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ABSTRACT

This research aims to identify and examine the factors that influence
transformational leadership and organizational commitment to innovative
behavior through knowledge management in Millennial Generation in a
public accounting firm in Jakarta. This study involved 129 millennial
employees in the audit service industry. The data were analyzed using a
quantitative approach because it prioritizes the measurement method and
the sample using a deductive approach that emphasizes detailed priorities on
the available data. This study found several measurement results on the
object of research, namely transformational leadership has a positive and
significant effect on knowledge management in the millennial generation,
positive and significant organizational commitment to knowledge
management in the millennial generation, positive and significant knowledge
management on innovative behavior in the millennial generation, positive
transformational leadership and significant to the innovative behavior of the
millennial generation, positive and significant organizational commitment to
innovative behavior, transformational leadership has a positive and
significant influence on the innovative behavior of the millennial generation
through knowledge management mediation, and positive and significant
organizational commitment to the innovative behavior of the millennial
generation through knowledge management.
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I. INTRODUCTION

The client's need for financial statement audit services is
currently getting higher. This is a challenge for public
accounting firms to meet client needs at almost the same time
or tight completion targets. Responding to this challenge, the
office must improve employee competence, professional
attitude, ability to adapt to very fast changes, and be creative
and innovative in responding to work and challenges they
face all the time. Competence is an ability, which is the
concept of uniting knowledge and skills on various elements.
Dimensions and indicators of competence are divided into
three, namely, cognitive dimensions, social dimensions, and
functional dimensions. The relationship between the three
dimensions of competence is combined in a comprehensive
understanding framework. Three dimensions have universal
value and are described as the depth of knowledge [1], [2].
Employees who have innovative behavior are needed so that
the company is always dynamic to achieve the targets that
have been determined by the company [3].
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The high level of competition in the external audit service
industry makes company leaders require every employee to
be pro-active in implementing new ideas in the company in
terms of team management, the usage of audit tools that
always evolving, exceptional client service, project
completion agreed, team learning and so on. Employee
creative performance and creativity are generally defined as
the generation of novel and useful products, ideas, and
procedures for innovation, which is beneficial for
organizational growth and success [4]-[8]. Innovation in
organizations can’t be separated from the role of leaders in
the organization [9]. Leaders who can motivate, will inspire,
giving influence, and change the innovative behavior of
members of the organization. Transformational leadership
seeks to build an organization's ability to define the goals and
to support changing development of learning practices [10],
[11].

Based on interviews conducted by researchers at several
manager levels, it was found that the low level of employee
passion for work causes the employee's low innovative
behavior in managing data and completing work at the Junior
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Auditor level. Employees who have a high passion will try
hard to contribute new ideas at work, look for other
alternatives, and be open-minded when facing problems.
Managers are greatly helped by employees who have
innovative behavior as mentioned above, especially during
busy times with tight targets of work, limited time, and a large
number of projects, but unfortunately there are not many
junior levels like this.

This phenomenon is what researchers want to raise to find
out more about the influence of transformational leadership,
organizational commitment to innovative behavior through
knowledge management where the majority of employees in
the office are millennial generation employees. The
advantages of the millennial generation are wanting to be fast,
easy to change jobs in a short time, creative, dynamic,
technology literate, close to social media [12] and according
to [13], The millennial generation or generation Y (gen Y) is
a generation that has a birth year between 1980-1995.

Il. LITERATURE REVIEW AND HYPOTHESES

A. Influence of Transformational
Knowledge Management

Research by [14] states that transformational leadership
has an impact on increasing employee knowledge
management. [15], stated that the role of transformational
leaders is to create trust, a feeling of belonging, and
knowledge sharing. Based on the description above, the
following hypothesis can be formulated:

H1: Transformational Leadership has a positive and
significant effect on Knowledge Management.

Leadership on

B. Influence of Organizational Commitment on

Knowledge Management

Significant  relationship ~ between  organizational
commitment to knowledge transfer, in addition to the results
of the study also showed that organizational commitment
affects knowledge transfer and affects the level of maturity
[16]. Affective committed employees are more willing to
share knowledge and utilize the knowledge shared with them
by their co-workers. Affective commitment and professional
trust positively affect knowledge sharing [17]. Based on the
description above, the following hypothesis can be
formulated:

H2: Organizational commitment has a positive and
significant effect on Knowledge Management.

