
 

Homepage: jurnal.kwikkiangie.ac.id/index.php/jkb 

Corresponding Author: 

Mompo Uli Sitorus  

 

Email: 

mompo.uli@gmail.com 

 

 

Article History: 

Received: February 16, 2024 

Accepted: March 5, 2024  

Published: March 8, 2024 

 

 

Publisher: 

LPPM Institut Bisnis  

dan Informatika 

Kwik Kian Gie 

 
Selection and Peer-review 

under the responsibility of the 

Editor Team of Jurnal 

Komunikasi dan Bisnis. 

 

 

 

The Impact of Transformational Leadership, 
Transactional Leadership, and Knowledge 
Management on Innovation Mediated by 
Human Capital in The Pharmaceutical 
Industry in Indonesia 
 
Mompo Uli Sitorus1 

Hendratmoko2 
 
1 Institut Bisnis dan Informatika Kwik Kian Gie, Jakarta, Indonesia 
14350. E-mail: mompo.uli@gmail.com   
2 Institut Bisnis dan Informatika Kwik Kian Gie, Jakarta, Indonesia 
14350. E-mail: hendratmoko@kwikkiangie.ac.id 
 
Abstract 
 
The objective of this research is to find out how transformational 
leadership, transactional leadership, and knowledge management 
impact innovation mediated by human capital in the Pharmaceutical 
Industry in Indonesia. Quantitative analysis was conducted using 
Partial Least Squares - Structural Equation Modeling (PLS-SEM) 
utilizing SmartPLS 4 software. An online questionnaire was carried 
out to obtain the data and the responses from 203 respondents 
resulted in 186 usable from 30 pharmaceutical industries across 
Indonesia. The findings point out that the direct effects of 
transformational leadership (TL), transactional leadership (TC), 
knowledge management (KN), and human capital (HC) relate 
positively and significantly to innovation (IN). The findings also 
confirmed that human capital mediates partially (complementary) the 
effect of transformational leadership on innovation, transactional 
leadership on innovation, and knowledge management on innovation. 
Based on this study to optimize innovation performance, it was 
suggested that pharmaceutical companies in Indonesia need to 
maintain the performance of any indicators that are already running 
well, and also need to put more effort into knowledge exchange among 
employees as well as the level of using new methods to improve 
efficiency and effectiveness of existing processes. 
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INTRODUCTION 

During the COVID-19 pandemic, businesses in the health sector including the 

pharmaceutical industry became the favorites. The COVID-19 pandemic has affected the level of 

public awareness of health by 78.8% (Hardi et al., 2021). This is an opportunity for the 

pharmaceutical industry to grow faster by exploiting this opportunity. Apart from that, the 

government also strongly supports the growth of the pharmaceutical industry by including the 

pharmaceutical sector as a priority sector to realize the Making Indonesia 4.0 program. 

Furthermore, the government is also targeting that by 2024, 98% of Indonesian people will have 

membership in the Social Health Insurance Administration Body or BPJS (Minister of Health of 

the Republic of Indonesia, 2022). 

Despite numerous opportunities, the pharmaceutical industry still faces challenges, 

notably dependence on imported raw materials. Roughly 90% of medicinal raw materials, or 

active pharmaceutical ingredients, are imported, constituting 30%-35% of the industry's total 

business value in Indonesia (Minister of Health of the Republic of Indonesia, 2022). The impact is 

the cost of drug production being relatively high and it will lead to high selling price of drugs. The 

increased selling price poses a challenge as it limits accessibility due to varying financial 

capacities. This affects target customer size and market share in the pharmaceutical industry. 

Consequently, the government encourages domestic production and reduced imports through 

TKDN (domestic component level) to alleviate drug prices (Minister of Health of the Republic of 

Indonesia, 2022). 

The background of this research focuses on the ability of the Indonesian pharmaceutical 

industry to transform including the ability of the pharmaceutical industry to maximize 

opportunities and overcome these various challenges. This is inextricably linked to the company's 

capacity for innovation. Innovation participates as the lubricant through which organizations 

develop, adapt, and promote their products and services to meet customer needs. Companies that 

have innovation capabilities tend to be able to overcome external challenges that negatively affect 

their performance (Edeh et al., 2022).  

Innovation greatly influences a company’s competitiveness, growth, and sustainability. 

The effects of innovation are expected to increase customer satisfaction, employee productivity, 

service quality, company share, and customer retention (Alrowwad et al., 2020). Several things 

become a stimulus for creating innovation in a company namely leadership, knowledge 

management, and human capital (Trott, 2021). Leadership is an important contributor to driving 

innovation (Trott, 2021) because leadership that focuses on innovation will use a certain style to 

empower and motivate the team (Alblooshi et al., 2020). 

This study will explore transformational and transactional leadership. Transformational 

leadership emphasizes crucial values like justice, freedom, and equality. The relationship with the 
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leadership team is based on a purely personal value system such as providing justice (Demirtas 

& Karaca, 2020). Transactional leadership is more synonymous with exchanges between leaders 

and followers where the leader explicitly conveys his aspirations and the tasks that must be 

completed by his followers and promises rewards (Demirtas & Karaca, 2020; Costa et al., 2023). 

Apart from leadership, another thing that stimulates innovation is knowledge 

management (Trott, 2021). The ability of all functions in a company to successfully implement 

knowledge management practices will determine the success of organizational innovation (Edeh 

et al., 2022; Romero-Hidalgo et al., 2021). Lastly, human capital is also a stimulus for innovation. 

A company's success in innovating certainly requires resources, one of which is human capital 

(Chen et al., 2021), (Gupta et al., 2020). 

Several studies done in the past to explain the factors that stimulate innovation. In 

general, previous research is only limited to aspects of knowledge management or leadership 

aspects and the majority of studies still focus on the positive effects of transformational 

leadership, with transactional leadership occasionally having both good and negative effects. 

Apart from that, the previous researchers mentioned not to generalize the results of their 

research to all industrial sectors in all countries because the research they conducted was limited 

to a certain period and country. So, it may provide different results at other times countries and 

types of industries because they have different structures as well as cultures. Hence this research 

is intended to fill those gaps by enriching various factors that drive innovation including 

leadership, knowledge management, and human capital. Specifically, human capital will focus on 

employee engagement because previous research that included the human capital aspect 

generally only focuses on the level of experience, capability, expertise, and level of education. 

Building on the preceding explanation, the objective of this study is to explore the 

influence of transformational and transactional leadership, along with knowledge management 

mediated by human capital, on innovation within the Pharmaceutical Industry in Indonesia. 

 

LITERATURE REVIEW 

Innovation  

The process of generating new concepts and transforming them into valuable business 

ventures is referred to as innovation (Morris, 2007). Innovation is a management process that is 

strongly influenced by the organizational context and macro system in which the organization is 

located (Trott, 2021). Innovation can also be interpreted as managing all activities to produce 

various ideas, developing technology, creating and marketing new products promoting novel 

products (or enhancing existing ones), or refining the production process towards greater 

efficiency. Innovation has transformative qualities because innovation will replace existing 

products or services, including replacing the way currently used to do something and when the 
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time comes it will be replaced by the next innovation. Therefore, innovation will always be 

involved in an endless cycle (DeGraff & Quinn, 2006). 

Several dimensions of innovation are well known as the 4Ps and two of them that will be 

discussed in this research are product innovation which focuses on changes to the products or 

services offered by the company and process innovation which is about how the product or 

service changes offered will be created and delivered (Bessant & Tidd, 2015). 

