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Abstract 

This study aims to find, analyze, and describe information about internal and external factors that 

contribute to teacher creativity development, alternative strategies that can be determined, and priority 

strategies that can be applied in teacher creativity development at Senior High School. This research a 

field research using descriptive-analytic method. Data obtained from observation, literature study, key 

informants, and experts involved in teacher creativity development at Senior High School. The result of 

this study indicates three things. First, the internal factors are having an interesting and inspiring vision, 

but it is inadequate in the availability of infrastructure. External factors are the government's 

commitment but need to accommodate the increasing demands and expectations of the community 

towards improving teacher competence. Second, alternative strategies for developing teacher creativity 

are implementing integration strategies. Third, priority strategies are teacher empowerment-based 

development blueprints, program synchronization through partnership, enhancing cooperation and 

partnerships to increase principal managerial competencies and skills, as well as the fulfillment of 

teachers' facilities and needs.  
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1. Introduction 

Innovation has become an important tool to keep on anticipating the rapid changes that are full of 

competition in the current Digital Age. Schools, as well as in business organizations, as suggested by 

Gautschi [2001] that organizations offering old products and services may no longer be able to survive, 

especially in developing countries, that is why innovation should be emphasized continuously. This has 

forced schools to innovate to meet the needs of stakeholders. Innovative ideas and services have become a 

source of competitive advantage and opportunities for school progress and success meet community 

needs. Schools will have difficulty surviving if the services provided do not meet expectations. 

The success of school as a service industry is determined by the creative and innovative services 

provided. Ostrom et al. [2010] explained that the success of the service industry relies mainly on 

innovative services. Moller et al. [2008] also suggested that innovative services play an important role in 

shaping value creation. Moreover, Chapman et al. [2003] have proven that innovative services have 

become a means of gaining greater market share. A number of studies prove that innovation is made from 

creative ideas. Robinson and Beesley [2010] found that innovation and creativity are intrinsically related. 

Beesley and Cooper [2008] stated that creativity is the emergence of new ideas. In line with this view, 

Robinson and Beesley [2010] explain that innovation requires the application of creative ideas. On this 

side, it should be believed that in order to be able to provide innovative services, schools need to develop 

teacher creativity so that they always get new ideas in developing innovative learning models according 

to the needs and progress of the times. 

The creativity development of teacher needs help, guidance, and direction from the principal. A 

number of creativity researchers have proven that a leader is a key factor in developing employee 

creativity. Amabile et al. [2004] in his study reported that the behavior of a leader is a key factor at work 

that determines creativity among individuals. Shalley and Gilson [2004] suggest that leaders can have a 

deep contextual impact on employee performance to produce creative and innovative results. Innovation 

and creativity of employees requires the intervention of leaders to be able to overcome complex problems 

faced by providing innovative solutions [Williams and Foti, 2011]. That is why, leaders have great 

strength and influence by providing support, assistance, and guidance to develop creativity. Developing 

teacher creativity can be done through transformational leadership [Cummings & Oldham, 1997].  

This research is important and interesting considering that the leadership literature shows that 

transformational leaders have a more significant role in creating and forming conditions that facilitate 

creativity. Even a number of researchers, including Scott & Bruce [1994] and Tierney et al., [1999], show 

that transformational leaders play a key role and have better relationships with their followers in creating 
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a supportive climate which promotes employee creativity [Çekmecelioğlua and Özbağb, 2012]. But 

Vessey et al. [2014] indicated that the empirical research literature is actually unclear. In addition to the 

positive relationships reported in the empirical research described above, other studies have found an 

incorrect relationship between transformational leadership and follower creativity [Jaussi & Dionne, 

2003]. In fact, Basu & Green's [1997] and Lee [2008] research did not find a significant relationship 

between transformational leadership and innovative work behavior. 

In addition, a meta-analytic study conducted by Hammond et al. [2011] shows that there is a high 

degree of variation in the strength of the relationship between transformational leadership and creative 

behavior and innovative followers, which indicates that this relationship depends on other variables such 

as type of task, role expectations, and followers' characteristics. Moreover, the literature review of Rosing 

et al. [2011] shows that transformational leadership is not always related to employee creativity in all 

situations, and further research is needed to identify boundary conditions that moderate this relationship. 

This study was intended to respond to these matters by trying to reconstruct teacher creativity 

development through transformational leadership. A number of factors were identified and analyzed that 

contribute to teacher creativity development. The dimensions of transformational leadership, as developed 

by Bass [1985], which encouraged the teacher creativity development were also analyzed to reconstruct 

the teacher creativity development at Senior High School. 

2. Internal and External Factors for Teacher Creativity Development 

Internal factors for the teacher creativity development at senior high schools include strengths and 

weaknesses. While external factors, including opportunities and threats. The collected data is processed 

and analyzed qualitatively by considering the dimensions of transformational leadership to map internal 

and external factors that influence the teacher creativity development. The results are mapped in the 

SWOT diagram. 

2.1 Internal Factors 

Internal Factors Evaluation [Table 1] shows that the main strength possessed by Senior High 

School in developing teacher creativity is having an interesting and inspirational vision [weight of 0.091, 

rating 4, score of 0.364]. This vision is interesting and inspiring for 3 reasons. First, it contains 3 

intelligences that are aspired to materialize in this school, namely Intellectual [broad-minded], Emotional 

[independent, disciplined, creative], and Spiritual [personality based on faith to God Almighty] 

Questions. Second, this vision is always as source of inspiration for the teacher in carrying out their duties 

and responsibilities. Third, this vision contains multi cultural aspects. The inspiring vision was a very 
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important factor influencing the teacher creativity development at school. It is a major strength factor 

which is the key to success that must be maximized. The use of these key success factors must be 

supported by other factors so that the potential of the school can be maximized and the teacher creativity 

development can be achieved. 

