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In the Volatility, Uncertainty, Complexity,
and Ambiguity (VUCA) era, organization is
subjected to complex business and competitive
environments with unprecedented challenges
and opportunities, including climate crisis,
technological change, global health issues, as
well as changing social values (McKinsey,
2023). Transformation, rapid change and
human method are the main focus of
organizational management. These conditions
require the development of new ideas and
strategies to improve a competitive advantage
(Atwater & Carmeli, 2009) through innovation.
Meanwhile, an organization’s innovation
cannot be separated from the contribution of
human resources. In this context, employees
are the strongestassetin creating a competitive
advantage for all jobs (Yadav & Vihari, 2023).
The competitive advantage of an organization
is produced by innovative work behavior (Jiang
& Gu, 2016; Shinetal, 2017; Wangetal, 2015).

The 2023 Global Innovation Index
places Indonesia in 61st place out of 132
countries in the world based on an
assessment of innovation input and output
In this assessment, insignificant positive
developments were reported in the last three
years compared to countries in Southeast Asia
(WIPO, 2023). Therefore, the economic
development and growth of a country are
driven by innovation (Stewart-Weeks &
Kastelle, 2015). Innovation increases
efficiency and effectiveness in providing

solutions to overcome current challenges and
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provide better services to the community
(Borins, 2006). Challenges for the public
sector arise from economic, social,
demographic, and environmental changes,
requiring the public sector to face
contradictory elements (Deserti & Rizzo,
2014). Understanding the key role of
government employees in providing services,
making policies, and implementing programs
is fundamental to employee management
(Dharmanegara et al,, 2023).

ASN (Civil Servants) often work in a more
structured and bureaucratic environment
compared to the private sector. Rigid
organizational structures and complex
bureaucratic processes are barriers to
innovation among ASN, while the private sector
may have greater flexibility to test and
implement new ideas. Innovative behavior is
also crucial for producing effective and
efficient solutions (Apipudin et al, 2023). The
stages recommended for the creation of an
innovative government are contained in
Indonesia Presidential Regulation Number 81
of 2010 concerning Grand Design for
Bureaucratic Reform 2010-2025. The principle
of bureaucratic reform provides wide space for
Ministries, Institutions, and Regional
Governments to carry out innovations and
produce better performance (Perpres, 2010).
Therefore, the mechanisms influencing
innovative work behavior should be explored,
especially in government organization in

Indonesia.
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According to Scott and Bruce (1994),
innovative work behavior is a process of
developing an answer to existing problems by
forming coalitions to promote ideas. This
variable consists of activities related to the
development, promotion, and implementation
of innovations useful for employees (Rank et
al, 2004). In addition, organization can function
more effectively with innovation (Janssen,
2000). In the public sector, innovation is
defined as a learning process in which
governments are expected to meet specific
social challenges. This can be solved by
developing new services, technologies,
organizational structures, management
methods, governance processes, and policy
concepts (Bekkers etal, 2011). Employees need
experience of working and learning together
to trigger innovative work behavior (Afsar &
Umrani, 2019).

Various research have been carried out
to explore the factors causing innovative work
behavior. One of the Internal factors that
influence are meaningful work (Pradhan &
Jena, 2019). Employees with the perception
that work is meaningful tend to have higher
levels of job satisfaction and contribute more
to innovative goals. Other internal factors are
the motivation to learn (Afsar & Umrani, 2019)
and the proactive personality of employees (Li
etal,2017; Mubaraketal, 2021). The external
factors contributing to this variable include
transformational leadership (Afsaretal, 2019;
Afsar & Umrani, 2019; Lin, 2023; Odugbesan et
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al, 2023; Pradhan & Jena, 2019), ambidextrous
culture (Liu et al, 2019; Pratiwi & Salendu,
2021), and memory (Etikariena & Muluk,
2014).Smetetal. (2023) in a survey conducted
by McKinsey stated that leadership played a big
role in creating high-performing employees
who supported innovative work behavior.

Transformational leadership is the
process of providing inspirational motivation
to achieve collective organizational vision and
goals. In this context, leaders have the role of
stimulating and motivating innovative behavior
(Afsar & Umrani, 2019). Bednall et al. (2018)
explained that transformational leadership
focused on new methods of strengthening the
relationship between leaders and employees to
achieve goals. In addition, the variable plays a
major role in increasing innovation in
organization such as creating a supportive
work environment (Masood & Afsar, 2017) to
obtain new ideas (Afsar & Umrani, 2019).
Employees who feel supported by this
environment produce innovation in the form
of new ideas.

