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Abstract: This study aims to analyze the influence of transformational leadership and 

organizational justice on innovative work behavior, with work engagement as an intervening 

variable. The background of this research is based on the increasing demand for innovation in 

organizations, which requires leadership that inspires change and a fair organizational climate 

that fosters employee engagement and proactive behavior. The approach used is quantitative, 

with data collected through questionnaires distributed to 40 respondents selected using a 

saturated sampling technique. Data analysis was conducted using Structural Equation 

Modeling - Partial Least Square (SEM-PLS) with the SmartPLS 4.0 software.The results of the 

study indicate that: (1) transformational leadership has a positive and significant effect on work 

engagement; (2) organizational justice has a positive and significant effect on work 

engagement; (3) transformational leadership has a positive and significant effect on innovative 

work behavior; (4) organizational justice has a positive and significant effect on innovative 

work behavior; (5) work engagement has a positive and significant effect on innovative work 

behavior; (6) transformational leadership has a positive and significant effect on innovative 

work behavior through work engagement; (7) organizational justice has a positive and 

significant effect on innovative work behavior through work engagement. These findings 

highlight the essential role of transformational leadership and organizational justice in fostering 

employee engagement, which in turn enhances innovative work behavior within the 

organization. 
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INTRODUCTION 

Civil servants (PNS) are the backbone of government administration, tasked with 

providing public services in various sectors, such as education, health, and general 

administration. In Indonesia’s civil service system, civil servants have the status of state civil 

apparatus (ASN) who work based on laws and regulations and have certain rights and 

obligations. In addition to civil servants, there are also honorary workers who work in 
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government agencies but with different employment status. Civil servants (PNS) are the 

backbone of government administration, tasked with providing public services in various 

sectors, such as education, health, and general administration (Soelton et al., 2019). In 

Indonesia’s civil service system, civil servants have the status of state civil apparatus (ASN) 

who work based on laws and regulations and have certain rights and obligations. In addition to 

civil servants, there are also honorary workers who work in government agencies but with 

different employment status. 

Government Regulation (PP) Number 30 of 2019 is one of many laws issued by the 

government to improve the productivity and professionalism of civil servants. To enhance the 

productivity and accountability of civil servants, this regulation prioritizes the evaluation 

system of Innovative Work Behavior. To support this policy, the government also built a 

national employment monitoring system. This system enables the supervision and evaluation 

of civil servants’ Innovative Work Behavior more objectively and transparently. The presence 

of clear regulations is expected to improve the quality of public services and ensure that civil 

servants work professionally in accordance with established standards. In addition, in an effort 

to reform the bureaucracy in Indonesia, personnel management issues such as competency 

improvement and unequal distribution of employees have become a primary focus (Tarigan et 

al., 2023). 

Indicators of Innovative Work Behavior among civil servants (PNS) are used to measure 

efficiency and effectiveness in carrying out their duties and responsibilities. According to the 

2019 State Civil Apparatus Innovative Work Behavior Report released by the National Civil 

Service Agency (BKN), most of the graphs of PNS Innovative Work Behavior showed good 

results, although some indicators showed moderate or suboptimal results. This indicates that 

although many civil service institutions exist, every worker must meet the Innovative Work 

Behavior standards and targets set by the Ministry of Administrative and Bureaucratic Reform 

(KemenPAN-RB). These standards and targets are set according to their jobs and functions in 

the organization. The accountability of Innovative Work Behavior in ministries and institutions 

was considered good and sufficient from 2014 to 2015 (BKN, 2019). However, the results of 

the evaluation of Innovative Work Behavior management of civil servants conducted in 2018–

2019 showed that only 3.3% of institutions implemented Innovative Work Behavior 

management very well, 35% were considered good, 50% sufficient, and 11.7% poor. The data 

show that there are still problems in implementing an ideal Innovative Work Behavior system 

in various government institutions (Yuliantini et al., 2024). 

