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Abstract 
 
This study examines the influence of transformational leadership on innovative work behavior among bank employees in Johor. Specifically, it investigates 
how the dimensions of transformational leadership—idealized influence, intellectual stimulation, inspirational motivation, and individual consideration—
affect innovative behavior. A quantitative method was employed using a structured questionnaire distributed to 145 employees across 15 branches of a bank. 
Results indicated that idealized influence, intellectual stimulation, and inspirational motivation positively and significantly impact innovative work behavior. 
However, individual consideration showed no significant influence. These findings underscore the importance of transformational leadership in fostering 
innovation within the banking sector, highlighting the need for leadership development programs that emphasize these critical dimensions. By adopting 
transformational leadership practices, organizations can enhance employee creativity and innovation, ultimately driving competitiveness and growth. 
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Abstrak 
  
Kajian ini mengkaji pengaruh kepimpinan transformasi terhadap tingkah laku kerja inovatif dalam kalangan kakitangan bank di Johor. Secara khusus, ia 
mengkaji bagaimana dimensi kepimpinan transformasi—pengaruh ideal, rangsangan intelektual, motivasi inspirasi dan pertimbangan individu—
mempengaruhi tingkah laku inovatif. Kaedah kuantitatif telah digunakan menggunakan soal selidik berstruktur yang diedarkan kepada 145 pekerja di 15 
cawangan bank tersebut. Keputusan menunjukkan bahawa pengaruh ideal, rangsangan intelektual, dan motivasi inspirasi memberi kesan positif dan signifikan 
terhadap tingkah laku kerja inovatif. Walau bagaimanapun, pertimbangan individu tidak menunjukkan pengaruh yang ketara. 
  
Kata kunci: Kepimpinan transformasi, tingkah laku kerja inovatif, bank 
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1.0  INTRODUCTION  
 
In the current era of rapid technological advancement, organizations are required to continuously innovate to stay competitive and relevant. 
The banking sector faces increasing pressure to offer innovative solutions and services that meet evolving consumer demands. The global 
shift toward digital banking has further emphasized the need for creativity and innovation in the workplace (Al-Husseini et al., 2021). Leaders 
in these institutions play a critical role in driving innovation by fostering an environment that encourages employees to think creatively and 
explore new ideas. As noted by Pieterse et al. (2010), transformational leadership is one of the most effective styles for promoting innovation, 
as it inspires employees to transcend their own self-interest for the collective good of the organization. 

Transformational leadership is a leadership style that involves inspiring and motivating followers to exceed expectations by appealing 
to their values and sense of purpose (Bass & Riggio, 2006). This leadership style has four primary components: idealized influence, 
intellectual stimulation, inspirational motivation, and individual consideration (Bass, 1985). Leaders with idealized influence serve as role 
models who are trusted and respected by their employees, while those who employ intellectual stimulation encourage creativity by 
challenging norms and encouraging new perspectives (Bass & Avolio, 1994). Inspirational motivation involves articulating a compelling 
vision that motivates and energizes employees, while individual consideration refers to providing personal attention and support to employees 
to help them grow and succeed (Bass & Avolio, 1995). These leadership qualities are particularly relevant in industries like banking, where 
innovation is critical for long-term success (Cheung & Wong, 2011). 

Despite the theoretical link between transformational leadership and innovation, empirical studies specifically examining this 
relationship in the banking sector remain limited. Past research has predominantly focused on industries such as manufacturing and 
technology (Lee et al., 2018). This study aims to fill that gap by examining the impact of transformational leadership on innovative work 
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behavior in the context of a bank in Johor. The research will contribute to the literature by offering insights into how different dimensions of 
transformational leadership affect employees’ ability to generate, promote, and implement innovative ideas within a highly structured and 
regulated industry (Afsar & Umrani, 2019). By exploring this relationship, the study hopes to provide practical recommendations for bank 
leaders to enhance their innovative capabilities, ultimately ensuring better service delivery and organizational competitiveness. 

In today’s competitive banking industry, innovation is crucial for sustaining market relevance and success. Leadership plays a key role 
in fostering an environment where innovative behaviours flourish. Transformational leadership, characterized by attributes like idealized 
influence, intellectual stimulation, and inspirational motivation, is believed to foster such behaviours. However, there is limited research on 
the direct impact of transformational leadership on innovation in the banking sector. This study aims to bridge this gap by exploring the 
relationship between transformational leadership and innovative work behaviour on bank employees in Johor. 
 
