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1. Introduction 
Development in a company requires major capital that is human resources. It has long been understood that 

human resources (HR) is the first and foremost factor in advancing the welfare of a company. Human resources are one of 
the most important components that make up an organization, and their activities in the organization are the main driving 
force to facilitate change and improvement and to achieve organizational goals for sustainable development. Employees, 
the main human resources that make up an organization, contribute to the organization's development and success by 
fulfilling their duties and work. To accomplish this task, employees continue to collaborate with other members of the 
organization such as coworkers and their leaders and participate in organizational activities. Through collaboration and 
communication with members of the organization, employees share organizational values, and develop and shape 
organizational attitudes that are directly or indirectly related to organizational performance. 

The development of BCA has always increased from year to year. As a banking company that always offers 
breakthroughs or innovations in the financial world, it has even become a pioneer in various banking services such as M-
Banking, ATMs etc., BCA is required to have innovative and creative human resources. The development of banking in 
Indonesia is experiencing rapid progress at this time 
There is no research that examines the relationship between authentic leadership, organizational trust and performance 
through innovative behavior, then this study discusses the influence of authentic leadership and organizational trust on 
company performance with innovative behavior as intervening at BCA KCU Yogyakarta. 
 
1.1. Problem Formulation 

Seeing the problems that exist in improving the performance of BCA KCU Yogyakarta and supported by the 
existence of a research gap in the research framework. then this research formulates the formulation of the problem in this 
study are: 

 Is there an authentic leadership influence on innovative behavior? 
 Bliss there an authentic leadership influence on performance? 
 Is there an influence of organizational trust on innovative behavior? 
 Is there any influence of organizational trust on performance? 
 Is there an influence of innovative behavior on performance? 
 Are there authentic leadership influences on performance through innovative behavior? 
 Is there an influence of organizational trust on performance through innovative behavior? 
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Abstract: 
Development in a company requires major capital that is human resources. It has long been understood that human 
resources (HR) is the first and foremost factor in advancing the welfare of a company. Human resources are one of the 
most important components that make up an organization, and their activities in the organization are the main driving 
force to facilitate change and improvement and to achieve organizational goals for sustainable development. Employees, 
the main human resources that make up an organization, contribute to the organization's development and success by 
fulfilling their duties and work. To achieve its job the company must have employees who believe in the organization and 
leadership in accordance with company goals. This research was conducted at BCA KCU Yogyakarta using a 
questionnaire to all employees and questionnaires obtained by 175 respondents. The questionnaire obtained in the 
analysis uses PLS to get the results of 7 hypotheses. The results of the study show that authentic leadership influences 
performance as well as innovative behavior and organizational trust influences innovative performance and behavior. 
The results of research can help companies or organizations to be able to improve performance by increasing employees' 
innovative behavior. 
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1.2. Research Objectives 
The objectives of this research are: 

 To find out the effect of authentic leadership on innovative behavior? 
 To know authentic leadership on performance? 
 To find out the organization's trust in innovative behavior? 
 To find out the effect of organizational trust on innovative behavior? 
 To find out the effect of innovative behavior on performance? 
 To find out the effect of authentic leadership on performance through innovative behavior? 
 To find out the effect of organizational trust on performance through innovative behavior? 

 
1.3. Research Benefits 

This research is expected to provide useful results both directly and indirectly for various parties, both for 
practitioners and academics, including: 

 For BCA KCU Yogyakarta, it is hoped that the results of this study can be used as input on the role of authentic 
leadership and organizational confidence in improving the quality of performance to face competition and 
increase market share. 

 For the government, it is expected that the results of this study can be taken into consideration in formulating 
policies related to the banking system. 

 Give benefits as a reference for further research. This research can be developed by further research so that 
deeper results can be obtained and can be applied to real life. 

 
2.  Literature Review 

The importance of authentic leadership in a company or organization is also supported by Kim's 2014 research, 
which states that authentic leadership can have a positive and significant effect on employee innovative behavior and 
company performance. This research uses several statistical techniques such as bootstrapping procedures and structural 
equation modeling (SEM). Around 2,500 Korean workers were selected as prospective survey participants, and of this 
number, 365 workers participated in the online survey. 

