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Introduction
The Fourth Industrial Revolution, driven by the significant development of the internet and 
digital technology, has paved the way for the groundwork of connectivity between humans and 
machines. One rapidly growing sector in Indonesia, driven by the advancement of intelligent and 
evolving automated and smart shopping industry, is e-commerce. Marhawati et al. (2023) stated 
that e-commerce is a marketing system that utilises internet networks through websites, mobile 
applications or browsers on mobile devices and computers for conducting business transactions, 
including commercial transactions between organisations or individuals. 

Because of the remarkable growth of on-demand e-commerce in Indonesia (with a 449.4% increase 
in revenue by 2022, according to BPS, 2022), quick-commerce (Q-commerce) has emerged as the 
next evolution of e-commerce as it emerged as an investment choice during 2021. Unlike 
e-commerce, which provides a diverse range of products with regular delivery lines (3–6 working 
days), the difference lies in offering rapid delivery of a wide selection of groceries within minutes. 
The rapid delivery service is facilitated through distributed warehouses, commonly referred to as 
dark stores, which enable delivery within 20–60 min (Statista, 2024).

Orientation: As quick-commerce emerges as an evolving extension within the broader 
e-commerce landscape, it requires a deeper understanding of how to effectively manage 
employees to sustain continuous innovation. Implementing appropriate leadership 
practices has been shown to promote the development of employees from varied 
backgrounds and personalities, thereby enhancing innovation and driving organisational 
success.

Research purpose: This study explored how transformational leadership influences the 
relationship between employees with proactive personality and the frequencies of innovative 
work behaviour (IWB) within a quick-commerce organisation, offering insights for 
organisations to enhance team performance.

Motivation for the study: Quick-commerce organisations present novel work processes and 
environments. This research examines how to effectively translate and implement appropriate 
leadership approaches that sustain IWB in these dynamic settings.

Research approach/design and method: Online questionnaires were utilised for data collection 
involving 200 employees working at a quick-commerce organisation. This quantitative 
research approach utilised SEM-PLS (Structural Equation Modelling Partial Least Squares) to 
conduct moderation analysis on processed data.

Main findings: The analysis indicated that proactive personality had a significant positive 
effect on IWB, whereas transformational leadership was found to negatively moderate the 
relationship between proactive personality and IWB.

Practical/managerial implications: The transformational leadership approach is not well-
suited for encouraging employees with proactive personalities to engage in innovative 
behaviour within a quick-commerce environment.

Contribution/value-add: The study shows that transformational leadership is not necessarily 
the best leadership approach for stimulating IWB in a quick-commerce context, potentially 
opening the door for further exploration and discussion on this topic.

Keywords: innovative work behaviour; proactive personality; transformational leadership; 
quick-commerce; moderating variable.
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Quick-commerce has proliferated because of the intelligent 
and evolving automated shopping industry. Delivery 
innovation combined with the convenience of e-commerce 
integrated into smartphone applications benefits consumers 
with limited mobility, particularly in fulfilling their everyday 
needs (Ahmed & Shafighi, 2022; Kurniawan, 2022; Tugberk, 
2021). Statista (2023) predicted that revenue from Indonesia’s 
quick-commerce market segment will reach $2.82 billion 
in  2023. This anticipated growth aligns with the projection 
of  reaching 25.1 million users by 2028, indicating that the 
sector not only holds significant promise for expansion 
but  also plays a pivotal role in enhancing consumer 
accessibility and convenience in online grocery shopping 
through the immediacy of its rapid delivery service and 
further amplified by user-friendly apps and platforms that 
streamline the shopping process. The expansion of the market 
subsequently contributes to the growth of Indonesia’s 
economy.

Despite the optimistic outlook, profitability is a challenge 
owing to the small size of the basket and (limited) volume of 
orders. Inflation is a leading issue impacting shoppers – 
whether in store or online. As reported by Novina on CNBC 
(2022), companies like Happy Fresh have ceased operations 
after a 7-year run, whereas Bananas quick-commerce, 
focusing on groceries, shut down after 10 months of inception 
because of difficulties in adapting its economic model and 
business strategy to market dynamics. One of the quick-
commerce companies that has steadily grown its wings in 
Indonesia until now, surviving the inflation and market 
demands, is ASTRO. Since 2021, ASTRO, a prominent quick-
commerce service in Jakarta, has surpassed the standard 
delivery time, reducing it from 20–60 minutes to just 15–30 
minutes. This enhanced performance is likely because of the 
strategic placement of multiple dark stores across main 
lines on the  Greater Jakarta area (Jabodetabek), coupled 
with the integration of its own exclusive delivery system 
and proprietary product line, enabling efficient outreach to 
even the most distant locations. Additionally, ASTRO 
provides various promotions and discounts through their 
dedicated smartphone app, which customises the interface 
and product recommendations based on customer 
preferences. This level of predictive innovation distinguishes 
ASTRO from its competitors.

