan kerja dan penguasaan
; ; 6. Laura lacorossi Leadership pengalaman K
Satisfaction and 7 Chi https:fiwww.md K e diri.
23 | Personal Mastery | 2024 ’ B pi.cony/2039- n . EREmEREr R Ut | 4 Gaya kepemimpinan laissez-faire H3
BN Miagiiani 4403/14/4260 | Variabel Terikat: tidak jukkan korelasi d
s 8. Dhurata Ivziku = 1. Job Satisfaction Sampel: ; B
Leaders in A job satisfaction.
9. Gennaro Rocco 2. Personal Mastery | 37 perawal pemimpin, S .
Healthcare ? s 5. Gaya kepemimpinan autocratic
ke 10. Alessandro dipilik dengan R i :
Organizations S RS S ) memiliki korelasi negatif terhadap
pHng- Job satisfaction dan personal
Nama Jurnal: Teknik Analisis: P .
MDPI Nursing Cross-sectional, analisis : e;zz::bz:::f':smnz piEﬂ nenyd
Reports deskriptif, korelasi, dan i siibac
Vol. 14 Issue 4 regresi menggunakan P Enan yang e
SPSS 76 untuk meningkatkan lingkungan
: kerja positif dan kesejahteraan staf
di sektor keset
Elzlﬂuiequ.!ob ; Tis: hitp:/fajemb.usfi | Variabel Terikat: Ohjelk:_ - L. Transformational leadership
24 atEinciiom 2025 Imuzbe 3 ndex.phpigp/arti | Innovative Behavior Earyawan PT, Satm berpengamh positif dan signifikan B
= Mediates The = 1. Kadek Sintya cle.-’view.f"llé Trans Jaya, Badung, S aah immovative bk 3 H7
Influence of Purnama Dewi - Bali. Indonesia. = )
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Transformational 2.1 Gausti Made Variahel Bebas: 2. Transformational leadership
Leadership on Suwandana Transf: ional Populasi berpengaruh positif dan signifikan
Innovative Leadership Seluruh karyawan PT. terhadap job satisfaction.
Behavior In Nama Jurnal: Satria Trans Jaya. 3. Job satisfaction berpengaruh
Emplovees af PT. American Journal of Variabel Mediasi: positif dan signifikan terhadap
Satria Trans Java Economic and Job Satisfaction Sampel: innovative behavior.
Management Business 176 karyawan, 4. Job satisfaction secara signifikan
Vol.4 No. 5 ditentukan dengan memediasi pengaruh
proportional random transformational leadership
e-ISSN: 2835-5199 sampling. terhadap innovative behavior.
Teknik Analisis:
Path Analysis dengan
bantuan SPSS.
yoes g
) Penal Tari Karyawan PT. XYZ. L. Transformational leadership
nalemen Tarigan i s
2. Ida Basus Ketut herpengamh p\m_nfd.:m signifikan
The Role of Job P = Variabel Terikat: Populasi: hadap innovative behavior.
Satisfaction in i3 Innovative Behavior | Seluruh karyawan PT. 1. Transformational leadership
it 3. 1 Gusti Made : . S
Mediating the Shandica https:/fjurnal.ith XYZ. berpengaruh positif dan
Influence af semarang.ac.idi | Variabel Bebas: signifikan terhadap job
75 I;mufom:mriom.’ 2024 | Nama Turnal: udt_ax.phpf!émre.-’ Tr.m_xl'orr_mlifunal Sampe_l: ) ] mtx'sfac..l'it:m. . - H3
adership on : anticle/downloa | Leadership 60 karvawan, ditentukan | 3. Job satisfaction berpengaruh positif | H7
: International Joumal B B : :
Innovative GE M mamant d/2091/2170/86 denga.Fl saturation dan signifikan terhadap inmovative
Behavior in Researci;nnd 75 Variahel Mediasi: sampling. behavior.
Emplovees af Pr. Economics Vol. 2 No Job Satnsfaction 4. Job satisfaction memediasi secara
Xyz 3 Pase 38{]4{]". T Teknik Analisis: parsial pengaruh
g - Path Analysis transformational leadership
menggunakan SPSS. terhadap innovative behavior.

