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The purpose of this study is to analyze the relationship between
Transformational Leadership, Servant Leadership, Digital Transformation on
Organizational Performance and Work Innovation Capabilities. In this study
using quantitative methods and data analysis techniques Structural Equation
Modeling (SEM) using SmartPLS 3.0 software. This research was conducted
in the population in this study were all SMEs in Tangerang City as many as
41,155 SMEs and based on the method of determining the number of samples
according to Morgan, the sample units were 380 SMEs. Based on the results of
data analysis transformational leadership has a significant effect on
Organizational Performance, transformational leadership has no significant
effect on Work Innovation Capabilities, servant leadership has a significant
effect on Organizational Performance, servant leadership has no significant
effect on work innovation capabilities, digital transformation has no significant
effect on organizational performance, digital Transformation has no significant
effect on Work Innovation Capabilities, organizational performance has no
significant effect on work innovation capabilities, transformational Leadership
has no significant effect on Organizational Performance through Work
Innovation Capabilities, Servant Leadership has no significant effect on
Organizational Performance through Work Innovation Capabilities, digital
transformation has no significant effect significant to the Organizational
Performance through Work Innovation Capabilities.
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Introduction

The global Covid-19 pandemic that is endemic in all countries of the world has affected all sectors of people's
lives. In Indonesia, almost all sectors are affected, especially the economic ecosystem which has been the focus
of society. Furthermore, the Covid-19 pandemic has caused a slowdown in the economic sector in Indonesia
with its various derivatives. The Micro, Small and Medium Enterprises (MSME) sector, which is the most
important part of the economic sector, is greatly affected. This is what is worried by all parties, because it has
made the MSME sector experience a significant setback. Moreover, currently many MSMEs are experiencing
various problems such as declining sales, capital, hampered distribution, difficulty in raw materials, declining
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production and the occurrence of many layoffs for workers and workers which then become a threat to the
national economy. According to Maroukian (2020) MSMEs as drivers of the domestic economy and absorber
of labor are facing a decline in productivity which results in a significant decrease in profits. Even based on a
survey by the Asian Development Bank (ADB) regarding the impact of the pandemic on MSMEs in
Indonesia, 88% of micro-enterprises have run out of cash or savings, and more than 60% of these micro-small
businesses have reduced their workforce. It must be admitted that the Covid-19 pandemic has reduced people's
purchasing power. According to Quddus (2020) many consumers then keep their distance and switch
purchases digitally. As a result, many MSMEs have to close their businesses due to declining purchases and
are still dependent on offline sales. So that several MSME sectors that have not adapted digitally are ultimately
very affected and closed their outlets. Even so, the Covid-19 pandemic has indirectly prompted new changes in
Indonesia's business style. The change is the shift from offline business to digital business which is also known
as the phenomenon of digital entrepreneurship. According to Fayaz (2017), Quddus (2020) Social media and
market places (intermediaries) can be a concept to make it easier for MSME actors to get wider marketing
access (Purwanto, 2019). It should be noted that MSMEs in Indonesia have become the most important pillar
for the economic ecosystem. Moreover, it is known that 99% of business actors in Indonesia are the MSME
sector. According to El Toufaili (2017), Fayaz (2017), Quddus (2020) The role of MSMEs has contributed
60% to the national gross domestic product and 97% to the absorption of labor affected by the pandemic.
Meanwhile, of the existing MSMEs, only 16 percent have entered the digital economy ecosystem. In the
context of Indonesia, the MSME sector is one of the main pillars of Indonesia's economic fundamentals. In
fact, during the 1998 economic crisis, it turned out that the MSME sector had a very positive contribution in
saving the Indonesian economic ecosystem at that time. The same thing happened during the Covid-19
pandemic, where the MSME sector could have great potential to become an accelerator of national economic
recovery. Therefore, an entrepreneurial model is needed that can adapt to technological advances. This is what
gave birth to the digital entrepreneurship model. This business model comes from a combination of digital
technology and entrepreneurship which then produces a new characteristic phenomenon in terms of business.

According to Fayaz (2017), Quddus (2020) Emerging technological paradigms harness the potential of
collaboration and collective intelligence to design and launch stronger and more sustainable entrepreneurial
initiatives. Even so, there are four dimensions related to digital entrepreneurship, namely digital actors (who),
digital activities (what), digital motivation (why) and digital organizations (how). However, according to the
records of the Ministry of Cooperatives and SMEs, currently there are 10.25 million MSME players who have
been connected to digital platforms. According to. El Toufaili (2017), Fayaz (2017), Quddus (2020) The
Covid-19 pandemic has made Micro, Small and Medium Enterprises (MSMESs) stagnant until some have had
to close their outlets. This is due to changes in new habits with the implementation of health protocols which
have an impact on the decline in people's purchasing power. In the context of the Indonesian economy, the
Covid-19 pandemic can finally encourage the creation of a new ecosystem, namely digital entrepreneurship. In
other words, this ecosystem has encouraged MSME actors to start transforming into the digital realm. Even
so, the government has been trying to encourage the digitization program for MSMEs in Indonesia. This can
be traced from the adaptation of MSME actors to use market places and social media in digital marketing.