According to Reif (2022), the characteristics and demands 
of  organisations engaged in the quick-commerce industry 
emphasise the crucial role of the workforce in achieving 
business success. This includes attributes such as agility, 
adaptability, innovativeness and strong communication 
skills, which are essential for efficiently handling the fast-
paced and dynamic environment of superfast grocery 
delivery services. The innovations or adaptations initiated 
by  employees serve as key components for organisations 
to  distinguish themselves from competitors and attain 
competitive advantages amid the prevailing challenges 
they face (Munir & Beh, 2019; Ramamoorthy et al., 2017).

Within the industrial context where ideas are implemented 
and integrated into existing systems, innovation encompasses 
the creation and application of original concepts that 
influence the theoretical and practical aspects of products or 
services, thereby facilitating novel design and workflow 
processes at small and large scale (Janssen, 2004). According 
to West and Farr (Abun et al., 2023), innovating in 
the  workplace, or innovative work behaviour (IWB) 
fundamentally involves the initiation and utilisation of 
processes, ideas or work procedures relevant to one’s 
role,  group, department or organisation with the aim of 
substantially enhancing individuals or their work environment 
on a daily basis.

Organisations operating in the realm of online transactions, 
such as those in the quick-commerce sector, must ensure that 
their management possesses the capability to recruit 
employees who exhibit positive and proactive personalities, 
as these traits are essential for fostering a dynamic and 
responsive workforce that can effectively navigate the 
challenges of this rapidly evolving market. These individuals 
have the capability of recognising opportunities, willingness 
to face challenges and radiating eagerness to take action 
(Auliya & Wiradendi, 2022; Janssen, 2003) which allow them 
to compete effectively and provide innovation from all 
aspects compared to other traits in customer-centric 
companies operating in the same industry. Individuals with 
proactive personalities also bear a sense of responsibility to 
continually seek ways to enhance their performance and 
improve their environments (Fuller in Kim et al., 2009). 

Structural, cultural and human resource factors are essential 
when examining dynamic and innovative organisations. In 
addition to individual differences, according to Agarwal 
(2014), organisations can continue to evolve and instigate 
change if they encourage employees to invent and introduce 
ideas into their work. This statement is further underpinned 
by research conducted by Bednall et al. (2006), who stated that 
companies or organisations are more likely to thrive and 
prosper when management promotes innovative behaviour 
and engages in endeavours to bring forth and implement new 
concepts that harness the capabilities and knowledge of the 
entire workforce of an organisation. Appropriate leadership 
is  essential for nurturing and encouraging innovative 
behaviour among employees, given the significant influence 
and interaction that leaders have on the perceptions and 
performance of their subordinates (Lin et al., 2022).

Transformational leadership is crucial in adapting to the 
rapid changes in today’s business environment as it involves 
inspiring and motivating employees to enhance dynamic 
capabilities, encourages innovation and drives organisational 
change effectively fostering career adaptability, and 
maintaining mental health to navigate through uncertainties 
and disruptions (Ayaz, 2022; Lan & Chen, 2020; Usman, 
2020). According to Basu and Green (Murniasih, 2023), 
leadership with dominant traits such as transformation 
can  stimulate innovative behaviour among employees by 
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inspiring them to flourish and exceed expected performance 
levels (Edeh & Dialoke, 2020; Khuzwayo et al., 2023; Krause, 
2004; Reuvers et al., 2008). Moreover, leaders in this category 
motivate their subordinates by adjusting their motivations, 
beliefs, values and skills, thereby aligning the individual 
interests and goals of followers in harmony with the vision 
and objectives of the organisation (Goodwin et al., 2001).

Several studies (Afsar et al., 2014; Handoyo & Shari, 2017; 
Khasanah & Himam, 2019) have indicated a simultaneous 
positive and significant effect on both transformational 
leadership and proactive personality on IWB. This is credited 
to the supportive function of transformational leadership in 
facilitating employees’ actualisation of ideas into practical 
solutions within their work processes. However, research on 
the influence of transformational leadership on the causal 
relationship between proactive personalities and IWB is 
limited. Moreover, research examining transformational 
leadership as a moderating variable in the influence of 
proactive personalities on IWB in the quick-commerce sector 
remains largely unexplored.