The Indonesian bureaucracy is often criticized for being inefficient, overly long, and 

inflexible, which often hampers decision-making and public services—major obstacles in 

enhancing the Innovative Work Behavior of civil servants. In addition, many people still view 

the Innovative Work Behavior of government employees negatively; they are associated with 

corruption, indiscipline, and lack of innovation in delivering public services. The Indonesian 

bureaucracy is often criticized for being inefficient, overly long, and inflexible, which often 

hampers decision-making and public services—major obstacles in enhancing the Innovative 

Work Behavior of civil servants. In addition, many people still view the Innovative Work 

Behavior of government employees negatively; they are associated with corruption, 

indiscipline, and lack of innovation in delivering public services. 

Innovation is a key element in ensuring sustainability and competitiveness of an 

organization in a dynamic and ever-changing era. Organizations that can quickly adapt to new 

challenges and opportunities tend to have a better competitive advantage (Alshebami, 2021). 

The success of innovation in an organization greatly depends on how far employees’ innovative 

behavior can be encouraged and facilitated in the work environment (Fahrulla, 2021). The best 

approach to building an innovative organization is to create a work culture that encourages 

organizational justice among employees. When individuals in the organization actively 
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contribute by generating, developing, and implementing new ideas, they not only improve work 

efficiency but also create added value for the organization in the long term (Baskoro et al., 

2021). 

Employees’ innovative behavior plays an important role in improving operational 

procedures, developing Innovative Work Behavior, and refining the services provided to 

customers or the public (Andani & Wibawa, 2022). Therefore, organizations that wish to grow 

must support transformational leadership that encourages the exploration of new ideas, 

collaboration among individuals, and the sustainable implementation of innovation 

(Hoirunnisak & Izzati, 2022). Furthermore, innovation not only impacts organizational 

effectiveness but also contributes to the overall growth and development of the organization 

(Putrandi & Yanuar, 2024). Thus, organizations that want to survive in the global competition 

era must continue to encourage innovation at all levels—in terms of strategy, processes, and 

human resources (Kuntadi et al., 2023). 

Government employees play a strategic role in driving organizational development and 

improving the effectiveness of public services. The competence and capabilities of government 

employees will greatly determine the direction and quality of governance in the future. One of 

the main factors that can bring positive change to the governmental system is innovative work 

behavior. This behavior includes the creation, development, and implementation of new ideas 

aimed at improving work effectiveness at the individual, team, and organizational levels 

(Purwanto et al., 2020). 

Currently, many government employees in the public service sector still face challenges 

in collaboration and integration across institutions. The potential of innovation has not been 

fully utilized as a primary force in creating better governance. In fact, innovation in the public 

sector can accelerate bureaucratic reform, improve service quality, and create more adaptive 

and responsive work models to the needs of society (Mahardika & Syarifah, 2021). 

To achieve more effective governance, synergy among various elements in the public 

sector is needed. Integrating innovation into the bureaucratic system can result in more 

efficient, transparent, and citizen-oriented public services (Parashakti et al., 2016). In addition, 

the implementation of innovative public service models not only impacts governance but can 

also inspire other sectors in applying principles of efficiency and effectiveness in their 

operations. Therefore, strengthening the culture of innovation among government employees 

becomes a crucial step in realizing a more modern and responsive government (Maskuroh et 

al., 2023). 

Innovation is a key factor in increasing the competitiveness and effectiveness of 

organizations in the modern era (Karyatun et al., 2023). Organizations that can adapt to changes 

in the business and technological environment tend to have a better competitive advantage 

compared to static organizations. One of the key elements in creating an innovative 

organization is employees' innovative work behavior (Innovative Work Behavior/IWB), which 

includes the generation, development, and application of new ideas in the work context (Reano 

et al., 2022). 

Government employees, as part of the state apparatus, have an important role in 

delivering effective and efficient public services. However, in many cases, innovation in the 

government sector still faces various challenges, such as rigid bureaucracy, lack of inter-agency 

integration, and low support for creative initiatives. This shows that innovation has not yet 

become part of the work culture in the public sector. Therefore, a deeper understanding of the 

factors that can encourage innovative work behavior among government employees is needed 

(Soelton et al., 2023). Previous research has shown that transformational leadership plays a 

role in influencing employees’ innovative work behavior through mediating mechanisms 

involving individual and organizational factors (Shalahuddin, 2021). Additionally, 

organizational justice is one of the aspects that can influence how motivated individuals feel to 
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contribute innovatively. However, research on the relationship between organizational justice 

and innovative work behavior still yields varying results (Waskito et al., 2023). 

