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Abstract—This paper was to investigate the impact of
transformational leadership and perceived organizational
support on employee’s creativity in PT. Omni Intivision. Data
obtained directly through a questionnaire submitted to 117
respondents, namely to employees in the television industry. The
research design used is hypothesis testing. The analytical method
used in this study is the structural equation sample (SEM) using
the Amos program. The results of this study are that there is a
positive influence between transformational leadership on
employee creativity. Meanwhile, perceived organizational
support does not affect employee creativity.
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I. INTRODUCTION
Industrial revolution 4.0 (four points zero) is the fourth
phase of the course of the industrial revolution, which began in
the 18th century with very rapid changes related to all
dimensions of life with the existence of digitalization of the life
sector, including in the television industry. The television
industry functions as a news and entertainment messenger
through audio-visuals where information conveyed through
images and sound. So much public interest in television media,
so that makes a lot of television stations popping up over time.
Originally Indonesia only had one television station, namely
TVRI (Televisi Republik Indonesia); besides TVRI there are
TPI, RCTI, SCTV, ANTV, INDOSIAR, TV ONE, and many
more television stations the other. The competition between
television station companies is undoubtedly inevitable.
Therefore, creative human resources are needed. Human
resources have a major role in every company activity to
survive in facing the challenges of competition. Employees
Creativity has emerged as a possible source of competitive
advantage because it enhances organizational performance and
increases success and survival, based on its ability to create
new knowledge and innovations [1,2].
Employees' creativity is a way to generate new ideas that
are useful [3]. Creativity comes from thinking, skills, and
expertise based on formal education and experience in each
person [4]. Creativity defined as a way to create something

valuable and useful, ideas, procedures, and processes by
individuals who work in an organization [5]. Every
organization needs creative human resources because creativity
has become a necessity of various tasks and jobs [6,7].
Employees' creativity is very important because creativity can
handle problems that create superior performance [8,9]. So the
employee's creative attitude will add to the organization's
value. Factors that support employee creativity are
transformational leadership and perceived organizational
support.
II. LITERATURE REVIEW
Transformational leadership can support employees'
creativity because, specifically, transformational leadership is
closely related to creativity. Transformational leadership
inspires subordinates to work beyond their abilities [10]. This
leadership includes employees, so they feel proud to be valued.
Transformational leadership has 4 (four) dimensions, namely:
idealized influence, inspirational motivation, intellectual
stimulation, and individualized consideration [11]. In addition
to transformational leadership, other factors can increase
employee creativity, namely perceived organizational support.
Perceived organizational support can improve employee
creativity through commitment and employee concern for the
organization also explain perceived organizational support as
the sensitivity and perception of employees regarding the
extent to which their involvement is valued and recognized by
the organization [12,13]. With the support of the organization,
employees will feel protected and trust the organization.
Previous research on employee creativity in the Jordanian
banking sector through the mediating effect of perceived
organizational support in which the results show that
transformational leadership positively affects several
dimensions of employee creativity and seen organizational
support. However, perceived organizational support was not
significantly related to several dimensions of employee
creativity. Also, the mediating effect of perceived
organizational support on the relationship between
transformational leadership and several dimensions of
employee creativity found to be insignificant.
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Transformational leadership can create a climate where
creative ideas are more likely to arise by motivating followers
to develop new ideas, show confidence and not blame them
when new ideas fail [14]. Some researchers have shown that
transformational leadership has an essential role in providing
support and encouragement to employees, to engage
employees, and to show their creativity [15-17]. Thus, it shows
that transformational leadership positively influences
employees' creativity. Perceived organizational support is the
employee's perception of their commitment to the organization,
which engagement can improve performance through
employee creativity [18]. Thus, perceived organizational
support also positively influences employee creativity.
III. METHODS
This study refers to research that has been done by Ayoub
et al [19]. This study was conducted to examine the effect of
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transformational leadership, perceived organizational support,
and orientation learning on employee creativity.
The scale technique used in this study is a Likert scale from
1 to 5, where 1 = strongly disagree, 2 = disagree, 3 = quite
agree, 4 = agree, and 5 = strongly agree. Independent variables
are transformational leadership and perceived organizational
support. And the dependent variable in this study is employee’s
creativity. This research collected data directly to answer the
problem and research objectives. Thus, the data used are
primary data, data collection is done by distributing
questionnaires. The unit of analysis used is an employee. Data
obtained by distributing questionnaires. The number of samples
in this study were 117 respondents. Transformational
leadership variables, perceived organizational support, and
employees' creativity and validity, can be seen directly in Table
1.

VALIDITY AND RELIABILITY TEST RESULTS

Statement Items
p-value
Transformational Leadership Variable
I feel proud to be associated with the leadership.
0.777
I have confidence in the leadership.
0.616
The leader has a mission that he spread to me.
0.633
The leader always expresses satisfaction when his expectations are met.
0.501
I have confidence in the values given by the leadership.
0.549
The leadership has shown unusual competence.
0.613
The leader appreciates my achievements.
0.647
The chairman set the standard for my work.
0.815
The leadership is always optimistic in discussing the company's future.
0.651
I have trust in the leadership.
0.720
I was encouraged to be smart in solving problems.
0.787
I am encouraged to give an opinion accompanied by reasons that make sense.
0.677
Leaders encourage employees to dare to convey ideas.
0.780
Leaders always pay attention to employees, especially if they encounter difficulties.
0.552
The leader always helps what becomes difficult and how to overcome it.
0.693
Leaders always give appreciation when employees do a good job.
0.621
The leadership always provides supervision and assistance to every employee.
0.637
My leader is an active listener.
0.568
Leaders always support the development of employees themselves.
0.559
Perceived Organizational Support Variable
Procedural justice is applied consistently.
0.872
I feel justice is free from deviations.
0.763
I get justice for my work.
0.777
The chairman respects my opinion.
0.527
The leadership cares about employee welfare.
0.605
The leader considers what the employees' goals and values are.
0.524
Employees Creativity Variable
Leaders suggest new ways to achieve goals.
0,800
Leaders suggest new ideas that are practical for improving performance.
0.807
I was encouraged to fight for the ideas they have.
0.656

Cronbach's Alpha

Decision

0.733

Valid and Reliable

0.670

Valid and Reliable

0.606

Valid and Reliable

0.654

Valid and Reliable

0.727

Valid and Reliable

0.620

Valid and Reliable

0.626

Valid and Reliable
Source: Amos processing data results

Data analysis method in this research is structural equation
sampling (SEM) which is used to analyse the relationship or
influence of independent variables on the dependent variable
TABLE II.
Goodness of fit index
Chi-Square (X2)
Probability
NFI
TLI
CFI
RMSEA

that forms the path. In the structural equation sampling analysis
program used is Amos.

MODEL FEASIBILITY TEST RESULT

Criteria (cut-off value)
Close to 0
≥0,05
≥0,90
≥0,90
≥0,90
≥0,10

Indicator Value
44,966
0,006
0,741
0,971
0,848
0,087

Conclusion
Poor of Fits
Poor of Fits
Marginal of Fits
Good of Fits
Marginal of Fits
Marginal of Fits

Source: Amos data processing result
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