Kim (2015) who said the same thing that organizational trust can improve innovative behavior and increase 
knowledge sharing so that employees are better at increasing creativity at work. 

Dorner, (2012) Innovative Work Behavior: The Roles of Employee Expectations and Effects on Job Performance. 
This research was conducted in Germany and the results showed that innovative behavior as an intervention variable had 
a positive effect on performance. 
 
2.1. Theoretical Foundations 
 
2.1.1. Authentic Leadership 

Leaders (leaders) and leadership (leadership) are two different concepts. Leaders are individuals who are able to 
influence group or organizational members in order to encourage the group or organization in achieving its goals. While 
leadership is the nature of the application of influence by a member of a group or organization against other members to 
encourage the group or organization in achieving its goals (Lussier, 2010). 
 
2.1.2. Organizational Trust 

Trust is the main key to creating a healthy or good relationship. Trust is considered an action, behavior or 
orientation, a relationship. Trust has been described as a cognitive action (for example a form of opinion or prediction that 
something will happen or people will behave in a certain way), affective (such as a matter of feeling) or conative (for 
example a matter of choice or desire). trust is a basic element for the creation of a good relationship. (Hanks. 2002) 
 
2.1.3. Innovative Behavior 

Innovative behavior according to Price (1997) basically is the ability of individuals to change the way work in the 
form of adopting new procedures, practices and work techniques in completing tasks and work. Gaynor (2002), defines 
innovative behavior as individual actions to create and adopt ideas / thoughts or new ways to be applied in the 
implementation and completion of work. According to De Jong and Kemp (2003) innovation can be interpreted as all 
individual actions directed at organizational interests in which introduction and application of new ideas are beneficial. 
 
2.1.4. Performance 

In general, performance is the result of quality and quantity of work that can be achieved by someone in carrying 
out their main tasks and functions in accordance with the responsibilities assigned or given to them. The term 
performance is a diversion from English, namely performance. Bernadin and Rusel (1993: 378) provide performance 
definitions as records of results obtained from certain job functions. Performance is the level of achievement of 
organizational goals. 
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2.2. Hypothesis 
 Authentic Leadership and Innovative Behavior 
 Authentic Leadership and Performance 
 Innovative organizational trust and behavior 
 Organizational Trust and Performance 
 Innovative Behavior Towards Performance 
 Authentic Leadership on Performance through Innovative Behavior 
 Organizational Trust in Performance through Innovative Behavior 

 
 

 
Figure 1 

  
3. Research Methods 

The population used in this study were 175 employees of BCA KCU Yogyakarta (one seventy-five employees). This 
study takes the entire population to be analyzed in terms of the influence of authentic leadership and organizational trust 
on company performance through innovative behavior. The population in this study meets the criteria for analysis using 
Partial Least Square (PLS). In a study, usually a researcher will experience conditions where the size the sample is quite 
large, but the researcher's theoretical foundation is still weak in terms of the relationship between the hypothesized 
variables. 

 
3.1. Sources and Data Collection Techniques 

The data sources that the compilers use in this study are primary data. 
 Primary data is data obtained from the first source that is the researcher directly obtains data from the source 

(Gani & Amalia, 2015, p. 2). The primary data that the compiler uses is taken from the questionnaire results given 
to respondents. 

 The primary data used in this study was taken from the questionnaire results given to 190 BCA KCU Yogyakarta 
employees. 

 Secondary data. Secondary data is data taken from the second source. The secondary data from this study are data 
from several literature studies. 