Based on this background, this research aims to analyze the factors that influence the 

innovative work behavior of government employees (Hutagalung et al., 2020). By 

understanding the factors that drive innovation in the government work environment, this study 

is expected to provide deeper insights for policymakers in improving the effectiveness and 

quality of public services through strengthening innovative culture in the public sector 

(Mahardika & Syarifah, 2021). 

Although the importance of innovation in the public sector is increasingly recognized, 

studies that comprehensively examine the innovative work behavior (IWB) of civil servants in 

Indonesia are still limited, especially in the context of complex local bureaucracies with 

structural challenges. Previous research shows that transformational leadership and 

organizational justice contribute to increasing IWB, but these findings remain partial and have 

not yet integrated both factors into a single model that reflects the actual condition of 

Indonesian bureaucracy. In addition, work engagement, as a psychological variable that 

reflects employees' emotional and cognitive involvement in their work, is often overlooked as 

an important mediator in the relationship between transformational leadership and 

organizational justice with innovative behavior. In fact, high engagement is believed to 

strengthen these relationships and serve as a key driver in creating an innovative work culture. 

This gap indicates the need for a study that integrates all four variables in a 

comprehensive model to explain how transformational leadership and organizational justice 

influence innovative work behavior through the mediating role of work engagement, especially 

in the context of regional government work environments. Therefore, the results of this study 

are expected to contribute theoretically to the development of public management knowledge 

and provide practical input to enhance bureaucratic effectiveness and competitiveness by 

strengthening employees’ innovative behavior. 

 

METHOD 

This study employs a quantitative approach within the framework of associative research, 

which aims to explore causal relationships between the observed variables (Sugiyono, 2019). 

The focus of the analysis lies in examining the influence of Transformational Leadership (X₁) 

and Organizational Justice (X₂) on Innovative Work Behavior (Y), with Work Engagement (Z) 

as an intervening variable to assess both direct and indirect effects. Data collection was 

conducted through the distribution of structured questionnaires to the selected respondents, 

following a positivist paradigm that emphasizes objectivity and hypothesis testing using 

statistical procedures (Sugiyono, 2020). 

The population in this study includes all government employees working at Meruya 

Selatan Sub-district Office. The sampling technique used is saturated sampling, in which all 

members of the population are included in the sample due to the manageable population size. 

As a result, the research sample consists of 40 respondents. 

The data used comprises both primary and secondary data. Primary data was collected 

by distributing questionnaires to the respondents using a 5-point Likert scale to measure each 

statement item. Secondary data was obtained from institutional documents and official reports 

relevant to the research context. 

Data analysis was carried out using the Structural Equation Modeling (SEM) method 

based on Partial Least Squares (PLS), supported by SmartPLS 4.0 software. This method is 

suitable for testing complex models involving multiple latent variables, particularly with 

relatively small sample sizes. SEM-PLS integrates factor analysis, structural modeling, and 

path analysis in a comprehensive statistical framework. The analytical model consists of two 

key components: 
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Source: Research Data, 2025 

Figure 1. Research Model 

 

The Outer Model, which evaluates the validity and reliability of indicators in representing 

latent constructs. The Inner Model, which assesses the structural relationships among latent 

variables in the proposed model. The conceptual framework in this study is developed based 

on seven hypotheses that investigate both the direct and mediated effects of transformational 

leadership and organizational justice on innovative work behavior through the mediating role 

of work engagement. 

Referring to the theories and conceptual framework previously discussed, the author 

formulates the following hypotheses: 

H1: Transformational Leadership has a positive and significant effect on Work Engagement. 

H2: Organizational Justice has a positive and significant effect on Work Engagement. 

H3: Transformational Leadership has a positive and significant effect on Innovative Work 

Behavior. 

H4: Organizational Justice has a positive and significant effect on Innovative Work Behavior. 

H5: Work Engagement has a positive and significant effect on Innovative Work Behavior. 

H6: Transformational Leadership has a positive and significant effect on Innovative Work 

Behavior through Work Engagement. 

H7: Organizational Justice has a positive and significant effect on Innovative Work Behavior 

through Work Engagement. 