Research purpose and objectives
The study investigates the influence of transformational 
leadership as a moderating variable on the relationship 
between proactive personality and IWB among employees in 
quick-commerce organisations, especially those that manage 
their own delivery systems and have proprietary grocery 
lines. Furthermore, based on the research findings, it 
provides  practical recommendations for quick-commerce 
organisations, specifically those with their own delivery 
system and own line of groceries, to select the appropriate 
leadership approach and hire individuals with proactive 
personalities for the company, as it influences innovative 
behaviour within the organisation.

Literature review
Innovative work behaviour
Discussions surrounding the construct of innovation 
behaviour have become increasingly prevalent in response 
to  changes caused by the Fourth Industrial Revolution. 
Innovative work behaviour in the workplace serves as a 
process and outcome to enhance organisation productivity 
and improve employee well-being (Oeij, 2018). Innovative 
work behaviour is defined as employees’ intentional creation 
of new ideas and implementation of these ideas within work 
groups to improve performance or generate new outcomes, 
as it beneficially influences individual or organisational 
performance (De Jong & De Hartog, 2007; Janssen, 2000; 
Yuan & Woodman, 2010).

Janssen (2000) identified three aspects of IWB: idea 
generation, idea promotion and idea realisation. Idea 
generation entails identifying existing problems and 
creating useful ideas or solutions. Idea promotion involves 
employees sharing ideas with colleagues to garner support 

and approval for later implementation. Finally, in idea 
realisation, the ideas are manifested as tangible models and 
then applied in the work setting to improve work efficiency. 
Baumann (2011) investigated organisational and individual 
characteristics as supportive factors for IWB. It has been 
found that leadership and personality are key components 
that influence IWB (Baumann, 2011; Hammond et al., 2011).

Proactive personality
Numerous studies have examined which individuals are 
inclined towards IWB, based on the Big Five Personality 
model. Truxillo et al. (2012) asserted that personality traits 
characterised by openness to experience, extraversion, 
goal achievement (conscientiousness) and the exploration of 
new ideas (openness) are key components of a proactive 
personality. Overall, proactive personalities can be 
characterised as individuals who prioritise their interactions 
with their environment, actively shape their circumstances 
and demonstrate resilience in the face of pressure and 
challenges with the goal of enhancing effectiveness in both 
work and life contexts (Auliya & Wiradendi, 2022; Grant & 
Ashford, 2008; Tekeli & Ozkoc, 2022).

Based on research conducted by Bateman and Crant (1993), 
a  proactive personality is shaped by four key aspects: 
recognising opportunities, demonstrating initiative, action, and 
persisting until change is accomplished. Recognising 
opportunities involves an individual’s willingness to 
identify opportunities for future self-development. 
Subsequently, individuals with proactive personalities 
exhibit a proactive inclination to explore. Furthermore, 
they like to explore ideas in the environment. Those with 
proactive personalities persevere in their ideas despite 
facing rejection or obstacles. Previous inquiries have 
depicted a positive relationship between proactive personality 
and IWB (Giebels et al., 2016; Kong & Li, 2018; Parker & 
Collins, 2010; Schwaab et al., 2007).

Transformational leadership
Within an organisation, there is a need for a leader who 
can  act as a catalyst for change, drive organisational 
transformation and effectively guide the organisation 
towards its objectives. Erhan et al. (2022) assert the critical 
role of leaders in companies, particularly in their capacity to 
influence subordinates. Drawing on Burns (Safaria, 2004), 
transformational leadership is characterised by instigating 
changes in subordinates’ values, beliefs, attitudes, behaviours, 
emotions and needs, aiming for a more promising future. 
Transformational leaders serve as exemplary role models 
for their employees, communicate a clear vision and 
motivate the staff to pursue organisational goals (Bass & 
Avolio, 1997, 2005).