C. Influence of Knowledge Management on Innovative
Behavior

The process of innovation allows the creation of new
knowledge that depends on the intelligence and creativity of
the individual [18]. According to [19], knowledge sharing
allows employees to access a variety of knowledge and
information, which has an important impact on employee
innovation itself. Knowledge Sharing has a significant
influence on innovative behavior [20]. Based on the
description above, the following hypothesis can be
formulated:

H3: Knowledge management has a positive and significant
effect on Innovative Behavior.
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D. Influence of Transformational

Innovative Behavior

Leadership style is very influential in fertilizing the
innovative behavior of its employees. Transformational
leaders have a positive influence in enhancing organizational
innovation [9]. Transformational leadership has a direct
positive effect on innovation, so that to increase teacher
innovativeness it is necessary to increase the effectiveness of
transformational leadership [11]. Transformational leaders
create a supportive workplace through inspiration,
motivation, and individual consideration. Such a supportive
environment effectively increases employee motivation to
engage in initiating and implementing new ideas [21]. Based
on the description above, the hypothesis can be formulated:

H4: Transformational Leadership has a positive and
significant effect on Innovative Behavior.

Leadership on

E. Influence of Organizational Commitment on Innovative

Behavior

Organizational commitment influences innovative
behavior [22]. According to [23] that effective commitment
is significantly more strongly positively related to employee
innovation when team members share the perception that
their supervisor enforces a leader's participation-oriented
behavior. Based on the description above, the hypothesis can
be formulated:

H5: Organizational Commitment has a positive and
significant effect on Innovative Behavior.

F. Influence of Transformational Leadership on

Innovative Behavior through Knowledge Management

Transformational leadership works best in team learning
because it is involving the voluntary effort and initiative of
all members. Team learning has a positive multi-level
moderating  effect on the relationship  between
transformational leadership and innovative behavior [24].
Based on the description above, the hypothesis can be
formulated:

H6: Transformational Leadership has a positive and
significant effect on Innovative Behavior through Knowledge
Management.

G. Influence of Organizational Commitment on Innovative
Behavior through Knowledge Management

Affective personal commitment becomes the motivation
and emotional force that helps people to generate and
implement new ideas [25]. The results of the research by [25]
are that affective personal commitment has a direct influence
on innovative performance through knowledge creation
ability. Based on the description above, the hypothesis can be
formulated:

H7: Organizational Commitment has a positive and
significant effect on Innovative Behavior through Knowledge
Management.

I1l. RESEARCH METHODOLOGY

The study was conducted using a quantitative approach
which pays more attention to the measurement method and
the sample using a deductive approach by emphasizing
priority on data collection and more detailed analysis. This
study uses quota sampling, where from the total 312
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employees, and 190 employees are millennial generation.
Based on 190 millennial employees are taken of 129
employees of the millennial generation. [26] Sample is
calculated using Slovin technique, with the following
calculation:

. N _ 190 199
1+N(e’) 1+190(05)
where
n = sample / total respondent;
N = population;

e = standard error of sample taken.

IV. RESEARCH RESULT AND DISCUSSION

This study aims to determine the effect of transformational
leadership and organizational commitment on innovative
behavior through knowledge management on millennial
generation among TSFBR employees. This research was
conducted by distributing 129 copies of questionnaire data to
TSFBR employee respondents and conducted online.