Research exploring the influence of
transformational leadership on innovative
work behavior has been conducted previously.
The results in Pakistan (Afsar & Umrani, 2019)
and China (Lin, 2023) showed that the variable
was related to innovative work behavior. In
Indonesian research conducted by Udin and
Shaikh (2022) using 193 samples from stone
mining companies, there was no relationship

between transformational leadership and
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innovative work behavior. Even though the
three research were conducted on populations
with collectivist cultures, the inconsistency of
results promotes the examination of the
bridging mechanism between the relationship
of the variables. Previous research used
mediator mechanisms in the relationship by
focusing on external factors influencing
intentions (Kidwell & Jewell, 2003). Therefore,
this research proposes meaningful work as an
internal factor to be an appropriate mediator
in the relationship between transformational
leadership and innovative work behavior.

Meaningful work is defined as an
individual’s perception supporting meaningful
and positive self-development oriented
towards certain goals, as well as beneficial to
other people and the surrounding environment
(Steger etal, 2012). This variable is the influence
of the psychological support provided by
transformational leaders, including competen
ce, autonomy and relatedness. In contrast,
transformational leadership is an important
social resource used to change employees’
orienfation from self to collective interest (Meng
et al, 2023). Positive interpersonal relation
ships between transformational leaders and
employees lead to a high sense of meaning
fulness by enhancing valued identity (Kahn,
2007; Meng etal, 2023)

According to May et al. (2004),
individuals who perceive work as meaningful
invest resources and are intrinsically motivated

to manage difficulties (Simonton, 1999). This
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motivation is caused by finding the purpose,
value, and significance of work (Cai et al, 2018).
Previous research showed that employees
were motivated to innovate when work was
perceived as meaningful (Pradhan & Jena,
2019). In this context, meaningful work can be
influenced by a transformational leadership
style (Arnold et al, 2007), which is positively
associated with a higher purpose at work.
Transformational leadership plays a role in
employee change by increasing the motivation
to determine a higher purpose (Walumbwa et
al, 2013). This variable motivates co-workers,
colleagues, subordinates, and clients to move
beyond individual interests for the good of the
group, organization, or society (Bass & Bass,
2008). Meanwhile, transformational leadership
provides the most intuitive connection to
meaningful work.

The use of moderatorsis proposed in the
relationship between transformational
leadership and innovative work behavior. This
is motivated by recent research on the
relationship between the variables, exploring
connecting mechanisms and moderators (Afsar
& Umrani, 2019; Lin, 2023; Odugbesan et al,
2023).Inan organizational context, culture is a
contributing and external factor motivating
individuals to realize ideas (De-Jong & Den-
Hartog, 2007). A good organizational culture
enhances positive motivation (Ferdinan &
Lindawati, 2021) and plays a role in shaping
behavior to carry outinnovations that support

improvements in the organization. Meanwhile,
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ambidextrous organizational culture is an
important type of cultural variable.

According to Wang and Rafiq (2014),
ambidextrous organizational culture is a
method used to develop exploitation and
exploration activities. This includes individual
participation to generate innovative behavior
(Pratiwi & Salendu, 2021). The relationship
between ambidexterity and innovation should
not be ignored since the variables are related
(Liu et al, 2019). Diversity and shared vision
are the two types of ambidextrous
organizational culture. Organizational diversity
is “a set of values and norms that promotes and
tolerates differences, as well as recognizes and
appreciates the viewpoints, skills, and
knowledge of different individuals”. The
dimension is defined as a set of values and
norms that support the active participation of
members in the development, communication,
socialization, and implementation of goals
(Wang & Rafiq, 2014).

Liuetal (2019) stated that ambidextrous
organizational culture was positively related to
innovative work behavior. According to Bryson
et al. (2008), public organization had the
capacity and opportunity to possess an
ambidextrous culture. For innovation to
accommodate formal processes, demand must
be increased such as being transparent,
accountable, and efficient in achieving goals
(Plimmer et al, 2017). Pratiwi and Salendu
(2021) conducted research on the variable,

with samples of employees in various fields of
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work. in Indonesian ASN context, itis important
to analyze the role of ambidextrous organiza
tional culture.

Interactionist Perspective of Creativity
(IPC) theory was used to connect the variables.
[PC theory states that creativity is related to
complex interactions including individual and
situational factors (Woodman etal, 1993). The
influence of creativity arising from interactions
between individual and group factors describes
innovative work behavior. Meaningful work
plays a role in generating innovative work
behavior in employees, while situational factors
are transformational leadership and
ambidextrous organizational culture.
Employees can be inspired to do meaningful
work and create innovative behavior through
transformational leadership style. Therefore,
meaningful work acts as a mediator for
ambidextrous organizational culture in the
process of influencing leadership to innovative
work behavior. The dynamics of ASN’s
innovative behavior are complex with different
level of challenges, namely strong bureaucratic
culture, strict regulations, and a lack of
incentives to innovate (Dharmanegara et al,
2023). This research tests the ASN context with
the IPC theory which considers the interaction
of individual and situational factors.

Mediator and moderator mechanisms are
used to explain the relationship between
transformational leadership and innovative
work behavior. This research explores the

mechanism of meaningful work as a mediator
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of transformational leadership in causing
innovative work behavior in employees.
Therefore, the hypothesis proposes that
transformational leadership influences
innovative work behavior through meaningful
work moderated by ambidextrous organiza

tional culture.