 
3.2. Definition of Variable Operations 

This study uses 2 independent variables namely authentic leadership and organizational trust. The dependent 
variable used in this study is company performance and the relationship between independent and dependent variables 
through innovative behavioral variables. The indicators and measurements of each variable are as follows: 
 
3.2.1. Authentic Leadership 

 Self-awareness (Self-awareness) 
 Balanced-Processing Management 
 Relationship transparency (Relational transparency) 
 The moral internalized perspective (internalized-moral perspective) 

 
3.2.2. Organizational Trust 

 Trust in superiors 
 Trust in coworkers 
 Trust in the organization 

 
3.2.3. Innovative Behavior 

 Opportunity exploration 
 Idea generation 
 Championing 
 Application 

 
 

http://www.ijird.com


 www.ijird.com                                                                                                                      September, 2019                                                                                        Vol 8 Issue 9 

   

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH & DEVELOPMENT                  DOI No. : 10.24940/ijird/2019/v8/i9/SEP19037                   Page 124 
 

3.2.4. Performance 
 Productivity 
 Quality of Service 
 Responsiveness 
 Responsibility 
 Accountability 

 
3.3. Partial Least Square (PLS) 

In research, often a researcher will be faced with conditions where the sample size is quite large, but the 
theoretical basis is weak in terms of the relationship between the hypothesized variables. However, it is not uncommon to 
find very complex relationships between variables, but the sample size of the data is small. So, Partial Least Square (PLS) 
can be used to overcome these problems (Haryono, 2017). 
Partial Least Square (PLS), using two evaluation model measurements in the analysis test, namely 1) Outer Model aims to 
test the validity and reliability; 2) Inner Model aims to test quality (testing hypotheses to test with predictive models). 
 
3.3.1. Evaluation of the Measurement Model (Outer Model) 

Outer models are often also called (outer relations or measurement models) which define how each block of items 
relates to their latent variables. The measurement model (outer model) is used to assess the validity and reliability of the 
model. Validity test is conducted to determine the ability of research instruments to measure what should be measured 
(Abdillah 2009). While the reliability test is used to measure the consistency of measuring instruments in measuring a 
concept or it can also be used to measure the consistency of respondents in answering statement items in a questionnaire 
or research instrument. 

Further explanation of the measurement model (outer model) using the Convergent Validity, Discriminant 
Validity and Composite Reliability tests are as follows: 
 
3.3.1.1. Corvergent Validity 

Convergent validity measures the magnitude of the correlation between constructs and latent variables. Testing 
convergent validity can be seen from the loading factor for each construct indicator. The loading factor value> 0.7 is an 
ideal value, meaning that the indicator is valid to measure the construct that was made. In empirical research, the loading 
factor value> 0.5 is still accepted. In fact, some experts accept 0.4. This value shows the percentage of constructs able to 
explain the variations that exist in the indicator (Haryono, 2017). 
 
3.3.1.2. Discriminant Validity 

Discriminant validity occurs when two different instruments that measure two constructs that are predicted to be 
uncorrelated produce scores that are not correlated (Hartono, 2008: 64 in Jogiyanto, 2011). Discriminant validity of the 
reflective model is evaluated through cross loading then comparing the AVE value with the square of the correlation value 
between constructs / comparing the square root of AVE with the correlation between constructs. The size of cross loading 
is to compare the correlation of indicators with other block constructs. If the correlation between indicators and 
constructs is higher than correlation with other blocks, this shows that the construct predicts the size of their blocks better 
than other blocks. Another measure of discriminant validity is that the root value of AVE must be higher than the 
correlation between constructs and other constructs or the value of AVE is higher than the square of correlation between 
constructs (Haryanto, 2017). 
 
3.3.1.3. Composite Reliability 

Measuring the reliability of a construct with reflexive items can be done in two ways, namely with Cronbach’s 
Alpha and Composite Reliability. Composite Reliability (CR) is better in measuring internal consistency than Cronbach’s 
Alpha because Cr does not assume the same boot of each indicator. Cronbach’s Alpha tends to underestimate Composite 
Reliability. The interpretation of Composite Reliability is the same as Cronbach Alpha. A limit value of ≥ 0.7 is acceptable 
and a value of ≥ 0.8 is very satisfying. Another measure of convergent validity is the Average Variance Extracted (AVE) 
value. AVE values describe the magnitude of the variance or diversity of manifest variables that can be owned by latent 
constructs. Thus, the greater the variance or diversity of manifest variables that can be contained by latent constructs, the 
greater the representation of manifest variables to their latent constructs. 
 