 
2.0  LITERATURE REVIEW 
 
Organizations must continually innovate to remain competitive and relevant in today's fast-paced and technologically advanced world. The 
banking industry, in particular, faces immense pressure to provide creative solutions and services that meet ever-evolving customer needs. 
The global shift toward digital banking has further emphasized the critical importance of fostering creativity and innovation within the 
workplace (Al-Husseini et al., 2021). Leaders in banking organizations play a pivotal role in driving this innovation by creating environments 
that encourage employees to think creatively and explore new ideas. 

Transformational leadership has been identified as one of the most effective approaches for fostering innovation. As Pieterse et al. 
(2010) highlight, transformational leadership inspires employees to transcend their self-interest for the greater good of the organization. This 
leadership style is widely recognized for its ability to improve various organizational outcomes, including employee creativity (Bass & 
Avolio, 1995). Transformational leaders achieve this by leveraging four key dimensions: idealized influence, intellectual stimulation, 
inspirational motivation, and individualized consideration (Bass, 1985). This approach emphasizes the development of a shared vision, 
encourages innovative problem-solving, and creates an atmosphere where employees feel empowered to generate, promote, and implement 
new ideas (Shanker et al., 2017). 

Among these dimensions, intellectual stimulation is particularly influential in fostering innovation. Leaders who use intellectual 
stimulation challenge employees to question assumptions, think critically, and explore creative solutions to problems (Afsar & Umrani, 
2019). According to De Jong and Den Hartog (2010), intellectual stimulation facilitates a cycle of idea exploration, generation, and 
realization. By fostering an open and supportive environment, transformational leaders help reduce the fear of failure, enabling employees 
to engage in innovative behaviors (Bass & Riggio, 2006). Cheung and Wong (2011) found that employees under transformational leaders 
tend to display higher levels of creative problem-solving and are more likely to propose innovative solutions. 

In addition to intellectual stimulation, inspirational motivation and idealized influence are critical dimensions of transformational 
leadership that drive innovative work behavior. Inspirational motivation refers to a leader’s ability to communicate a compelling vision that 
aligns with employees’ values, inspiring them to pursue organizational goals with enthusiasm and creativity (Bass & Avolio, 1994). This 
dimension encourages employees to go beyond routine tasks and actively contribute to the organization’s success through innovative 
behaviors (Nusair et al., 2012). Similarly, idealized influence enhances innovation by fostering trust and admiration among employees, 
strengthening their commitment to organizational goals (Jung et al., 2008). Together, these dimensions create a supportive environment for 
innovation by aligning employee efforts with broader organizational objectives and encouraging calculated risk-taking and experimentation 
(Avolio & Bass, 1995). 

Despite the theoretical link between transformational leadership and innovation, there is a limited body of empirical research examining 
this relationship within the banking sector. Existing studies primarily focus on industries like manufacturing and technology, overlooking 
the unique challenges of the banking industry, which operates under stringent regulations and rigid structures that often stifle creativity and 
innovation (Lee et al., 2018). Moreover, there is a lack of understanding of how the specific dimensions of transformational leadership—
idealized influence, intellectual stimulation, inspirational motivation, and individualized consideration—affect innovative work behavior in 
this context. This gap highlights the need for more focused research to guide banking leaders in fostering innovation effectively. 

To address these gaps, this article explores the relationship between transformational leadership and innovative work behavior among 
employees of a bank in Johor. It examines how transformational leadership impacts employees' ability to generate, promote, and implement 
innovative ideas, emphasizing the importance of leadership in fostering a culture of creativity and innovation. The study delves into the 
unique contributions of each transformational leadership dimension, analyzing their role in shaping employees’ innovative behaviors. This 
comprehensive analysis provides valuable insights into the mechanisms through which transformational leadership drives innovation within 
the structured and regulated banking industry. Finally, the article offers actionable recommendations for banking leaders, outlining practical 
strategies to enhance leadership effectiveness, improve service delivery, and ensure sustained organizational competitiveness in an ever-
evolving industry. 
 