Method

This research has been subjected to
ethical review stages carried out by the Ethics
Review Committee of the Psychology Faculty,
University of Indonesia with number: 146/
FPsi.Ethics Committee/PDP.04.00/2022. The
participants were informed that survey
responses would remain anonymous and used
only for analysis and reporting. This research
aimed to test the relationship between variables
where the design used was cross-sectional The
non-experimental quantitative method
examined the relationship between variables.
Quantitative data measurements were carried
out by statistical calculations originating from
certain samples. Meanwhile, data collection was
carried out by self-report and participants were
asked to provide response statements from the
questionnaire.

Convenience sampling method was used
and the number of samples was measured using
G-power. The minimum number of participants
required for this research was 119 participants.

The method was based on the ease of obtaining
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data since the collection was carried out online
using Google Forms. The process includes
distributing questionnaires according to
participant characteristics through personal
networks and social media. Participants were
ASN who had worked for three years at
Ministry X. The justification for selecting the
population was that Ministry X was committed
to innovation as an organizational culture,
since 2013. This commitment was manifested
in Ministerial Decrees, as well as programs to
create innovative work behavior implemented
on an ongoing basis. Data collection was carried
out from 13 to 20 November 2023 with a total
number of 213 participants. Meanwhile, 210
data were included in the analysis since 3
respondents provided patterned responses, as
shown in Table 1.

In this research, 63% were males while
37% were females with an age range of 23-57
years (M = 34.11, SD = 5.714). The age
categorization was based on the career
development stages of Super and Jordaan
(1973). This consisted of four stages, namely
establishment (21-24 years), progress (25-44
years), maintenance (45-64 years), and
withdrawal (over 65 years). The majority of
participants were in the age range of 25-44
years, amounting to 91%, while 69% were
positioned as executors. A total of 44% had a
bachelor’s degree and worked 11-15 years as

shown in Table 1.
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Table 1

Demographic Characteristics

Characteristics n %

Gender

Male 132 63

Female 78 37
Age

21 - 24 years old 5 2.4

25 - 44 years old 191 91

45 - 64 years old 14 6.6
Position

Structural 14 7

Functional 50 24

Executor 146 69
Education

Master degree 47 22

Bachelor degree 124 59

Association degree 38 18

Senior high school 1 0.5
Working Duration

More than 15 years 39 19

11- 15 years 93 44

5-10years 58 28

Under 5 years 20 9

Research procedure Measurement

This research considered the potential
for common method bias to influence
results in self-report and cross-sectional
analysis (Podsakoff et al, 2003). The order
of each measuring instrument was
randomized with item distractors to ensure
respondents answered questions with
focus. This provided rewards in the form
of electronic money of IDR 50,000 given
randomly to 20 lucky participants. For
participants who are interested in getting
rewards, a separate link was provided at the
end of the question naire. Subsequently,
cleaning and elimina tion were conducted
to remove data that did not pass the item

checker and other criteria.
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This research was measured by the
instruments obtained from journals and has
been published generally. The adaptation
process to Indonesian was carried out on the
measuring instruments using the rules of Beaton
et al. (2000) in the stages of back translation.
This analysis also used a qualitative review of
the adopted measurement tools and a pilot
analysis was conducted on 30 respondents.
Meanwhile, the data was processed by testing
reliability using the SPSS statistical application
and the analysis testing was performed by
employing Corrected Item-Total Correlation
(CrIT) results with a minimum score of 0.3.
According to Nunnally and Bernstein (1994),

items with a CrIT value >.30 were considered
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good. This is because the items are considered
capable of discriminating between individuals
with high and low scores. The items used in
this research variable passed the test before

collecting data.

Innovative work behavior

Theresearch instrument used to measure
employees’ innovative work behavior was
obtained from Janssen (2000) which was
adapted into Indonesian by Etikariena and Muluk
(2014). This measuring tool consists of 9 items
with a 6-point Likert scale. The Cronbach alpha
value is .88 in measuring innovative work
behavior. An example of an item is “Looking for

new working methods in my job”.

Transformational leadership

Multifactor Leadership Questionnaire
developed by Podsakoff (1996) was used to
measure transformational leadership and the
tool consists of 20 items with a 6-point Likert
scale (1 = Strongly Disagree, to 6 = Strongly
Agree). The Cronbach alpha value is .82, and an
example item is “My leader talks about my most

important values and beliefs”.
Meaningful work

Meaningful work was adapted from The
Work and Meaning Inventory developed by
Steger etal (2012). The tool consists of 10 items
with a 5-point Likert scale (1 = Strongly
Disagree, to 5 = Strongly Agree) with a
Cronbach alphavalue of .92. An example item is

“I have found a meaningful career”.
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Ambidextrous organizational culture

The instrument used to measure
ambidextrous organizational culture was
adapted from Wang and Rafiq (2014). This
measuring tool consists of 7 items with a 5-
point Likert scale (1 = Strongly Disagree, to 5 =
Strongly Agree). In addition, the Cronbach alpha
value is .88 in measuring ambidextrous
organizational culture. An example of an item is
“The future direction of this business unit is

communicated to everyone.”