e-1SSN : 2986-T398,
p-1SSN : 2987.6311.
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LAMPIRAN 2
DESAIN KUESIONER PENELITIAN

Kepada Yth,

Bpk/Ibu/Sdr/i Pegawai Negeri Sipil
RSUD Kolonel Abundjani Bangko
Kabupaten Merangin, Provinsi Jambi
di

Tempat

Hal: Kuesioner Penelitian

Dengan hormat,
Assalamu alaikum Warahmatullahi Wabarakatuh

Saya Hoiriah NIM 2410018212012 mahasiswa Program Studi Magister Sains
Manajemen (S2) Fakultas Ekonomi dan Bisnis, Universitas Bung Hatta, saat ini
sedang menyelesaikan tugas akir berupa Tesis dengan judul “PENGARUH
KEPEMIMPINAN TRANSFORMASIONAL TERHADAP PERILAKU
KERJA INOVATIF: PERAN PEMBERDAYAAN PSIKOLOGIS DAN
KEPUASAN KERJA SEBAGAI VARIABEL MEDIASI (STUDI: PNS di
RSUD KOLONEL ABUNDJANI BANGKO)”

Untuk dapat melaksanakan tugas ini, saya mohon kesediaan Bapak/Ibu/Sdr/i
meluangkan waktu untuk membaca dan menjawab kuesioner yang diberikan. Data
yang diberikan dijamin kerahasiaannya dan hanya digunakan untuk keperluan
penyelesain tugas semata.

Demikian permohonan ini diajukan, atas partisipasi Bapak/Ibu/Sdr/i, saya ucapkan
terima kasth.

Hormat Saya,

HOIRIAH
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KUESIONER PENELITIAN

A. PROFIL RESPONDEN
Bagian ini menanyakan data terkait profil responden. Silakan pilih atau diisi
salah satu jawaban yang disediakan sesuai dengan data diri Bapak/Ibu/Sdr/i:

a. Jenis Kelamin
1 | Laki-Laki
2 | Perempuan

b. Usiasaatini........................tahun

c. Profesi / Jabatan saat ini di RSUD Kolonel Abundjani Bangko
Dokter Spesialis

Dokter Umum

Dokter Gigi

Perawat

Bidan

Tenaga Farmasi (Apoteker & Asisten)
Tenaga Gizi

Tenaga Radiologi & Laboratorium
Tenaga Rekam Medis & Informasi
Tenaga Administrasi & Keuangan

ool (o |un & (LR | =

d. Masa kerja pada posisi diatas ... ............... tahun

e. Pendidikan formal terakhir
1 |SD

SLTP

SLTA

Diplomat

Sarjana (S1)
Pascasarjana (S2)
Doktor / Ph.D. (S3)

~1 ||| = | |2
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B. PETUNJUK PENGISIAN
Silahkan pilih jawaban yang menurut Bapak/Ibu/Sdr/I paling sesuai dengan
keadaan serta kondisi yang ada, dengan memberikan tanda checklist (\) pada
kolom yang telah disediakan dengan pilihan jawaban sebagai berikut:

Sangat . . . Sangat
Tidak Setuju Tidak Setuju Netral Setuju Setuju
| 2 3 4 5
Perilaku Kerja Inovatif ‘ Jawaban
No | Penciptaan Ide
1 Saya mengembangkan ide-ide baru untuk mengatasi 1121314

masalah yang menantang.

Saya mencari metode, teknik, atau alat baru dalam
bekerja.

Saya menciptakan solusi orisinal untuk berbagai
permasalahan.

No Promosi Ide

4 Saya menggalang dukungan untuk ide-ide inovatif. 12|34

Saya mendapatkan persetujuan untuk konsep-

7 konsep baru dan inovatif. 1< 3|4
Saya menginspirasi anggota kunci organisasi untuk

6 o Tl T o : 1123 |4
menerima ide-ide inovatif.

No | Realisasi Ide
Saya mengubah ide-ide inovatif menjadi aplikasi

7 : 11234
prakitis.