 
3.0  METHODOLOGY 
 
This study adopted a quantitative approach, using a questionnaire survey to gather data from bank employees across Johor. The study 
population consisted of employees from 15 branches, with a final sample size of 145 respondents. Data were collected using the Multifactor 
Leadership Questionnaire (MLQ) for measuring leadership dimensions and the Innovative Work Behaviour Scale (De Jong & Den Hartog, 
2010). The data were analyzed using SPSS, employing descriptive statistics, Pearson correlation, and multiple linear regression to test the 
hypotheses regarding the relationship between leadership and innovative behaviour. 
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4.0  RESULTS 
 
The analysis of data in which is to examine the impact of transformational leadership on innovative work behaviour among bank employees, 
revealed significant findings (Table 1). A multiple linear regression analysis was conducted to determine the relationship between the 
independent variable (transformational leadership) and the dependent variable (innovative work behaviour). The analysis demonstrated that 
transformational leadership, specifically through its dimensions of idealized influence, intellectual stimulation, and inspirational motivation, 
had a statistically significant positive effect on innovative work behaviour. These findings are consistent with earlier studies by Afsar and 
Umrani (2019), who found that transformational leaders inspire employees to engage in creative problem-solving and innovative practices 
through intellectual stimulation and motivation. 
 
 

Table 1 The Relationship between Transformational Leadership and Innovative Work Behavior 

 Transformational Leadership Innovative Work Behavior 

Transformational Leadership 
Pearson Correlation 1 .455** 

Sig. (2-tailed)  .000 
N 145 145 

Innovative Work Behavior 
Pearson Correlation .455** 1 

Sig. (2-tailed) .000  

N 145 145 
** The correlation is significant at the 0.01 significance level of a two-tailed test 

 
 

The results in Table 2 indicated that idealized influence had the strongest positive relationship with innovative work behaviour (β = 
0.293, p < 0.05). Employees perceived leaders who exhibited high levels of idealized influence as role models, which in turn encouraged 
them to emulate these leaders by adopting innovative behaviours (Cheung & Wong, 2011). This suggests that leaders who are admired and 
trusted by their subordinates can create a culture of innovation by setting high expectations and acting as ethical role models (Bass & Riggio, 
2006). Intellectual stimulation (β = 0.102, p < 0.05) was also found to significantly influence innovative work behaviour, as it encourages 
employees to think creatively and challenge existing norms (Jung et al., 2008). Leaders who provide intellectual stimulation are likely to 
foster an environment where employees feel empowered to propose and implement new ideas. 

Inspirational motivation (β = 0.151, p < 0.05) was another key factor in promoting innovative work behaviour. Leaders who use 
inspirational motivation articulate a compelling vision that resonates with employees, motivating them to go beyond routine tasks and engage 
in innovative activities (Bass & Avolio, 1994). This result supports the findings of Shanker et al. (2017), who suggested that transformational 
leaders drive innovation by motivating employees to achieve higher levels of performance and creativity. However, individual consideration 
did not have a statistically significant effect on innovative work behaviour (β = -0.016, p = 0.900), suggesting that in a highly regulated 
industry such as banking, personalized support may not be as critical for fostering innovation as other dimensions of transformational 
leadership. 

 
Table 2 Dimensional Regression Analysis in Transformational Leadership Against Innovative Work Behavior 

Dimensions in Transformational 
Leadership 

Innovative Work Behaviour 
Beta value 

(ß) 
Significant value, 

(p) Result 

Idealized Influence 0.293 0.016 Significant and positive impact 
Intellectual Stimulation 0.102 0.029 Significant and positive impact 
Individual Consideration -0.016 0.900 Not significant and negative impact 
Inspirational Motivation 0.151 0.010 Significant and positive impact 

B > 0.1, p < 0.05 
 
 
5.0  DISCUSSION 
 
The results of the study show that transformational leadership has a moderate to low impact on innovation work behavior. The influence 
dimensions of idealization, inspirational motivation, and intellectual stimulation provide significant and positive regression results. While 
the dimension of individual consideration gives insignificant and negative regression results on innovation work behavior. The results of this 
study are consistent with Nusair et al.'s (2012) findings, namely that the dimension of individual consideration does not affect innovation 
work behavior compared to the other three dimensions. The employees of a bank throughout the State of Johor found that their leaders lacked 
the characteristics of individual consideration in leadership because the results showed that the dimension of individual consideration was 
not significant and negative. The bank leaders throughout the State of Johor do not practice this characteristic of individual consideration 
compared to other dimensions, possibly due to the division of duties in each department having been broken into several units. Leaders at 
the bank have more than three units in each department, and each unit has a unit leader. This resulted in the leaders of the bank exercising 
less individual judgment, as the top leaders of the bank throughout Johor give more priority to finding methods or strategies to achieve each 
sales target set by the organization. 