Data analysis

Data analysis was carried out using SPSS
version 26 software. Quantitative analysis using
Hayes’s PROCESS model 15 included a

moderated mediator.

Results

This research aimed to examine the role
of meaningful work as a link in the interaction
between transformational leadership and
innovative work behavior moderated by
ambidextrous organizational culture. Table 2
shows the average value, standard deviation,
and correlation tests on each variable. The
statistical calculations showed that
transformational leadership has a significant
correlation with innovative work behavior (r
=.291, p < .01). Therefore, transformational
leadership is directly proportional to innovative
performance behavior. The relationship

between other variables has a positive and

significant relationship.
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Table 2

Mean, Standard Deviation, and Correlation Matrix Between Variables

Variable M SD 1 2 3 4
1. Innovative Work Behavior 3.75 1.25 1
2. Transformational Leadership 4.62 81 219" 2
3. Meaningful Work 4.80 74 357" 553" 3
4. Ambidextrous Organizational Culture 4.86 75 348" 770" 709" 4
Note.N=210."p<.05"p <.01
The research hypothesis was tested using significant link between transformational
regression analysis with Hayes’ PROCESS Model leadership and innovative work behavior (B =
15 as reported in Table 3. The effect of .50, CI 95% [.15, .42]). This showed that the
transformational leadership on innovative variable fully mediated the relationship
work behavior was not significant (p >.05). In between transformational leadership and
addition, meaningful work was shown to be a innovative work behavior.
Table 3
Regression Analysis Results
. 95%CI
Variable B SE p L UL
TL 2> IWB .500 1202 .678 -.1869 .2869
TL > MW 501 .0525 .000" 1.998 2.970
MW > IWB 576 1324 .000” .3150 .8370
Indirect Effect .2886 .0688 - 1527 4252
AOC > IWB .5425 2.6655 .0083~ 1412 9439
Interaction 1 .3449 2.0971 .0372" .0206 .6691
Interaction 2 -.1292 -.6529 .5146 -.5193 .2609

Note: N = 210. Interaction 1: Transformational leadership x ambidextrous organizational culture - innovative
work behavior | Interaction 2: Transformational leadership x ambidextrous organizational culture >

meaningful work "p = significant

The test carried out to determine the
moderating role of direct and indirect effects
is presented in Table 3. The role of
ambidextrous organizational culture as a
moderator of the relationship reported a
significant influence on interaction 1 (B =

.3449, p < .05). However, ambidextrous
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organizational culture did not have a
moderating effect when testing was carried
outoninteraction 2 (B=-.1292,p>.05). Based
on the results, the variable did not moderate
the indirect relationship between
transformational leadership and innovative

work behavior.
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Figure 1
Research Model

Meaningful Work

Ambidextrous

_ kK
b=.57 Organizational

a=.50%*
indirect effect = .

Transformational

coeff=-.12

Innovative Work

Leadership ¢’ =.50

Discussion

This research examined the role of
meaningful work in the interaction between
transformational leadership and innovative
work behavior among Ministry X ASN. The role
of ambidextrous organizational culture is also
examined as a moderator on the influence of
the variables, both directly and through
meaningful work relationships. The results
showed that the influence of transformational
leadership on innovative work behavior is not
significant (p > .05).

Meaningful work fully mediates the
relationship between transformational
leadership and innovative work behavior (B =
.50, CI195% [.15, .42]). According to (Pradhan
& Jena, 2019), meaningful work has a role in
producing innovative work behavior. This
confirmed previous research where
transformational leadership did not have a
significant direct influence on innovative work
behavior in the context of employees (Udin &

Shaikh, 2022). New ideas or ways of working
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Behavior

are one of the stages of innovative work
behavior (Jansen, 1988). The perception of
meaningfulness in work increases with the
initiative taken to show a transformational
leadership style (Walumbwa et al., 2013).
Therefore, this variable serves as an appropriate
bridging mechanism in the relationship
between transformational leadership and
innovative work behavior.

The results showed the role of
ambidextrous organizational culture as a
strengthener of the relationship between
transformational leadership and innovative
work behavior (B = .3449, p < .05). This
research supported previous research where
ambidextrous organizational culture is a factor
supporting innovation (Wang & Rafiq, 2014).
The role of ambidextrous organizational culture
as a moderator showed inconsistent results in
direct and indirect conditions. This supported
previous research where exploitation and
exploration activities were two continuums at

different ends (Sari, 2017).
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Ambidextrous organizational culture
moderates the relationship between
transformational leadership and innovative
work behavior (Lee et al, 2019). This is
supported by this research consideration of
taking participants in an organization.
According to Gieske et al. (2020), when the
organizational culture is ambidextrous, public
employees will optimize innovation.
Organizational culture theory states that every
organization has a different culture with shared
meanings influencing the mindset and
perceptions of individuals (Schein & Schein,
2016).