The role of social media platforms has also become the main focus of MSME actors. In addition, MSME
actors have also begun to adapt using various supporting applications such as digital financial platforms.
According to Quddus (2020) Digital transformation of MSMEs during the Covid-19 pandemic can finally
make MSMEs re-develop their businesses. Thus, the development of digital MSMEs during the Covid-19
pandemic can be an alternative to saving the MSME sector so that it continues to exist. However, efforts to
develop digital SMEs must also be supported by the role of the government and the Ministry of Cooperatives
and SMEs. Because MSME actors still need a lot of support, guidance and capital which incidentally comes
from the government during the Covid-19 pandemic. If there is synergy between MSMEs, the government and
other supporting stakeholders, it is certain that the MSME digital transformation process will be able to run
perfectly. So that the government's target to increase digital-based MSMEs can be realized immediately.
According to Gui (2021), Hernandez (2020), Quddus (2020) the development of digital MSMEs after the
Covid-19 pandemic must also be a top priority for the government and all stakeholders so that the digital
economy ecosystem in Indonesia continues to run well. This is because the development of digital MSMEs
will also contribute to strengthening the digital entrepreneurship ecosystem in Indonesia.

According to Hernandez (2020), Kim (2020) The large number of MSME business actors illustrates that
this sector has quite good potential in supporting the economy. The fairly good performance of these MSMEs
contributes to the Gross Domestic Product (GDP) and employment. This is what underlies the increasing
capacity of MSMEs, especially in facing the industrial era 4.0. The movement of the industrial revolution 4.0
which has echoed in recent years has an impact on changes in the way of working in various fields, especially
in the business field. Business people are starting to use information technology and telecommunications to
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run and support their business activities. The movement and changes in the way of doing business that are
increasingly fast towards digitalization are forcing business people to adapt to follow these changes. According
to Fayaz (2017), Quddus (2020) for large companies, changes in business patterns that lead to the digitization
process are not too constrained due to the characteristics of large companies that have good enough resources.
However, for MSMEs this digitization process will require a lot of preparation. In order to encourage
digitization and make it easier for MSMEs to deal with changes that occur, the government has increased the
ease of access and transfers technology to MSME actors so that they can survive in business competition. The
ability to master digital devices and the internet is an absolute thing that must be mastered by MSMEs if they
want to survive in the competition. Research by Delloitte Access Economics (2015) states that consumers are
increasingly accustomed to making decisions based on digital content and buying goods online. This is a
challenge but also a promising business opportunity for MSMESs in Indonesia. Based on this, this research
seeks to formulate a strategy for developing the digitization of MSMEs to support the development of MSMEs
and as input for MSME actors in implementing digitalization in their business processes.

Hypothesis Development

Relationship between Transformational Leadership and Organizational Performance

Transformational Leadership Theory by Adwan et al. (2019) states that Transformational Leadership will
have a positive influence on increasing Organizational Performance. According to research conducted by El
Toufaili (2017), Fayaz (2017), Quddus (2020) states that increasing Transformational Leadership will
encourage an increase in Organizational Performance variables. conducted by Purwanto et al. (2021) stated
that an increase in the Transformational Leadership variable will encourage an increase in the Organizational
Performance variable. According to research conducted by Fayaz (2017), Quddus (2020) states that
Transformational Leadership has a significant influence on the Organizational Performance variable. Based on
theoretical studies and previous studies, the following hypotheses are formulated:

Hypothesis 1: There is a positive influence between Transformational Leadership and Organizational
Performance

Relationship between Transformational Leadership and Work Innovation Capabilities

Transformational Leadership Theory by Adwan et al. (2019) stated that Transformational Leadership will
have a positive influence on increasing Work Innovation Capabilities. According to research conducted by
Cheng et al. (2013), Christopher (2021), El-Gohary (2013) stated that an increase in Transformational
Leadership will encourage an increase in the Work Innovation Capabilities variable. Meanwhile, research
conducted by Purwanto et al. (2021) states that an increase in the Transformational Leadership variable will
encourage an increase in the variable Work Innovation Capabilities. According to research conducted by
Adwan et al. (2019); Bazazo et al. (2017) and Bui et al. (2006) stated that Transformational Leadership has a
significant influence on the Work Innovation Capabilities variable. Based on theoretical studies and previous
studies, the following hypotheses are formulated:

Hypothesis 2: There is a positive influence between Transformational Leadership and Work Innovation
Capabilities

Relationship between Servant Leadership and Organizational Performance

Servant Leadership Theory by Adwan et al. (2019) states that Servant Leadership will have a positive
influence on increasing Organizational Performance. According to research conducted by Gandolfi (2018),
Burawat (2019) states that increasing Servant Leadership will encourage an increase in Organizational
Performance variables. Meanwhile, research conducted by Purwanto et al. .(2021) states that an increase in the
Servant Leadership variable will encourage an increase in the Organizational Performance variable. According
to research conducted by Fayaz (2017), Quddus (2020) states that Servant Leadership has a significant
influence on the Organizational Performance variable. Based on theoretical studies and previous studies, the
following hypotheses are formulated:

Hypothesis 3: There is a positive influence between Servant Leadership and Organizational Performance

Relationship between Servant Leadership and Work Innovation Capabilities

Servant Leadership Theory by Adwan et al. (2019) states that Servant Leadership will have a positive
influence on increasing Work Innovation Capabilities. According to research conducted by Burawat (2019),
Gui (2021), Hernandez (2020) states that increasing Servant Leadership will encourage an increase in the
Work Innovation Capabilities variable. research conducted by Purwanto et al. (2021) states that an increase in
the Servant Leadership variable will encourage an increase in the Work Innovation Capabilities variable.
According to research conducted by El Toufaili (2017), Fayaz (2017), Quddus (2020) states that Servant
Leadership has a significant influence on the Work Innovation Capabilities variable. Based on theoretical
studies and previous studies, the following hypotheses are formulated:
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Hypothesis 4: There is a positive influence between Servant Leadership and Work Innovation Capabilities

Relationship between Digital Transformation and Organizational Performance

Digital Transformation Theory by Adwan et al. (2019) stated that Digital Transformation will have a positive
influence on increasing Organizational Performance. According to research conducted by Cheng et al. (2013),
Christopher (2021), El-Gohary (2013) stated that an increase in Digital Transformation will encourage an
increase in Organizational Performance variables. Meanwhile, research conducted by Purwanto et al. (2021)
states that an increase in Digital Transformation variables will encourage an increase in Organizational
variables. Performance. According to research conducted by Adwan et al. (2019); Bazazo et al. (2017) and Bui
et al. (2006) stated that Digital Transformation has a significant influence on the Organizational Performance
variable. Based on theoretical studies and previous studies, the following hypotheses are formulated:

Hypothesis 5: There is a positive influence between Digital Transformation and Organizational Performance

Relationship between Digital Transformation and Work Innovation Capabilities

Digital Transformation Theory by Adwan et al. (2019) states that Digital Transformation will have a positive
influence on increasing Work Innovation Capabilities. According to research conducted by El Toufaili (2017),
Fayaz (2017), Quddus (2020) states that increasing Digital Transformation will encourage an increase in the
Work Innovation Capabilities variable. Meanwhile, research conducted by Purwanto et al. (2021) states that
an increase in the Digital Transformation variable will encourage an increase in the Work Innovation
Capabilities variable. According to research conducted by Adwan et al. (2019); Bazazo et al. (2017) and Bui et
al. (2006) stated that Digital Transformation has a significant influence on the Work Innovation Capabilities
variable. Based on theoretical studies and previous studies, the following hypotheses are formulated:

Hypothesis 6: There is a positive influence between Digital Transformation and Work Innovation Capabilities

Relationship between Organizational Performance and Work Innovation Capabilities

Organizational Performance Theory by Adwan et al. (2019) stated that Organizational Performance will have
a positive influence on increasing Work Innovation Capabilities. According to research conducted by Kim
(2020). El Toufaili (2017), Fayaz (2017), Quddus (2020) state that an increase in Organizational Performance
will encourage an increase in the Work Innovation Capabilities variable. Meanwhile, research conducted by
Purwanto et al. (2021) states that an increase in the Organizational Performance variable will encourage an
increase in the variable Work Innovation Capabilities. According to research conducted by Adwan et al.
(2019); Bazazo et al. (2017) and Bui et al. (2006) stated that Organizational Performance has a significant
influence on the Work Innovation Capabilities variable. Based on theoretical studies and previous studies, the
following hypotheses are formulated:

Hypothesis 7: There is a positive influence between Organizational Performance and Work Innovation
Capabilities

Relationship between Transformational Leadership and Work Innovation Capabilities through Organizational
Performance