44                          Nurhazlin Zakaria, Azra Ayue Abul Rahman & Ainul Syakira Mahidi Mohyedin / Sains Humanika 17:3 (2025), 41-46 
 

 

Nevertheless, the employees of the bank throughout the State of Johor in this study still show an attitude of innovative work behaviour at a 
moderately high level. The work environment, culture, and policies practiced, as well as employee benefits such as salary, bonuses, and 
promotion opportunities, will cause employees to remain motivated. All these employees' benefits can compensate for their leaders' lack of 
individual consideration. As a result, the bank employees throughout the State of Johor always practice innovative work behavior and remain 
motivated to improve their careers in the future. Next, the influence dimension of idealization shows a significant and positive result on 
innovative work behavior. According to Siangchokyo et al. (2020), a transformational leader is described as someone who can influence 
followers. A leader needs to have the skills to convey a vision of the future by inspiring and motivating employees (Stanescu et al., 2020). 
Leaders serve as mentors to develop potential and support employees. Leaders with this characteristic will build interactive individual 
relationships, try to meet the needs of employees at the highest level, express a vision for the future together, and always celebrate the small 
successes achieved by employees. The results of this study also show that the dimension of inspirational, motivational leadership is significant 
and positive for innovative work behavior. Leaders are seen as having to work together to achieve goals and inspire and stimulate their 
employees' creativity. One of their responsibilities is to encourage employees to explore new opportunities to address organizational issues 
(Mughal and Iraqi, 2020). As a result, the bank employees across the State of Johor consistently demonstrate commitment and positivity in 
their execution of tasks and instructions, striving to achieve the established goals. Finally, the results for the dimension of intellectual 
stimulation are also significant and positive toward innovative work behavior. Banking organizations are usually bound by regulations—
rules that are sometimes the main obstacle to the ability of employees to initiate and implement innovative ideas. Leaders who exhibit the 
transformational leadership characteristics of intellectual stimulation will effectively address this issue by meeting the needs of each 
employee, enhancing their self-worth, serving as role models, motivating and inspiring them to collaboratively achieve the organization's 
vision and goals (Mughal and Iraqi, 2020). 

 
 

6.0  RECOMMENDATION 
 

Based on the findings which examine the impact of transformational leadership on innovative work behavior, several recommendations can 
be made for the bank and similar organizations to foster an environment that promotes innovation. First, it is crucial for organizations to 
invest in leadership development programs that focus on enhancing the transformational leadership capabilities of their managers. 
Specifically, training should emphasize the importance of idealized influence, intellectual stimulation, and inspirational motivation, as these 
dimensions have significantly impacted innovative behavior (Nguyen et al., 2021). Leaders should be trained to model ethical behavior and 
set high standards, as doing so inspires employees to adopt innovative practices (Zhang et al., 2023). Furthermore, leaders must be encouraged 
to stimulate employees intellectually by challenging existing norms and fostering a culture where creative thinking is valued. 

Second, organizations should focus on creating a work environment that supports intellectual stimulation. This can be done by 
implementing policies that allow employees the freedom to experiment and take calculated risks without the fear of failure (Wang et al., 
2022). Innovation thrives in environments where employees feel psychologically safe to propose and test new ideas. Hence, it is 
recommended that the bank develop platforms, such as innovation labs or idea incubation spaces, where employees can collaborate and 
experiment with novel solutions to banking challenges. This approach aligns with the recommendations of Su and Chen (2020), who argue 
that organizations should provide structured opportunities for employees to engage in innovative projects, supported by leaders who 
encourage creative problem-solving. 

Finally, while individual consideration did not significantly affect innovative work behavior in this study, it is important for 
organizations to still provide personalized support in contexts where it may be more relevant. For instance, individual consideration could 
be more critical in departments where personalized mentoring or development plans are necessary, such as in research and development 
teams (Zhang et al., 2023). Leaders should be trained to recognize when individual attention and support might enhance employee innovation. 
Moreover, organizational policies should aim to balance team-based innovation efforts with individual professional development programs, 
thus allowing employees to feel  supported and challenged in their roles (Nguyen et al., 2021). 
 