The exploration of the role of
ambidextrous organizational culture in
government organization still needs to be
carried out. Ambidextrous organizational
culture structurally differentiates between
exploitation and exploration units integrated at
high hierarchical levels (O’Reilly & Tushman,
2011). This can lead to the need for the
separation of functions since innovation needs
to be conducted. However, formal processes
with efficiency and accountability must be
considered (Hartley etal, 2013). In government
organization, an ambidextrous culture creates
a supportive context enabling employees to
focus on exploitation and exploration (Gibson
& Birkinshaw, 2004).

According to the IPC theory,
innovation is the product of complex
interactions between individuals and

situational factors (Woodman et al, 1993).
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In this context, meaningful work fully
mediates the relationship between
transformational leadership and
ambidextrous organizational culture. The
interaction of the factors is significant in
predicting innovative work behavior. This is
supported by the result that the moderator
has no effect when tested with the
mechanism of ambidextrous organizational
culture in indirect relationships. Meanwhile,
different results are shown in the direct
relationship, where the role of the moderator
becomes significant in the absence of an
individual factor. Tests showed comprehensive
results regarding organizational culture as
reflected in a sample of an organization.
Based on aliterature review conducted,
this research contributed to the development
of science, especially industrial and
organizational psychology. The relationship
between transformational leadership and
innovative work behavior was examined by
testing meaningful work as a mediator. This
research also examined the moderating role of
ambidextrous organizational culture on the
relationship between transformational
leadership and innovative work behavior
directly and indirectly through meaningful
work. Ambidextrous organizational culture
has not been explored in the context of ASN.
The samples were obtained from ASN in
Indonesia, hence government organization
contributed to making policies for innovative

work behavior.
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Conclusions

This research explores the mechanism of
meaningful work as a mediator of transforma
tional leadership in causing innovative work
behavior in employees. In conclusion,
meaningful work was reported as a full mediator
in the relationship between transformational
leadership and innovative work behavior.
Meanwhile, the role of ambidextrous
organizational culture as a moderator was only
supported by the direct relationship between
the variables. In the indirect relationship using a
mediator, the role was not significant The tests
carried out showed that there was a need for a
liaison or moderator mechanism in the
relationship between transformational
leadership in predicting innovative work
behavior. This supported the IPC theory where
innovation was the product of complex
interactions between individual and situational
factors (Woodman et al, 1993).

This research had several limitations
refined by subsequentresults. First, a correlational
design was used and could not determine causal
effects for the variables. Second, the data collected
was limited since the collection process in
bureaucratic government organization required
tiered licensing. Therefore, future research should
be directed at establishing good collaboration and

improving the data collection process.

Suggestion

This research has tested the role of

meaningful work mediators and moderators of
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ambidextrous organizational culture on the
relationship between transformational
leadership and innovative work behavior.
However, further research must be conducted
to explore different organizational culture

conditions to enrich empirical evidence.

References

Afsar, B, Masood, M., & Umrani, W. A. (2019). The
role of job crafting and knowledge sharing
on the effect of transformational leadership
on innovative work behavior. Personnel
Review, 48(5),1186-1208. https://doi.org/
10.1108/PR-04-2018-0133

Afsar, B.,, & Umrani, W. A. (2019).
Transformational leadership and
innovative work behavior. European
Journal of Innovation Management,
23(3), 402-428. https://doi.org/
10.1108/EJIM-12-2018-0257

Apipudin, A., Sindrawati, S., & Abdullah, M. S.
(2023). Peran motivasi pelayanan publik
serta keterikatan dengan pekerjaan dalam
mendorong perilaku proaktif pegawai
Kecamatan Cileunyi Kabupaten Bandung.
Management Studies and Entrepreneur
ship Journal 4(3), 2334-2345. https://
journalyrpipku.com/index.php/msej/
article/view/1875/1203

Arnold, K. A., Turner, N., Barling, J., Kelloway, E.
K., & McKee, M. C. (2007). Transforma
tional leadership and psychological well-
being: The mediating role of meaningful
work. Journal of Occupational Health
Psychology, 12(3), 193-203. https://
doi.org/10.1037/1076-8998.12.3.193

Atwater, L., & Carmeli, A. (2009). Leader-
member exchange, feelings of energy,
and involvement in creative work. The
Leadership Quarterly, 20(3), 264-275.
https://doi.org/10.1016/j.leaqua.
2007.07.009

Bass, B. M., & Bass, R. (2008). The Bass handbook
of leadership: Theory, research, and

PSIKOLOGIKA Volume 29 Nomor 2 Juli 2024



Transformational Leadership and Innovative Work Behavior: The Mediation-Moderation Model of Ambidex...

managerial applications (4th ed.). Free
Press.