 

Transformational Leadership 

Leadership is a process, not a position (Hughes et al., 2019). Transformational leadership 

was discovered by J.M. Burns in the 1970s and B.M. Bass in the 1980s (Kolzow, 2014). This notion 

posits that transformational leadership emanates from the belief that individuals willingly follow 

a leader who can inspire and motivate them by crafting a compelling vision, advocating for that 

vision, and prioritizing the cultivation of relationships with followers, adopting roles akin to a 

teacher, mentor, and coach. Emphasizes not only the transformation of organizations but also the 

transformation of their followers (Bass & Steidlmeier, 1999). 

The main goal of transformational leadership is to transform the company's goals, vision 

and goals of its followers into a cohesive team (Kolzow, 2014). Transformational leaders aspire 

to attain four primary dimensions, including idealized influence, then individualized 

consideration, as well as intellectual stimulation, and lastly inspiration*al motivation. (Bass & 

Steidlmeier, 1999). 

 

The Impact of Transformational Leadership on Innovation 

Past studies have confirmed that transformational leadership exerts a beneficial and 

substantial impact on innovation (Supriadi, 2020), (Alrowwad et al., 2020), (Afsar & Umrani, 

2020) and (Cui, 2022). The influence of transformational leadership is stronger on process 

innovation than product innovation (Rasheed et al., 2021). More specifically, it was found that the 

dimensions of transformational leadership consisting of idealized influence, inspirational 

motivation and individualized consideration had a significant and positive effect on product 

innovation, but were different from the influence of intellectual stimulation which has a negative 

impact on innovation (Ahmad et al., 2019). 

 

Hypothesis 1 (H1) : Transformational leadership has a significant effect on innovation. 

 

Transactional Leadership 

Transactional leadership refers to the exchange of relationships between leaders and 

followers to meet their respective interests (Bass, 1999). Transactional leadership dynamics 
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(Bass & Steidlmeier, 1999), include tasks by giving direction on what targets need to be achieved, 

followed by a reward system, after giving targets, the leader also communicates appreciation for 

the achievement of tasks that have been determined and agreed upon. After that, there are 

intentions, trust by keeping promises, which is related to the reward system, consequences by 

taking corrective action if their subordinates fail to achieve the targets that have been set and 

lastly, the legal process is an impartial conflict resolution process (Kolzow, 2014), (Demirtas & 

Karaca, 2020). Transactional leadership comprises three dimensions: contingent 

reward/reinforcement, active management by exception, and passive management by exception 

(Mesu, 2013), (Bass & Steidlmeier, 1999). 

 

The Impact of Transactional Leadership on Innovation 

In innovation-oriented organizations, transactional leaders motivate subordinates to 

innovate by providing rewards; thus, the company's innovation performance increases (Avolio & 

Bass, 2002). Previous research found that transactional leadership has a significant and positive 

relationship with innovation (Alrowwad et al., 2020), (Supriadi, 2020), (Rr, 2020). Leadership 

styles influence innovation and performance differently, therefore it is important for 

transactional leadership to determine targets and rewards (Barnová et al., 2022), (Eckardt et al., 

2020). Transactional leadership has a positive impact on innovation because relationships among 

transactional leaders and subordinates are often based on transactions. When team members 

carry out tasks and achieve goals as set by the leader, they can receive certain rewards as agreed 

at the beginning (Cui, 2022). Meanwhile, other research findings are different, finding that 

transactional leadership has negative effect on innovation (Costa et al., 2023). 

 

Hypothesis 2 (H2): Transactional leadership has a significant effect on innovation. 

 

Knowledge Management 

Knowledge management aims to create value and meet tactical and strategic 

requirements by methodically managing an organization's knowledge assets. Knowledge 

management encompasses the various initiatives, processes, strategies, and systems that support 

and improve the creation, sharing, assessment, storage, and improvement of knowledge (Hajric, 

2018).  

The purpose of knowledge management is to add value through reuse and innovation by 

consciously and methodically coordinating an organization's people, technology, processes, and 

organizational structure. To promote ongoing organizational learning, this coordination is 

accomplished through producing, disseminating, and using knowledge as well as by ingraining 

best practices and important lessons learned (Dalkir, 2023). The main benefits of it are enabling 

https://doi.org/10.46806/jkb.v12i1.1103


Jurnal Komunikasi dan Bisnis Vol. 12 No. 1 May 2024 

70 | P a g e M. U. Sitorus, & Hendratmoko 

 

organizations to bring innovations to market quickly, increasing operational efficiency, 

increasing new product offerings, and better customer service with increased benefits and better 

value (Dalkir, 2023). Dimensions of knowledge management (Hajric, 2018), include knowledge 

sharing, knowledge reuse, knowledge creation, and knowledge acquisition. 

 

The Impact of Knowledge Management on Innovation 

 Previous research has proven that there is a positive and significant relationship between 

knowledge management and innovation in companies, in other words, the higher the level of 

knowledge management, the higher the level of innovation (Jiménez et al., 2020). Knowledge 

management has a positive effect on stimulating innovation that improves organizational 

performance (Rezaei et al., 2021) both product and process innovation (Abbas et al., 2020) 

through the knowledge creation (Ode, 2020). Knowledge management with knowledge 

acquisition and knowledge implementation have a significant positive effect on innovation (Papa 

et al., 2020), (Shahzad et al., 2020). 

 

Hypothesis 3 (H3): Transactional leadership has a significant effect on innovation. 

 

The Mediating Role of Human Capital 

 Human capital theory examines how individuals within an organization contribute their 

knowledge, skills, and abilities to improve organizational competence, as well as the importance 

of those contributions. According to the theory of human capital, the company can invest in 

people and will receive valuable returns on their investments (M. Armstrong & Taylor, 2020).  

 One of the critical elements of human capital management is employee engagement, 

having employees who have a positive attitude towards their work and have the will to do their 

work well regardless of their industrial sector (Coppin, 2017). Employee engagement is a 

measure of how deeply employees are committed to their work, as well as how strong their job 

and the organization are (A Noe et al., 2016). People become engaged when they are driven to 

perform at a high level and are dedicated to their work and the organization (M. Armstrong & 

Taylor, 2020).  Human capital is crucial to drive innovation because it will shape the company's 

uniqueness and the process for acquiring skills, abilities, knowledge and expertise (Costa et al., 

2023), (Sun et al., 2020), (Costa, 2023), (Taleb, 2023) both product innovation and process 

innovation (Fu et al., 2020) which then improves organizational performance (Rezaei et al., 2021) 

through its four dimensions (Abu-Rumman, 2021), (Alneyadi et al., 2019) and (Pasamar et al., 

2019).  

 Transformational and transactional leadership play crucial roles in guiding human 

capital, inspiring them to overcome the diverse challenges encountered by the company (Fakhri 
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et al., 2020). Moreover, this will encourage increased quality of human capital through employee 

engagement (Khan et al., 2020). The connection between transformational leadership and 

innovation is partially mediated by human capital through employee work engagement. 

(Edelbroek, 2019), (Pasamar et al., 2019), and (Sianggaran & Aseanty, 2020). Transformational 

leadership will lead in a supportive and friendly manner so that their interpersonal relationships 

with subordinates will become stronger, which increases employees' ability to innovate (Qiang 

et al., 2023). The stronger the human capital, the stronger the influence of transformational 

leadership on innovation will be. This means that the influence of human capital positively 

mediates the relationship between transformational leadership and innovation. (Costa et al., 

2023). 