As outlined by Bass and Avolio (Eds. 1994), transformational 
leadership is characterised by four components: idealised 
influence, inspirational motivation, intellectual stimulation, 
and individual consideration. Idealised influence pertains 
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to imparting a vision and mission to inspire subordinates 
and demonstrate higher ethical standards. Inspirational 
motivation requires leaders to motivate their subordinates to 
pursue personal and organisational objectives by emphasising 
the significance of tasks and conveying optimism regarding 
future goals. Subsequently, leaders with this disposition 
demonstrate the capacity to heighten awareness of issues 
and sway their followers to adopt novel viewpoints on 
problems. Ultimately, they exhibit the ability to comprehend 
and address each subordinate’s distinct needs through 
empowerment and mentoring. Multiple studies have 
highlighted a constructive association or influence of 
transformational leadership and innovative behaviour among 
employees (Janssen, 2000; Afsar et al., 2014; Handoyo & 
Shari, 2017). However, some studies suggest that 
transformational leadership has a negative effect on IWB 
(Basu & Green, 1997; Ferdinand & Lindawati, 2021) and lacks 
significant influence (Bogar, 2019; Farid et al., 2020).

The influence of proactive personality on 
innovative work behaviour
Researches (Hammond et al., 2011; Windiarsih & Etikariena, 
2018) have been exploring the influence of proactive 
personality as one of the influencers of IWB. Janssen (2003) 
stated that to take innovative action, one must be willing to 
activate one’s idea in one’s environment. Several studies have 
also shown that a proactive personality has a significantly 
positive association with IWB (Li et al., 2016; Pons et al., 2016). 
This is because people with proactive personalities can 
actively promote their ideas. Therefore, it is easier for them to 
gain the support required to implement these ideas.

Transformational leadership as a moderating 
variable in the influence of proactive personality 
towards innovative work behaviour
Discussions on workplace behaviour are intricately linked 
to  a  multitude of factors, including human resources, 
environmental dynamics, demographic elements and inherent 
characteristics of the company. Leadership has emerged as 
one  of the key factors driving innovative behaviour in the 
workplace (Hennessey & Amabile, 2010; Mumford & Gustafson, 
1998). Sudibjo and Prameswari (2021) explain that enhancing 
innovation within an organisation is best achieved not 
only  through research and development efforts, but also by 
prioritising the IWB exhibited by employees themselves.

According to Helmy and Saputri (2021), small and medium-
sized enterprise (SME) leaders in the Kebumen area 
who  exhibit transformational leadership tendencies are 
likely to encourage proactive employees to explore novel 
approaches to their tasks. In a study by Engelen et al. (2012) 
involving 790 employees across SMEs in Austria, Germany, 
Singapore, Switzerland, Thailand and the United States, 
intellectual stimulation within transformational leadership 
was found to moderate IWB.

Transformational leadership can effectively stimulate 
employees’ desire to create new things (Pradhan & Jena, 2019).  

Furthermore, transformational leadership can also strengthen 
new ideas and concepts by challenging others, persuading 
subordinates to take calculated risks, offering individual 
assistance and feedback and encouraging intellectual 
stimulation (Tănase & Alexandru, 2020).

Mubarak et al. (2021) conducted research among 
employees at 259 SMEs in Pakistan and found that a 
proactive personality exerted a positive influence on IWB, 
directly and indirectly. This  influence was moderated by 
transformational leadership and mediated by work 
engagement. The research further explained that 
transformational leadership influenced individuals with 
proactive personalities by prompting them to generate 
fresh ideas and solutions. Based on the abovementioned 
discussion, the following conclusions were drawn as is 
also depicted in Figure 1:

H1: �Proactive personality has a positive and significant influence 
on IWB.

H2: �Transformational leadership strengthens the influence of 
proactive personality on IWB.

Research design
Research approach
This study employed a quantitative methodology (Azwar, 
2011), as it is considered the most suitable method for 
the  research problem, objectives and aims, as asserted by 
Creswell and Creswell (2017). Statistical data analysis 
facilitated the measurement and clarification of the 
transformational leadership as moderating variable in the 
influence of proactive personalities on IWB. We utilised the 
Structural Equation Modelling Partial Least Squares (SEM-
PLS) software to test the data and hypotheses in this 
research, owing to its investigative approach and the 
intricate framework that  incorporates a moderating 
variable. Prior to the implementation of psychometric 
assessments, preliminary interviews were conducted with 
selected managerial staff within the company. This step was 
crucial to ascertain the significance of the foundational data 
in identifying the presence of the variables under 
investigation.