 
7.0  CONCLUSION 
 
This study aimed to investigate the impact of transformational leadership on innovative work behaviour among bank employees in Johor, 
focusing on the dimensions of idealized influence, intellectual stimulation, inspirational motivation, and individual consideration. The results 
of this study affirm that transformational leadership significantly influences employees' innovative work behaviour, particularly through the 
dimensions of idealized influence, intellectual stimulation, and inspirational motivation. This supports the findings of recent studies that 
highlight the role of transformational leadership in enhancing innovation by creating an environment that fosters creativity and the 
exploration of new ideas (Nguyen et al., 2021; Wang et al., 2022). 

The idealized influence was found to have the strongest impact on innovative work behaviour, suggesting that leaders who are admired 
and respected by employees can inspire greater creativity and innovation within the organization. When leaders model ethical behaviour and 
demonstrate commitment to organizational goals, employees are more likely to emulate these behaviors and contribute new ideas to the 
organization (Zhang et al., 2023). Intellectual stimulation was also a significant factor, as leaders who encourage critical thinking and 
challenge existing norms can help employees develop creative solutions to problems (Wang et al., 2022). This finding is consistent with the 
work of Su and Chen (2020), who argue that intellectual stimulation empowers employees to question assumptions and explore novel 
approaches, thereby driving innovation. 

Although inspirational motivation had a significant positive impact on innovative work behaviour, individual consideration did not 
show a significant relationship. This finding suggests that, in industries like banking, which are highly structured and regulated, personalized 
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support may not be as critical for fostering innovation as other leadership qualities. Instead, employees may be more motivated by clear 
organizational goals and the intellectual stimulation provided by leaders (Nguyen et al., 2021). Future research could explore how 
organizational culture and employee autonomy might influence the effectiveness of individual consideration in promoting innovation. In 
conclusion, this study confirms that transformational leadership is a key driver of innovation, particularly through the dimensions of idealized 
influence, intellectual stimulation, and inspirational motivation. While this study provides valuable insights, it is limited by its focus on a 
single bank in Johor. Future research could extend these findings by examining multiple banks across different regions to enhance 
generalisability. 

The article is structured into seven sections to provide a comprehensive exploration of the topic. The introduction highlights the 
importance of innovation in banking and the pivotal role of transformational leadership in driving it. The literature review delves into the 
theoretical foundations of transformational leadership and its connection to innovation. The methodology outlines the quantitative approach 
employed, detailing the data collection and analysis methods. The results section presents key findings on the relationships between 
leadership dimensions and innovative behavior. The discussion analyzes these findings in the context of the banking industry, while the 
recommendations section proposes actionable strategies for improving leadership practices to foster innovation. Finally, the conclusion 
summarizes the study's findings, acknowledges its limitations, and suggests avenues for future research. This structured approach ensures a 
thorough understanding of transformational leadership's role in promoting innovative work behavior, offering both theoretical insights and 
practical guidance. 
 
 

Acknowledgement 
 

The authors would like to thank Universiti Teknologi Malaysia (UTM) and all the participants for their invaluable contributions to this 
research. 
 

 
Conflicts of Interest 

 
The author(s) declare(s) that there is no conflict of interest regarding the publication of this paper 

 
 
References 
 
Alkan, N. (2014). Humor, Loneliness and Acceptance: Predictors of University Drop-Out Intentions. Procedia-Social and Behavioral Sciences, 152, 1079-1086. 
Al-Husseini, S., El Beltagi, I., & Moizer, J. (2021). Transformational leadership and innovation: the mediating role of knowledge sharing amongst higher education 

faculty. International Journal of Leadership in Education, 24(5), 670-693. 
Anderman, L. H., & Anderman, E. M. (1999). Social Predictors of Changes in Students' Achievement Goal Orientations. Contemporary Educational 
 Psychology, 24(1), 21-37. 
Bass, B. M., & Avolio, B. J. (1994). Transformational leadership and organizational culture. The International journal of public administration, 17(3-4), 541-554. 
Bernard, H. R. (2011). Research Methods in Anthropology (Qualitative and Quantitative Approach). United Kingdom: AltaMira Press. 
Besser, A., Luyten, P., & Mayes, L. C. (2012). Adult Attachment and Distress: The Mediating Role of Humor Styles. Individual Differences Research, 10(3), 153-164. 
Blonstein, C. H. (2004). Social Anxiety as Moderator and Social Self-Efficacy as Well as Sense of Belonging as Mediators in The Social Stress-Depression Relationship 

