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Abstract:

is article analyzes the role of psychological empowerment as an intervening variable on the relationship between
transformational leadership and employees innovative work behavior (IWB). is research used a quantitative approach with
a total of 100 employees from local branded fashion businesses in Indonesia to fill out the questionnaires. e sample was
taken using a non-probability sampling technique. is study adds to innovative work behavior literature by empirically testing
the mediating role of psychological empowerment on transformational leadership and innovative work behavior relationship.
is study resolves the research gap between transformational leadership and innovative work behavior with the concept of
psychological empowerment.
Keywords: Innovative work behavior, local branded fashion, transformational leadership, psychological empowerment..

Resumen:

Este articulo analiza el papel del empoderamiento psicológico como una variable interviniente en la relación entre el liderazgo
transformador y el comportamiento laboral innovador de los empleados (IWB). Se utilizó un enfoque cuantitativo con un total de
100 empleados de empresas locales de moda de marca en Indonesia para completar los cuestionarios. La muestra se tomó utilizando
una técnica de muestreo no probabilística. Este estudio se suma a la literatura innovadora de comportamiento laboral al probar
empíricamente el papel mediador del empoderamiento psicológico en el liderazgo transformacional y la relación innovadora de
comportamiento laboral y resuelve la brecha de investigación entre el liderazgo transformador y el trabajo innovador.
Palabras clave: Comportamiento laboral innovador, moda de marca local, liderazgo transformacional, empoderamiento
psicológico..
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INTRODUCTION

e role of a leader towards employees in the organization is very important. Leaders should be able to
realize innovative work among employees, in this case, leadership with a transformational style. is type
of leadership is believed to be one of the driving factors for employees to innovate. Transformational
leaders tend to be open-minded and visionary; therefore employees are supported to be more innovative.
Companies need to have transformational leadership that can be a motivation for employees to work beyond
expectations (Qu et al.: 2015, pp. 286-299; Madrid et al.: 2014, pp. 234-256). To realize innovative work
behavior in the company, employees need to have confidence. It means employees should believe that they
are capable of doing their jobs properly. Employees who have such beliefs will enjoy and value their jobs.
Enjoyment may lead an employee to perform better and in the long run, he may come up with brilliant ideas.
is creates an awareness that psychological empowerment among employees is needed since it may affect
employees’ performance at work (Shalley & Gilson: 2004, pp. 33-53; Sun et al.: 2012, pp. 55-65; Alge et al.:
2006, pp. 221-232).

Some previous studies on creative performance stated that creative performance is much influenced
by leadership behaviors. Transformational leadership tends to build strong bonding relationship with
the followers, due to their effective communication (Mohamed: 2016, pp. 49-59; Qu et al.: 2015, pp.
286-299). However, some studies say transformational leadership does not have a significant role in creative
performance (Brown: 2008, pp. 414-462; Wang et al.: 2014, pp. 79-89). erefore there is a missing link
between the study of transformational leadership on creative performance, so this research is expected to
resolve the research gap that has occurred through the psychological empowerment concept as a mediator.

METHODS
Literature Review
Transformational Leadership and Innovative Work Behavior
ere are various kinds of leadership styles that can be applied in an organization, but not all of them can

effectively build innovative work behavior. However, some studies stated that transformational leadership is
believed to have the most impact on employees’ work innovation. Some characteristics of transformational
leadership are inspirational motivation, individualized consideration, idealized influence, and intellectual
stimulation (Afsar et al.: 2014, pp. 1270-1300; Choi et al.: 2016). First, motivation provided by a leader
can help employees realize and explore their potential. Motivated employees will tend to be more creative
and can find new ways to overcome problems. Second, attention from the leader will encourage employees
to perform innovation as a return favor. ird, transformational leaders can be seen as role models for
their optimism in improving organizational innovation. Next, through intellectual stimulation, leaders can
influence employees to be more committed to the organization. Employees may then strive to produce
innovative performance, and to achieve the organization's vision (Afsar et al.: 2014, pp. 1270-1300; Choi et
al.: 2016; Kayumova et al.: 2019, pp. 81-92).

H1: Transformational Leadership has a positive effect on Innovative Work Behavior.
Transformational Leadership and Psychological Empowerment
Previous studies have shown a positive relationship between transformational leadership and

psychological empowerment. A leader does play an important role in influencing the psychological
condition of employees. Similar to innovative work behavior, psychological empowerment is also influenced
by the existence of transformational leadership. Transformational leadership can build a positive work
environment, so employees will feel motivated. is leadership style usually provides support to its employees
through concrete actions. Such as giving authority to employees to participate in decision making and
encourage employees to create and implement the idea. In other words, transformational leaders help
their employees in achieving future goals.organization. is is certainly related to the four dimensions of
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transformational leadership, especially individualized consideration and inspirational motivation (Afsar et
al.: 2014, pp. 1270-1300; Han et al.: 2016, pp. 130-149).