Transformational Leadership Theory by Adwan et al. (2019) stated that Transformational Leadership will
have a positive influence on increasing Work Innovation Capabilities through Organizational Performance.
According to research conducted by Cheng et al. (2013), Christopher (2021), EI-Gohary (2013) stated that an
increase in Transformational Leadership will encourage an increase in the Work Innovation Capabilities
variable through Organizational Performance. Meanwhile, research conducted by Purwanto et al. (2021) states
that an increase in the Transformational Leadership variable will encourage an increase in the Work
Innovation Capabilities variable through Organizational Performance. According to research conducted by
Adwan et al. (2019); Bazazo et al. (2017) and Bui et al. (2006) stated that Transformational Leadership has a
significant influence on the Work Innovation Capabilities variable through Organizational Performance.
Based on theoretical studies and previous studies, the following hypotheses are formulated:

Hypothesis 8: There is a positive influence between Transformational Leadership Organizational Performance
through Work Innovation Capabilities

Relationship between Servant Leadership and Work Innovation Capabilities through Organizational Performance

Transformational Leadership Theory by Adwan et al. (2019) states that Servant Leadership will have a
positive influence on increasing Work Innovation Capabilities through Organizational Performance.
According to research conducted by Fayaz (2017), Quddus (2020) states that increasing Servant Leadership
will encourage an increase in Work Innovation Capabilities through Organizational Performance. research
conducted by Purwanto et al. (2021) states that an increase in the Servant Leadership variable will encourage
an increase in the Work Innovation Capabilities variable through Organizational Performance. According to
research conducted by Gandolfi (2018), Burawat (2019), Gui (2021) states that Servant Leadership has a
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significant influence on the Work Innovation Capabilities variable through Organizational Performance.
Based on theoretical studies and previous studies, the following hypotheses are formulated:

Hypothesis 9 : There is a positive influence between Servant Leadership and Organizational Performance
through Work Innovation Capabilities

Relationship between Digital Transformation and Work Innovation Capabilities through Organizational
Performance

Digital Transformation Theory by Adwan et al. (2019) states that Digital Transformation will have a positive
influence on increasing Work Innovation Capabilities through Organizational Performance. According to
research conducted by El-Gohary (2013) states that increasing Digital Transformation will encourage an
increase in Work Innovation Capabilities through Organizational Performance. conducted by Purwanto et al.
(2021) stated that an increase in the Digital Transformation variable will encourage an increase in the Work
Innovation Capabilities variable through Organizational Performance. According to research conducted by
Maroukian (2020), Gandolfi (2018) states that Digital Transformation has a significant influence on the Work
Innovation Capabilities variable through Organizational Performance. Based on theoretical studies and
previous studies, the following hypotheses are formulated:

Hypothesis 10: There is a positive influence between Digital Transformation and Organizational Performance
through Work Innovation Capabilities

Method

In this study using quantitative methods and data analysis techniques Structural Equation Modeling Equation
Modeling using SmartPLS 3.0 software. This research was conducted in the population in this study were all
MSMEs in Tangerang City as many as 41,155 MSMEs and based on the method of determining the number
of samples according to Morgan, the sample units were 380 MSMEs. While the sample selection method uses
non-probability sampling methods. Data collection in this study was carried out using techniques and
procedures, namely online questionnaires. Questionnaire is the main instrument in collecting primary data.
After the questionnaires were sent to the respondents as many as 400 questionnaires, the next stage was to
evaluate the returned questionnaires, namely 380 questionnaires and 20 questionnaires that did not return.

Research Model
Based on theoretical studies and previous studies, the research model is structured as follows

>
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Y12

Y13

Y14
Transformasional
Leadership

Y15
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.
Organigational
Performance
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Servant Leadership
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‘_—

Digital Leadership
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Figure 1. Research Model
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In this study there are 10 hypotheses as follows:

Hypothesis 1: There is a positive influence between Transformational Leadership and Organizational
Performance

Hypothesis 2: There is a positive influence between Transformational Leadership and Work Innovation
Capabilities

Hypothesis 3: There is a positive influence between Servant Leadership and Organizational Performance
Hypothesis 4: There is a positive influence between Servant Leadership and Work Innovation Capabilities
Hypothesis 5: There is a positive influence between Digital Transformation and Organizational Performance
Hypothesis 6: There is a positive influence between Digital Transformation and Work Innovation Capabilities
Hypothesis 7: There is a positive influence between Organizational Performance and Work Innovation
Capabilities

Hypothesis 8 : There is a positive influence between Transformational Leadership and Organizational
Performance through Work Innovation Capabilities

Hypothesis 9 : There is a positive influence between Servant Leadership and Organizational Performance
through Work Innovation Capabilities

Hypothesis 10: There is a positive influence between Digital Transformation and Organizational Performance
through Work Innovation Capabilities

Data Processing Stages

Reliability Test

According to Purwanto et al (2021) reliability is a measure of the internal consistency of indicators of a
construct that shows the degree to which each indicator shows a general latent construct. According to
Purwanto et al (2020) the reliability requirement is a measure of the stability and consistency of the results
(data) at different times. To test the reliability of the construct in this study used the value of composite
reliability. A variable is said to meet construct reliability if it has a composite reliability value > 0.7 and a
Crobanch apha value > 0.7 has a good level of reliability for a variable (Purwanto et al, 2019).