TABLE |: DESCRIPTIVE STATISTIC OF RESEARCH VARIABLES

Variable Indicator Min Max Mean
X1.1 1 5 3.729
X2.2 1 5 3.845
Transformational X13 ! S 3.698
Leadership X14 L 5 4.054
(X1) X1.5 1 5 3.783
X1.6 1 5 3.845
X1.7 1 5 3.783
X1.8 1 5 3.829

Total Mean Value and Standard Deviation 3.821
X2.1 1 5 3.868
Organization X22 ! > 3.760
Co?nmitment X2.3 L 5 3.620
(X2) X2.4 1 5 3.760
X2.5 1 5 3.5627
X2.6 1 5 3.783
Total Mean Value and Standard Deviation 3.720
Y1.1 1 5 3.930
Y1.2 1 5 3.953
Knowledge Y1.3 1 5 3.853
Management Y1.4 1 5 3.760
(Y1) Y15 1 5 3.705
Y1.6 1 5 3.636
Y1.7 1 5 3.667
Y1.8 1 5 3.636
Y1.9 1 5 3.775
Y1.10 1 5 3.806

Total Mean Value and Standard Deviation 3.821
Y2.1 1 5 3.868
| . Y2.2 1 5 3.729
g;‘r’]‘g‘/tl'o"re Y23 1 5 3853
(Y2) Y24 1 5 3.822
Y25 1 5 3.837
Y2.6 1 5 3.775
Y2.7 1 5 3.628
Y2.8 1 5 3.822
Total Mean Value and Standard Deviation 3.792

Based on the table describes the responses of respondents
to all variables, namely:

1) The transformational leadership variable in the X1.4
indicator has the highest mean value of 4,054, this shows that
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81.08% of respondents agree that leader at KAP TSFBR
involves the team in unifying the organization's vision.

The lowest mean value is 3,698 or 73.96% of respondents
agree that leaders motivate and inspire subordinates on the
dimensions to increase employee motivation.

2) The organizational commitment variable on the X2.1
indicator has the highest mean value of 3.868, meaning that
77.36% of respondents agree that organizational commitment
involves a very strong emational attachment to the dimension
of affective commitment.

The lowest mean value is 3,527, which means that 70.54%
of respondents agree that TSFBR's KAP organizational
commitment motivates and inspires subordinates on the
inspirational motivation dimension.

3) The knowledge management variable on the Y1.2
indicator has the highest mean value of 3.953, meaning that
it shows 79.06% of respondents agree that knowledge
management asks for external sources of knowledge for
organizational needs on the acquisition dimension. The
lowest mean value is the Y1.6 indicator with a value of 3.636,
or 72.72% of respondents agree that knowledge management
has been integrated into a system on the storage dimension.

4) The innovative behavior variable on the Y2.1 indicator
has the highest mean value of 3,868, based on statistical data
above the value of the highest mean is 3,868 or 77.36% of
respondents agree that the opportunities and space provided
by superiors to innovate at work will increase employees'
innovative behavior at work. The lowest mean value is 3.628
or 72.56% of respondents agree that the ideas of employees
in doing their work will increase the innovative behavior of
employees.

Hypothesis results based on testing using SEM-PLS based
on the structural evaluation model (inner model).
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Fig. 1. Path Coefficients Results

Based on the results of the t-test in table 4.13, shows that
transformational leadership is significantly positive for
knowledge management as indicated by the parameter
coefficient of 0.325, the significance value of 0.000 is smaller
than the 5% alpha level. This is evidenced by the T-statistic
value of 3,648 which is greater than 1,989 (t-table), based on
these results, it can be concluded that the first hypothesis is
accepted.
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TABLE |I: PATH COEFFICIENTS RESULTS

No Hypothesis T Stat P Values Result
Transformational Leadership -
H1 > Knowledge Management 3.648 0.000 Accepted
H2 Organization Commitment -> 5290 0.000 Accepted
Knowledge Management
Hg ~ Knowledge Management-> 5015 (050 Accepted
Innovative Behavior
Ha Transformathnal Leade_rshlp - 2702 0,007 Accepted
> Innovative Behavior
H5 Organlzatlon Commltr_nent -> 6.397 0.000 Accepted
Innovative Behavior
Transformational Leadership -
H6 > Knowledge Management -> 2.603 0.010 Accepted
Innovative Behavior
Organization Commitment ->
H7 Knowledge Management -> 2.686 0.007 Accepted

Innovative Behavior

Significant positive organizational commitment to
knowledge management is indicated by the parameter
coefficient of 0.446, the significance value of 0.000 is smaller
than the 5% alpha level. This is evidenced by the T-statistic
value of 5,290 which is greater than 1989 (t-table), based on
these results, it can be concluded that the second hypothesis
is accepted.