Table 1: Internal Factor Evaluation (IFE)  

Nu Strengths Weight Rating Score 

1 having an interesting and inspirational vision 0.091 4 0.364 

2 teachers have motivation and a high commitment at work 0.064 4 0.256 

3 principal also has adequate competencies 0.070 3 0.210 

4 the character of the principal who is able to create admiration, 

respect, and strong trust 0.077 4 0.308 

5 principal also showed a strong determination to make changes 0.074 4 0.296 

6 principal acted as mentor 0.066 3 0.198 

7 principal also showed high confidence in the teacher's ability 0.081 4 0.324 

 Total 0.523  1.956 

Nu Weaknesses Weight Rating Score 

1 principal is less able to mobilize and maintain teacher 

creativity development activities 
0.071 1 0.071 

2 the availability of inadequate school facilities 0.058 1 0.058 

3 teacher creativity development through training or workshop 

has not been well programmed 
0.077 2 0.154 

4 the creative behavior of teachers in inadequate learning 0.097 2 0.194 

5 role of teacher organizations that is less optimal  0.063 1 0.063 

6 Efforts to meet teacher needs are less optimal 0.110 2 0.220 

 Total 0.477  0.687 

 Weighted total score   2.643 

 

Another strength is that teachers have motivation and a high commitment at work [weight 0.064, 

rating 4, score 0.256]. This can help increase self-confidence, transmit a positive attitude, and create a 

conducive, comfortable and pleasant climate and learning environment. Matthieu & Zajac [1990] suggest 

that an important element for improving performance is employee commitment. They conducted a meta-

analysis in which the assessment and measures of work were used as performance criteria. In addition, 

Meyer et.al. [2004] explained that labor is committed to providing benefits to individuals, in terms of job 

satisfaction and role effectiveness, which in turn benefits the organization. The benefits of commitment to 

the organization are organizational effectiveness, reduced absenteism and extra behavioral roles 

[Matthieu & Zajac, 1990]. Mowday et.al. [1982] explain that committed employees are considered more 

active. Morrow [1993] added that commitment could encourage employees to work harder. Moreover, 
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Mowday et al. [1982] state that though the relationship between commitment and performance is weak, 

the level of commitment remains a high influence for the teacher creativity development  at school. 

The next strength is principal has adequate competencies [weight 0.070, rating 3, score 0.210]. 

The principal's expertise can increase self-confidence in influencing teachers. Bass and Riggo [2006] 

stated that leadership must pay attention to followers' self-confidence to commit and participate at work. 

The principal has responsibilities and important roles in the teacher creativity development program. 

Bredeson and Olof [2000] identified four key roles of school principal in influencing teacher 

performance, namely: (1) steward (servant, manager, administrator); (2) models (for inspiring); (3) 

experts; (4) instructional leaders. The principal should display behavior that is able to create a conducieve 

work climate to encourage creativity and innovation. Wang et al. [2013] suggested that direct supervisor 

leadership behavior is an important factor that determines subordinates' perceptions of the work climate. 

Amabile et al. [2004] reported that the behavior of a leader is a key factor in the work environment that 

determines creativity among individuals. Creativity researchers have determined that leaders can have a 

deep contextual impact on employee performance to produce creative and innovative results [Shalley & 

Gilson, 2004]. 

Another strength that supports the teacher creativity development is the character of principal who 

is able to create admiration, respect, and strong trust [weight 0.077, rating 4, score 0.308]. Leaders who 

show the ideal influence of being willing to take risks and be consistent, can be relied upon to do the right 

thing because they show a high standard of ethical and moral behavior [Bass & Riggio, 2006]. 

Furthermore, the principal also showed a strong determination to make changes [weight 0.074, rating 4, 

score 0.296]. Creativity is the main ability for leaders to promote change [Shalley & Gilson, 2004]. 

School change is an effort made by school leader to improve school effectiveness [Lunenburg et.al., 

2004]. The success of the school in making changes can be seen from the changes in the institutionalized 

school, with characteristics: 1] sustainable school development, not stalled when program objectives are 

achieved; 2] not only institutional change, but also school development produces learning; 3] supported 

by resources that have no negative impact on the school environment and other systems; 4] creating 

ecological diversity and the capacity of the entire educational and community environment [Sergiovani, 

2006]. 

In an effort to develop teacher creativity, principal acted as mentor [weight 0.066, rating 3, score 

0.198]. Mentoring is an effort to support and encourage people to manage their own learning so that they 

can maximize their potential, develop valuable skills, knowledge and insights to help them develop their 

career or achieve a better life balance [Parsloe, 2017]. As a mentor, principal gets the trust to guide, assist, 
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support, and encourage teachers to achieve learning goals, increase their potential to the maximum, 

develop skills, improve performance, and achieve set goals [Ministry of Education and Culture, 2004]. 

The principal also showed high confidence in the teacher's ability [weight 0.081, rating 4, score 0.324]. 

High trust in the ability of the teacher is shown by the principal by giving the opportunity to the teacher in 

developing creativity through empowerment. Mulyasa [2004] mentions empowerment as an effort to 

provide resources, opportunities, knowledge and skills to increase capacity in determining their lives so 

they can participate and contribute to their community. 

The main weakness in developing teacher creativity is the availability of inadequate school 

facilities [score 0.058, weight 0.058, rating 1]. This shows that the fulfillment of school facilities, 

especially the fulfillment of information technology networks and applications for creative and innovative 

learning needs, is not yet adequate. In fact, in the 21st century technology has an important role [Linston, 

2002]. In organizations, including schools, data networks have become as important as social networks 

[Baines, 1998]. It cannot be denied that the application of information technology in organizations has 

proven to be an important factor in the success of many organizations [McClea & Yen, 2005]. Today 

modern organizations believe that information technology has a positive effect on organizational 

performance so increasing investment in information technology is a necessity [Muata et.al., 2003]. 

Therefore, in this millennial era, using information technology is very important for every organization 

[Kurupparachchi et. al. 2002]. 