Research model
Respondents
The population of this research comprised employees 
working at the main business office in different departments 

Transforma�onal leadership

Proac�ve personality Innova�ve work behaviour

FIGURE 1: Conceptual research model.
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and in the field of quick-commerce in Jakarta, Indonesia. 
Questionnaires were distributed to 480 employees using a 
convenience sampling technique, resulting in a total of 200 
responses received (N  =  200). The participants were at 
managerial and non-managerial levels (Operator  =  16.5%; 
Staff = 25.5%; Officer = 8.5%; Analyst = 4.5%; Associate = 3%; 
Admin  =  7%; Auditor  =  2%; Engineer  =  7%; Specialist  = 
2.5%;  Supervisor  =  4%; Manager  =  7.5%; Lead  =  7.5%; 
Head  =  3%). The participants were predominantly male 
(57%). Fifty-eight per cent (58%) of the respondents were 
aged between 30 and 40 years. Most participants (91%) had 
completed their bachelor’s degrees. Half of the respondents 
were staff  (25.5%), operator (16.5%) and officer (8.5%), 
while  the rest represented the professional and managerial 
levels. 

Measurements
This study used a structured survey instrument to collect 
data to assess IWB, proactive personalities and transformational 
leadership. The IWB questionnaire consisted of an English-to-
Indonesian translated scale by Etikariena and Muluk (2014) 
based on the original scale with three aspects of the IWB 
developed by Janssen (2003), which was later modified to fit 
the population. The scale was translated and verified with 
the assistance of the Language Centre at the University of 
Indonesia (UI) to ensure linguistic validity. Aspects measured 
include idea generation, idea promotion and idea realisation 
with a six-point Likert scale (1 = never, 6 = always).

The proactive personality scale is a self-reported questionnaire. 
This scale consisted of an English-to-Indonesian translated 
short version of the scale by Masiroh (2019) based on the 
original scale containing four aspects of proactive personality 
developed by Seibert et al. (1999). The scale was translated 
and verified with the assistance of the  external language 
centre, and later modified to fit the  population. Aspects 
measured include identifying opportunities, showing 
initiative and acting and persevering until meaningful 
change is achieved with a six-point Likert scale (1 = strongly 
disagree, 6 = strongly agree). 

The transformational leadership questionnaire is based on 
subordinates’ perceptions of their superiors, measured using 
an English-to-Indonesian translated scale developed by 
Murniasih (2023) based on the original scale with four 
aspects  of transformational leadership constructed by Bass 
(Hemsworth et al., 2013). These aspects include inspirational 
motivation, idealised influence, individualised consideration 
and intellectual stimulation with a six-point Likert scale 
(1 = strongly disagree, 6 = strongly agree). 

Research procedure 
Questionnaires were distributed online to collect data from 
the sample of employees. This method was used to achieve 
cost efficiency, save time and allow researchers to approach 
the employees evenly. Online questionnaires were distributed 

to the participants via an email distributed by the HR 
department on the company’s internal platform. 
Subsequently, the HR department distributed it to all 
employees via an official email. A notice was provided at the 
onset of the survey to clarify the study’s objectives and 
discuss possible ethical considerations, such as confidentiality, 
autonomy and anonymity. 

Results 
Measurement model/Outer model analysis
This study used SEM-PLS to examine the reliability and 
validity of the instrument to explain the relationship between 
the latent variables which are transformational leadership, 
proactive personality and IWB with their aspects. An item is 
deemed valid if it exhibits an outer loading value greater 
than 0.7 and possesses an average variance extracted (AVE) 
greater than 0.5 (Abdullah, 2015). Table 1 presents the item-
loading for IWB, proactive personality and transformational 
leadership. Based on the outer loading analysis, all items 
exceeded the limit of the loading factor (>  0.7). Then 
based  on  AVE values of IWB, proactive personality and 
transformational leadership scale items, the results in Table 1 
indicate that all items fulfilled the benchmark of convergent 
and discriminant validity (>  0.5). All three scales showed 
reliability scores higher than 0.7, implying these instruments 
were reliable (Table 1). 

Structural model/Inner model analysis
An inner model analysis using partial least squares (SEM-
PLS) was conducted in this study to determine the strength 
and direction of the causal relationship between proactive 
personality and IWB, and transformational leadership as a 
moderating factor in this relationship among employees 
working at a quick-commerce organisation. The findings of 
the bootstrapping test on hypothesis 1 (Table 2) revealed that 
proactive personality had a positive and significant influence 
on IWB (O  =  0.474; t  =  6.317; p  =  0.000). However, Table 2 
indicates that transformational leadership as a moderating 
variable has a negative value and did not exhibit a significant 
moderating effect (O =  -0.088; t-values = < 1.99; p = 0.274). 
Therefore, the second hypothesis is rejected. The strength of 
the moderating effect, based on Cohen’s (1988) criteria of 
effect size, bootstrapping analysis on Table 2 (f-Square ≥ 0.03) 
is small.