H2: Transformational Leadership has a positive effect on Psychological Empowerment.
Psychological Empowerment and Innovative Work Behavior
Employees who obtain psychological empowerment will generally be motivated to work more creatively

and effectively. is is due to a change in the way employees look at themselves and their work. rough
psychological empowerment, employees will have better self-confidence and realize their potential. Also,
psychological empowerment helps employees to appreciate the work. When these values have emerged,
employees’ behavior automatically at work will also change. Employees will tend to work more creatively
to produce something that impacts the organization. is is certainly related to innovative work behavior,
given that creativity is important in it. erefore, psychological empowerment plays a role in increasing the
possibility of innovative work behavior in the workplace (Afsar et al.: 2014, pp. 1270-1300; Afsar & Badir:
2016).

H3: Psychological Empowerment has a positive effect on Innovative Work Behavior.
Research Framework
Figure 1 shows the conceptual framework for this research that explains the relationship among variables.

is research used quantitative research. Quantitative research is a scientific research that uses systematic
methods and emphasizes a measure of performance. is research focuses on measurement and statistics
because they are the links between empirical observations and mathematical expressions of relations. e
focus of quantitative research is to develop and test hypotheses and theories that explain behavior. e
period needed to conduct this research can be said to be relatively short, and the results also have a high
level of generalization. Although conducted in a short time, quantitative research can cover extensive data.
erefore, this type of quantitative research is oen used by researchers (Hoy & Adams: 2016; Flick: 2015).

is study aims to provide an overview of transformational leadership on innovative work behavior,
through psychological empowerment as an intervening variable. For this reason, it is necessary to test the
hypothesis to understand the relationship between one variable and the other.

e measurement of transformational leadership is adapted from Multifactor Leadership
Questionnaire(Avolio et al.: 1999), Innovative Work Behavior (de Jong & Den Hartog: 2010, pp. 23-36),
and Psychological Empowerment (Spreitzer: 1995, pp. 1442-1465).

Population and Sample
e population is a generalization area consisting of subjects or objects that have the same characteristics,

which are previously determined by researchers for the study (Hair et al.: 2011, pp. 414-433). In this study,
the population is all employees who work on local fashion brands. e population in this study is unknown.
erefore, it is necessary to take several samples to represent the existing population.
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e sample is part of the number and characteristics possessed by the population (Hair et al.: 2010).
isstudy uses a non-probability sampling technique that is purposive sampling. e use of this technique
is due to the specific criteria specified in determining the sample. e first criterion is that the respondent
must have a leader figure, not an independent worker. e second criterion is that samples are taken from
employees who work in local fashion brand businesses in Indonesia (Surabaya and surrounding areas). In
determining the minimum number of samples, this study uses the Slovin formula with an error level of 10%
so a sample size of 100 respondents is obtained (Sekaran & Bougie: 2016; Bunakov et al.: 2019, pp. 85-96).

Data Collection
e data collection method used in this study is by distributing questionnaires directly to respondents.

e questionnaire is a data collection technique that is done by giving a set of questions or written statements
to respondents to be answered (Sekaran & Bougie: 2016). In this study, the questionnaire is made in the
form of a list of statements related to each indicator for each variable. Respondents were asked to provide an
assessment of the statements given with a Likert scale (1-5). e questionnaire given was confidential.

Apart from distributing questionnaires, the data collection method in this study is through literature
studies. It was done by collecting data or information from books, journals, and websites.

Data Analysis
is study uses a path analysis technique because of the intervening variable in it, namely the psychological

empowerment variable. Data processing will be done using the help of PLS soware (SEM). Also, SPSS
soware is used as a descriptive statistical analysis tool in this study.

RESULTS
Validity Test
AVE (Average Variance Extracted) is part of the validity test that must be completed. is test is seen

based on the extracted average value of each variable. e AVE value should be greater than 0.5, as can be
seen in Table 1 below. is shows that the results meet the requirements for convergent validity evaluation.

e goodness of Fit Inner Model

e R-square result of innovative work behavior is 0.463 or equal to 46.3%. is shows that the variables
of transformational leadership and psychological empowerment can influence innovative work behavior
by 46.3%. e remaining 53.7% is the influence of other variables outside the research variable. Whereas
the R- square result of psychological emotion is 0.232 or equal to 23.3%. is shows that the variable
transformational leadership can affect psychological empowerment by 23.3%. e remaining 76.7% is the
influence of other variables outside the discussion of this study. e value of Q-square predictive relevance
can be known by the following calculation formula:

Q = 1 – (1 – R2 Psychological Empowerment) x (1 – R2 IWB)
= 1 – (1 – 0,232) x (1 – 0,463)
= 1 – (0,768 x 0,537)
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= 1 – 0,412416
= 0,587584
e results of the calculation of the Q-square value indicate that the model has predictive relevance,

because the result is greater than 0, 0.587584.
Hypotheses Test

Figure 2. Bootstrapping

rough table 3 above, the influence of exogenous variables on endogenous variables can be seen in each
of the hypotheses below:

• Transformational leadership has a positive effect on innovative work behavior. It can be seen in
the table that the results of the t-statistic transformational leadership test on innovative work
behavior are3.334. erefore, it can be stated that transformational leadership has a positive effect
on innovative work behavior because its value is greater than 1.96. Hypotheses 1 is accepted.