Another weakness of the school is that principal is less able to mobilize and maintain teacher 

creativity development activities [weight 0.071, rating 1, score 0.071]. Selznick [2015] argues that 

creative leadership requires the art of building institutions that embody new and long-lasting values, and 

the creation of conditions that allow future exclusion in the present. Moreover, teacher creativity 

development through training has not been well programmed [weight 0.077, rating 2, score 0.154]. Horng 

et al. [2005] explained that the development of creative instructors must begin with training. This has an 

impact on the creative behavior of teachers in inadequate learning [weight 0.097, rating 2, score 0.194]. In 

fact, creativity is one of the factors that can affect one's performance, in addition to interpersonal, mental 

skills for success, communication skills; and initiatives [Furtwengler, 2000]. Nieves et al. [2014] 

emphasized the need for organizations to promote creative behavior among their employees. Teacher 

creativity is needed to be able to provide innovative services in learning. Robinson and Beesley [2010] 

prove that innovation and creativity are intrinsically related. Innovation requires the application of these 

creative ideas. Ostrom et.al. [2010] found that in the service industry, its success mainly depends on 

innovative services. In fact, Moller et al. [2008] concluded that innovative services play an important role 
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in shaping value creation. To overcome this weakness, schools need to design a teacher creativity 

development program to be able to encourage creative and innovative behavior of teachers. 

The role of teacher organizations that is less optimal is also a weakness in the teacher creativity 

development [weight of 0.063, rating 1, score of 0.063]. While a sense of belonging as part of a group can 

be built into the teacher organization. Each individual will identify themselves as part of a group. Group 

success or failure will be felt as their own experience. Each individual identifies himself with his group 

and tends to base his self-concept and self-esteem on the group [Pratt, 1988]. Knippenberg [2000] 

explains that sharing common interests in groups will encourage individuals to develop interests, commit 

and provide positive values for the group and emphasize the importance of the value of welfare and 

collective groups. Moreover, Brickson's research [2000] supports the notion that individuals who regard 

themselves as group members often emphasize collective interests. 

Efforts to meet teacher needs are less optimal [weight 0.110, rating 2, score 0.220]. In fact, 

meeting the needs of teachers in mastery and utilization of information technology confirms their 

personal and social identity. Various studies show that personal and social identity is important because it 

affects individual self-esteem. Brewer and Gardner [1996] emphasize that individuals with strong 

personal identities often feel themselves different from others and define themselves based on their own 

needs, goals, and desires. Moreover, Turner et.al. [1987] found that such people tried to achieve personal 

distinctiveness by being special in a group, and that would increase their self-esteem. 

2.2 External Factors 

External Factors Evaluation [Table 2] shows that the main opportunity for the teacher creativity 

development is the government's commitment to improving the quality of education [weight 0.176, rating 

4, score 0.704]. The government's commitment to improving the quality of education was a very 

important factor influencing the development of teacher creativity at school. One of them is the teacher 

certification program. Although various studies on teacher certification show different results. Ridwan El-

Hariri's research [2011] showed that certification had a low influence on teacher performance. A different 

thing was found by Kusdinarsah [2011] in his research that there was a significant relationship between 

teacher certification and increased professional ability of teachers. 

Tabel 2: External Factor Evaluation 

Nu. Opportunities Weight Rating Score 

1. the rapid development of digital technology 0,162 3 0,486 

2. the government's commitment to improving the 

quality of education 

0,176 4 0,704 
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3. collaborating with universities in the form of 

education, research, and community service 

0,139 4 0,556 

 Total 0,477  1,746 

 Threats    

1. having not utilized the internet-information 

technology in learning optimally 

0,176 1 0,176 

2. 

 

 

3. 

the success of non-formal education institutions in 

fostering students 

the increasing demands and expectations of the 

community towards increasing teacher competency 

0,176 

 

 

0,204 

1 

 

 

2 

0,176 

 

 

0,408 

 Total 0,556  0,760 

 Weighted total score   2,506 

 

Another opportunity is that the rapid development of digital technology is an opportunity for 

teachers to trigger the birth of new ideas about internet-based learning approaches and strategies [weight 

0.162, rating 3, score 0.486]. Peter F. Drucker, as quoted by Dryden and Vos [2003], believes that the use 

of digital communication in new learning techniques will guide the world of education to achieve 

excellence. Dryden and Vos [2003] provide an example that Japan is the most rapidly reacting country 

and the foremost committed in connecting education, high-tech international industries, and at work. In 

fact, efforts to master and use digital technology in learning can be achieved through workshops 

organized by collaborating with universities in the form of education, research, and community service 

[weight 0.139, rating 4, score 0.556]. 

The threat factor for the teacher creativity development is the increasing demands and 

expectations of the community towards increasing teacher competency [weight 0. 204, rating 2, score 0. 

408]. This needs to be anticipated by the teacher as a tough threat that deserves consideration in an effort 

to develop their competence. In addition, in this digital era the teachers have not utilized the information 

technology in learning optimally [weight 0.176, rating 1, score 0.176]. This is counter-productive with the 

ability of students to apply information technology in completing tasks given by the teacher at class. 

Another threat is the success of non-formal education institutions in fostering students who may lead to 

the assessment and distrust of some people towards teacher competencies at schools [weight 0.176, rating 

1, score 0.176]. This should be considered by teachers to strive to develop their competencies to avoid 

being underestimated by the people who use their services. 

3. Strategy in Developing Teacher Creativity 

The results of Internal Factor Evaluation [IFE] obtained 2.643 and External Factor Evaluation 

[EFE] obtained 2.506.. The evaluation results in Figure 1 place the position of the school in quadrant V 
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(Hold and Maintain). Strategies that can be taken to optimize the development of teacher creativity are by 

implementing integration strategies. 

   
IFE weighted 

 
 

Strong 
3.0 – 4.0 

Average 
2.0 – 2.99 

Weak 
1.0 – 1.99 

 
 
 
 
 EFE weighted 
 
 

 
High 
3.0– 4.0 

I II III 

 
Middle 
2.0 – 2.99 

IV V VI 

Low 
1.0 – 1.99 

VII VIII IX 

Figure 1: Matrix IFE/EFE Weighted 

The results of Quantitative Strategy Planning Matrix analysis show that the priority of the main 

strategy choice that must be made by the school is the empowerment of teachers through Subject Teacher 

Association with a TAS (Total Attractiveness Score) value of 5,328 as seen in Table 3. The performance 

of an organization is very much determined by human resources. To develop the performance of human 

resources, training and supervision, the development of creativity can also be done through 

empowerment. Empowerment has been associated with productivity [Hyatt and Ruddy, 1997]. Conger 

and Kanungo [1988] stated that empowerment as self-efficacy has relationship to productivity. While 

Gorn and Kanungo [1980] found that employees who actively participated in decision making were more 

productive. 