2 Saya secara sistematis memperkenalkan konsep 1121314

inovatif ke lingkungan kerja.

9 Saya menilai efektivitas ide-ide inovatif. 12|34

Sumber: Hanafy et al. (2025)
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Pemberdayaan Psikologis \ Jawaban

No | Makna (Meaning)

Pekerjaan yang saya lakukan sangat penting bagi
1 saya karena memberikan dampak besar dalam 11234
kehidupan saya.

Aktivitas kerja saya memiliki nilai pribadi yang

2 .. . 12|34
tinggi bagi saya.
Pekerjaan yang saya lakukan memberikan makna
3 - : 1123 |4
yang mendalam bagi saya.
No | Kompetensi (Competence)
4 Saya yakin dengan kemampuan saya dalam 1121314

menyelesaikan pekerjaan yang saya lakukan.

Saya percaya pada kemampuan saya untuk
5 melaksanakan tugas-tugas yang diperlukan dalam 11234
pekerjaan saya.

Saya telah menguasai keterampilan yang diperlukan

5 untuk menjalankan pekerjaan saya dengan baik. L|e 5|4
No | Kendali (Self-determination)
Saya memiliki kebebasan untuk menentukan cara
7 : 12|34
saya melakukan pekerjaan saya.
3 Saya dapat memutuskan sendiri bagaimana 1121314

mengatur pekerjaan saya

Saya diberikan kebebasan dan kemandirian yang
9 cukup untuk menentukan cara melakukan 1123 |4
pekerjaan saya.

No | Pengaruh (Impact)

Pekerjaan saya sangat penting untuk kelancaran

10 . . 1123 |4
fungsi unit saya.
Saya memiliki kendali yang cukup atas apa yang

11 R g 11|23 |4
terjadi di unit saya.

12 Saya memiliki pengaruh yang cukup untuk 1121314

mempengaruhi apa yang terjadi di unit saya.

Sumber : Albar et al. (2012).
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Kepuasan Kerja ‘ Jawaban

No | Gaji

1 RSU D Kolo_nel A_bundjani Bangkq mgmberikan gaji 1121314
lebih baik dibandingkan organisasi lain

) Gaji saya sudah memadai jika dibandingkan dengan 1121324
tanggung jawab pekerjaan saya.

3 Saya merasa dibayar tinggi untuk pekerjaan yang 1121314
saya lakukan,

4 Tunjangan yang saya terima cukup memadai. 11234

No Promosi

Saya suka dengan dasar yang digunakan RSUD

5 Kolonel Abundjani Bangko untuk melakukan 1123 |4
promost.
Promosi sering terjadi di RSUD Kolonel Abundjani

6 112|134
Bangko.

Jika saya bekerja dengan baik, saya kemungkinan
besar akan dipromosikan.

8 Saya puas dengan tingkat kemajuan karir saya. 1234

No Rekan Kerja

Rekan kerja saya memberikan dukungan yang

9 1123 |4
cukup.
Ketika saya meminta bantuan rekan kerja, pekerjaan

10 : , . 11234
tersebut dapat diselesaikan.

11 | Saya menikmati bekerja bersama rekan kerja saya. 11234
Saya bekerja dengan orang-orang yang bertanggung

12 | - ’ 1|23 |4
jawab.

No | Atasan

13 Atasap langsung saya mendukung saya dalam 1121314
pekerjaan.

14 Atasap langsung saya kompeten dalam 1121314
pekerjaannya.

15 | Atasan langsung sering mendengarkan saya. 1 (2|3 |4

16 | Atasan langsung memperlakukan saya dengan adil. 123 | 4

No | Pekerjaan

17 | Pekerjaan saya menarik. 1 2|34
Saya merasa puas dengan tanggung jawab dalam

18 : 1|23 |4
pekerjaan saya.
Saya kurang suka melakukan pekerjaan lain

19 . 2 s } o 1123 |4
daripada pekerjaan saya saat in1.

20 Saya merasa banyak pencapaian yang saya peroleh 1121314

dari pekerjaan saya.