Beaton, D. E., Bombardier, C., Guillemin, F, &
Ferraz, M. B. (2000). Guidelines for the
process of cross-cultural adaptation of
self-report measures. Spine, 25(24),
3186-3191. https://doi.org/10.1097/
00007632-200012150-00014

Bednall T. C., E. Rafferty, A., Shipton, H., Sanders,
K., & J. Jackson, C. (2018). Innovative
behaviour: How much transformational
leadership do you need? British Journal
of Management, 29(4), 796-816. https:/
/doi.org/10.1111/1467-8551.12275

Bekkers, V., Edelenbos, J., & Steijn, B. (2011).
Innovation in the public sector. Palgrave
Macmillan. https://doi.org/10.1057/
9780230307520

Borins, S. (2006). The challenge of innovation
in government (2™ ed.). IBM center for
the business of government.

Bryson, J. M., Boal, K. B., & Rainey, H. G. (2008).
Strategic orientation and ambidextrous
public organizations. Paper presented at
the conference “Organizational Strategy,
Structure and Process: A Reflection on the
Research Perspective of Raymond Miles
and Charles Snow”, 1-23. https://
www.academia.edu/16708088/
Strategic_Orientation_and_Ambidextrous_
Public_Organizations

Cai, W, Lysova, E. 1., Khapova, S. N., & Bossink, B.
A. G. (2018). Servant leadership and
innovative work behavior in chinese high-
tech firms: A moderated mediation model
of meaningful work and job autonomy.
Frontiersin Psychology, 9. https:/ /doi.org/
10.3389/fpsyg.2018.01767

De-Jong, ]. P.]., & Den-Hartog, D.N. (2007). How
leaders influence employees’ innovative
behaviour. European Journal of
Innovation Management, 10(1), 41-64.
https://doi.org/10.1108/1460106 0710
720546

Deserti, A., & Rizzo, F. (2014). Design and
organizational change in the public

PSIKOLOGIKA Volume 29 Nomor 2 Juli 2024

sector. Design Management Journal,
9(1), 85-97. https://doi.org/10.1111/
dmj.12013

Dharmanegara, I. B. A., Harijanto, D.,
Jamaluddin, M. R., & Agustina, . (2023).
Mengeksplorasi dimensi perilaku
inovatif PNS: Sebuah studi empiris di
Kabupaten Badung. Image: Jurnal Riset
Manajemen, 11(2). 269-282. https://
ejournal.upi.edu/index.php/image/
article/view/67482 /pdf

Etikariena, A., & Muluk, H. (2014). Correlation
between organizational memory and
innovative work behavior. Makara
Human Behavior Studies in Asia, 18(2),
77-88. https://doi.org/10.7454 /mssh.v
18i2.3463

Ferdinan, B. A, & Lindawati, T. (2021). The
effect of transformational leadership and
organizational culture on lecturer
performance through innovative work
behavior at Catholic Universities in
Surabaya. International Journal of
Applied Business and International
Management, 6(2), 113-123. https://
doi.org/10.32535 /ijabim.v6i2.1106

Gibson, C. B., & Birkinshaw, ]J. (2004). The
antecedents, consequences, and mediating
role of organizational ambidexterity. Aca
demy of Management Journal 47(2),209226.
https://doi.org/10.5465/20159573

Gieske, H., Duijn, M., & van Buuren, A. (2020).
Ambidextrous practices in public service
organizations: Innovation and optimiza
tion tensions in Dutch water authorities.
Public Management Review, 22(3), 341-
363. https://doi.org/10.1080/14719037.
2019.1588354

Hartley, ]., Sgrensen, E., & Torfing, J. (2013).
Collaborative innovation: A viable
alternative to market competition and
organizational entrepreneurship. Public
Administration Review, 73(6), 821-830.
https://doi.org/10.1111/puar.12136

Jansen, S. C. (1988). Censorship: The knot that
binds power and knowledge. Oxford
University Press.

259



Dania Lukitasari, Arum Etikariena

Janssen, 0. (2000). Job demands, perceptions
of effort reward fairness and innovative
work behaviour. Journal of Occupational
and Organizational Psychology, 73(3),
287-302. https://doi.org/10.1348/
096317900167038

Jiang, W., & Gu, Q. (2016). How abusive
supervision and abusive supervisory
climate influence salesperson creativity
and sales team effectiveness in China.
Management Decision, 54(2), 455-475.
https://doi.org/10.1108/MD-07-2015-
0302

Kahn, W. A. (2007). Meaningful connections:
Positive relationships and attachments at
work. In]. E. Dutton & B. R. Ragins (Eds.),
Exploring positive relationships at work:
Building a theoretical and research
foundation (pp. 189-206). Psychology
Press. https://doi.org/10.4324 /978131
5094199

Kidwell, B., & Jewell, R. D. (2003). An
examination of perceived behavioral
control: Internal and external influences
on intention. Psychology & Marketing,
20(7),625-642. https://doi.org/10.1002
/mar.10089