 It was found in previous research that transactional leadership has a positive and 

significant influence on human capital through the employee engagement dimension. 

Transactional leadership involves values relevant to the exchange process, such as responsibility 

and reciprocity (Thanh & Quang, 2022). Transactional leadership through the dimensions of 

contingent rewards and management by exception has a positive and significant influence on 

human capital through employee engagement (Aboramadan & Dahleez, 2020). Transactional 

leadership mediated by human capital through employee engagement has a positive and 

significant influence on company innovation performance (Aboramadan & Dahleez, 2020). 

 However, in contrast, there was research that found that transactional leadership did not 

have a significant influence on human capital (Edelbroek, 2019). Human capital through the 

employee engagement dimension does not have a mediating influence on the relationship 

between transactional leadership and innovation (Edelbroek, 2019), (Pasamar et al., 2019). 

 Knowledge management has a positive and statistically significant impact on human 

capital. It allows employees to share the knowledge and experience they have collected from 

solving problems they have done (knowledge reuse) and is important to achieve company goals 

(Massaro et al., 2020). It has a positive and significant effect on human capital (Rezaei et al., 2021), 

(Helal et al., 2023) driven by the process dimensions of knowledge creation, knowledge sharing, 

and knowledge reuse (Mirzaie et al., 2019). Knowledge management is needed as an important 

resource for increasing human capital to increase innovation (Singh et al., 2019), (Safriyanti et al., 

2021). Human capital mediates the influence of knowledge management on innovation (Rezaei 

et al., 2021), (Idris et al., 2019) both product innovation and process innovation (Helal et al., 

2023). As a result, the following hypothesis is proposed: 

Hypothesis 4 (H4) : Human capital has a significant effect on innovation. 

Hypothesis 5 (H5) : Transformational leadership has a significant effect on human capital. 

Hypothesis 6 (H6) : Human Capital has a mediating role in the influence of transformational 

leadership on innovation. 

https://doi.org/10.46806/jkb.v12i1.1103


Jurnal Komunikasi dan Bisnis Vol. 12 No. 1 May 2024 

72 | P a g e M. U. Sitorus, & Hendratmoko 

 

Hypothesis 7 (H7) : Transactional leadership has a significant effect on human capital. 

Hypothesis 8 (H8) : Human Capital has a mediating role in the influence of transactional 

leadership on innovation. 

Hypothesis 9 (H9) :  Knowledge management has a significant effect on human capital. 

Hypothesis10 (H10) : Human Capital has a mediating role in the influence of knowledge 

management on innovation. 

 

RESEARCH METHODS  

Thirty Indonesian companies in the pharmaceutical sector are the objects of this study. 

The employees of these companies are the subjects of this study. 

The sampling technique used in this research is a non-probability sampling technique, 

namely a sampling technique that does not provide equal opportunities for each element or 

member of the population to be selected as a sample (Sudrajat, 2018). The type of non-probability 

sampling used is judgment sampling which uses sample selection techniques if the researcher 

determines the selected sample subjects based on the researcher's judgement alone. 

A questionnaire was distributed to employees of the thirty companies listed above as the 

technique of data collection in this study. The questionnaire has instructions for filling it out and 

a rating scale with five Likert scales. The data was collected and used to do a descriptive and 

statistical analysis using structural equation modeling-partial least square (PLS-SEM) and 

utilizing SmartPLS 4 software. 

 

RESULTS AND DISCUSSION  

This study was carried out by administering online questionnaires to the designated 

participants. The total number of questionnaire responses received was 203 and those that could 

be processed were 186. The attributes of the surveyed participants were determined by 

considering factors such as gender, age, highest educational attainment, length of service, and the 

position held by the respondent. Gender distribution is balanced, with 50% female and 50% male 

respondents. In terms of age, the 30 to 40 years age group dominates at 40%, followed by the 40 

to 50 years age group at 37%. Respondents aged 20-30 years constitute 12%, and those over 50 

years account for the remaining 10%. Regarding education, the majority (65%) hold a bachelor's 

degree, 16% have a diploma, 12% possess postgraduate education, and the remaining 6% 

completed high school. Work experience classification shows that 60% have over 10 years of 

experience, 17% have worked 5 to 10 years, 11% have 2 to 5 years, and the remaining 12% have 

1 to 2 years of experience. In terms of position, 44% are staff, 23% are managers, 16% are senior 

managers, 13% are supervisors, and 4% hold director positions.  
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The degree to which the exogen variable influences the endogen variable will be displayed 

in the route coefficient output results. If the p-value <0.05 at α 5% it means that the output results 

are significant. Table 1.1, and table 1.2 below display the path coefficient and p-value results:   

Table 1. Direct effects 

No. 
Variable Exogen -Variable 

Endogen 

Path 

coefficient (β) 
p-value Remarks 

1. TL IN 0.222 0.001 Significant 

2. TL  HC 0.222 0.001 Significant 

3. TC IN 0.191 0.007 Significant 

4. TC HC 0.380 0.000 Significant 

5. KN IN 0.324 0.000 Significant 

6. KN HC 0.330 0.000 Significant 

7. HC IN 0.239 0.002 Significant 

 

Table 2.  Indirect effects 

No. Variable Exogen – 

Mediator - Endogen 

Path coefficient 

(β) 

p-value Remarks 

1. TL->HC->IN 0.053 0.025 Significant 

2. TC->HC->IN 0.091 0.011 Significant 

3. KN->HC->IN 0.079 0.006 Significant 

 

Analysis of the direct effect of transformational leadership on innovation 

Table 1.1 indicates that the path coefficient for transformational leadership influencing 

innovation is β = 0.222 and p-value 0.001<0.05 supporting the acceptance of the first hypothesis 

(H1). This affirms that transformational leadership, characterized by idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration, has a direct 

and positive significant impact on innovation within the pharmaceutical industry in Indonesia, in 

line with the theory discussed by (Bass & Steidlmeier, 1999). This study diverges from previous 

research (Ahmad et al., 2019), particularly in the case of the individualized consideration 

dimension, which exhibits a negative impact on innovation. However, the dimensions of idealized 

influence, inspirational motivation, and intellectual stimulation continue to demonstrate a 

significant and positive influence on innovation. 

Idealized influence is exemplified by leadership that upholds integrity. Inspirational 

motivation is conveyed through the leader inspiring the team to dedicate themselves to achieving 

the organization's vision. Intellectual stimulation is demonstrated by encouraging creative 

thinking and alternative perspectives, leading to more effective work processes and increased 

innovation. Individualized consideration is shown through leadership that listens to input, 

fostering a culture of open communication and encouraging innovation. This finding follows the 

theory presented by (Kolzow, 2014). 
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Analysis of the direct effect of transactional leadership on innovation 

Table 1.1 show that the path coefficient value of transactional leadership on innovation is 

β = 0.191 and p-value 0.007 <0.05 leading to the acceptance of the second hypothesis (H2). This 

proves that transactional leadership has a positive and significant effect on innovation. The 

results of this research are consistent with the theory presented by (Avolio & Bass, 2002) that the 

transactional leadership dimensions of contingent rewards/reinforcement and active 

management by exception will encourage innovation in the company. The results of this research 

are also consistent with several previous studies such as research conducted by (Supriadi, 2020), 

(Alrowwad et al., 2020), (Cui, 2022) which stated that transactional leadership has a positive and 

significant effect on innovation. However, this is not in line with the findings (Costa et al., 2023) 

which found that transactional leadership had a negative effect on innovation. 