Empowered human resources are expected to be highly motivated, creative, and able to develop 

innovations so that their performance will be better and more perfect. Empowerment leads to a proactive 

orientation towards jobs, management, and organization [Spreitzer, 1995]. In empowerment, the role of 

principal as a leader is very important. Wood and Bandura [1989] found that managers have higher level 

of performance when they feel a self control on the job. Thus, the principal as a leader must always 

provide motivation, show empathy, trust and commitment, and show effective working relationships. 

There are several activities that can be done by teachers through empowerment at school, namely: 

classroom action research, team teaching, focus group discussions, lesson study, and empowerment of 

Teacher Association. 

 

 

 

 



PEOPLE: International Journal of Social Sciences                 
ISSN 2454-5899          

   

 758 

Table 3: Quantitative Strategy Planning Matrix Analysis 

N
u 

STRATEGY FACTORS WEIGHT 
S1 S2 S3 S4 S5 S6 

A
S 

TAS 
A
S 

TAS 
A
S 

TAS 
A
S 

TAS 
A
S 

TAS 
A
S 

TAS 

 

Strengths 

             

1 having an interesting and 

inspirational vision 
0.091 2 0.182 4 0.364 2 0.182 2 0.182 2 0.182 3 0.273 

2 teachers have motivation and 

a high commitment at work 
0.064 4 0.256 3 0.192 4 0.256 2 0.128 3 0.192 3 0.192 

3 principal has adequate 
competencies 

0.070 4 0.280 3 0.210 2 0.140 2 0.140 3 0.210 4 0.280 

4 the character of the principal 

who is able to create 

admiration, respect, and 

strong trust 

0.077 4 0.328 4 0.328 3 0.231 1 0.077 3 0.231 2 0.154 

5 principal showed a strong 
determination to make 

changes 

0.074 3 0.222 3 0.222 3 0.222 2 0.148 3 0.222 2 0.148 

6 principal acted as mentor 0.066 4 0.264 2 0.132 4 0.264 2 0.132 3 0.198 4 0.264 

7 principal also showed high 
confidence in the teacher's 

ability 

0.081 4 0.324 4 0.324 2 0.162 1 0.081 4 0.324 2 0.162 

 Weaknesses              

1 principal is less able to 

mobilize and maintain 

teacher creativity 
development activities 

0.071 1 0.071 1 0.071 2 0.142 2 0.142 1 0.071 1 0.071 

2 the availability of inadequate 

school facilities 
0.058 2 0.116 1 0.058 3 0.174 2 0.116 1 0.058 2 0.116 

3 teacher creativity 
development through training 

or workshop has not been 

well programmed 

0.077 1 0.077 1 0.077 2 0.154 4 0.308 1 0.077 3 0.231 

4 the creative behavior of 

teachers in inadequate 
learning  

0.097 1 0.097 2 0.194 2 0.194 4 0.388 1 0.097 2 0.194 

5 role of teacher organizations 
that is less optimal 

0.063 2 0.126 1 0.063 1 0.063 2 0.126 1 0.063 3 0.189 

6 Efforts to meet teacher needs 

are less optimal 
0.110 1 0.110 1 0.110 3 0.330 2 0.220 1 0.110 2 0.220 

 Opportunities              

1 the rapid development of 

digital technology 
0.162 4 0.648 4 0.648 1 0.162 3 0.486 2 0.324 1 0.162 

2 the government's 

commitment to improving 

the quality of education 

0.176 3 0.528 4 0.744 1 0.176 3 0.528 3 0.528 1 0.176 

3 collaborating with 
universities in the form of 

education, research, and 

community service 

0.139 3 0.417 2 0.278 1 0.139 4 0.556 4 0.556 1 0.139 

 Threats              

1 having not utilized the 

internet-information 
technology in learning 

optimally 

 

0.176 1 0.176 1 0.176 3 0.528 2 0.392 2 0.392 4 0.704 

2 the success of non-formal 

education institutions in 

0.176 4 0.704 3 0.528 1 0.176 2 0.352 4 0.704 1 0.176 
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Notes 

 The empowerment of teachers through Subject Teacher Association [S1]. 

 The blue print arrangement of the teacher creativity development based on empowerment [S2]. 

 The synchronization of teacher creativity development programs at school, research programs and 

community service, and the government through a partnership program [S3]. 

  Fulfillment of facilities, facilities, and needs of teachers by utilizing the government's commitment in 

improving the quality of education [S4]. 

 Cooperating with the Quality Assurance Agency and tertiary institutions [S5]. 

 Establishing partnerships with non-formal education institutions to develop teacher competencies, 

especially Information Technology-based learning is the fifth strategy [S6]. 

The blue print arrangement of the empowerment-based teacher creativity development [TAS 

5.151] is the second priority of strategy. The teacher creativity development is not only based on mere 

learning needs, but also considering the rapid development of information technology. To meet that 

expectation, the school should try to capture opportunities for collaborative programs in various fields, 

especially in the field of research and community service in universities. The ease of obtaining 

information through the internet must be addressed properly and correctly by teachers by utilizing it in the 

teacher creativity development program. The internet is used as an alternative product and services by 

students, so parents and the community may deny the existence and competence of teachers at class. For 

this reason, the blue print of empowerment-based teacher creativity development is required to be able to 

support the information technology development program. Establishing partnerships with non-formal 

education institutions to develop teacher competencies, especially Information Technology-based 

learning is the fifth strategy [TAS 4.463]. 

In addition, the third priority strategy is the synchronization of teacher creativity development 

programs at school, research programs and community service, and the government through a partnership 

program [TAS 5.130]. The implementation of this strategy can be initiated by cooperating with the 

Quality Assurance Agency and tertiary institutions [TAS 4,519] as the fourth strategy choice so that the 

existing research and community service programs are synchronized with the teacher's creativity 

development program. Senior High School and partner universities act as planners and implementers for 

teacher creativity development. The government acts as a facilitator and regulator. 