 

RESULTS AND DISCUSSION 

Measurement Model (Outer Model) 

The convergent validity test in the outer model was conducted to assess the extent to 

which the indicators of a construct correlate with the latent variable they are intended to 

measure. This is evaluated using the correlation between individual item scores and the 

construct scores, calculated through Partial Least Squares (PLS). An indicator is considered to 

have good convergent validity if it shows a loading factor above 0.70. However, in the context 

of scale development research, loading values between 0.60 and 0.70 are still deemed 

acceptable. 

This analysis helps determine which items can reliably serve as indicators of the latent 

constructs in the model. The results are measured based on the outer loading values of each 

indicator. A summary of the convergent validity test results, including the correlation between 

each indicator and its respective construct, is presented in the following table and structural 

model diagram. 

 
Tabel 4. Construct Validity 

Confirmatory Factor Analyze 

Construct Loading factor (>0,5) Construct Reliability (>0,7) AVE 

TL 1 0.965 0.972 0.875 

TL 2 0.958   

Organizational 

Justice 

 (X2) 

Work Engagament   

(Z) 
Innovative 

Work Behavior 

(Y) 

Transformational 

Leadership 

(X1) 
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TL 3 0.919   

TL 4 0.929   

TL 5 0.906 0.958 0.822 

OJ1 0.917   

OJ2 0.898   

OJ3 0.909   

OJ4 0.947   

OJ5 0.859   

WE1 0.784 0.963 0.840 

WE2 0.952   

WE3 0.960   

WE4 0.904   

WE5 0.969   

IB1 0.939 0.969 0.862 

IB2 0.968   

IB3 0.913   

IB4 0.975   

IB5 0.839   

Source: researches 2025 
 

Based on the results presented in the table, all outer loading values exceed 0.50. This 

indicates that the measurement meets the requirements for convergent validity. Convergent 

validity refers to the extent to which the reflective indicators correlate with the latent variables 

they are intended to measure. Loading factors greater than 0.50 suggest that the indicators 

significantly contribute to the measurement of the respective latent construct. 

In this study, there are five constructs, each consisting of between 3 to 10 indicators, 

measured using a 5-point Likert scale. Referring to the criteria outlined by Sugiyono (2006), a 

correlation coefficient of 0.30 or higher is considered indicative of a valid item. Therefore, with 

loading factors above 0.50, it can be concluded that the constructs in this study demonstrate 

acceptable levels of convergent validity. 

The factor loading analysis confirms that the measurement model possesses adequate 

convergent validity. However, it is important to note that convergent validity represents only 

one aspect of a comprehensive measurement assessment. To ensure the overall validity and 

reliability of the measurement model, discriminant validity and composite reliability must also 

be evaluated. 

Discriminant validity was assessed by comparing the square root of the Average Variance 

Extracted (AVE) for each construct with the correlations among constructs in the model. 

Discriminant validity is confirmed when the square root of AVE for each construct is higher 

than its correlation with other constructs. 

Composite reliability was used to evaluate the internal consistency of the set of indicators 

measuring each construct. A composite reliability score above 0.70 indicates that the indicators 

consistently reflect the same latent variable. In addition, Cronbach’s alpha was also used as a 

measure of internal reliability. A Cronbach’s alpha value above 0.60 is considered acceptable, 

although it is not an absolute standard. 

 

Structural Model (Inner Model) 

 

Variable R Square 

R Square 

Adjusted 

Work Engagement 0.946 0.943 

Innovative work 

behavior 0.993 0.992 

Source: Research Data, 2025 
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The R Square value for Work Engagement is 0.946, indicating a strong multiple 

correlation between Transformational Leadership and Organizational Justice. This suggests 

that both Transformational Leadership and Organizational Justice contribute significantly to 

influencing the level of Work Engagement. These variables explain approximately 94.6% of 

the variance in Work Engagement. 

Meanwhile, the R Square value for Innovative Work Behavior is 0.993, indicating a 

strong multiple correlation involving Transformational Leadership, Organizational Justice, and 

Work Engagement. This shows that these variables collectively explain approximately 99.3% 

of the variance in Innovative Work Behavior. 