Validity Test

After the data test results are declared reliable, then the next step is to test the validity including loading
factor, AVE, Farnell Lacker Criterion and cross loading. The steps that need to be taken are selecting the outer
loading menu to see the results of the loading factor test, then the discriminant validity menu to see the results
of the Farnell lacker criterion and cross loading tests. . According to Purwanto et al. (2020) The validity test is
intended to measure the extent to which the accuracy and accuracy of a measuring instrument performs the
function of its measuring instrument or provides appropriate measurement results by calculating the
correlation between each statement with a total score. In this study, the measurement validity test consisted of
convergent validity and discriminant validity.

Convergent Validity

Convergent validity is used to measure the correlation between item scores and construct scores, the higher the
correlation the better the data validity (Purwanto, 2019). Measurement Measurement can be categorized as
having convergent validity if the loading factor value is > 0.7 (Purwanto et al, 2021). If all loading factors have
a value of > 0.7, it can be concluded that all indicators have met the criteria for convergent validity, because
no indicators for all variables have been eliminated from the model.

Discriminant validity

Discriminant validity is a test of construct validity by predicting the size of the indicator from each block
(Purwanto et al, 2019). One of the discriminant validity can be seen by comparing the AVE value with the
correlation between other constructs in the model. If the AVE root value is > 0.50, it means that discriminant
validity is reached (Purwanto et al, 2020). In addition, discriminant validity is also carried out based on the
Fornell Larcker criteria measurement with constructs. In addition to using the AVE value, another method
that can be used to determine discriminant validity is to measure discriminant validity by using the cross
loading value. An indicator is said to meet discriminant validity if the cross loading value is 0.70 or more
(Purwanto, 2020).

Structural model (inner model)

The structural model (inner model) is a pattern of research variable relationships. Evaluation of the structural
model is by looking at the coefficients between variables and the value of the coefficient of determination (R2).
The coefficient of determination (R2) essentially measures how far the model's ability to explain variations in
the dependent variable is. A value close to 1 means that the independent variables provide almost all the
information needed to predict the variation of the dependent variable (Purwanto, 2021). This test aims to
determine how much the independent variable model's ability to explain the dependent variable. The value of
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R square (R2) is a measure of the proportion of the variation in the value of the affected variable which can be
explained by the variable that influences it. According to Purwanto et al (2020) if in a study using more than
two independent variables, then the adjusted r-square (adjusted R2) is used. The value of r square adjusted is a
value that is always smaller than r square. The R2 value is close to 1, with the limiting criteria being divided
into 3 classifications, namely:

If the value of R2 = 0.67 Model is substance (strong)

If the value of R2 = 0.33 the model is moderate (medium)

If the value of R2 = 0.19 the model is weak (bad)

In this study, the adjusted r-square value (adjusted R2) is used, because it has more than two independent
variables.

Hypothesis Testing

According to Purwanto et al (2021) After a research model is believed to be fit, a hypothesis test can be
performed. The next step is to test the hypothesis that has been built in this study. In this case, the
bootstrapping method is applied to the sample. Testing with bootstrapping is intended to minimize the
problem of abnormal research data. The last step of the test using the smart Pls application is hypothesis
testing and is carried out by looking at the results of the bootstrapping value. This test is done by selecting the
calculate menu and after that the menu options appear, then select bootstrapping, then the desired data will
appear. The following are the results of the data test using bootstrapping. Hypothesis testing in this study can
be known through regression weight by comparing the p-value with a significance level of 5% (¢=5%). The
hypothesis is said to be significant if it has a probability value (p-value) < 5%.