Sumber : Cellucci dan DeVries (1978) dalam Mas’ud (2004)
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Kepemimpinan Transformasional ‘ Jawaban

No | Menunjukkan Empati

Pimpinan berusaha memahami nilai-nilai

1 112|134
bawahannya
Pimpinan menyesuaikan tujuannya dengan nilai-nilai

2 112|134
bawahannya
Pimpinan memperhatikan nilai-nilai bawahannya

3 | dalam mengkomunikasikan tujuan yang ingiin 1123 |4
dicapai

No | Menjelaskan Misi dengan Menarik

4 Pemimpin menyampaikan misi RSUD Kolonel 1121314
Abundjani Bangko dengan antusias
Pemimpin Membuat misi RSUD Kolonel Abundjani &

5 % ol : 1 (2|3 | 4
Bangko menjadi penting

6 Pemimpin tidak mengumumkan misi RSUD Kolonel 1121314
Abundjani Bangko dengan cara yang menarik®

No | Menunjukkn Keyakinan Diri
7 Kadang-kadang pemimpin menunjukkan kurang 1121314

yakin pada diri sendiri®

8 | Pemimpin jarang menunjukkan ketidakpastian 1|23 |4

Kadang-kadang pemimpin kelihatan tidak yakin

. dengan dirinya sendiri® ol el el s
No | Meningkatkan Image
Pemimpinan bertindak dengan cara-cara yang
10 : 1123 |4
menunjukkan kepampuannya
1 Pemimpinan bertindak dengan cara-cara yang 1121314

dirancang untuk menarik perhatian bawahannya

12 | Pemimpin menunjukkan kekuatan kemampuannya 1121134

No | Yakin dengan Kemampuan Pengikut

Pemimpin memberitahu para bawahan bawa dia

13 L ; 1123 )|4
(pemimpin) mempercayal bawahan
Pemimpin memberikan apresiasi kepada bawahan

14 : . 1123 |4
yang melaksanakan pekerjaan dengan baik
Pemimpn menghargai dan memuyj1 para bawahan &

15 Sy 11234
yang kinerjanya bagus

No | Memberikan Peluang untuk Sukses

16 Pemimpin membantu bawahan untuk menetapkan 1121314

tujuan yvang dapat dicapai

Pemimpina memberikan kesempatan kepada
17 | bawahan untuk mencapai sesuatu dengan caramereka | 1 | 2 | 3 | 4
sendiri

Pemimpin menciptakan peluang untuk para bawahan

- agar mempunyai pengalaman sukses

Sumber : Behling dan McFillen (1996) dalam Mas’ud (2004)
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LAMPIRAN 3
DATA PRASURVEY PERILAKU KERJA INOVATIF
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Prasurvey Perilaku Kerja Inovatif

N Minimum Maximum Mean Std. Deviation

Y1 30 1 5 3.17 1.234
Y2 30 1 3 2.97 1.217
Y3 30 1 5 2.90 1.094
Y4 30 2 5 3.53 1.106
x5 30 2 5 3.10 1.213
Y6 30 2 5 3.20 1.186
Y7 30 2 5 3.13 1.074
Y38 30 2 5 2.93 1.081
Y9 30 2 5 3.43 1.073

Valid N (listwise) 30
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LAMPIRAN 4
TABULASI DATA

Perilaku Kerja Inovatif

PK1

' PK3  PK4 PK5  PK6 | PK7 | PK8 PK9

 PK2

(o}

(o

(o

(o}

[}

o

(o

[}

(o]

(o}

o

(o}

(o}

(o

lag'

(o}

o

[}

lag'

(o}
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Pemberdayaan Psikologis

PP1

PP12

PP2 PP3 PP4 PP5 PP6 PP7 PP8  PP9 PPIO PPII

ol

(o]

(o]

ol
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Kepuasan Kerja
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Kepemimpinan Transformasional
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LAMPIRAN §
PROFIL RESPONDEN