Lee,]. Y, Seo, Y, Jeung, W.,, & Kim, J. (2019). How
ambidextrous organizational culture
affects job performance: A multilevel
study of the mediating effect of
psychological capital. Journal of
Management & Organization, 25(6),
860-875. https://doi.org/10.1017/
jmo.2017.38

Li, N., Chiaburuy, D. S., & Kirkman, B. L. (2017).
Cross-level influences of empowering
leadership on citizenship behavior.
Journal of Management, 43(4), 1076-
1102. https://doi.org/10.1177/0149206
314546193

Lin, Q. (2023). Transformational leadership and
innovative work behavior: The role of
identification, voice and innovation
climate. International Journal of
Hospitality Management, 113, 103521.
https://doi.org/10.1016/j.ijhm.2023.
103521

260

Liy, Y., Wang, W,, & Chen, D. (2019). Linking
ambidextrous organizational culture to
innovative behavior: A moderated media
tion model of psychological empower ment
and transformational leadership. Frontiers
in Psychology, 10. https://doi.org/
10.3389/fpsyg.2019.02192

Masood, M., & Afsar, B. (2017). Transforma
tional leadership and innovative work
behavior among nursing staff. Nursing
Inquiry, 24(4), e12188. https://doi.org/
10.1111/nin.12188

May, D. R,, Gilson, R. L., & Harter, L. M. (2004).
The psychological conditions of
meaningfulness, safety and availability
and the engagement of the human spirit
at work. Journal of Occupational and
Organizational Psychology, 77(1), 11-
37. https://doi.org/10.1348/0963179
04322915892

McKinsey. (2023). The State of Organizations
2023. McKinsey & Company. https://
www.paperturn-view.com/global-
publishing-mck/the-state-of-organizations-
20237pid=MzA309919&p=96&v=6.3&bg
color=% 23f1f1f1&embed=script&shadow
=& flipSound=&hardCover=

Meng, L., Dy, J., & Lin, X. (2023). Surviving bench
stress: Meaningful work as a personal
resource in the expanded job demands-
resources model. Current Psychology,
42(21), 17757-17768. https://doi.org/
10.1007/s12144-022-02956-9

Mubarak, N., Khan, ., Yasmin, R., & Osmadi, A.
(2021). The impact of a proactive
personality on innovative work
behavior: The role of work engagement
and transformational leadership.
Leadership & Organization Development
Journal, 42(7), 989-1003. https://
doi.org/10.1108/LOD]-11-2020-0518

Nunnally, J. C., & Bernstein, 1. H. (1994).
Psychometric theory (3rd ed.). McGraw-
Hill Companies.

Odugbesan, |. A., Aghazadeh, S., Al Qaralleh, R.

E., & Sogeke, O. S. (2023). Green talent
management and employees’ innovative

PSIKOLOGIKA Volume 29 Nomor 2 Juli 2024



Transformational Leadership and Innovative Work Behavior: The Mediation-Moderation Model of Ambidex...

work behavior: The roles of artificial
intelligence and transformational
leadership. Journal of Knowledge
Management, 27(3), 696-716. https://
doi.org/10.1108/]JKM-08-2021-0601

O’Reilly, C. A., & Tushman, M. L. (2011).
Organizational ambidexterity in action:
How managers explore and exploit.
California Management Review, 53(4),
5-22. https://doi.org/10.1525/cmr.
2011.53.4.5

Perpres. (2010). Peraturan Presiden Republik
Indonesia Nomor 81 Tahun 2010 tentang
Grand Design Reformasi Birokrasi 2010-
2025.https:/ /peraturan.bpk.go.id /Details/
41084 /perpres-no-81-tahun-2010

Plimmer, G, Bryson, |J., & Teo, S. T. T. (2017).
Opening the black box. Personnel Review,
46(7), 1434-1451. https://doi.org/
10.1108/PR-10-2016-0275

Podsakoff, P. (1996). Transformational leader
behaviors and substitutes for leadership
as determinants of employee satisfaction,
commitment, trust, and organizational
citize. Journal of Management, 22(2),
259-298. https://doi.org/10.1016/
S0149-2063(96)90049-5

Podsakoff, P. M., MacKenzie, S. B., Lee, ].-Y,, &
Podsakoff, N. P. (2003). Common method
biases in behavioral research: A critical
review of the literature and recommen
ded remedies. Journal of Applied
Psychology, 88(5), 879-903. https://
doi.org/10.1037/0021-9010.88.5.879

Pradhan, S., & Jena, L. K. (2019). Does
meaningful work explains the
relationship between transformational
leadership and innovative work
behaviour? Vikalpa: The Journal for
Decision Makers, 44(1), 30-40. https://
doi.org/10.1177/0256090919832434