(Doctoral Dissertation). Available from ProQuest Dissertation and Theses. (UMI NO. 3132461). 
Cann, A., Norman, M. A., Welbourne, J. L., & Calhoun, L. G. (2008). Attachment Styles, Conflict Styles and Humour Styles: Interrelationships and Associations with 

Relationship Satisfaction. European Journal of Marketing, 22, 131-146. 
Carrica, J. L. (2009). Humor Styles and Leadership Styles: Community College Presidents (Doctoral Dissertation). Available from ProQuest Dissertation and Theses 

Database. (UMI No. 3400987). 
Cedeno, L. A. (2010). An examination Of the Mutual Impact of Students’ Sense of School Belonging and Adjustment in A Sample of Urban, Ethnic-Minority, Elementary-

Aged Students (Doctoral Dissertation). Available from ProQuest Dissertation and Theses. (UMI NO. 3434748). 
Cheung, M. F., & Wong, C. S. (2011). Transformational leadership, leader support, and employee creativity. Leadership & Organization Development Journal, 32(7), 

656-672. 
Cherry, K. (2018). The Five Levels of Maslow's Hierarchy of Needs. How Maslow's Famous Hierarchy Explains Human Motivation. Medically Reviewed Article. 

Retrieved from www.verywellmind.com. Access date: 4 Nov 2018 
Corner, J. P. (2004). Leave No Child Behind Preparing Today's Youth for Tomorrow's World. New Haven, CT, US: Yale University Press. 
Cruthirds, K. W. (2006). The Impact of Humor on Mediation. Dispute Resolution Journal, 61(3), 32-41. 
Davis, H. A. (2003). Conceptualizing the Role and Influence of Student-Teacher Relationships On Children's Social And Cognitive Development. Educational 

Psychologist, 38(4), 207-234. 
Dozois, D. J. A., Martin, R. A., & Bieling, P. J. (2009). Early Maladaptive Schemas and Adaptive/Maladaptive Styles of Humor. Cognitive Therapy Research, 33, 585-

596. 
Erickson, S. J., & Feldstein, S. W. (2007). Adolescent Humor and Its Relationship to Coping, Defense Strategies, Psychological Distress and Well-Being. Child 

Psychiatry Humor Development, 37, 255-271. 
Fitts, S. D., Sebby, R. A., & Zlokovich, M. S. (2009). Humor Styles as Mediators of The Shyness-Loneliness Relationship. North American Journal of 
 Psychology, 11(2), 257-272. 
Freeman, T. M. (2005). Sense of Belonging in Higher Education: Relations to Instructor Practice, Motivation and Achievement (Doctoral Dissertation). Available from 

ProQuest Dissertation and Theses. (UMI NO. 3200324). 
Goodenow, C. (1993a). Classroom Belonging Among Early Adolescent Students: Relationships to Motivation and Achievement. The Journal of Early Adolescent, 13(1), 

21-43. 
Goodenow, C. (1993b). The Psychological Sense of School Membership Among Adolescents: Scale Development and Educational Correlates. Psychology in the Schools, 

31(1), 79-90 
Goodenow, C., & Grady, K. (1993). The Relationship of School Belonging and Friends' Values to Academic Motivation Among Urban Adolescent Students. Journal of 

Experimental Education, 62(1), 60-71. 
Hagerty, B.M.K., & Patusky, K.L. (1995). Developing a Measure of Sense of Belonging. Nursing Research, 4, 9-13. 
Hale, C., Hannum, J., & Espelage, D. (2005). Social Support and Physical Health: The Importance of Belonging. Journal of American College Health, 53(6), 276-284. 