Jenis Kelamin

Cumulative
Frequency  Percent  Valid Percent Percent
Valid  Laki-Laki 61 401 401 401
Perempuan 91 59.9 59.9 100.0
Total 152 100.0 100.0
Usia
Cumulative
Frequency Percent  Valid Percent Percent
Valid 25 3 2.0 20 2.0
26 13 8.6 8.6 10.5
27 15 9.9 9.9 20.4
L 19 125 125 329
28 16 [ 105 | 105 434
30 20 132 132 | 56.6
3 _ 14 9.2 9.2 65.8
32 14 9.2 9.2 75.0
3 10 6.6 6.6 81.6
34 ] 59 53 87.5
35 7 a5 | 45 | 921
36 1 ¥ | T 928
41 1 7| 7 | 934
42 1 v 7 941
43 1 T 7 947
44 1 T a 954
45 2 | 13 | 13 | 96.7
46 1 | | =4l 97.4
47 1 T 7 98.0
48 1 T 7 98,7
49 1 z | 7 99.3
50 1 T 7 100.0
Total 152 100.0 100.0
Statistics
Usia
M Valid 152
Missing 0
Mean 31.01
Minimum 25
Maximum 50
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Profesi | Jabatan

Cumulative
Frequency  Percent  Valid Percent Percent

Valid  Dokter Spesialis 1 7.2 7.2 2

Dolder Umum 7 4.6 46 11.8

Dokter Gigi 2 1.3 13 13.2

Perawat 68 46.1 461 59.2

Bidan 22 145 ] 145 737

Tenaga Farmasi 12 7.9 7.9 81.6

(Apoteker & Asisten)

Tenaga Gizi 5 33 33 849

Tenaga Radiologi & 7 46 46 895

Laboratarium

Tenaga Rekam Medis & 4 26 26 8921

Infarmasi

Tenaga Administrasi & 12 7.9 7.9 100.0

Keuangan

Total 152 100.0 100.0

Masa Kerja pada Jabatan diatas

Cumulative
Frequency  Percent  Valid Percent Percent
valid 3 11 7.2 7.2 72
s 20 132 132 204
5 16 105 105 309
B 21 138 138 87
7 15 9.9 0.9 54.6
8 21 138 138 68.4
g 14 9.2 9.2 7756
10 8 5.3 53 829
11 10 6.6 6.6 895
12 7 46 46 941
ol 1 7 | il 047
14 1 7 7 954
15 1 7 7 961
16 1 7 7 96.7
17 1 ‘) 7 07.4
18 1 7 7 98.0
19 1 7 7 087
N 1 7 | 7 993
21 1| ] 7 1000
Total 152 100.0 100.0
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Statistics

Masa Kerja pada Jabatan diatas

M Valid 152
_ Missing I i}
Mean 7.53
Minimum 3
Maximum 21
Pendidikan Terakhir
Cumulative
Frequency  Percent  Valid Percent Percent
Valid  Diploma 43 28.3 28.3 283
Sarjana (S1) l 91 59.9 50.9 B8.2
Pascasarjana (52) 11 7.2 7.2 954
Doktor/Ph.D (S83) r | 46 46 100.0
Total 152 100.0 100.0
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LAMPIRAN 6
MEASUREMENT MODEL ASSESSMENT

Convergent Validity
Tahap 1
wi | ww || e - o
S S N
. [

Pemberdayaan
Psikologis

\ PK1
A

0391
g

Pariiaky Kega sc@\“"i
Inovat

/W:z aan .aaqs 0705
‘// /MH/WE"‘ 0269 JBEI r?,& ka:-:\\‘lgﬁ

KK K10 - KKI1 !CK12 PR L KM N KK ~  KKIT KK18

e v e e

LCe)

0.8
kX135

Outer Loadings
Tahap 1
Kepemimpinan | Kepuasan | Pemberdayaan | Perilaku Kerja
Transformasional | Kerja Psikologis Inovatif
KK1 0,836
KK10 0,857
KK11 0,748
KK12 0,852
KK13 0,848
KK14 0,815
KK15 0,705
KK16 0,832
KK17 0,843
KK18 0,823
KK19 0,645
KK2 0,270
KK20 0,789
KK3 0,269
KK4 0,810
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KK5 0,753