Results and Discussions

Reliability Test

According to Purwanto et al (2021) reliability is a measure of the internal consistency of indicators of a
construct that shows the degree to which each indicator shows a general latent construct. According to
Purwanto et al (2020) the reliability requirement is a measure of the stability and consistency of the results
(data) at different times. To test the reliability of the construct in this study used the value of composite
reliability. A variable is said to meet construct reliability if it has a composite reliability value > 0.7 and a
crobanch apha value > 0.6 has a good level of reliability for a variable (Purwanto et al, 2019). The composite
reliability value of each indicator can be seen in table 1 below

Tabel 1. Reliability

Variables Crobanch Apha Composite Reliability
Transformational Leadership 0.926 0.996
Servant Leadership 0.933 0.948
Digital Transformation 0.995 0.939
Organizational Performance 0.981 0.915
‘Work Innovation Capabilities 0.926 0.939

In table 1, it can be seen the results of the analysis of the reliability test using the SmartPLS tool which
states that all composite reliability values are each greater than 0.7, which means that all variables are reliable
and have met the test criteria. Furthermore, the value of cronbanch's omission also shows that all cronbanch's
'alpa' values are more than 0.6 and this indicates the level of reliability of the variable has also met the criteria.

Validity test

After the data test results are declared reliable, then the next step is to test the validity including loading factor,
AVE, Farnell Lacker Criterion and cross loading. The steps that need to be taken are selecting the outer
loading menu to see the results of the loading factor test, then the discriminant validity menu to see the results
of the Farnell lacker criterion and cross loading tests. According to Purwanto et al. (2020) The validity test is
intended to measure the extent to which the accuracy and accuracy of a measuring instrument performs the
function of its measuring instrument or provides appropriate measurement results by calculating the
correlation between each statement with a total score. In this study, the measurement validity test consisted of
convergent validity and discriminant validity.

Convergent Validity

Convergent validity is used to measure the correlation between item scores and construct scores, the higher the
correlation the better the data validity (Purwanto, 2019). Measurement Measurement can be categorized as
having convergent validity if the loading factor value is > 0.7 (Purwanto et al, 2021). Figure 2 shows that all
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loading factors have a value > 0.7, so it can be concluded that all indicators have met the criteria for
convergent validity, because indicators for all variables have not been eliminated from the model.
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Figure 2. Convergen Validity
Discriminant validity

Discriminant validity is a test of construct validity by predicting the size of the indicator from each block
(Purwanto et al, 2019). One of the discriminant validity can be seen by comparing the AVE value with the
correlation between other constructs in the model. If the AVE root value is > 0.50, it means that discriminant
validity is reached (Purwanto et al, 2020).

Based on table 2, the AVE value for all variables is > 0.50. So it can be said that the measurement model
has been valid with discriminant validity. In addition, discriminant validity was also carried out based on the
Fornell Larcker criteria measurement with the construct. If the construct correlation in each indicator is
greater than the other constructs, it means that latent constructs can predict indicators better than other
constructs (Purwanto et al, 2019).

Tabel 2. AVE

Variables AVE
Transformational Leadership 0.754
Servant Leadership 0.786
Digital Transformation 0.985
Organizational Performance 0.946
‘Work Innovation Capabilities 0.915

Structural model (inner model)

The structural model (inner model) is a pattern of research variable relationships. Evaluation of the structural
model is by looking at the coefficients between variables and the value of the coefficient of determination (R2).
The coefficient of determination (R2) essentially measures how far the model's ability to explain variations in
the dependent variable is. A value close to 1 means that the independent variables provide almost all the
information needed to predict the variation of the dependent variable (Purwanto, 2021). This test aims to
determine how much the independent variable model's ability to explain the dependent variable. The value of
R square (R2) is a measure of the proportion of the variation in the value of the affected variable which can be
explained by the variable that influences it. According to Purwanto et al (2020) if in a study using more than
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two independent variables, then the adjusted r-square (adjusted R2) is used. The value of r square adjusted is a
value that is always smaller than r square. The R2 value is close to 1, with the limiting criteria being divided
into 3 classifications, namely:

If the value of R2 = 0.67 Model is substance (strong)

If the value of R2 = 0.33 the model is moderate (medium)

If the value of R2 = 0.19 the model is weak (bad)

In this study, the adjusted r-square value (adjusted R2) is used, because it has more than two independent
variables.

Tabel 3. r-square adjusted

Variables r-square adjusted
Organizational Performance 0.569
Work Innovation Capabilities 0.039

In table 3 it can be explained that:

The adjusted R2 value of the independent variables Transformational Leadership, Servant Leadership, Digital
Transformation on the dependent variable Organizational Performance is 0.569. This value is categorized as
moderate, so it can be concluded that the two independent variables have a moderate influence and level on
the dependent variable. The independent variables Transformational Leadership, Servant Leadership, Digital
Transformation contributed to the dependent variable Organizational Performance by 56.9% while the
remaining 43.1% was influenced by other variables not discussed in this study.