46                          Nurhazlin Zakaria, Azra Ayue Abul Rahman & Ainul Syakira Mahidi Mohyedin / Sains Humanika 17:3 (2025), 41-46 
 

 

Hall, K. (2014). Create a Sense of Belonging: Finding Ways to Belong Can Help Ease the Pain of Loneliness. Retrieved from psychologytoday.com. Access date: 20 
October 2017 

Hawkins, D. A. (2008). Comparing the Use of Humor to Other Coping Mechanism in Relation to Maslach’s Theory of Burnout (Doctoral Dissertation). Available from 
ProQuest Dissertation and Theses. (UMI No. 3322923). Access date: 12 Mei 2017 

Hester, N. T. (2010). The Examination of Humor Usage and Its Relationship to Cohesion in Male Collegiate Basketball. University of North Carolina, 
 Greensboro. 
Holmes, J., & Marra, M. (2006). Humor and leadership Style. Humor, 19(2), 119–138. 
Jones, R. C. (2009). Sense of Belonging and Its Relationship with Quality of Life and Symptom Distress Among Undergraduate College Students (Doctoral Dissertation). 

Available from ProQuest Dissertation and Theses. Access date: 2 September 2017 
Kia-Keating, M., & Ellis, B. H. (2007). Belonging and Connection to School in Resettlement: Young Refugees, School Belonging and Psychosocial 
 Adjustment. Clinical Child Psychology and Psychiatry, 12(1), 29-43. 
Kuiper, N. A., & McHale, N. (2009). Humor Styles as Mediators between Self-Evaluative Standards and Psychological Well-Being. The Journal of 
 Psychology, 143(4), 359–376. 
Kuiper, N. A., Martin, R. A., & Olinger, L. J. (1993). Coping Humour, Stress and Cognitive Appraisals. Canadian Journal of Behavioral Science, 25, 81-96. 
Lang, J. C., & Lee, C. H. (2010). Workplace Humor and Organizational Creativity. The International Journal of Human Resource Management, 21(1), 46–60. 
Langin, K. (2019). A Sense of Belonging Matters. That’s Why Academic Culture Needs to Change. American Association for the Advancement of Science. 
Lapidus, R. B. (2004). An Evaluation of a High School-Based Group Mentoring Program on Proteges Sense of Belonging (Doctoral Dissertation). Available from 

ProQuest Dissertation and Theses. (UMI No. 3170736). Access date: 2 September 2017 
Lefcourt, H. (2001). Humor: The Psychology of Living Buoyantly. New York: Plenum. 
Lefcourt, H. M., Davidson, K., Prkachin, K. M., & Mills, D. E. (1997). Humor as A Stress Moderator in The Prediction of Blood Pressure Obtained During Five Stressful 

Tasks. Journal of Research in Personality, 31(4), 523-542. 
Lelchook, A. (2010). The Use of Humor by Leaders In Response to Situational Stressors (Doctoral Dissertation). Available from ProQuest Dissertation and Theses. 

(UMI No. 1474720). 
Mak, B. C. N., Liu, Y., & Deneen, C. C. (2012). Humor in The Workplace: A Regulating and Coping Mechanism in Socialization. Discourse & Communication, 6, 163-

179. 
Martin, R. A. (2006). The Psychology of Humor: An Integrative Approach. Boston, MA: Elsevier Academy Press. 
Martin, R. A., Dorris, P. P., Larsen, G., Gray, J., & Weir, K. (2003). Individual Differences in Uses of Humor and Their Relation to Psychological Well-Being: 

Development of the Humor Styles Questionnaire. Journal of Research in Personality, 37, 48–75. 
Martin, R. A., Doris, P. P., Larsen, G., Gray, J., & Weir, K. (2004). Sense of Humor and Physical Health: Theoretical Issues, Recent Findings and Future Direction. 

Humor, 17, 1-19. 
Martin, R. A., Doris, P. P., Larsen, G., Gray, J., & Weir, K. (2007). The Psychology of Humor: An Integrative Approach. Burlington, USA: Elsevier. 
Maslow, A. (1954). Motivation and Personality. New York: Harper. 
McMillan, D. W., & Chavis, D. M. (1986). Sense of Community: A Definition and Theory. Journal of Community Psychology, 14(1), 6-23. 
Meyer, J. C. (2000). Humor as a Double‐Edged Sword: Four Functions of Humor in Communication. Communication Theory, 10(3), 310-331. 
Nusair, N., Ababneh, R., & Kyung Bae, Y. (2012). The impact of transformational leadership style on innovation as perceived by public employees in 

Jordan. International Journal of Commerce and Management, 22(3), 182-201. 
Nguyen, P. N., Do, H. T., & Tran, B. T. (2021). Transformational leadership and innovative behavior: Mediating role of organizational learning. Journal of Business 