KK6 0,800

KK7 0,596

KK8 0,830

KK9 0,781

KT1 0,811

KT10 0,837

KT11 0,804

KT12 0,834

KT13 0,027

KT14 0,819

KT15 0,797

KT16 0,768

KT17 -0,023

KT18 -0,097

KT2 0,794

KT3 0,785

KT4 0,782

KTS 0,832

KT6 0,059

KT7 0,820

KT8 -0,060

KT9 0,771

PK1 0,817

PK2 0,872

PK3 0,858

PK4 0,893

PK5 0,868

PK6 0,533

PK7 0,840

PK8 0,808

PK9 0,492

PP1 0,841

PP10 0,883

PP11 0,877

PP12 0,904

PP2 0,891

PP3 0,866

PP4 0,890

PP5 0,865

PP6 0,872

PP7 0,149

PP8 0,105

PP9 0,122
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Outer Loadings
Tahap 2
Kepemimpinan Kepuasan | Pemberdayaan | Perilaku Kerja
Transformasional | Kerja Psikologis Inovatif
KK1 0,835
KK10 0,871
KK11 0,739
KK12 0,865
KK13 0,862
KK14 0,806
KK15 0,693
KK16 0,843
KK17 0,860
KK18 0,840
KK20 0,799
KK4 0,821
KK5 0,751
KK6 0,780
KK8 0,845
KK9 0,756
KT1 0,812
KT10 0,837
KT11 0,804
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KT12 0,833
KT14 0,820
KT15 0,798
KT16 0,768
KT2 0,793
KT3 0,785
KT4 0,783
KT5 0,832
KT7 0,821
KT9 0,771
PK1 0,816
PK2 0,883
PK3 0,855
PK4 0,908
PK5 0,886
PK7 0,845
PK8 0,811
PP1 0,840
PP10 0,885
PP11 0,876
PP12 0,904
PP2 0,891
PP3 0,869
PP4 0,893
PP5 0,866
PP6 0,872
Tahap 3

m PP1D PENY PP2 2 PR3 R4 pes PP

H‘“‘“‘“-:R-'“‘--x__‘x‘“x% \-\\.\‘ LS : n: ;\ /_,1 /_,_4
w1 T Simomases b 98 O e g

Peritak Kerja
Wiovitd ~J. FKF
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Outer Loadings
Tahap 3

Kepemimpinan Kepuasan | Pemberdayaan | Perilaku
Transformasional Kerja Psikologis Kerja Inovatif

KK1 0,826
KK10 0,869

KK11 0,743

KK12 0,860
KK13 0,858

KK14 0,799
KK16 0,850
KK17 0,861

KK18 0,844
KK20 0,807

KK4 0,829

KK5 0,758

KK6 0,778

KK8 0,849

KK9 0,756

KT1 0,812
KT10 0,837

KT11 0,804
KT12 0,833
KT14 0,820

KT15 0,798
KT16 0,768

KT2 0,793

KT3 0,785
KT4 0,783

KT5 0,832
KT7 0,821
KTS9 0,771

PK1 0,816
PK2 0,883

PK3 0,854

PK4 0,908

PK5 0,886

PK7 0,845

PK8 0,811

PP1 0,840
PP10 0,885

PP11 0,876
PP12 0,904
PP2 0,891

PP3 0,869
PP4 0,893

PP5 0,866

PP6 0,872
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Construct Reliability and Validity

Cronbach's tha A Composite | Average Variance
Alpha 0 Reliability Extracted (AVE)
Kepomimpinan 0,955 0,955 0,960 0,647
| Transformasional
Kepuasan Kerja 0,965 0,965 0,969 0,673
:gmgf;;iasyaa“ 0,963 0,964 0,968 0,770
::“g":::i‘f“ Kerja 0,940 0,941 0,951 0,737

Discriminant Validity

Fornell-Larcker Criterion

Kepemimpinan Kepuasan | Pemberdayaan | Perilaku Kerja
Transformasional | Kerja Psikologis Inovatif