 

Bootstrapping Analysis 

 
 

Source: SmartPLS 4.0 Processed Data, 2025 

Figure 3. Bootstrapping 

 
 Graphic Table 6. Path 

Coefficients 

Variable 

Original 

Sample 

(O) 

T 

Statistic

s 

P 

Values 

Significance 

Level 

Transformational Leadership -> Work Engagement 0.362 2.586 0.010 <0.05 

Organizational justice -> Work Engagement 0.625 4.472 0.000 <0.05 

Transformational Leadership -> Innovative work 

behavior 0.549 6.395 0.000 
<0.05 

Organizational Justice -> Innovative work behavior 0.181 2.367 0.018 <0.05 

Work Engagement -> Innovative work behavior 0.282 2.732 0.007 <0.05 

Transformational Leadership -> Work Engagement -> -

> Innovative work behavior 0.102 2.063 0.040 
<0.05 

Organizational justice -> Work Engagement -> 

Innovative work behavior 0.176 2.224 0.027 
<0.05 

Source: Research Data, 2025 

 

1. The first hypothesis, which states that Transformational Leadership has an effect on 

Work Engagement, is proven to be true. This is evidenced by the t-statistic value of 

2.586, which is greater than the critical t-value of 1.96, and a p-value of 0.000, which 

is smaller than the significance threshold of 0.05. Therefore, it can be concluded that 

Transformational Leadership has a significant effect on Work Engagement. 

2. The second hypothesis, which states that Organizational Justice has an effect on Work 
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Engagement, is proven to be true. This is supported by the t-statistic value of 4.472, 

which is greater than the critical t-value of 1.96, and a p-value of 0.000, which is 

below the defined significance level of 0.05. Therefore, it can be concluded that 

Organizational Justice has a significant effect on Work Engagement. 

3. The third hypothesis, which states that Transformational Leadership has an effect on 

Innovative Work Behavior, is proven to be true. This is evident from the t-statistic 

value of 6.395, which is greater than the critical t-value of 1.96, and a p-value of 

0.000, which is lower than the significance threshold of 0.05. Therefore, it can be 

concluded that Transformational Leadership has a significant effect on Innovative 

Work Behavior. 

4. The fourth hypothesis, which states that Organizational Justice has an effect on 

Innovative Work Behavior, is proven to be true. This is indicated by the t-statistic 

value of 2.367, which is greater than the critical t-value of 1.96, and a p-value of 

0.018, which is lower than the specified significance level of 0.05. Therefore, it can 

be concluded that Organizational Justice has a significant effect on Innovative Work 

Behavior. 

5. The fifth hypothesis, which states that Work Engagement has an effect on Innovative 

Work Behavior, is proven to be true. This is demonstrated by the t-statistic value of 

2.732, which is greater than the critical t-value of 1.96, and a p-value of 0.007, which 

is lower than the predetermined significance threshold of 0.05. Therefore, it can be 

concluded that Work Engagement has a significant effect on Innovative Work 

Behavior. 

6. The sixth hypothesis, which states that Transformational Leadership influences 

Innovative Work Behavior through Work Engagement, is proven to be true. This is 

shown by the t-statistic value of 2.063, which is greater than the critical t-value of 

1.96, and a p-value of 0.040, which is below the defined significance threshold of 

0.05. Therefore, it can be concluded that Transformational Leadership significantly 

affects Innovative Work Behavior through Work Engagement. 

7. The seventh hypothesis, which states that Organizational Justice influences 

Innovative Work Behavior through Work Engagement, is proven to be true. This is 

indicated by the t-statistic value of 2.224, which is greater than the critical t-value of 

1.96, and a p-value of 0.027, which is below the defined significance threshold of 

0.05. Therefore, it can be concluded that Organizational Justice has a significant effect 

on Innovative Work Behavior through Work Engagement. 

 

Discussion 

The findings of this study provide compelling evidence for the significant roles played 

by transformational leadership, organizational justice, and work engagement in fostering 

innovative work behavior among government employees. The acceptance of all seven 

hypotheses highlights a well-integrated model where leadership style, perceptions of fairness, 

and psychological engagement collectively shape innovation in the workplace. 