Table 3 shows an analysis to examine the influence of various 
elements of transformational leadership on IWB, aiming to 
substantiate the rejection of the hypothesis in this study. The 
findings in Table 3 show that two of the transformational 
leadership elements, namely, inspirational motivation and 
intellectual stimulation negatively affect IWB. Individual 
consideration and idealised influence, however, induced 
a  positive effect on IWB (Table 3). Yet none of the 
transformational leadership elements provide significant 
values.
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TABLE 1: Factor analysis and loading of the items (cross-loading); innovative work behaviour, proactive personality and transformational leadership (N = 200).
Items Aspects AVE α

IG IP IR IO SI TA P II IM IS IC

IWB 1 0.948 - - - - - - - - - - 0.823 0.941
IWB 2 0.942 - - - - - - - - - - - -
IWB 3 0.826 - - - - - - - - - - - -
IWB 4 - 0.866 - - - - - - - - - 0.710 -
IWB 5 - 0.849 - - - - - - - - - - -
IWB 6 - 0.812 - - - - - - - - - - -
IWB 7 - - 0.834 - - - - - - - - 0.804 -
IWB 8 - - 0.937 - - - - - - - - - -
IWB 9 - - 0.917 - - - - - - - - - -
PR 1 - - - 0.807 - - - - - - - 0.642 0.916
PR 2 - - - 0.852 - - - - - - - - -
PR 3 - - - 0.823 - - - - - - - - -
PR 4 - - - 0.716 - - - - - - - - -
PR 5 - - - - 0.895 - - - - - - 0.794 -
PR 6 - - - - 0.886 - - - - - - - -
PR 7 - - - - - 0.929 - - - - - 0.860 -
PR 8 - - - - - 0.926 - - - - - - -
PR 9 - - - - - - 0.919 - - - - 0.840 -
PR 10 - - - - - - 0.914 - - - - - -
KT 1 - - - - - - - 0.855 - - - 0.766 0.981
KT 2 - - - - - - - 0.887 - - - - -
KT 3 - - - - - - - 0.889 - - - - -

KT 4 - - - - - - - 0.897 - - - - -
KT 5 - - - - - - - 0.887 - - - - -
KT 6 - - - - - - - 0.895 - - - - -
KT 7 - - - - - - - 0.850 - - - - -
KT 8 - - - - - - - 0.840 - - - - -
KT 9 - - - - - - - - 0.900 - - 0.812 -
KT 10 - - - - - - - - 0.896 - - - -
KT 11 - - - - - - - - 0.899 - - - -
KT 12 - - - - - - - - 0.909 - - - -
KT 13 - - - - - - - - - 0.894 - 0.833 -
KT 14 - - - - - - - - - 0.928 - - -
KT 15 - - - - - - - - - 0.913 - - -
KT 16 - - - - - - - - - 0.915 - - -
KT 17 - - - - - - - - - - 0.875 0.832 -
KT 18 - - - - - - - - - - 0.908 - -
KT 19 - - - - - - - - - - 0.933 - -
KT 20 - - - - - - - - - - 0.932 - -

IG, idea generation; IP, idea promotion; IR, idea realisation; IO, identify opportunity; SI, show initiative; TA, taking actions; p, persevere; IC, inwdividualised consideration; II, idealised influence; IM, inspirational 
motivation; IS, intellectual stimulation; IWB, innovative work behaviour; AVE, average variance extracted; α, Cronbach’s alpha; PR, proactive personality; KT; transformational leadership.

TABLE 3: Summary on bootstrapping analysis of transformational leadership aspect on innovative work behaviour.
Transformational leadership O M STDEV t-statistics p

IC -> IWB 0.09 0.09 0.20 0.46 0.643*
II -> IWB 0.24 0.19 0.20 1.16 0.246*
IM -> IWB -0.17 -0.11 0.20 0.85 0.396*
IS -> IWB -0.07 -0.05 0.22 0.32 0.746*

O, original sample; M, sample mean; STDEV, standard deviation; IC, individualised consideration; II, idealised influence; IM, inspirational motivation; IS, intellectual stimulation; IWB, innovative 
work behaviour.
*, p ≤ 0.01.