• Transformational leadership has a positive effect on psychological empowerment. It can be seen
in the table that the results of the t-statistic transformational leadership test on psychological
empowerment are 4.110. erefore, it can be stated that transformational leadership has a positive
effect on psychological empowerment because its value is greater than 1.96. Hypotheses 2 is accepted.

• Psychological empowerment has a positive effect on innovative work behavior. It can be seen in the
table above that the results of the t-statistic psychological empowerment test on innovative work
behavior are 4.957. erefore, it can be stated that psychological empowerment has a positive effect
on innovative work behavior because its value is greater than 1.96. Hypotheses 3 is accepted.

• Psychological empowerment has an important role as an intervening variable (mediator) of
transformational leadership on innovative work behavior. It can be seen in the table and figure
above that the effect of transformational leadership on innovative work behavior mediated by
psychological empowerment is equal to 20,373 (4,110 x 4,957). is is far greater than the direct
effect of transformational leadership on innovative work behavior which is only 3,334. erefore, it
can be stated that psychological empowerment does play an important role as an intervening variable
of transformational leadership in innovative work behavior.
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DISCUSSION
Among various kinds of leadership styles that can be applied in an organization, transformational

leadership seems to be a leadership style that creates the most impact on directing employees to innovation
at work. Previous studies show that there four characteristics of transformational leadership, namely
inspirational motivation, individualized consideration, idealized influence, and intellectual stimulation
(Afsar et al.: 2014, pp. 1270-1300; Choi et al.: 2016).

Previous studies have also shown a positive relationship between transformational leadership and
psychological empowerment. A leader does influence the psychological condition of employees. Similar
to innovative work behavior, psychological empowerment is also influenced by the existence of
transformational leaders. Employees who obtain psychological empowerment will generally be motivated to
work more creatively and effectively. is is due to a positive change in the way employees see themselves and
their work. rough psychological empowerment, employees will experience an increase in self-confidence
and also realize their potential (Mostafa: 2017, pp. 266-272). Besides, psychological empowerment also
helps employees to better appreciate the work instead of taking it as a burden. When these values have
arisen in employees, their behavior at work will also change. Employees will tend to work more creatively
to produce something that impacts the organization. is is certainly related to innovative work behavior,
since creativity is an inseparable aspect of innovation (Hughes et al.: 2018, pp. 549-569; Pradhan & Jena:
2019). us, psychological empowerment may increase the possibility of innovative work behavior in the
workplace (Afsar et al.: 2014, pp. 1270-1300; Afsar & Badir: 2016).

Research on the role of psychological empowerment as an intervening variable of transformational
leadership on innovative work behavior is still very rare. ere is only one previous research that shows
that psychological empowerment does act as a mediator of transformational leadership and innovative
work behavior (Afsar et al.: 2014, pp. 1270-1300). More studies investigate the role of psychological
empowermentas a moderating variable instead of intervening (Saeed et al.: 2019, pp. 254-281; Pieterse et
al.: 2009, pp. 609-623).

CONCLUSION
From the results of data processing and analysis that has been done, it can be concluded that:

transformational leadership has a positive effect on innovative work behavior; transformational leadership
has a positive effect on psychological empowerment; psychological empowerment has a positive effect
on innovative work behavior; and psychological empowerment acts as an intervening variable of
transformational leadership on innovative work behavior.

Leaders need to give special attention to their employees and realize that each individual has different
abilities. For this reason, leaders can provide support to each employee. For example, by providing active
coaching and feedback to employees. e leaders play an important role because in general employees will
be motivated by the attitudes and habits of their leaders (Sandvik: 2018, pp. 39-53; Siachou & Gkorezis:
2018, pp. 94-116).

Leaders and employees are expected to work well together. A leader sometimes needs to provide new
opportunities for his employees, for example by giving confidence to employees to participate in corporate
decision making. Responding to this, employees will appreciate the opportunities provided and try to prove
the best (Mostafa: 2017, pp. 266-282; Sandvik: 2018, pp. 39-53; Siachou & Gkorezis: 2018, pp. 94-116).
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