3.4. Structural Model Evaluation (Inner Model) 

The specification of the relationship between latent variables (structural model) is what is called the Inner Model 
or also called the inner relation, describing the relationship between latent variables based on the substantive theory of 
research. 
 
3.4.1. R -Square (R2) 

To evaluate the structural model is to look at the significance of the relationship between variables. Changes in the 
value of R-squares (R2) can be used to explain the effect of certain independent latent variables on the dependent latent 
variable. The R2 criteria consist of three verifications, namely: R2 values 0.67, 0.33 and 0.19 as substantial, moderate and 
weak. 
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3.4.2. Hypothesis Testing (Bootstrapping) 
In assessing the significance of influence between variables, the bootstrapping procedure needs to be done. The 

bootstrap procedure uses all of the original 66 to do resampling again. Hair et al., 2001 in Ghazali and Latan (2015) 
suggest that the number of bootstrap samples is 5,000, provided that the number must be greater than the original sample. 
In bootstrap resampling, the significance value used (two-tailed) t-values was 1.65 (significance level = 10%), 1.96 
(significance level = 5%) and 2.58 (significance level = 1%). 
 
3.5. SEM Analysis with Mediation Effects 

Testing the effects of mediation in the analysis using PLS using a procedure developed by Baron and Kenny (1986) 
with the following stages: 

 The first model, examines the effect of independent variables on the dependent variable and must be significant at 
t-statistics greater than 1.96. 

 The second model examines the effect of independent variables on intervening variables and must be significant 
at t-statistics greater than 1.96. 

 The third model, simultaneously testing the effect of independent and intervening variables on the dependent 
variable. 

 
4. Data Analysis and Discussion 
 
4.1. Validity and Reliability 
 

Variabel Composite 
Reliability 

AVE 

Authentic leadership 0.941 0.616 
Organizational Trust 0.971 0.606 
Innovative behavior 0.969 0.608 
Performance 0.967 0.676 

Table 1 
Source: Primary data processed 2019 

4.1.1. First Stage 
The first step in testing the effects of mediation is to examine the effect of exogenous variables on endogenous 

variables and must be significant at a t-statistic> 1.96. 
 

 
Figure 2 

 
4.1.2. Second Stage 

At this stage, a significance test is performed between exogenous variables and mediation variables and must be 
significant at the t-statistic value> 1.96 
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Figure 3 

 
4.1.3. Third Stage 

At this stage simultaneous testing of authentic leadership exogenous variables, organizational trust, and 
innovative behavioral mediating variables on endogenous performance variables. 
 

 
Figure 4 
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That the value of all variables in reliability testing both uses Composite Reliability values> 0.70, and validity 

testing using AVE (Average Variance Extracted) values> 0.50. In authentic leadership variables 0.941> 0.70 and AVE value 
0.616> 0.50 then authentic leadership variables are valid and reliable. On the reliability variable organizational reliability 
0.971> 0.70 and AVE value 0.606> 0.50, the organizational trust variable is valid and reliable. On the innovative behavior 
variable reliability 0.969> 0.70 and AVE value 0.608> 0.50 then the innovative behavior variable is valid and reliable. And 
the reliability performance variable 0.967> 0.70 and AVE value 0.676> 0.50 then the performance variable is valid and 
reliable. 
 

No Hipotesis P Values Kesimpulan 
1 Authentic leadership has a positive 

influence on innovative behavior 
 

0.001 
 

Proven 
2 Organizational trust has a positive 

influence on innovative behavior 
 

0.000 
 

Proven 
3 Authentic leadership has a positive 

influence on performance 
 

0.001 
 

Proven 
4 Organizational trust has a positive 

influence on performance 
 

0.001 
 

Proven 
5 There is a positive influence between 

innovative behavior on performance 
 

0.002 
 

Proven 
6 Authentic leadership towards 

performance through innovative 
behavior 

 
0.039 

 