Research findings confirm that transactional leadership directly enhances innovation in 

the pharmaceutical industry in Indonesia. This is accomplished through the implementation of 

contingent rewards and active management by exception. Clear articulation of performance 

targets, along with rewarding goal achievement (contingent rewards), leads to increased 

innovation performance and significant productivity gains. Additionally, active leadership 

involvement and monitoring of team performance (active management by exception) contribute 

to problem-solving and process improvements, further elevating innovation performance. This is 

supported by previous research conducted by (Rr, 2020) which also found that transactional 

leadership directly has a significant effect on innovation performance. 

 

Analysis of the direct effect of knowledge management on innovation 

Table 1.1 show that the path coefficient value of knowledge management on innovation is 

β = 0.324 and p-value 0.000 <0.05 supporting the acceptance of the third hypothesis (H3). This 

proves that knowledge management has a positive and significant effect on innovation. The 

results of this study are consistent with previous research such as research conducted by 

(Jiménez et al., 2020), (Becerra-Fernandez et al., 2024), (Abbas et al., 2020), (Shahzad et al., 

2020), (Rezaei et al., 2021) and (Ode, 2020) which state that there is a positive and significant 

relationship between knowledge management and innovation. 

The findings in this research are also consistent with the theory presented by (Dalkir, 

2023). Effective knowledge management enhances innovation in Indonesia's pharmaceutical 

industry. Elevating the company's operations leads to cost reduction, innovative processes, 

products, and services, fostering growth and heightened competitiveness. The commitment of 

Indonesia's pharmaceutical industry to implementing various dimensions of knowledge 

management underscores this realization such as the theory put forward by (Hajric, 2018), 
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including knowledge sharing among team members fosters new ideas, enhancing both work 

processes and the functionality of pharmaceutical products/services in Indonesia. Collaborative 

knowledge reuse between teams significantly boosts productivity, particularly in work processes, 

contributing to process innovation. Active employee participation in idea generation and the 

company's commitment to experimenting with new concepts (knowledge creation) enables 

pharmaceutical companies to introduce more innovative products/services, anticipating a 

positive market response. The consistent support for team members to acquire additional 

knowledge from external sources, as noted by Papa et al (Papa et al., 2020) and Shahzad et al.  

(Shahzad et al., 2020), positively influences innovation in the pharmaceutical industry in 

Indonesia. 

 

Analysis of the direct effect of human capital on innovation 

Table 1.1 shows that the path coefficient value of human capital on innovation is β = 0.239 

and p-value 0.002 <0.05 so the fourth hypothesis (H4) is accepted. This proves that human capital 

has a positive and significant effect on innovation. The results of this study are consistent with 

previous research such as research conducted by (Sun et al., 2020), (Costa et al., 2023), (Rezaei 

et al., 2021), (Fu et al., 2020) and (Taleb, 2023) which states that there is a positive and significant 

relationship between human capital and innovation. 

The results of this research are also consistent with the theory presented by (Coppin, 

2017) which states that human capital through the employee engagement dimension will 

significantly influence innovation performance in companies. Employee engagement will occur 

when people who work in a company are committed to the company and also to their work to 

achieve the highest level of performance as described by (M. Armstrong & Taylor, 2020). This will 

be encouraged when employees feel that they are involved in the decision-making process, they 

are also allowed to provide input for improvements in the company, so that employees feel that 

they have an important contribution in providing a positive impact on the company's progress 

through the various innovations carried out. 

 

Analysis of the direct effect of transformational leadership on human capital 

Table 1.1 shows that the path coefficient value of transformational leadership on human 

capital is β = 0.222 and p-value 0.001 <0.05 so the fifth hypothesis (H5) is accepted. This proves 

that transformational leadership has a positive and significant effect on human capital. The 

results of this research are strengthened by several previous studies such as research conducted 

by (Abu-Rumman, 2021). Through the dimensions of idealized influence, inspirational 

motivation, intellectual stimulation, and individualized consideration, transformational 

https://doi.org/10.46806/jkb.v12i1.1103


Jurnal Komunikasi dan Bisnis Vol. 12 No. 1 May 2024 

76 | P a g e M. U. Sitorus, & Hendratmoko 

 

leadership has a positive and significant influence on human capital, this is in line with previous 

research conducted by (Alneyadi et al., 2019), (Pasamar et al., 2019). 

Transformational leaders in the pharmaceutical industry in Indonesia strengthen 

employee engagement through exemplary leadership, clearly conveying the vision that must be 

achieved together and providing space for team members to think creatively and see solutions to 

problems from various points of view. This leadership will undoubtedly enhance human capital 

quality as the bond between employees and their superiors strengthens over time. Employees, 

feeling fully engaged in decision-making and given space to contribute, perceive superiors as 

facilitators in generating alternative solutions to company challenges. This is in line with previous 

research conducted by (Eckardt et al., 2020), (Abdullahi et al., 2020), and (Fakhri et al., 2020). 

 

Analysis of the role of human capital as a mediator variable in the effect of 

transformational leadership on innovation. 

Table 1.2 shows that human capital positively and significantly mediates the indirect 

effect of transformational leadership on innovation with a path coefficient of 0.053, and a p-value 

0.025 <0.05. Thus the sixth hypothesis (H6) is accepted, the role of human capital is partial 

complementary mediation. These findings further strengthen previous research conducted by 

(Edelbroek, 2019), (Pasamar et al., 2019) and (Costa et al., 2023) which stated that human capital 

with the employee engagement dimension partially mediates the relationship between 

transformational leadership and innovation. The results of this research show that the success of 

transformational leadership through the ability to convey inspiring values and vision causes 

employees to be inspired to give their best and improve the quality of human capital through 

increasing employee engagement, which has an impact on increasing innovation in the 

pharmaceutical industry in Indonesia. This finding is consistent with the theory presented by (M. 

S. T. Armstrong, 2014) and (A Noe et al., 2016), (Sun et al., 2020), (Qiang et al., 2023). 

 

Analysis of the direct effect of transactional leadership on human capital 

Table 1.1 shows that the path coefficient value of transactional leadership on human 

capital is β = 0.380 and p-value 0.000 <0.05 so the seventh hypothesis (H7) is accepted. This 

proves that transactional leadership has a positive and significant effect on human capital. The 

transactional leadership method of implementing reward exchanges based on the performance 

achievements of their subordinates and conversely providing punishments when employees do 

not achieve agreed performance targets has a positive and significant effect on human capital in 

the pharmaceutical industry in Indonesia. This is in line with the explanation (Bass & Steidlmeier, 

1999), (Avolio & Bass, 2002). 
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Transactional leadership, which motivates subordinates through resource provision and 

rewards tied to effective performance, fosters favorable conditions. Employees feel appropriately 

rewarded for their efforts, promoting heightened engagement and enhancing human capital 

quality in the Indonesian pharmaceutical industry. This aligns with research by (Fakhri et al., 

2020) and (Thanh & Quang, 2022) affirming the positive and significant impact of transactional 

leadership on human capital through employee engagement, incorporating values like 

responsibility and reciprocity. Contingent rewards and active management by exception, have a 

positive and significant influence on human capital through employee engagement in the 

pharmaceutical industry in Indonesia. This is consistent with the results of previous research 

conducted by (Aboramadan & Dahleez, 2020). However, this is different from the results of 

research conducted by (Edelbroek et al., 2019) which found that transactional leadership did not 

have a significant influence on human capital, especially on the employee engagement dimension. 

 

Analysis of the role of human capital as a mediator variable in the effect of transactional 

leadership on innovation. 