The adjusted R2 value of the independent variables Transformational Leadership, Servant Leadership, Digital
Transformation, Organizational Performance on the dependent variable work innovation behavior 0.039. This
value is categorized as weak, so it can be concluded that the two independent variables have a bad influence
on the dependent variable. The independent variables of Transformational Leadership, Servant Leadership,
Digital Transformation, Organizational Performance on the dependent variable of work innovation behavior
are 3.9% while the remaining 96.1% is influenced by other variables not discussed in this study.
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Figure 3. Hypotheses Testing
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Hypothests test

According to Purwanto et al (2021) After a research model is believed to be fit, a hypothesis test can be
performed. The next step is to test the hypothesis that has been built in this study. In this case, the
bootstrapping method is applied to the sample. Testing with bootstrapping is intended to minimize the
problem of abnormal research data. The last step of the test using the smart Pls application is hypothesis
testing and is carried out by looking at the results of the bootstrapping value. This test is done by selecting the
calculate menu and after that the menu options appear, then select bootstrapping, then the desired data will
appear. The following are the results of the data test using bootstrapping. Hypothesis testing in this study can
be known through regression weight by comparing the p-value with a significance level of 5% (¢=5%). The
hypothesis is said to be significant if it has a probability value (p-value) < 5%.

Table 4. Hypotheses Testing for Direct Effect

Hypotheses P - Value Result
Transformational Leadership -> Organizational 0.000 Significant
Performance

Transformational Leadership-> Work Innovation 0.684 Not Significant
Capabilities

Servant Leadership-> Organizational Performance  0.003 Significant
Servant Leadership-> Work Innovation 0.297 Not Significant
Capabilities

Digital  Transformation ->  Organizational 0.345 Not Significant
Performance

Digital Transformation->Work Innovation 0.365 Not Significant
Capabilities

Organizational Performance ->Work Innovation 0.392 Not Significant
Capabilities

Relationship between Transformational Leadership and Organizational Performance

Based on the results of data analysis using SmartPLS, the p value is 0.000 < 0.050 so it can be concluded that
Transformational Leadership has a significant effect on Organizational Performance, an increase in the
transformational leadership variable will have a significant effect on increasing the Organizational
Performance variable and a decrease in the Transformational Leadership variable will have a significant effect
on the decrease in the Organizational variable. Performance. This result is not in line with research conducted
by El Toufaili (2017), Fayaz (2017), Quddus (2020) that Transformational Leadership has a positive and
significant effect on Organizational Performance.

Relationship between Transformational Leadership and Work Innovation Capabilities

Based on the results of data analysis using SmartPLS, the p value is 0.684 < 0.050 so it can be concluded that
Transformational Leadership has no significant effect on Work Innovation Capabilities, an increase in the
transformational leadership variable will have an insignificant effect on increasing the Work Innovation
Capabilities variable and a decrease in the Transformational Leadership variable will have an insignificant
effect. to the decrease in the Work Innovation Capabilities variable. This result is not in line with the research
conducted by Sheikh et al. (2018); Tsiotsou et al. (2011); Trihas et al. (2013) that Transformational Leadership
has a positive and significant effect on Work Innovation Capabilities.

Relationship between Servant Leadership and Organizational Performance

Based on the results of data analysis using SmartPLS obtained p value of 0.003 < 0.050 so it can be concluded
that Servant Leadership has a significant effect on Organizational Performance, an increase in the Servant
Leadership variable will have a significant effect on increasing the Organizational Performance variable and a
decrease in the Servant Leadership variable will have a significant effect on the decrease in the Organizational
variable. Performance. This result is not in line with research conducted by Maroukian (2020), Gandolfi
(2018) that Servant Leadership has a positive and significant effect on Organizational Performance.

Relationship between Servant Leadership and Work Innovation Capabilities

Based on the results of data analysis using SmartPLS, the p value value is 0.297 < 0.050 so it can be concluded
that Servant Leadership has no significant effect on Work Innovation Capabilities, an increase in the Servant
Leadership variable will have an insignificant effect on increasing the Work Innovation Capabilities variable
and a decrease in the Servant Leadership variable will have an insignificant effect. to the decrease in the Work
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Innovation Capabilities variable. These results are not in line with the research conducted by According to
Hernandez (2020), Kim (2020). El Toufaili (2017) that Servant Leadership has a positive and significant effect
on Work Innovation Capabilities.

Relationship between Digital Transformation and Organizational Performance

Based on the results of data analysis using SmartPLS obtained p value of 0.345 > 0.050 so that it is concluded
that Digital Transformation has no significant effect on Organizational Performance, an increase in the Digital
Transformation variable will have an insignificant effect on increasing the Organizational Performance
variable and a decrease in the Digital Transformation variable will have an insignificant effect on decrease in
Organizational Performance variables. This result is not in line with research conducted by Maroukian (2020),
Gandolfi (2018), Burawat (2019) that Digital Transformation has a positive and significant effect on
Organizational Performance.