Kepemimpinan

Transformasional 0,805

Kepuasan Kerja 0,751 0,820

Pemberdayaan

Psikologis 0,732 0,594 0,877

Perilaku Kerja

Inovatif 0,789 0,720 0,768 0,858

Cross Loadings

Kepemimpinan Kepuasan Pemberdayaan | Perilaku Kerja
Transformasional | Kerja | Psikologis Inovatif
KK1 0,602 0,826 0,464 0,600
| KK10 0,684 0,869 0,465 0,614
. KK11 0,588 0,743 0,462 0,616
KK12 0,642 0,860 0,487 0,609
KK13 0,639 0,858 0,477 0,585
KK14 0,596 0,799 0,460 0,572
KK16 0,610 0,850 0,514 0,579
KK17 0,638 0,861 0,453 0,595
KK18 0,575 0,844 0,440 0,574
KK20 0,615 0,807 0,568 0,611
KK4 0,601 0,829 0,534 0,582
KK5 0,585 0,758 0,486 0,599
KK6 0,619 0,778 0,498 0,564
KK8 0,608 0,849 0,499 0,597
KK9 0,620 0,756 0,499 0,558
KT1 0,812 0,545 0,584 0,598
KT10 0,837 0,587 0,609 0,606
KT11 0,804 0,630 0,631 0,677
KT12 0,833 0,669 0,588 0,691
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KT14 0,820 0,580 0,592 0,640
KT15 0,798 0,584 0,602 0,646
KT16 0,768 0,564 0,593 0,611
KT2 0,793 0,524 0,624 0,621
KT3 0,785 0,591 0,544 0,587
KT4 0,783 0,612 0,536 0,646

| KT5 0,832 0,674 0,582 0,672
KT7 0,821 0,640 0,593 0,649
KT9 0,771 0,637 0,576 0,600
PK1 0,663 0,587 0,670 0,816
PK2 0,686 0,623 0,612 0,883
PK3 0,659 0,666 0,667 0,854
PK4 0,703 0,663 0,659 0,908
PK5 0,695 0,663 0,663 0,886
PK7 0,704 0,588 0,638 0,845
PK8 0,629 0,531 0,702 0,811

 PP1 0,612 0,498 0,840 0,638

 PP10 0,627 0,463 0,885 0,639
PP11 0,716 0,637 0,876 0,713
PP12 0,646 0,557 0,904 0,691
PP2 0,700 0,630 0,891 0,714
PP3 0,582 0,440 0,869 0,651
PP4 0,634 0,478 0,893 0,693
PP5 0,634 0,450 0,866 0,680
PP6 0,614 0,511 0,872 0,631

Heterotrait-Monotrait Ratio (HTMT)

Kepemimpinan Kepuasan | Pemberdayaan | Perilaku Kerja
Transformasional | Kerja Psikologis Inovatif
Kepemimpinan
Transformasional
Kepuasan Kerja 0,781
Pemberdayaan
Psikologis a7 .04
Perilaku Kerja
Inovatif 0,832 0,756 0,806
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LAMPIRAN 7

ANALISIS DESKRIPTIF

Perilaku Kerja Inovasi

N Minimum Maximum Mean Std. Deviation
PK1 152 2 4 3.54 538
PK2 152 2 4 3.00 552
PK3 152 2 4 3.32 569
PK4 152 D, 4 3.11 570
PK5 152 2 4 3.15 537
PK7 152 D, 4 2.89 534
PK38 152 2 5 3.65 531
Valid N (listwise) 152
Pemberdayan Psikologis

N Minimum Maximum Mean Std. Deviation
PP1 152 2 5 3.87 616
54 152 2 5 4.17 .596
PP3 152 D, 5 3.63 .606
PP4 152 2 5 3.54 .608
PP5 152 2 5 3.68 .603
PP6 152 1 5 3.34 640
PP10 152 2 5 3.47 619
PP11 152 2 5 4,12 1.597
PP12 _ 152 2 5 4.24 .609
Valid N (listwise) 152
Kepuasan Kerja