Table 1.2 shows that human capital positively and significantly mediates the indirect 

effect of transactional leadership on innovation with a path coefficient of 0.091, and a p-value 

0.011 <0.05. Thus the eighth hypothesis (H8) is accepted, the role of human capital is partial 

complementary mediation. This finding is different from the findings in research conducted by 

(Edelbroek, 2019) and (Pasamar et al., 2019) which stated that human capital through the 

employee engagement dimension does not have a mediating influence on the relationship 

between transactional leadership and innovation. 

However, the results of this research are consistent with the theory presented by (Bass, 

1999) and (Avolio & Bass, 2002) which states that providing contingent rewards can increase 

employee motivation after the desired goals and respective incentives are clearly defined. The 

existence of a clear reward and incentive scheme for employee performance achievements will 

increase human capital through the employee engagement dimension which will encourage 

increased innovation performance in the pharmaceutical industry in Indonesia. This is consistent 

with the theory presented by (M. S. T. Armstrong, 2014) and also previous research such as that 

conducted by (Barnová et al., 2022), (Eckardt et al., 2020) and (Aboramadan & Dahleez, 2020). 

 

Analysis of the direct effect of knowledge management on human capital 

Table 1.1 shows that the path coefficient value of knowledge management on human 

capital is β = 0.330 and p-value 0.000 <0.05 so the ninth hypothesis (H9) is accepted. This proves 

that knowledge management has a positive and significant effect on human capital. Through the 

application of various dimensions of knowledge management such as knowledge sharing, 
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knowledge reuse, knowledge creation and knowledge acquisition, it is possible to improve the 

quality of human capital in the pharmaceutical industry in Indonesia. This is consistent with the 

findings of previous studies such as those conducted by (Mirzaie et al., 2019), (Massaro et al., 

2020), (Assaker et al., 2020), (Rezaei et al., 2021) and (Helal et al., 2023). 

An effective knowledge management process in the pharmaceutical industry in Indonesia 

has been proven to increase human capital so that companies can achieve their goals. This is done 

by maximizing knowledge utilization, knowledge identification, knowledge reflection, and 

knowledge sharing with employees, both experiences gained through environmental information 

and systematic skills gained from new experiences. This is consistent with previous research 

conducted by (Safriyanti et al., 2021) which found that the quality of human capital is supported 

by knowledge management so knowledge management is a strategic asset for the company. 

 

Analysis of the role of human capital as a mediator variable in the effect of knowledge 

management on innovation. 

Table 1.2 shows that human capital positively and significantly mediates the indirect 

effect of knowledge management on innovation with a path coefficient of 0.079, and a p-value 

0.006 <0.05. Thus the tenth hypothesis (H10) is accepted, the role of human capital is partial 

complementary mediation. The results of this study are consistent with previous research such 

as research conducted by (Idris et al., 2019), (Singh et al., 2019), (Sun et al., 2020) and (Rezaei et 

al., 2021) which stated that partially, human capital mediates the indirect relationship between 

knowledge management and innovation positively and significantly in both product and process 

dimensions (Helal et al., 2023). The benefits of good knowledge management increase the quality 

of human capital which will encourage increased productivity, provide value-added goods and 

services, increase customer satisfaction, and stimulate creativity and innovation. This is 

consistent with what was found by (Rezaei et al., 2021), (Safriyanti et al., 2021). This research 

reveals that successful knowledge management enhances human capital quality by increasing 

employee engagement. This, in turn, motivates employees to contribute their knowledge, skills, 

and abilities to enhance organizational capabilities and improve innovation performance. This 

finding is in line with the theory explained by (M. Armstrong & Taylor, 2020) and (Coppin, 2017). 

 

CONCLUSIONS  

 This research examined the relations between transformational leadership, transactional 

leadership, and knowledge management on innovation mediated by human capital.  The study 

finds that in the context of pharmaceutical companies in Indonesia, transformational leadership, 

transactional leadership, knowledge management, and human capital are crucial elements by 

impact significantly the innovation. This research adds to the existing knowledge through its 
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highlights on the primary role of human capital in stimulating company innovation and in 

positively mediating the indirect effect of transformational leadership on innovation, the indirect 

effect of transactional leadership on innovation, as well as the indirect effect of knowledge 

management on innovation. 

 Moreover, in the context of Indonesia, the current study might be considered useful 

literature to earlier studies in the same field. Previous research in this area examined the 

relationship between transformational leadership and innovation, the effect of transactional 

leadership on innovation, the impact of knowledge management on innovation as well as the 

relationship between human capital and innovation. Contrariwise, this study presents a 

combined theoretical framework that explores the linkage between all variables. In particular, 

the present study examined the intermediate role of human capital, which enhances the linkage 

between transformational leadership, transactional leadership, and knowledge management on 

innovation. 

 The research findings are crucial for enhancing innovation performance in 

pharmaceutical companies. Knowledge management, particularly in fostering knowledge 

exchange among team members, demands attention. The pharmaceutical industry in Indonesia 

should consider implementing an open and collaborative culture, along with rewarding 

employees for active knowledge sharing. In terms of innovation, there is a need for improvement 

in the utilization of new methods to enhance existing processes. This can be achieved through 

small-scale trials to measure effectiveness and efficiency before full implementation. The 

continual implementation of the PDCA (Plan-Do-Check-Act) cycle is essential for ongoing process 

improvement, ultimately contributing to improved innovation performance. 

 Need to be noted that this study has limitations. This research only explores one sector in 

Indonesia, namely the pharmaceutical industry sector. Thus, it may not be wise to generalize the 

results to other sectors in Indonesia. Therefore, other sectors must also be explored individually, 

such as the construction, telecommunications, mining, and media sectors. Further research is 

recommended to refine this research by exploring additional exogenous variables that enable 

companies to increase innovation performance in the pharmaceutical industry in Indonesia. 

 

REFERENCES 

A Noe, R., R Hollenbeck, J., Gerhart, B., Wright M, P., & Linda, E. (2016). Strategic Human Resource 
Management Gaining a Competitive Advantage. In Book (10 Edition). 

Abbas, J., Zhang, Q., Hussain, I., Akram, S., Afaq, A., & Shad, M. A. (2020). Sustainable innovation in 
small medium enterprises: The impact of knowledge management on organizational 
innovation through a mediation analysis by using SEM approach. Sustainability 
(Switzerland), 12(6). https://doi.org/10.3390/su12062407 

Abdullahi, A. Z., Anarfo, E. B., & Anyigba, H. (2020). The impact of leadership style on 

https://doi.org/10.46806/jkb.v12i1.1103


Jurnal Komunikasi dan Bisnis Vol. 12 No. 1 May 2024 

80 | P a g e M. U. Sitorus, & Hendratmoko 

 

organizational citizenship behavior: does leaders’ emotional intelligence play a moderating 
role? Journal of Management Development, 39(9–10), 963–987. 
https://doi.org/10.1108/JMD-01-2020-0012 

Aboramadan, M., & Dahleez, K. A. (2020). Leadership styles and employees’ work outcomes in 
nonprofit organizations: the role of work engagement. Journal of Management Development, 
39(7–8), 869–893. https://doi.org/10.1108/JMD-12-2019-0499 

Abu-Rumman, A. (2021). Transformational leadership and human capital within the disruptive 
business environment of academia. World Journal on Educational Technology: Current Issues, 
13(2), 178–187. https://doi.org/10.18844/wjet.v13i2.5652 