TABLE 2: Structural model/inner model analysis; summary of bootstrapping on moderating effect.
Construct R2 f 2 O M STDEV t-statistics p

Proactive Personality > IWB 0.26 0.29 0.47 0.46 0.07 6.14 0.000*
Moderating Effect (Transformational Leadership 
> IWB*Proactive Personality)

- 0.03 -0.09 -0.08 0.08 1.09 0.274*

O, original sample; M, sample mean; STDEV, standard deviation; IWB, innovative work behaviour.
*, p ≤ 0.01.
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Discussion
Outline of the result
The main result indicates that proactive personality has a 
significantly positive influence on IWB, implying that a 
greater prevalence of proactive personality traits among 
employees correlates with a greater prevalence of IWB in the 
dynamic environment of quick-commerce. Using both 
empirical and hypothetical mean scores, descriptive analyses 
were conducted to gain an understanding of the distribution 
of responses for the variable. On IWB, 75% of the responses 
were on a high level (µ  =  31.5; σ  =  7.5). For proactive 
personality, 75% of the responses were on moderate or 
medium level (µ  =  35; σ  =  8.3), while for transformational 
leadership, 45% of the responses were on moderate or 
medium level (µ = 70; σ = 16.7).

From an organisational standpoint, a proactive personality 
can be regarded as pivotal in enhancing creativity and 
generating new ideas within the workplace environment. 
These ideas can assist companies competing in the market 
and capitalising on opportunities (Alikaj et al., 2021; Shalley 
& Gilson, 2004; Song & Lee, 2020).

Another key insight revealed by this study is that 
transformational leadership did not demonstrate the 
anticipated moderating influence on the causal relationship 
between proactive personality and IWB. This suggests 
that  rather than strengthening the causal relationship, 
transformational leadership failed to fulfil its expected role. 
Innovative behaviour is a complex concept that can be 
affected by numerous external and internal factors such as 
intellectual capabilities, family, culture, education and 
economic standards (Rosing et al., 2011). Table 2 supports 
findings from previous research (Chen et al., 2009) that 
transformational leadership within this quick-commerce 
company is not the dominant factor influencing employees’ 
IWB (f 2 = 0.03 / 3%).

Transformational leadership emphasises the development of 
individuals within the corporate ecosystem, focusing on 
the  human aspect (people-oriented). This development is 
achieved through values, organisation vision and personal 
values. Transformational leaders are keen to share their 
passion and energy to inspire subordinates to exceed 
their  work standards (Hüttermann & Boerner, 2011). The 
characteristics of transformational leadership have a positive 
influence on job characteristics that rely on continuous 
thinking, interdependence and communication (Basu & 
Green, 1997; Ferdinand & Lindawati, 2021; Lima & Carvalho, 
2023). However, in this study, transformational leadership 
did not show a significant influence on IWB.

In the case of the quick-commerce company where this 
study  was conducted, some of the subjects are employed 
in  fields that allow for autonomy in performing their 
tasks  without the need for direct supervision from their 
superiors (Warehouse = 7.5%; Operations = 7.5%; IT = 8.5%; 

Legal  =  4.5%; QA/QC  =  4%; Supply  =  3.5%; Data  =  2%; 
Logistics = 1.5%; Finance & Accounting = 4.5%). Consequently, 
this type of working department could explain why 
transformational leadership did not exhibit a positive 
moderating effect. That leadership approach is less 
effective  when applied to job types with low levels of 
interdependence, where employees can perform their 
functions independently without profound guidance from 
a  leader, strict regulations or tasks that do not require 
high levels of interpersonal cooperation. Transformational 
leadership, which generally functions to control change 
within an organisation (Aprilita, 2012), relies on continuous 
workplace communication. 

This leadership style is most effective in work environments 
that predominantly involve idea generation, are dynamic and 
flexible and demand high levels of collaboration and 
cooperation (Podsakoff in Wang et al., 2011). Examples include 
departments or divisions in research and development, 
FMCG, marketing and sales, strategic planning and business 
development. However, in the data we acquired, total 
respondents from the department, as mentioned earlier, were 
less represented (FMCG  =  6.5%; Marketing  =  9%; 
Commercial  =  10%; Business  =  4%). The low representation 
from these departments could explain why transformational 
leadership did not demonstrate a strong effect within the 
quick-commerce work environment.