Firstly, the significant influence of transformational leadership on work engagement 

supports previous research asserting that leaders who inspire, support, and intellectually 

stimulate their followers can enhance employees' emotional and cognitive connection to their 

jobs (Wahyudi & Pranata, 2023; Hoirunnisak & Izzati, 2022). Transformational leaders build 

trust and a shared vision, which increases employees’ sense of belonging and encourages them 

to invest more of themselves into their work. 

Secondly, the results indicate that organizational justice significantly affects work 

engagement, reinforcing the view that fairness in outcomes, processes, and interpersonal 

treatment is essential for sustaining employee motivation and involvement (Soelton et al., 
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2019; Karyatun et al., 2023). When employees perceive the workplace as just, they develop 

stronger emotional bonds and show greater enthusiasm toward organizational goals. 

Third, both transformational leadership and organizational justice directly influence 

innovative work behavior. This confirms that leadership and fairness not only drive employee 

engagement but also stimulate creativity, risk-taking, and the implementation of new ideas 

(Pandanningrum & Nugraheni, 2021; Knezović & Drkić, 2021). Leaders who encourage 

innovation and create a psychologically safe environment enable employees to go beyond 

routine tasks and explore novel solutions. 

Fourth, work engagement itself was found to have a strong positive effect on innovative 

work behavior, suggesting that employees who are energized, dedicated, and absorbed in their 

work are more likely to think innovatively and take initiative (Reano et al., 2022; Anser et al., 

2020). This finding supports the notion that engagement acts as a motivational mechanism 

through which internal drive leads to external creative behaviors. 

Fifth and most importantly, the study revealed that work engagement significantly 

mediates the relationships between both transformational leadership and innovative work 

behavior, as well as organizational justice and innovative work behavior. These mediation 

effects underscore the critical role of psychological involvement in translating leadership and 

fairness into tangible innovative actions. The results confirm that transformational leadership 

and organizational justice, while impactful on their own, exert even greater influence on 

innovation when channeled through engaged employees (Parashakti et al., 2016; Mubashar et 

al., 2022). 

In summary, the study presents a comprehensive model of innovative behavior that 

integrates leadership, fairness, and engagement. These findings are particularly relevant in 

public sector settings, where innovation is often hindered by bureaucratic rigidity. By 

cultivating fair treatment and transformational leadership styles, government organizations can 

foster a culture of engagement that encourages employees to innovate and improve public 

service delivery. This model not only contributes theoretically to public management research 

but also offers practical implications for leadership development and organizational policy in 

the public sector. 

 

CONCLUSION 

1. Transformational leadership has a significant and positive effect on the work 

engagement of employees in the government office of Meruya Selatan. 

2. Organizational justice has a significant and positive effect on work engagement of 

employees in the government office of Meruya Selatan. 

3. Transformational leadership has a significant and positive effect on innovative work 

behavior of employees in the government office of Meruya Selatan. 

4. Organizational justice has a significant and positive effect on innovative work behavior 

of employees in the government office of Meruya Selatan. 

5. Work engagement has a significant and positive effect on innovative work behavior of 

employees in the government office of Meruya Selatan. 

6. Transformational leadership has a significant and positive effect on innovative work 

behavior through work engagement. 

7. Organizational justice has a significant and positive effect on innovative work behavior 

through work engagement. 

8. Based on the findings, it is essential for government organizations to adopt a 

transformational leadership style that inspires, motivates, and intellectually stimulates 

employees, as this has been shown to enhance both engagement and innovation. 

Similarly, ensuring fairness in decision-making processes, resource distribution, and 

interpersonal treatment is critical for fostering a sense of justice among employees, 
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which in turn improves engagement and promotes innovative behavior. 

 

The significant role of work engagement as a mediating variable highlights the 

importance of creating a psychologically supportive work environment. When employees feel 

energized, dedicated, and absorbed in their tasks, they are more likely to take initiative and 

contribute creative ideas that benefit the organization. 

It is recommended that public institutions implement leadership development programs 

and policies promoting organizational justice to strengthen employee engagement and drive 

innovation. Future research can expand upon this study by incorporating broader organizational 

contexts or exploring other mediating factors to deepen the understanding of what drives 

innovation in the public sector. 
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