Afsar, B., & Umrani, W. A. (2020). Transformational leadership and innovative work behavior: 
The role of motivation to learn, task complexity and innovation climate. European Journal of 
Innovation Management, 23(3), 402–428. https://doi.org/10.1108/EJIM-12-2018-0257 

Agarwal, R., & Gupta, B. (2021). Innovation and Leadership: A Study of Organizations Based in the 
United Arab Emirates. Foundations of Management, 13(1), 73–84. 
https://doi.org/10.2478/fman-2021-0006 

Ahmad, S. Al, Easa, N. F., & Mostapha, N. (2019). Transformational leadership and innovation at 
the Lebanese banking industry. International Journal of Economics and Business 
Administration, 7(4), 267–292. https://doi.org/10.35808/ijeba/343 

Al-Ahmad Chaar, S., & Easa, N. F. (2021). Does transformational leadership matter for innovation 
in banks? The mediating role of knowledge sharing. International Journal of Disruptive 
Innovation in Government, 1(1). https://doi.org/10.1108/ijdig-04-2020-0002 

Alblooshi, M., Shamsuzzaman, M., & Haridy, S. (2020). The relationship between leadership styles 
and organisational innovation : A systematic literature review and narrative synthesis. In 
European Journal of Innovation Management (Vol. 24, Issue 2). © Emerald Publishing 
Limited. https://doi.org/10.1108/EJIM-11-2019-0339 

Alneyadi, B. A., Al-Shibami, A. H., Ameen, A., & Bhaumik, A. (2019). Moderating effect of 
organizational culture on relationship between transformational leadership and human 
capital: An empirical study on public sector of UAE. International Journal on Emerging 
Technologies, 10(1), 23–31. 

Alrowwad, A., Abualoush, S. H., & Masa’deh, R. (2020). Innovation and intellectual capital as 
intermediary variables among transformational leadership, transactional leadership, and 
organizational performance. Journal of Management Development, 39(2). 
https://doi.org/10.1108/JMD-02-2019-0062 

Armstrong, M., & Taylor, S. (2020). Armstrong’s Handbook of Human Resources Management 
Practice, 15th Edition. In Human Resource Management (15th Editi). 

Assaker, G., Hallak, R., & O’Connor, P. (2020). Examining heterogeneity through Response-Based 
Unit Segmentation (REBUS) in PLS-SEM: A study of human capital and firm performance in 
upscale restaurants. Paper Knowledge . Toward a Media History of Documents, 1–31. 

Avolio, B. J., & Bass, B. M. (2002). Developing Potential Across a Full Range of Leadership - Cases on 
Transactional and Transformational Leadership (B. J. Avolio & B. M. Bass (eds.)). Lawrence 
Erlbaum Associates, Publisher. 

Barnová, S., Treľová, S., Krásna, S., Beňová, E., Hasajová, L., & Gabrhelová, G. (2022). Leadership 



P-ISSN 2355-5181 | E-ISSN  2723-2956  
     

DOI : https://doi.org/10.46806/jkb.v12i1.1103  81 | P a g e  
 

Styles, Organizational Climate, and School Climate Openness from the Perspective of Slovak 
Vocational School Teachers. Societies, 12(6). https://doi.org/10.3390/soc12060192 

Bass, B. M. (1999). Two Decades of Research and Development in Transformational Leadership. 
European Journal of Work and Organizational Psychology, 8(1), 9–32. 
https://doi.org/10.1080/135943299398410 

Bass, B. M., & Riggio, R. E. (2005). Transformational leadership: Second edition. Transformational 
Leadership: Second Edition, 1–282. https://doi.org/10.4324/9781410617095 

Bass, B. M., & Steidlmeier, P. (1999). Ethics, character, and authentic transformational leadership 
behavior. Leadership Quarterly, 10(2). https://doi.org/10.1016/S1048-9843(99)00016-8 

Becerra-Fernandez, I., Sabherwal, R., & Kumi, R. (2024). Knowledge Management - Systems and 
Processes in the AI Era. Routledge. 

Bessant, J., & Tidd, J. (2015). Innovation and Entrepreneurship 3rd Edition. Wiley, 545. 

Chen, M. Y. C., Lam, L. W., & Zhu, J. N. Y. (2021). Should companies invest in human resource 
development practices? The role of intellectual capital and organizational performance 
improvements. Personnel Review, 50(2), 460–477. https://doi.org/10.1108/PR-04-2019-
0179 

Cooper, D., & Schindler, P. (2014). Business research methods (TWELFTH ED). he McGraw-Hill. 

Coppin, A. (2017b). The Human Capital Imperative: Valuing Your Talent. Bourne End, 
Buckinghamshire. 

Costa, J. (2023). Leadership Styles and Innovation Management: What Is the Role of Human 
Capital? Administrative Sciences, 13(2). https://doi.org/10.3390/admsci13020047 

Cui, F. (2022). The Influence of Leadership Style in China SMEs on Enterprise Innovation 
Performance: The Mediating Roles of Organizational Learning. Sustainability (Switzerland), 
14(6). https://doi.org/10.3390/su14063249 

Dalkir, K. (2023). Knowledge Management in Theory and Practice (Fourth Edi). The MIT Press. 

Darwin, M., Mamondul, M. R., Sormin, S. A., Nurhayati, Y., Tambunan, H., Silvia, D., Adnyana, I. M. 
D. M., Prasetiyo, B., Vianitati, P., & Gebang, A. A. (2021). Metode Penelitian Pendekatan 
Kuantitatif (T. S. Tambunan (ed.)). PENERBIT MEDIA SAINS INDONESIA. 

DeGraff, J., & Quinn, S. (2006). Leading Innovation: How to Jump Start Your Organization’s Growth 
Engine. http://www.amazon.com/Leading-Innovation-Organizations-Growth-
Engine/dp/0071470182%3FSubscriptionId%3D0NM5T5X751JWT17C4GG2%26tag%3Ds
onnysoftware%26linkCode%3Dxm2%26camp%3D2025%26creative%3D165953%26cre
ativeASIN%3D0071470182 

Demirtas, O., & Karaca, M. (2020). A Handbook of Leadership Styles (1st Editio, Issue 1). Cambridge 
Scholars Publishing. 

Dinu, E., Vătămănescu, E.-M., Stăneiu, R.-M., & Rusu, M. (2023). An Exploratory Study Linking 
Intellectual Capital and Technology Management towards Innovative Performance in KIBS. 
Sustainability, 15(2), 1356. https://doi.org/10.3390/su15021356 

Drucker, P. F. (1993). Innovation and Entrepreneurship. In Harper &Row, Publishers, Inc. (First 

https://doi.org/10.46806/jkb.v12i1.1103


Jurnal Komunikasi dan Bisnis Vol. 12 No. 1 May 2024 

82 | P a g e M. U. Sitorus, & Hendratmoko 

 

Edit). Harper &Row, Publishers, Inc. https://doi.org/10.7312/thom17402-008 

Eckardt, R., Tsai, C. Y., Dionne, S. D., Dunne, D., Spain, S. M., Park, J. W., Cheong, M., Kim, J., Guo, J., 
Hao, C., & Kim, E. Il. (2020). Human capital resource emergence and leadership. Journal of 
Organizational Behavior, 42(2), 269–295. https://doi.org/10.1002/job.2446 

Edeh, F. O., Zayed, N. M., Nitsenko, V., Brezhnieva-Yermolenko, O., Negovska, J., & Shtan, M. (2022). 
Predicting Innovation Capability through Knowledge Management in the Banking Sector. 
Journal of Risk and Financial Management, 15(7), 0–12. 
https://doi.org/10.3390/jrfm15070312 