Then, the knowledge management variable is significantly
positive for innovative behavior as indicated by the parameter
coefficient of 0.293, the significance value of 0.000 is smaller
than the 5% alpha level. This is evidenced by the T-statistic
value of 3,713 which is greater than 1,989 (t-table), based on
these results, it can be concluded that the third hypothesis is
accepted.

In the fourth hypothesis, the transformational leadership
variable is significantly positive on innovative behavior as
indicated by the parameter coefficient of 0.198, the
significance value of 0.007 is smaller than the 5% alpha level.
This is evidenced by the T-statistic value of 2,702 which is
greater than 1,989 (t-table), based on these results, it can be
concluded that the fourth hypothesis is accepted.

The next variable, organizational commitment is
significantly positive on innovative behavior as indicated by
the parameter coefficient of 0.473, the significance value of
0.000 is smaller than the 5% alpha level. This is evidenced by
the value of T-statistic of 6,397 is greater than 1,989 (t-table),
based on these results, it can be concluded that the fifth
hypothesis is accepted.

The results of the indirect effect hypothesis testing indicate
that transformational leadership is significantly positive on
innovative behavior through knowledge management as
indicated by the parameter coefficient of 0.095, the
significance value of 0.010 is smaller than the 5% alpha level.
This is evidenced by the T-statistic value of 2,603 which is
greater than 1,989 (t-table), based on these results, it can be
concluded that the sixth hypothesis is accepted.

V. CONCLUSIONS AND SUGGESTIONS

Based on the results of research and discussion that have
been described in the previous chapter, it can be concluded
that the results of the study are as follows:

1) Transformational Leadership has a positive and
significant impact on Knowledge Management in the
millennial generation at KAP TSFBR. This shows that the
leadership factor with integrity, rationality, and problem
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solver will support science to be managed in an integrated
manner.

2) Organizational commitment has a positive and
significant effect on knowledge management in the millennial
generation at KAP TSFBR. This shows that the ownership
factor for the company will support appreciation to
employees for their achievements in their duties and
responsibilities.

3) Knowledge management has a positive and
significant impact on the Millennial Generation's Innovative
Behavior at KAP TSFBR. This shows that the factor seeking
knowledge sources from external to the organization will get
support from the team to pro-actively add knowledge from
outside the office.

4) Transformational leadership has a positive and
significant influence on the Millennial Generation's
Innovative Behavior at KAP TSFBR. This shows that the
leader must focus on individual strengths and will be
supported by the application of the ideas of the team to his
work.

5) Organizational commitment has a positive and
significant influence on the Millennial Generation's
Innovative Behavior at KAP TSFBR. This shows that the
factor responsible for work will be supported by increasing
the managerial skills of superiors in managing the team so
that the team gets clear, objective directions and always
encourages the team to behave innovatively at work.

6) Transformational Leadership has a positive and
significant influence on Innovative Behavior through
Knowledge Management mediation in the millennial
generation at KAP TSFBR. This shows that motivating and
inspiring factors for feed subordinates are supported by
increased employee training which is needed to provide
opportunities and space for employees so that they can be
more innovative in carrying out their work.

7) Organizational commitment has a positive and
significant influence on innovative behavior through the
mediation of millennial generation knowledge management
at KAP TSFBR. This shows that employee loyalty to the
company needs to be considered through the trust and
opportunities given to lead employees to share knowledge as
trainers and management to give appreciation both financially
and non-financially.

The author feels that there are still many weaknesses in this
research. The limitation of this research is the questionnaire
data collection is carried out during the auditor's high session
in pandemic conditions and work from home policy so that
the authors need a long time to follow up on the questionnaire
to the respondents. For other writers, if they need research,
such as auditors, the implementation time can be adjusted
during the auditor's low session, approximately from May to
October. In addition, for further research, it is recommended
to develop research on knowledge management variables that
mediate organizational commitment because previous
research on this journal is still very limited. This is revealed
in the research of [25].
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