 

fostering students 

3 the increasing demands and 

expectations of the 

community towards 
increasing teacher 

competency 

0.204 1 0.204 3 0.612 4 0.824 2 0.408 3 0.612 3 0.612 

 Total     5.130  5.328  4.519  4.870  5.151  4.463 
 Strategy Priority     3  1  5  4  2  6 
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4. Conclusion 
 

The results of this study show three things. First, the internal factors that contribute are having an 

attractive and inspirational vision, but the availability of infrastructure is inadequate. Contributing 

external factors are the government's commitment, but need to accommodate the increasing demands and 

expectations of the community towards improving teacher competency. Second, alternative strategies that 

can be formulated in the development of teacher creativity are implementing an integration strategy. 

Third, priority strategies that can be applied are teacher empowerment, blue print development based on 

empowerment, program synchronization through partnership programs, enhancing cooperation and 

partnerships to improve the competency and managerial skills of principals, as well as fulfillment of 

teacher’s facilities and needs. 

References 

Amabile, T.M., Schatzel, E.A., Moneta, G.B., Kramer, S.J. (2004). Leader Behaviors and the Work 

Environment for Creativity: Perceived Leader Support. The Leadership Quarterly, 15 (1), 5–32. 

https://doi.org/10.1016/j.leaqua.2003.12.003 

Baines, Anna. (1998). Using Information Technology to Facilitate Organizational Change. Work Study, 

47 (1), 49-52. https://doi.org/10.1108/00438029810201714 

Bass, Bernard M. (1985). Leadership and Performance beyond Expectations. New York, NY: The Free 

Press. 

_______ . (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. (2006). Transformational Leadership. 2nd ed. New Jersey: Mahwah, 

Lawrence Erlbaum Associates. Inc. Publisher. https://doi.org/10.4324/9781410617095 

Basu, R. & Green, S.G. (1997). Leader–member Exchange and Transformational Leadership: An 

Empirical Examination of Innovative Behaviors in Leader–Member Dyads. Journal of Applied 

Social Psychology, 27 (6), 477–499. https://doi.org/10.1111/j.1559-1816.1997.tb00643.x 

Beesley, L.G., Cooper, C. (2008). Defining Knowledge Management (KM) Activities: towards 

Consensus. Journal of Knowledge Management, 12 (3), 48–62. 

https://doi.org/10.1108/13673270810875859 

https://doi.org/10.1016/j.leaqua.2003.12.003
https://doi.org/10.1108/00438029810201714
https://doi.org/10.1080/135943299398410
https://doi.org/10.4324/9781410617095
https://doi.org/10.1111/j.1559-1816.1997.tb00643.x
https://doi.org/10.1108/13673270810875859


PEOPLE: International Journal of Social Sciences                 
ISSN 2454-5899          

   

 761 

Bredeson, Paul V. dan Johansson, Olof (2000). The School Principal Role in Teacher Professonal 

Development, Journal of In-Service Education, Volume 26 (2), 385-401. 

https://doi.org/10.1080/13674580000200114 

Brewer, M. B., & Gardner, W. L. (1996). Who is This “We”? Levels of Collective Identity and Self 

Representations. Journal of Personality and Social Psychology, 71, 83–93. 

https://doi.org/10.1037/0022-3514.71.1.83 

Brickson, S. (2000). The Impact of Identity Orientation on Individual and Organizational Outcomes in 

Demographically Diverse Settings. Academy of Management Review, 25 (2), 82–101. 

https://doi.org/10.2307/259264 

Çekmecelioğlua, Hülya Gündüz and Özbağb, Gönül Kaya. (2016). ‘‘Leadership and Creativity: The 

Impact of Transformational Leadership on Individual Creativity’’, Procedia - Social and 

Behavioral Sciences 235, 243 – 249.  https://doi.org/10.1016/j.sbspro.2016.11.020 

Chapman, R.L., Soosay, C., Kandampully, J. (2003). Innovation in Logistic Services and the New 

Business Model: a Conceptual Framework. International Journal of Physical Distribution and 

Logistic Management, 33 (7), 630–650. https://doi.org/10.1108/09600030310499295 

Conger, J., & Kanungo, R. (1988). The Empowerment Process: Integrating Theory and Practice. Academy 

of Management Review, 13 (3), 471-482. https://doi.org/10.5465/amr.1988.4306983 

Cummings, A. and Oldham, G.R. (1997), “Enhancing Creativity: Managing Work Contexts for the High 

Potential Employees”, California Management Review, Vol. 40 No. 1, 22-38. 

https://www.jstor.org/stable/i40051881 https://doi.org/10.2307/41165920 

Dryden dan Vos. (2003). Revolusi Cara Belajar (The Learning Revolution), Bandung: Kaifa. 

Freud, S. (1917). Mourning and Melancholia. The Standard Edition of the Complete Psychological Works 

of Sigmund Freud, Volume XIV (1914-1916): On the History of the Psycho-Analytic Movement, 

Papers on Metapsychology and Other Works, 237-258. 

Furtwengler, Dale. (2000). 10 Minutes Guide to Performance Appraisals, p. 90-92. 

http://www.amazon.com. Retrieved 25 July 2017. 

Gautschi, T. (2001). Invest in Creativity in Neeraj Kumar Jaiswal and Rajib Lochan Dhar. (2015). 