Edelbroek, R. (2019). Engaging in open innovation: The mediating role of work engagement in 
the relationship between transformational and transactional leadership and the quality of 
the open innovation process as perceived by employees. Journal of General Management, 
45(1), 5–17. https://doi.org/10.1177/0306307019844633 

Fakhri, M., Pradana, M., Syarifuddin, S., & Suhendra, Y. (2020). Leadership Style and its Impact on 
Employee Performance at Indonesian National Electricity Company. The Open Psychology 
Journal, 13(1), 321–325. https://doi.org/10.2174/1874350102013010321 

Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models with Unobservable 
Variables and Measurement Error. Journal of Marketing Research, 18(1), 39–50. 
https://doi.org/10.2307/3151312 

Fu, Y., Liu, R., Yang, J., Jiao, H., & Jin, Y. (2020). “Lean in”: the moderating effect of female ownership 
on the relationship between human capital and organizational innovation. Journal of 
Intellectual Capital, 22(4), 792–814. https://doi.org/10.1108/JIC-10-2019-0236 

Gupta, S., Drave, V. A., Dwivedi, Y. K., Baabdullah, A. M., & Ismagilova, E. (2020). Achieving superior 
organizational performance via big data predictive analytics: A dynamic capability view. 
Industrial Marketing Management, 90(October), 581–592. 
https://doi.org/10.1016/j.indmarman.2019.11.009 

Gürlek, M., & Çemberci, M. (2020). Understanding the relationships among knowledge-oriented 
leadership, knowledge management capacity, innovation performance and organizational 
performance: A serial mediation analysis. Kybernetes, 49(11), 2819–2846. 
https://doi.org/10.1108/K-09-2019-0632 

Hair, Jr., J. F., M. Hult, G. T., M. Ringle, C., Sarstedt, & Marko. (2022). A Primer on Partial Least 
Squares Structural Equation Modeling (PLS-SEM) [3 ed]. In L. Fargotstein (Ed.), Angewandte 
Chemie International Edition, 6(11), 951–952. (Vol. 3, Issue 1). SAGE Publications, Inc. 
https://medium.com/@arifwicaksanaa/pengertian-use-case-a7e576e1b6bf 

Hajric, E. (2018). Knowledge Management. 

Hardi, V. J., Supriadi, D., Supriady, A., & Ahmad Karisman, V. (2021). Survey Kesadaran Masyarakat 
dalam Meningkatkan Kesehatan Fisik di Masa Pandemi. Jpoe, 3(2), 120–131. 
https://doi.org/10.37742/jpoe.v3i2.131 

Helal, T. O. A., Benlaria, H., Enad, O. M. A., Abdulrahman, B. M. A., Eltahir, I. A. E., Yahya, H. A. A., & 
Yahia, A. E. (2023). IMPACT OF HUMAN SUSTAINABILITY AND KNOWLEDGE 
MANAGEMENT ON GREEN INNOVATION: THE MEDIATING ROLE OF HUMAN CAPITAL IN 
SUDAN. Journal of Southwest Jiaotong University, 58(3), 871–888. https://doi.org/：
10.35741/issn.0258-2724.58.3.73 



P-ISSN 2355-5181 | E-ISSN  2723-2956  
     

DOI : https://doi.org/10.46806/jkb.v12i1.1103  83 | P a g e  
 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant validity 
in variance-based structural equation modeling. Journal of the Academy of Marketing Science, 
43(1), 115–135. https://doi.org/10.1007/s11747-014-0403-8 

Hughes, R. L., Ginnett, R. C., & Curphy, G. J. (2019). Leadership : Enchaning the Lessons of 
Experience. In McGraw-Hill Education (Ninth Edit). McGraw-Hill Education. 

Idris, M. H., Jamali, H., & Sjahruddin, H. (2019). Investigating the moderating role of knowledge: 
The relationship between auditor’s experience and ethical judgment. Advances in Social 
Sciences Research Journal, 6(2), 491–503. https://doi.org/10.14738/assrj.62.6193 

Jiménez, S. O., Hurtado, G. V. C., Hernández, C. A. J., & López, J. G. F. (2020). Knowledge and 
Innovation in Mexican Agricultural Organizations. Economies, 8(4). 
https://doi.org/10.3390/ECONOMIES8040103 

Kementerian Perindustrian RI. (2020). Industri Farmasi dan Alat Kesehatan Masuk program 
Making Indonesia 4.0. https://kemenperin.go.id/artikel/21776/Industri-Farmasi-dan-Alat-
Kesehatan-Masuk-Program-Making-Indonesia-4.0 

Khan, M. A., Ismail, F. B., Hussain, A., & Alghazali, B. (2020). The Interplay of Leadership Styles, 
Innovative Work Behavior, Organizational Culture, and Organizational Citizenship Behavior. 
SAGE Open, 10(1). https://doi.org/10.1177/2158244019898264 

Kolzow, D. R. (2014). LEADING FROM WITHIN : Building Organizational Leadership Capacity 
Authored by : Table of Contents. In International Economic Development Council. 
http://www.iedconline.org/clientuploads/Downloads/edrp/Leading_from_Within.pdf 

Leitão, C. F., Gomes, J. V., Capela Dos Santos, D., & Maia, B. M. (2023). Leadership, innovation and 
performance in portuguese hotel sector. Journal of Tourism and Development, 41, 551–571. 
https://doi.org/10.34624/rtd.v41i0.30618 

Massaro, M., Bagnoli, C., & Dal Mas, F. (2020). The role of human sustainability in professional 
service firms. Evidence from Italy. Business Strategy and the Environment, 29(6), 2668–2678. 
https://doi.org/10.1002/bse.2528 

Menteri Kesehatan Republik Indonesia. (2022). Peraturan Menteri Kesehatan Republik Indonesia 
Nomor 13 Tahun 2022 Tentang Perubahan Atas Peraturan Menteri Kesehatan Nomor 21 
Tahun 2020 Tentang Rencana Strategis Kementerian Kesehatan Tahun 2020 - 2024. 
https://e-renggar.kemkes.go.id/file_performance/1-465909-01-4tahunan-089.pdf 

Menteri Perindustrian Republik Indoneisa. (2020). Peraturan Menteri Perindustrian Republik 
Indonesia Nomor 16 Tahun 2020 Tentang Ketentuan dan Tata Cara Perhitungan Nilai Tingkat 
Komponen Dalam Negeri Produk Farmasi. 2. 