In addition to internal and external factors that could 
influence the moderation effect of transformational 
leadership as measured in this study, the presence of a 
predominant Generation Y (1982–2000) among the 
participants could also have contributed to the negative 
results obtained for transformational leadership as a 
moderating factor. Anantatmula and Shrivastav (2012), for 
example, suggested that Generation Y tends to be more 
independent in the workplace, preferring flexibility, more 
freedom and as motivation, financial incentives.

In today’s dynamic business landscape, companies, especially 
those in quick-commerce, encounter multifaceted challenges 
and ever-changing markets. Embracing cultures championing 
learning, ethics, diversity, innovation and adaptability is 
pivotal to their success (Ramana et al., 2024). In these 
companies, managers, employees and stakeholders are 
encouraged to express new ideas, be creative and take risks 
wisely (Dobni, 2008).

Practical implications
The insights of this research provide fresh perspectives on 
practical implications for businesses and leadership practices 
within emerging organisations arising from the evolution 
of  the Fourth Industrial Revolution. Firstly, the findings 
emphasise the importance of aligning leadership approaches 
with organisational goals and employee traits, which, in 
turn, may enhance or diminish their contribution to the 
success of the organisation. 
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Secondly, the study indicates that for quick-commerce 
organisations, transformational leadership failed to act as a 
moderating variable in influencing workers’ proactive 
personalities towards IWB. In addition to transformational 
leadership, several other leadership styles could positively 
influence the development and fostering of innovative 
behaviour in the workplace. 

Organisations in highly uncertain yet competitive industries, 
such as quick-commerce, should consider fostering a work 
environment that encourages autonomy, risk-taking and 
idea generation, while still providing the utmost support 
and guidance. By striking this balance, management can 
optimise the proactive nature of its workforce to drive 
innovation and augment its competitive edge in the 
commercial landscape. Furthermore, the results emphasise 
that transformational leadership does not serve well in 
elevating IWB among employees if they already have 
proactive personalities.

In contrast to transformational leadership, which acts as a 
catalyst for change and guides employees in alignment with 
the organisation’s vision and mission, relying strongly on 
communication to influence employees, other leadership 
approaches, such as complexity leadership, may be more 
suitable to the quick-commerce context. Complexity 
leadership facilitates effective learning and adaptability 
among leaders and employees (Zenouzi & Deghan, 2021). 
Unlike various leadership concepts that emphasise 
leader–follower interaction or top-down control, complexity 
leadership is a style that focuses on supporting interdependent 
collaborative systems and creating an environment in 
which  employees are engaged (bottom-up), competent 
and empowered to solve problems innovatively, regardless 
of their position within the organisation (Uhl-Bien & 
Marion, 2009).

Limitations and recommendations
This study had several limitations. Firstly, the methodology 
presents a structural framework with a moderation analysis 
conducted using SEM. Future research could benefit from 
using other research approaches and designs, such as 
qualitative, cross-sectional or longitudinal approaches, to 
further generalise the findings of this study. Secondly, the 
study centred on a particular sample or population in a 
specific work environment. (e.g., employees of quick-
commerce organisations that operate their own product 
lines and delivery systems.). Hence, the applicability of the 
findings to alternative industries is not representative of 
those in other sectors. In addition, a comparative analysis 
spanning different situations, industries and demographics 
is required to determine potential variations in the 
significance of IWB predictors. Such research can 
offer deeper insights into the correlations among proactive 
personalities, transformational leadership and IWB within 
diverse contexts.

Conclusion
The implementation of novel ideas has the potential to 
prolong an organisation’s lifespan by enhancing sustainable 
and effective internal processes, thereby yielding high-
quality work outcomes. As these objectives are achieved, 
competitive advantage can be sustained (Messmann & 
Mulder, 2012). This study investigates how transformational 
leadership moderates the causal relationship between 
proactive personalities and IWB among employees working 
in a quick-commerce organisation. The study indicates that 
employees with proactive personalities tend to exhibit 
innovative behaviours independently, without the necessity 
of transformational leadership influence. These findings 
contrast those of numerous studies concerning the positive 
effects of transformational leadership.

However, moderating analysis revealed that transformational 
leadership did not significantly influence the relationship 
between proactive personality and IWB. This observation and 
the result data suggest that transformational leadership is not 
well-suited for implementation in a quick-commerce 
environment. Employees with a proactive personality require 
an appropriate leadership style tailored to their needs and 
preferences to enhance productivity further.
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