Rank, J., Pace, V. L., & Frese, M. (2004). Three
avenues for future research on creativity,
innovation, and initiative. Applied
Psychology, 53(4), 518-528. https://
doi.org/10.1111/j.1464-0597. 2004.00
185.x

PSIKOLOGIKA Volume 29 Nomor 2 Juli 2024

Pratiwi, B. R., & Salendu, A. (2021). Hubungan
openness to experience terhadap perilaku
kerja inovatif: Peran ambidextrous
organization culture sebagai moderator.
Psikologika: Jurnal Pemikiran dan
Penelitian Psikologi, 26(2), 335-352.
https://doi.org/10.20885 /psikologika.
vol26.iss2.art7

Sari, S. R. (2017). Organizational ambidex
terity: Ketangguhan yang dibutuhkan
untuk keberlangsungan kinerja organi
sasi masa depan. Jurnal Riset Manajemen
dan Bisnis (JRMB) Fakultas Ekonomi
UNIAT, 2(3), 433-438. https://doi.org/
10.36226/jrmb.v2i3.78

Schein, E. H., & Schein, P. A. (2016). Organiza
tional culture and leadership (5th ed.).
The Jossey-Bass Business & Management
Series.

Scott, S. G, & Bruce, R. A. (1994). Determinants
of innovative behavior: A path model of
individual innovation in the workplace.
Academy of Management Journal, 37(3),
580-607. https://doi.org/10.5465/
256701

Shin, S. J., Yuan, E, & Zhou, J. (2017). When
perceived innovation job requirement
increases employee innovative beha
vior: A sensemaking perspective. Journal
of Organizational Behavior, 38(1), 68-
86. https://doi.org/10.1002 /job.2111

Simonton, D. K. (1999). Talent and its develop
ment: An emergenic and epigenetic
model. Psychological Review, 106(3),
435-457. https://doi.org/10.1037/
0033-295X.106.3.435

Smet, D. A, Rubenstein, K., Schrah, G, Vierow,
M., & Edmondson, A. (2023, October 23).
Psychological safety and the critical role
of leadership development. https://
www.mckinsey.com/capabilities/
people-and-organizational-perfor
mance/our-insights/psychological-
safety-and-the-critical-role-of-leader
ship-development

Steger, M. E, Dik, B. ]J., & Duffy, R. D. (2012).
Measuring meaningful work. Journal of

261



Dania Lukitasari, Arum Etikariena

Career Assessment, 20(3), 322-337.
https://doi.org/10.1177/106907
2711436160

Stewart Weeks, M., & Kastelle, T. (2015).
Innovation in the public sector. Australian
Journal of Public Administration, 74(1),
63-72. https://doi.org/10.1111/1467-
8500.12129

Super, D. E., & Jordaan, J. P. (1973). Career
development theory. Applied Psychology,
26(2), 107-114. https://doi.org/10.1
111/j.1464-0597.1977.tb01072.x

Udin, U., & Shaikh, M. (2022). Transformational
leadership and innovative work
behavior: Testing the mediation role of
knowledge sharing and work passion.
Jurnal Dinamika Manajemen, 13(1),
146-160. https://journalunnes.ac.id/
nju/jdm/article/view/34446,/12880

Walumbwa, E. O., Christensen, A. L., & Muchiri,
M. K. (2013). Transformational leadership
and meaningful work. In B. ]. Dik, Z. S.
Byrne & M. E Steger (Eds.), Purpose and
meaning in the workplace (pp. 197-215).
American Psychological Association.
https://doi.org/10.1037/14183-010

Wang, C. L., & Rafig, M. (2014). Ambidex trous
organizational culture, contex tual
ambidexterity and new productinnovation:
A comparative study of UK and Chinese high
tech firms. British Journal of Manage ment,

262

25(1), 58-76. https://doi.org/10.11 11/
j1467-8551.2012.00832.x

Wang, X. (Frank), Fang, Y., Qureshi, I., &
Janssen, 0. (2015). Understanding
employee innovative behavior:
Integrating the social network and
leader-member exchange perspectives.
Journal of Organizational Behavior,
36(3), 403-420. https://doi.org/10.10
02/job.1994

WIPO. (2023). Global innovation innovation
index 2023: Innovation in the face of
uncertainty. https://www.wipo.int/
edocs/pubdocs/en/wipo-pub-2000-
2023-en-main-reportglobal-innovation-
index-2023-16th-edition.pdf

Woodman, R. W,, Sawyer, ]. E., & Griffin, R. W.
(1993). Toward a theory of organiza
tional creativity. The Academy of
Management Review, 18(2), 293-321.
https://doi.org/10.2307/258761

Yadav, M., & Vihari, N. S. (2023). Employee
experience: Construct clarification,
conceptualization and validation of a new
scale. FIIB Business Review, 12(3), 328-
342.https://doi.org/10.1177 /23197145

211012501
*
Received 12 December 2023
Revised 27 June 2024
Accepted 1 July 2024

PSIKOLOGIKA Volume 29 Nomor 2 Juli 2024