Transformational Leadership, Innovation Climate, Creative Self-efficacy and Employee 

Creativity: A Multilevel Study. International Journal of Hospitality Management 51, 30–41.  

www.elsevier.com/locate/ijhosman https://doi.org/10.1016/j.ijhm.2015.07.002 

https://doi.org/10.1080/13674580000200114
https://doi.org/10.1037/0022-3514.71.1.83
https://doi.org/10.2307/259264
https://doi.org/10.1016/j.sbspro.2016.11.020
https://doi.org/10.1108/09600030310499295
https://doi.org/10.5465/amr.1988.4306983
https://www.jstor.org/stable/i40051881
https://doi.org/10.2307/41165920
http://www.amazon.com/
http://www.elsevier.com/locate/ijhosman
https://doi.org/10.1016/j.ijhm.2015.07.002


PEOPLE: International Journal of Social Sciences                 
ISSN 2454-5899          

   

 762 

Gorn, G. J., & Kanungo, R. N. (1980). Job Involvement and Motivation: Are Intrinsically Motivated 

Managers More Job Involved? Organizational Behavior and Human Performance, 26 (2), 265-

277. http://dx.doi.org/10.1016/0030-5073(80)90059-8 

Grainger, T., Barnes, J., & Scoffham, S. (2004). A creative cocktail: Creative teaching in initial 

teachereducation. Journal of Education for Teaching: International Research and Pedagogy, 

30(3), 243-253. http://dx.doi.org/10.1080/0260747042000309475. 

Hammond, M.M., Neff, N.L., Farr, J.L., Schwall, A.R., & Zhao, X.Y. (2011). Predictors of Individual-

level Innovation at Work: A Meta-analysis. Psychology of Aesthetics Creativity and the Arts, 5(1), 

90–105. http://dx.doi.org/10.1037/a0018556.supp  

Hyatt, D. E., & Ruddy, T. M. (1997). An Examination of the Relationship between Work Group 

Characteristics and Performance: Once More into the Breech. Personnel Psychology, 50, 553-585. 

http://dx.doi.org/10.1111/j.1744-6570.1997.tb00703.x 

Horng, J. S., Hong, J. C., ChanLin, L. J., Chang, S. H., & Chu, H. C. (2005). Creative teachers and 

creative teaching strategies. International Journal of Consumer Studies, 29, 352-358. 

http://dx.doi.org/10.1111/j.1470-6431.2005.00445 https://doi.org/10.1111/j.1470-

6431.2005.00445.x 

Jaussi, K.S., & Dionne, S.D. (2003). Leading for Creativity: The Role of Unconventional Leader 

Behavior. Leadership Quarterly, 14(4–5), 475–498. https://doi.org/10.1016/S1048-

9843(03)00048-1 

Kementerian Pendidikan dan Kebudayaan Republik Indonesia. (2004). Program Pendampingan Kepala 

Sekolah BPU Supervisi Akademik, Jakarta: PPTK BPSDM PK-PMP. 

Knippenberg, van D. (2000). Work Motivation and Performance: A Social Identity Perspective. Applied 

Psychology: An International Review, 49 (3), 357–371. https://doi.org/10.1111/1464-0597.00020 

Kurupparachchi, Palitha R. & Ross, Smith & Purne, Mondar. (2002). IT Project Implementation 

Strategies for Effective Change: A Critical Review", Logistics Information Management, Vol. 15 

Issue: 2, 126-137, https://doi.org/10.1108/09576050210414006 

Kusdinarsah. (2011). Pengaruh Sertifikasi Guru terhadap Peningkatan Profesional Mengajar Guru PKn 

(Studi Korelasi terhadap Guru PKn SMA Se-Kabupaten Bandung), http://repository.upi.-

edu/skripsiview.php?no-skripsi=6670. Retrieved 25 July 2017. 

Lawler, E. E. (1969). Job Design and Employee Motivation. Personnel Psychology, 22(4), 426-435. 

https://doi.org/10.1111/j.1744-6570.1969.tb00343.x 

https://psycnet.apa.org/doi/10.1016/0030-5073(80)90059-8
http://dx.doi.org/10.1080/0260747042000309475
http://dx.doi.org/10.1037/a0018556.supp
http://dx.doi.org/10.1111/j.1470-6431.2005.00445
https://doi.org/10.1111/j.1470-6431.2005.00445.x
https://doi.org/10.1111/j.1470-6431.2005.00445.x
https://doi.org/10.1016/S1048-9843(03)00048-1
https://doi.org/10.1016/S1048-9843(03)00048-1
https://doi.org/10.1111/1464-0597.00020
https://doi.org/10.1108/09576050210414006
http://repository.upi.-edu/skripsiview.php?no-skripsi=6670
http://repository.upi.-edu/skripsiview.php?no-skripsi=6670
https://doi.org/10.1111/j.1744-6570.1969.tb00343.x


PEOPLE: International Journal of Social Sciences                 
ISSN 2454-5899          

   

 763 

Lee, Jean. (2008). Effects of Leadership and Leader–Member Exchange on Innovativeness. Journal of 

Managerial Psychology. 23(6), 670–687. https://doi.org/10.1108/02683940810894747 

Linston, H.A. (2002). Corporate Planning, Forecasting and the Long Wave, Futures, 34, 317-336. 

www.elsevier.com/locate/futures. PII: S 00 16 -3287(01)00047-7. https://doi.org/10.1016/S0016-

3287(01)00047-7 

Lunenburg, Fred C. dan Ornstein, Allan C. (2004). Educational Administration Concepts and Practices, 

fourth edition, Australia: Wardworth. ISBN: 1111301247 / 9781111301248 

Mathieu, J.E. & Zajac, D.M. (1990). A Review and Meta-Analysis of the Antecedents, Correlates, and 

Consequences of Organizational Commitment. Psychological Bulletin, 108(2), 171-194. 

https://doi.org/10.1037/0033-2909.108.2.171 

McClea, Michael & Yen, David. C. (2005). A Frame Work for the Utilization of Information Technology 

in higher Education Admission Department", International Journal of Educational Management, 

Vol.19. No.2, [Online], p. 8. Available: http://www.emeraldinsight.com/research register. 

https://doi.org/10.1108/09513540510582390 

Meyer, J.P., Becker, T.E. & Vandenberghe, C. (2004). Employee Commitment and Motivation: a 

Conceptual Analysis and Integrative Model. Journal of Applied Psychology, 89 (6), 991-1007. 