Mesu, J. (2013). Transformational and Transactional Leadership. In The SAGE Encyclopedia of 
Industrial and Organizational Psychology, 2nd edition. Gildeprint Drukkerijen. 
https://doi.org/10.4135/9781483386874.n568 

Migdadi, M. M. (2022). Knowledge management processes, innovation capability and 
organizational performance. International Journal of Productivity and Performance 
Management, 71(1), 182–210. https://doi.org/10.1108/IJPPM-04-2020-0154 

Mirzaie, M., Javanmard, H. A., & Reza Hasankhani, M. (2019). Impact of knowledge management 
process on human capital improvement in Islamic Consultative Assembly. Knowledge 
Management Research and Practice, 17(3), 316–327. 

https://doi.org/10.46806/jkb.v12i1.1103


Jurnal Komunikasi dan Bisnis Vol. 12 No. 1 May 2024 

84 | P a g e M. U. Sitorus, & Hendratmoko 

 

https://doi.org/10.1080/14778238.2019.1599579 

Morris, L. (2007). Permanent Innovat!on: The Definitive Guide to the Principles, Strategies, and 
Methods of Successful Innovators. Research-Technology Management, 50(1), 69–71. 
http://search.ebscohost.com/login.aspx?direct=true&db=buh&AN=23683151&loginpage=
Login.asp&site=ehost-live 

Mubarik, M. S., Devadason, E. S., & Govindaraju, C. (2020). Human capital and export performance 
of small and medium enterprises in Pakistan. International Journal of Social Economics, 
47(5), 643–662. https://doi.org/10.1108/IJSE-03-2019-0198 

Ode, E. (2020). The mediating role of knowledge application in the relationship between 
knowledge management practices and firm innovation. Journal of Innovation and Knowledge, 
5(3), 210–218. https://doi.org/10.1016/j.jik.2019.08.002 

Papa, A., Dezi, L., Gregori, G. L., Mueller, J., & Miglietta, N. (2020). Improving innovation 
performance through knowledge acquisition: the moderating role of employee retention 
and human resource management practices. Journal of Knowledge Management, 24(3), 589–
605. https://doi.org/10.1108/JKM-09-2017-0391 

Pasamar, S., Diaz-Fernandez, M., & de la Rosa-Navarro, M. D. (2019). Human capital: the link 
between leadership and organizational learning. European Journal of Management and 
Business Economics, 28(1), 25–51. https://doi.org/10.1108/EJMBE-08-2017-0003 

Plecas, D., Squires, C., & Garis, L. (2018). The Essentials of LEADERSHIP in Government - 
Understanding The Basics (Second Edi). Len Garis, City of Surrey. 

Purwati, A. A., Budiyanto, Suhermin, & Hamzah, M. L. (2020). The effect of innovation capability 
on business performance: the role of social capital and entrepreneurial leadership on smes 
in indonesia. Accounting, 7(2), 323–330. https://doi.org/10.5267/j.ac.2020.11.021 

Qiang, Z., Wang, J., He, K., & Xu, L. (2023). Potential of Passive Employees: How Servant Leadership 
Can Stimulate Innovation among Control-Oriented Employees. Sustainability (Switzerland), 
15(1), 1–19. https://doi.org/10.3390/su15010144 

Rasheed, M. A., Shahzad, K., & Nadeem, S. (2021). Transformational leadership and employee 
voice for product and process innovation in SMEs. Innovation and Management Review, 
18(1), 69–89. https://doi.org/10.1108/INMR-01-2020-0007 

Rezaei, F., Khalilzadeh, M., & Soleimani, P. (2021). Factors Affecting Knowledge Management and 
Its Effect on Organizational Performance: Mediating the Role of Human Capital. Advances in 
Human-Computer Interaction, 2021. https://doi.org/10.1155/2021/8857572 

Romero-Hidalgo, J. A., Isiordia-Lachica, P. C., Valenzuela, A., & Rodríguez-Carvajal, R. A. (2021). 
Knowledge and innovation management model in the organizational environment. 
Information (Switzerland), 12(6). https://doi.org/10.3390/info12060225 

Rr, E. (2020). The effects of leadership and employee performance on innovation performance 
among indonesian smes. Polish Journal of Management Studies, 21(2), 370–383. 
https://doi.org/10.17512/pjms.2020.21.2.26 

Safriyanti, Y., Musnadi, S., & Putra, T. R. I. (2021). The role of transformational leadership and 
knowledge management in organizational innovation of schools. Education and Self 
Development, 16(1), 40–53. https://doi.org/10.26907/esd16.1.05 



P-ISSN 2355-5181 | E-ISSN  2723-2956  
     

DOI : https://doi.org/10.46806/jkb.v12i1.1103  85 | P a g e  
 

Shahzad, M., Qu, Y., Zafar, A. U., Rehman, S. U., & Islam, T. (2020). Exploring the influence of 
knowledge management process on corporate sustainable performance through green 
innovation. Journal of Knowledge Management, 24(9), 2079–2106. 
https://doi.org/10.1108/JKM-11-2019-0624 

Sijabat, P. M., & Aseanty, D. (2020). The Influence of Transformational Leadership to Organizational 
Innovation and Explorative Learning Mediated by Generalist Human Capital at Oil Company. 
151(Icmae), 340–342. https://doi.org/10.2991/aebmr.k.200915.076 

Singh, S. K., Mittal, S., Sengupta, A., & Pradhan, R. K. (2019). A dual-pathway model of knowledge 
exchange: linking human and psychosocial capital with prosocial knowledge effectiveness. 
Journal of Knowledge Management, 23(5), 889–914. https://doi.org/10.1108/JKM-08-2018-
0504 

Sudrajat, D. (2018). Metode Penelitian dan Pendidikan dengan Pendekatan Kuantitatif. In Y. Arifin 
(Ed.), Penerbit Inputs (2nd ed.). PT. Indo Pustaka Sinergis. 

Sugiyono, D. (2013). Metode penelitian kuantitatif kualitatif dan R&D. In Penerbit Alfabeta (19th 
ed.). ALFABETA. 

Sun, R., Li, S., & Liu, W. (2020). A congruence perspective on how human and social capital affect 
learning capability and innovation. PLoS ONE, 15(4), 1–17. 
https://doi.org/10.1371/journal.pone.0231504 

Supriadi, O. (2020). Did transformational, transactional leadership style and organizational 
learning influence innovation capabilities of school teachers during covid-19 pandemic? 
Systematic Reviews in Pharmacy, 11(9), 299–311. https://doi.org/10.31838/srp.2020.9.47 

Taleb, M. (2023). Linking Green Human Capital, Green Transformational Leadership, Green 
Dynamic Capabilities, and Green Innovation: A Moderation Model. Journal of System and 
Management Sciences, 13(3), 102–127. https://doi.org/10.33168/JSMS.2023.0308 

Thanh, N. H., & Quang, N. Van. (2022). Transformational, Transactional, Laissez-faire Leadership 
Styles and Employee Engagement: Evidence From Vietnam’s Public Sector. SAGE Open, 
12(2). https://doi.org/10.1177/21582440221094606 

Trott, P. (2021). Innovation Management and New Product Development (Seventh Ed). Pearson. 
https://doi.org/10.31686/ijier.vol7.iss9.1568 

 

 

 

https://doi.org/10.46806/jkb.v12i1.1103

	INTRODUCTION
	LITERATURE REVIEW
	Innovation
	Transformational Leadership
	The Impact of Transformational Leadership on Innovation
	Transactional Leadership
	The Impact of Transactional Leadership on Innovation
	Knowledge Management
	The Impact of Knowledge Management on Innovation
	The Mediating Role of Human Capital

	RESEARCH METHODS
	RESULTS AND DISCUSSION
	Analysis of the direct effect of transformational leadership on innovation
	Analysis of the direct effect of transactional leadership on innovation
	Analysis of the direct effect of knowledge management on innovation
	Analysis of the direct effect of human capital on innovation
	Analysis of the direct effect of transformational leadership on human capital
	Analysis of the role of human capital as a mediator variable in the effect of transformational leadership on innovation.
	Analysis of the direct effect of transactional leadership on human capital
	Analysis of the role of human capital as a mediator variable in the effect of transactional leadership on innovation.
	Analysis of the direct effect of knowledge management on human capital
	Analysis of the role of human capital as a mediator variable in the effect of knowledge management on innovation.

	CONCLUSIONS
	REFERENCES