 
Proven 

7 Organizational trust in performance 
through innovative behavior 

 
0.003 

 
Proven 

Table 2: Summary of Hypothesis Test Results 
Source: Primary data processed 2019 

 
P-value <0.05 at the 5% significance level (α 5%) then Ha is accepted and Ho is rejected, otherwise if the t-value <1.96 

and or p-value> 0.05 at the 5% significance level (α 5%) then Ha is rejected and H0 is accepted. The following hypotheses 
are proposed in this study: 

 Ho: There is no positive influence of authentic leadership on innovative behavior. 
 Ha: There is a positive and significant influence of authentic leadership on innovative behavior. 
 Ho: There is no positive influence of authentic leadership on performance. 
 Ha: There is a positive and significant influence of authentic leadership on performance. 
 Ho: There is no positive influence of organizational trust on innovative behavior. 
 Ha: There is a positive and significant influence of organizational confidence on performance. 
 Ho: There is no positive influence of organizational confidence on performance. 
 Ha: There is a positive and significant influence of organizational confidence on performance. 
 Ho: There is no positive influence of innovative behavior on performance. 
 Ha: There is a positive and significant influence of innovative behavior on performance. 
 Ho: There is no positive influence of authentic leadership on performance through innovative behavior. 
 Ha: There is a positive and significant influence of authentic leadership on performance through innovative 

behavior. 
 Ho: There is no positive influence of organizational trust on performance through innovative behavior. 
 Ha: There is a positive influence of an organization's trust on performance through innovative behavior. 

 
5. Conclusion 

Based on the results of the analysis and discussion of authentic leadership and organizational trust in improving 
company performance with innovative behavior as an intervening variable at BCA KCU Yogyakarta, then some conclusions 
can be given as follows: 

 There is a significant positive influence between authentic leadership on innovative behavior as evidenced by the 
significance value of the t-statistic value in this relationship is 3.458> 1.96, and the p-value of 0.001 <0.05. 

 There is a significant positive influence between authentic leadership on performance as evidenced by the 
significance value of the t-statistic value in this construct relationship is 3.277> 1.96, and the p-value of 0.001 
<0.05. 

 There is a significant positive influence between organizational trust towards innovative behavior as evidenced by 
the significance value of the t-statistic value in this construct relationship is 4.647> 1.96, and the p-value 0.000 
<0.05. 

 There is a significant positive influence between organizational confidence in performance as evidenced by the 
significance value of the t-statistic value in this relationship is 3.382> 1.96, and the p-value of 0.001 <0.05. 
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 There is a significant positive influence between innovative behavior on performance as evidenced by the 
significance value of the t-statistic value in this construct relationship is 3.181> 1.96, and the p-value of 0.001 
<0.05. 

 There is an indirect effect of authentic leadership on performance through innovative behavior as evidenced by 
the significance value of authentic leadership on innovative behavior with a t-statistic value 3.458> 1.96. Then, the 
significance value of authentic leadership on performance with a t-statistic value of 3.277> 1.96. Meanwhile, the 
significance value of innovative behavior towards performance with a t-statistic value 3.181> 1.96. Then based on 
the significance value of each path, it is stated that there is an indirect influence of authentic leadership on 
performance through innovative behavior. 

 There is an indirect effect of organizational trust on performance through innovative behavior as evidenced by the 
significance value of organizational trust in innovative behavior with a t-statistic value 4.647> 1.96. Then, the 
significance value of the organization's trust in performance with a t-statistic value of 3.382> 1.96. Meanwhile, the 
significance value of innovative behavior towards performance with a t-statistic value 3.181> 1.96. Then based on 
the significance value of each path, it is stated that there is an indirect effect of organizational trust on 
performance through innovative behavior. 

 
6. Suggestions 

Researchers with several considerations, suggest for researchers who will conduct research on the same topic, to: 
 Conduct research in various sectors. Thus, the results of the study can later be represented and can also be 

generalized to all employees in every sector. 
 Researchers suggest to further explore the construct of employee empowerment and its relationship to other 

variables, because this construct is still very rarely a variable in a study. 
 Researchers suggest that the organization needs to conduct regular evaluations in improving company 

performance by using authentic leadership in order to improve employee innovative behavior so as to improve 
performance within the company. 
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