0021-9010/04/$12.00 https://doi.org/10.1037/0021-9010.89.6.991 

Moller, K., Rajala, R., Westerlund, M. (2008). Service Innovation Myopia? A New Recipe for Client-

provider Value Creation. California Management Review, 50 (3), 31–48. 

https://research.aalto.fi/en/publications/service-innovation-myopiaa-new-recipe-for-

clientprovider-value-creation. https://doi.org/10.2307/41166444 

Morrow, Paula C. (1993). The Theory and Measurement of Work Commitment. Greenwich: JAI Press 

Inc.  

Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). Employee-organization Linkages: The Psychology 

of Commitment, Absenteeism, and Turnover. New York: Academic Press. 

https://doi.org/10.1016/B978-0-12-509370-5.50012-5 https://doi.org/10.1016/B978-0-12-509370-

5.50009-5 https://doi.org/10.1016/B978-0-12-509370-5.50007-1 https://doi.org/10.1016/B978-0-

12-509370-5.50006-X https://doi.org/10.1016/B978-0-12-509370-5.50011-

3 https://doi.org/10.1016/B978-0-12-509370-5.50010-1 https://doi.org/10.1016/B978-0-12-

509370-5.50008-3 https://doi.org/10.1016/B978-0-12-509370-5.50005-8 

https://doi.org/10.1108/02683940810894747
http://www.elsevier.com/locate/futures
https://doi.org/10.1016/S0016-3287(01)00047-7
https://doi.org/10.1016/S0016-3287(01)00047-7
https://www.biblio.com/9781111301248
https://www.biblio.com/9781111301248
https://doi.org/10.1037/0033-2909.108.2.171
https://doi.org/10.1108/09513540510582390
https://doi.org/10.1037/0021-9010.89.6.991
https://research.aalto.fi/en/publications/service-innovation-myopiaa-new-recipe-for-clientprovider-value-creation
https://research.aalto.fi/en/publications/service-innovation-myopiaa-new-recipe-for-clientprovider-value-creation
https://doi.org/10.2307/41166444
https://doi.org/10.1016/B978-0-12-509370-5.50012-5
https://doi.org/10.1016/B978-0-12-509370-5.50009-5
https://doi.org/10.1016/B978-0-12-509370-5.50009-5
https://doi.org/10.1016/B978-0-12-509370-5.50007-1
https://doi.org/10.1016/B978-0-12-509370-5.50006-X
https://doi.org/10.1016/B978-0-12-509370-5.50006-X
https://doi.org/10.1016/B978-0-12-509370-5.50011-3
https://doi.org/10.1016/B978-0-12-509370-5.50011-3
https://doi.org/10.1016/B978-0-12-509370-5.50010-1
https://doi.org/10.1016/B978-0-12-509370-5.50008-3
https://doi.org/10.1016/B978-0-12-509370-5.50008-3
https://doi.org/10.1016/B978-0-12-509370-5.50005-8


PEOPLE: International Journal of Social Sciences                 
ISSN 2454-5899          

   

 764 

Muata, Kweku & Bryson, Osei & Ko, Myung. (2003)."Exploring the Relationship between Information 

Technology Investment and Firm Performance Using Regression Splints Analysis", Department 

of Information Systems. [Online], 2003, p. 1. Available: http://www.Elsevier.com / locate /dsw. 

Mulyasa, E. (2004). Kurikulum Berbasis Kompetensi. Bandung: Remaja Rosdakarya. 

Mulford, Bill. (2003). School Leaders: Changing Roles and Impact on Teachers and School 

Effectiveness. http://www.oecd.org/education/school/2635399.pdf. Retrieved 25 July 2017. 

https://doi.org/10.1076/lpos.2.2.109.15546 

Mumford, M.D., Scott, G.M., Gaddis, B., Strange, J.M. (2002). Leading Creative People: Orchestrating 

Expertise and Relationships. The Leadership Quarterly, 13 (6), p. 705–750. 

http://dx.doi.org/10.1016/S1048-9843(02)00158-3 

Nadler, D., & Tushman, M. (1990). Beyond the Charismatic Leader: Leadership and Organizational 

Change. California Management Review, 32(2), 77-97. https://doi.org/10.2307/41166606 

Nieves, J., Deniz, Quintana A., Osorio, J. (2014). Knowledge-based Resources and Innovation in the 

Hotel Industry. International Journal of Hospitality Management. 38, 65–73. 

https://doi.org/10.1016/j.ijhm.2014.01.001 

Ostrom, A.L., Bitner, M.J., Brown, S.W., Burkhard, K.A., Goul, M., Smith-Daniels, V., Rabinovich, E. 

(2010). Moving forward and Making a Difference: Research Priorities for the Science of Service. 

Journal of Service Research, 13 (1), p. 4–36. https://doi.org/10.1177/1094670509357611  

Parsloe, Eric. (2017). Mentoing Toolkit, A Short Guide for Mentors and Mentee to Promote Effective 

Mentoring. University of Glasgow. https://www.gla.ac.uk/media/Media_516965_smxx.pdf. 

Pratt, M. G. To Be or Not to Be: Central Questions in Organizational Identification. In David A.Whetten, 

& P. Godfrey (Eds.). (1998). Identity in Organizations: Developing Theory through 

Conversations. Thousand Oaks, CA: Sage Publication Inc. DOI: 

http://dx.doi.org/10.4135/9781452231495  

Ridwan El-Hariri, (2011). Dampak Sertifikasi terhadap Kinerja Guru di Jawa Barat. 

http://penelitian.lppm.upi.edu/detil1229/DAMPAK-SERTFIKASI-TERHADAP-KINERJA-

GURU-DI-JAWA-BARAT. Retrieved 25 July 2017. 