Relationship between Digital Transformation and Work Innovation Capabilities

Based on the results of data analysis using SmartPLS obtained p value of 0.345 > 0.050 so it can be concluded
that Digital Transformation has no significant effect on Work Innovation Capabilities, an increase in the
Digital Transformation variable will have an insignificant effect on increasing the Work Innovation
Capabilities variable and a decrease in the Digital Transformation variable will have an insignificant effect.
significant to the decrease in the Work Innovation Capabilities variable. This result is not in line with the
research conducted by Kim (2020). El Toufaili (2017), Fayaz (2017), Quddus (2020) that Digital
Transformation has a positive and significant effect on Work Innovation Capabilities.

Relationship between Organizational Performance and Work Innovation Capabilities

Based on the results of data analysis using SmartPLS obtained p value of 0.392 > 0.050 so it can be concluded
that Organizational Performance has no significant effect on Work Innovation Capabilities, an increase in
Organizational Performance variables will have an insignificant effect on increasing Work Innovation
Capabilities variables and a decrease in Organizational Performance variables will have no effect. significant to
the decrease in the Work Innovation Capabilities variable. This result is not in line with research conducted by
El Toufaili (2017), Fayaz (2017), Quddus (2020) that Organizational Performance has a positive and
significant effect on Work Innovation Capabilities.

Table 5. Hypotheses Testing for Undirect Effect

Hypotheses P - Value Result
Transformational Leadership- Organizational Performance - Work 0.813 Not Significant
Innovation Capabilities

Servant Leadership -Organizational Performance -Work Innovation 0.582 Not Significant
Capabilities

Digital Transformation - Organizational Performance - Work Innovation 0.560 Not Significant
Capabilities

Relationship between Transformational Leadership and Organizational Performance through Work Innovation
Capabilities

Based on the results of data analysis using SmartPLS, the p value is 0.813 > 0.050 so it can be concluded that
Transformational Leadership has no significant effect on Organizational Performance through Work
Innovation Capabilities, an increase in transformational leadership variables will have an insignificant effect
on increasing Organizational Performance variables and a decrease in Transformational Leadership variables
will provide no significant effect on the decrease in Organizational Performance variables through Work
Innovation Capabilities. This result is not in line with the research conducted by Kim (2020). El Toufaili
(2017), Fayaz (2017), Quddus (2020) that Transformational Leadership has a positive and significant effect on
Organizational Performance through Work Innovation Capabilities.

Relationship between Servant Leadership and Organizational Performance through Work Innovation Capabilities

Based on the results of data analysis using SmartPLS obtained p value 0.582 > 0.050 so it can be concluded
that Servant Leadership has no significant effect on Organizational Performance through Work Innovation
Capabilities, an increase in the Servant Leadership variable will have an insignificant effect on increasing the
Organizational Performance variable and a decrease in the Servant Leadership variable will give no significant
effect on the decrease in Organizational Performance variables through Work Innovation Capabilities. This
result is not in line with research conducted by Maroukian (2020), Gandolfi (2018) that Servant Leadership
has a positive and significant effect on Organizational Performance through Work Innovation Capabilities.
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Relationship between Digital Transformation and Organizational Performance through Work Innovation
Capabilities

Based on the results of data analysis using SmartPLS obtained p value of 0.582> 0.050 so it is concluded that
Digital Transformation has no significant effect on Organizational Performance through Work Innovation
Capabilities, an increase in the Digital Transformation variable will have an insignificant effect on increasing
the Organizational Performance variable and a decrease in the Digital Transformation variable will give no
significant effect on the decrease in Organizational Performance variables through Work Innovation
Capabilities. This result is not in line with research conducted by Fayaz (2017), Quddus (2020) that Digital
Transformation has a positive and significant effect on Organizational Performance through Work Innovation
Capabilities.

Conclusions

Based on the results of data analysis, it is concluded that transformational leadership has a significant effect on
Organizational Performance, transformational leadership has no significant effect on Work Innovation
Capabilities, servant leadership has a significant effect on Organizational Performance, servant leadership has
no significant effect on work innovation capabilities, digital transformation has no significant effect on
organizational performance, digital Transformation has no significant effect on Work Innovation Capabilities,
organizational performance has no significant effect on work innovation capabilities, transformational
Leadership has no significant effect on Organizational Performance through Work Innovation Capabilities,
Servant Leadership has no significant effect on Organizational Performance through Work Innovation
Capabilities, digital transformation has no significant effect significant to the Organization al Performance
through Work Innovation Capabilities.
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