N Minimum Maximum Mean Std. Deviation
KK1 152 2 4 3.36 532
KK4 152 2 4 2.94 478
KK5 152 2 4 2,77 467
KK6 152 2 4 3.52 514
KKS8 152 2 4 3.04 473
KK9 152 3 4 3.58 495
KK10 152 2 4 3.18 516
KK11 152 2 4 2.72 463
KK12 152 D, 4 3.26 534
KK13 152 2 4 3.22 S14
KK14 152 D, 4 3.42 521
KK16 152 2 4 2.99 488
KK17 152 2 4 3.13 497
KK18 152 2 4 3.06 464
KK20 152 2 4 2.90 471
Valid N (listwise) 152
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Kepemimpinan Transformasional

N Minimum  Maximum  Mean Std. Deviation
KT1 152 2 5 3.70 788
KT2 152 2 5 3.69 .824
KT3 152 2 5 3.70 788
KT4 152 2 5 3.68 .825
KT5 152 2 5 3.76 .838
KT7 152 D 5 3.74 .850
KT9 152 2 5 3.70 .762
KT10 152 2 5 3.78 .837
KT11 152 2 5 3.67 812
KT12 152 2 5 3.76 .814
KT14 152 2 5 3.76 .836
KT15 152 2 5 4,72 .833
KT16 152 2 5 3.70 .822

Valid N (listwise) 152
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LAMPIRAN 8
R SQUARE DAN Q SQUARE

R Square
R Square | R Square Adjusted
Kepuasan Kerja 0,564 0,561
Pemberdayaan
Psikologis g.536 0,533
Perilaku Kerja Inovatif 0,728 0,723
Q Square

SSO SSE Q2 (=1-SSE/SSO)
Kepemimpinan
Transformasional 1976,000 | 1976,000
Kepuasan Kerja 2280,000 | 1440,386 0,368
Pemberdayaan
Psikologis 1368,000 | 819,544 0,401
Perilaku Kerja
Inovatit 1064,000 | 501,765 0,528
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LAMPIRAN 9
STRUCTURAL MODEL ASSESSMENT

Ll PE10 pel o912 pez PR3 LN BPS oo
=z h""'x h__\__ . L - + A el
e e e S T \ ! / 7
KT1 e 6295 58003 wigs sas
36856 55.960 46,568 v 38580
B i // -
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i . ™.
g emberdayain .
-~ " .
- Paikolngis
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19408
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2415
P ~3

Kid mpnan \"\_\ - PerilgkuKers 3734 Tk

Wabelormazional . - Inovatd ~ [

KTa PEB
1 9
kTS ¥231.672
/" 2
./
K E
/
-
Lei]
KK K18
KKS
Mean, STDEV, T-Values, P-Values
Original | Sample | pandard | 1 siapistics | p
Sample (0) | Mean (M) | 7pryy (IO/STDEV]) Values
Kepemimpinan
Transformasional -> 0,751 0,752 0,042 17,995 0,000
Kepuasan Kerja
Kepemimpinan
Transformasional -> 0,732 0,738 0,040 18,448 0,000
Pemberdayaan Psikologis
Kepemimpinan
Transformasional -> 0,318 0,330 0,132 2415 0,016
Perilaku Kerja Inovatif

Kepuasan Kerja >

| Perilaku Kerja Inovatif
Pemberdayaan Psikologis
-> Perilaku Kerja Inovatif

0,253 0,252 0.074 3.417 0,001

0,384 0,372 0,092 4,189 0,000

Mean, STDEV, T-Values, P-Values

Original sample | S@ndard | ¢ spagistics | P
Sample (0) | Mean (M) (STDEV) (|O/STDEV]) Values
Kepemimpinan
Transformasional ->
Kaguiasn Kerki  Periakn 0,190 0,190 0ss,058 3,291 0,001
| Kerja Inovatif
Kepemimpinan
Transformasional -> :
Pemberdayaan Psikologis -> 0,281 0,273 0,064 4,430 0,000
Perilaku Kerja Inovatif

180

UNIVERSITAS BUNG HATTA