Robinson, R.N., Beesley, L.G. (2010). Linkages between Creativity and Intention to Quit: an 

Occupational Study of Chefs. Tourism Management, 31 (6), p. 765–776. 

https://doi.org/10.1016/j.tourman.2009.08.003 

http://www.oecd.org/education/school/2635399.pdf
https://doi.org/10.1076/lpos.2.2.109.15546
https://psycnet.apa.org/doi/10.1016/S1048-9843(02)00158-3
https://doi.org/10.2307/41166606
https://doi.org/10.1016/j.ijhm.2014.01.001
http://dx.doi.org/10.4135/9781452231495
http://dx.doi.org/10.4135/9781452231495
http://penelitian.lppm.upi.edu/detil1229/DAMPAK-SERTFIKASI-TERHADAP-KINERJA-GURU-DI-JAWA-BARAT
http://penelitian.lppm.upi.edu/detil1229/DAMPAK-SERTFIKASI-TERHADAP-KINERJA-GURU-DI-JAWA-BARAT
https://doi.org/10.1016/j.tourman.2009.08.003


PEOPLE: International Journal of Social Sciences                 
ISSN 2454-5899          

   

 765 

Rosing, K., Frese, M., & Bausch, A. (2011). Explaining the Heterogeneity of the Leadership–Innovation 

Relationship: Ambidextrous Leadership. The Leadership Quarterly, 22(5), 956–974. 

https://www.researchgate.net/publication/229094454 https://doi.org/10.1016/j.leaqua.2011.07.014 

Scott, S.G. and Bruce, R.A. (1994) Determinants of Innovative Behavior: A Path Model of Individual 

Innovation in the Workplace. Academy of Management Journal, 37, 580-607.  

http://dx.doi.org/10.2307/256701.  

Seltzer, K., & Bentley, T. (1999). The Creative Age: Knowledge and Skills for the New Economy. 

London: Demos. https://www.demos.co.uk/files/theCreativeage.pdf  

Selznick, P. Leadership in administration. Berkeley, CA: University of California Press, 1984, in 

Chalarampos Mainemelis et.al. (2015). Creative Leaders: A Multi Context Conceptualization, The 

Academy of Management Annals, Vol. 9, No. 1, 393 – 482, 

https://doi.org/10.5465/19416520.2015.1024502 

Sergiovani, Thomas J. (2006). The Principalship A Reflective Practice Perspective, Boston: Pearson. 

Shalley, Christina E., Gilson, Lucy L. (2004). What Leaders Need to Know: a Review of Social and 

Contextual Factors that Can Foster or Hinder Creativity. The Leadership Quarterly, 15 (1), 33–53. 

https://doi.org/10.1016/j.leaqua.2003.12.004 

Shin, S.J., & Zhou, J. (2003). Transformational Leadership, Conservation, and Creativity: Evidence from 

Korea. Academy of Management Journal, 46(6), p. 703–714. http://dx.doi.org/10.2307/30040662 

Spreitzer, G. M. (1996). Social Structural Characteristics of Psychological Empowerment. Academy of 

Management Journal.39 (2), 483-504. https://doi.org/10.2307/256789 

Tierney, Pamela; Farmer, Steven M.; and Graen, George Bear. (1999). An Examination of Leadership 

and Employee Creativity: the Relevance of Traits and Relationships. Personnel Psychology, Vol. 

52, Issue 3, 591-620.  https://doi.org/10.1111/j.1744-6570.1999.tb00173.x 

Torrance, E. P. (1969). Creativity: What Research Says to the Teacher. Series no.28, National Education 

Association, Washington, DC. https://files.eric.ed.gov/fulltext/ED078435.pdf.  

Turner, J. C., Hogg, M. A., Oakes, P. J., Reicher, S. D., & Wetherell, M. C. (1987). Rediscovering the 

Social Group: A Self-categorization Theory. New York: Basil Blackwell. 

Vernon, P. E. The Nature-Nurture Problem in Creativity. In J. A. Glover, R. R. Ronning, & C. R. 

Reynolds (Eds). (1989). Handbook of Creativity: Perspectives on Individual Differences. Plenum 

Press, New York, NY. http://dx.doi.org/10.1007/978-1-4757-5356-1_5.  

Vessey,W.B., Barrett, J.D., Mumford, M.D., Johnson, G., & Litwiller, B. (2014). Leadership of Highly 

Creative People in Highly Creative Fields: A Historiometric Study of Scientific Leaders. The 

https://www.researchgate.net/publication/229094454
https://doi.org/10.1016/j.leaqua.2011.07.014
http://dx.doi.org/10.2307/256701
https://www.demos.co.uk/files/theCreativeage.pdf
https://doi.org/10.5465/19416520.2015.1024502
https://doi.org/10.1016/j.leaqua.2003.12.004
http://psycnet.apa.org/doi/10.2307/30040662
https://doi.org/10.2307/256789
https://doi.org/10.1111/j.1744-6570.1999.tb00173.x
https://files.eric.ed.gov/fulltext/ED078435.pdf
http://dx.doi.org/10.1007/978-1-4757-5356-1_5


PEOPLE: International Journal of Social Sciences                 
ISSN 2454-5899          

   

 766 

Leadership Quarterly, 25(4), p. 672–691. http://dx.doi.org/10.1016/j.leaqua.2014.03.001 1048-

9843/   https://doi.org/10.1016/j.leaqua.2014.03.001 

Wang, P., Rode, J.C., Shi, K., Luo, Z., Chen, W. (2013). A Workgroup Climate Perspective on the 

Relationships among Transformational Leadership, Workgroup Diversity, and Employee 

Creativity. Group and Organisation Management, 38 (3), 334–360. 

https://doi.org/10.1177/1059601113488163 

Williams, F., Foti, R.J., (2011). Formally Developing Creative Leadership as a Driver of Organizational 

Innovation. Advances in Developing Human Resources, 13 (3), p. 279–296. 

https://doi.org/10.1177/1523422311424702 

Woods, P., & Jeffrey, B. (1996). Teachable Moments. Philadelphia: Open University Press. 

Wood, R., & Bandura, A. (1989). Social Cognitive Theory of Organizational Management. The Academy 

of Management Review, 14 (3), 361-384. https://doi.org/10.5465/amr.1989.4279067 

 

 

 

http://dx.doi.org/10.1016/j.leaqua.2014.03.001%201048-9843/
http://dx.doi.org/10.1016/j.leaqua.2014.03.001%201048-9843/
https://doi.org/10.1016/j.leaqua.2014.03.001
https://doi.org/10.1177/1059601113488163
https://doi.org/10.1177%2F1523422311424702
https://doi.org/10.5465/amr.1989.4279067