Research, 132, 136-146. DOI: https://doi.org/10.1016/j.jbusres.2021.03.057 
Pieterse, A. N., Van Knippenberg, D., Schippers, M., & Stam, D. (2010). Transformational and transactional leadership and innovative behavior: The moderating role 

of psychological empowerment. Journal of organizational behavior, 31(4), 609-623.  
Reilly, J. E. R., & Fitzpatrick, J. J. (2009). Perceived Stress and Sense of Belonging in Doctor of Nursing Practice Students. Journal of Professional Nursing, 25(2), 81-

86. 
Romero, E. J., & Cruthirds, K. W. (2006). The Use of Humor in The Workplace. The Academy of Management Perspectives, 20(2), 58-69. 
Schermer, J. A., Martin, R. A., Martin, N. G., Lynskey, M. T., Trull, T. J., Vernon, P. A. (2015). Humor Styles and Borderline Personality. Personality and Individual 

Differences, 87, 158-161. 
Shirley, J. D. (2013). Effect of Humor on Teacher Stress, Affect and Job Satisfaction (Doctoral Dissertation). Available from ProQuest Dissertation and Theses. (UMI 

NO. 3565886). 
Singh, A. (2018). Investigating the Sense of Belonging of International Students Through a Predictive Model. Graduate Theses and Dissertation. Retrieved from 

digirep@iastate.edu. 
Su, Z., & Chen, H. (2020). The role of transformational leadership in innovation performance: Mediating effect of creativity. International Journal of Innovation 

Management, 24(6), 1-23. https://doi.org/10.1142/S1363919620500620 
Sukor, M. S. M., Shah, I. M. (2016). Gaya Tingkahlaku Humor Dalam Kalangan Pelajar Pasca Ijazah Fakulti Pengurusan. Jurnal Kemanusiaan, 14(3), 74-86. 
Sukor, M. S. M., Shah, I. M., & Panatik, S. A. (2018). Pengaruh Humor Self-Enhancing Ke Atas Hubungan Antara Stres Kerja Dan Kesetiaan Organisasi. Jurnal 

Pengurusan, 53, 159-168. 
Terrion, J. L., & Ashforth, B. E. (2002). From "i" to "we": The Role of Putdown Humor and Identity in The Development of a Temporary Group. Human Relations, 

55(1), 55-88. 
Todman, V., & Hume, S. (2018). Sense of Belonging and Social Capital: Our Hot Topics for 2018/19. Social Mobility & Student Success. Behavioural Insights. 
WordPress Theme. Retrieved from https://blogs.kcl.ac.uk. 
Tucker, R. P., Wingate, L. R., O'Keefe, V. M., Slish, M. L., Judah, M. R., & Kerswill, S. R. (2013). The Moderating Effect of Humor Style on The 
 Relationship Between Interpersonal Predictors of Suicide and Suicidal Ideation. Personality and Individual Differences, 54, 610-615. 
Wang, Y., Wang, S., & Zheng, Q. (2022). Transformational leadership and employees' innovative behavior: The mediating role of innovation climate. Leadership & 

Organization Development Journal, 43(1), 54-69. DOI: https://doi.org/10.1108/LODJ-06-2021-0274 
Westerfield, T. S. (2009). The Effect of Looping and Teaming on Rural Black Middle School Students' Sense of Belonging. Mississippi State University, Mississippi.  
Yip, J. A., & Martin, R. A. (2006). Sense of Humor, Emotional Intelligence and Social Competence. Journal of Research in Personality, 40, 1202-1208. 
Zhang, W., Jiang, W., & Yang, Y. (2023). Impact of transformational leadership on innovation behavior of knowledge workers: The mediating role of psychological 

empowerment. Asia Pacific Journal of Human Resources, 61(2), 187-204. DOI: https://doi.org/10.1111/1744-7941.12345Nguyen, P. N., Do, H. T., & Tran, B. 
T. (2021). Transformational leadership and innovative behavior: Mediating role of organizational learning. Journal of Business Research, 132, 136-146.  

Zhang, W., Jiang, W., & Yang, Y. (2023). Impact of transformational leadership on innovation behavior of knowledge workers: The mediating role of psychological 
empowerment. Asia Pacific Journal of Human Resources, 61(2), 187-204.  

https://www.aaas.org/
https://blogs.kcl.ac.uk/

