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The Role of Innovation Culture as a Leadership Effort in Improving_Adaptive
Performance: A Mediation and Moderated Model Veronika Agustini
Srimulyanil, Lena Ellitan2, Yustinus Budi Hermanto3 Abstract Micro-
foundation in dynamic capabilities refers to the most basic level or elements
that form an organization's ability to adapt and change in the face of a
dynamic organizational environment. The variables examined in this study
are flexible leadership, innovation culture, workplace spirituality, and adaptive
performance. This study was conducted at a secondary school owned by a
Foundation (private) in East Java Province, Indonesia, with a sample of 100
school leaders accredited A. This study uses the Partial Least Square
Structural Equation Modelling (PLS-SEM) statistical technique using the Smart
PLS program as an analysis tool. The results of the hypothesis testing
revealed that: 1) Flexible leadership significantly increases innovation culture;
2) Innovation culture significantly increases adaptive performance; 3)
Innovation culture acts as a full mediation of the positive impact of flexible
leadership on adaptive performance; 4) Workplace spirituality strengthens the
positive impact of innovation culture on adaptive performance. These findings
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reveal the important role of innovation culture in encouraging leaders and
subordinates to think creatively, take risks, and develop new ideas so as to
increase adaptive performance which in turn contributes to improving overall
organizational performance. Innovation culture can be enhanced through
flexible leadership practices and strengthening workplace spirituality in daily
work life. Keywords: Flexible Leadership, Innovation Culture, Spirituality,
Adaptive Performance. Introduction Private educational institutions in
Indonesia are faced with the problem of maintaining competitive advantage in
getting students, so that the sustainability of the school is guaranteed. In the
VUCA Era, the innovation cycle occurs rapidly, and there is continuous
change, so that private schools are required to be able to increase flexibility
and change so that private schools can create competitiveness and resilience.
Facing these demands, it is necessary to increase workplace spirituality (Paul
et al., 2020). School sustainability as a long term, namely competitive
advantage that is not only for today but must continue to run continuously by
maximizing all potential owned by the school's internal and then adjusting it
to the external conditions of the school. Performance, especially adaptive
performance, is important for the sustainability and development of schools.
According to Borman and Motowidlo (1997) Performance is behaviour that
can be assessed as having a positive or negative impact on an individual or
organization's effectiveness. The performance of school employees
individually can have an impact on school performance both directly and
indirectly. Therefore, when an employee is unable to carry out his duties
properly and behaves in a way that is not in accordance with the
expectations of the organization, this can have a negative impact on the
sustainability of the processes that occur within the organization. Individual
performance is one of the success factors in building an organization
(Koopmans et al., 2016). Performance consists of three dimensions (Pradhan
& Jena, 2017), namely task performance, contextual performance (Borman &
Motowidlo,1997)), and adaptive performance (Charbonnier-Voirin & Roussel,
2012). Pulakos et al. (2000) stated that adaptive performance is an
individual's ability to adapt to changes that occur in work. Charbonnier-Voirin
and Roussel (2012) stated that adaptation in the context of work is related to
many variables that are relevant to the work itself, including behaviour in
various different task demands (for example, nhew coworkers and teams, new
problems, cultural differences, new technologies, 1 Faculty of Business,
Widya Mandala Surabaya Catholic University, Indonesia, Email:
veronika.agustini.s@ukwms.ac.id, (Corresponding Author) 2 Faculty of
Business, Widya Mandala Surabaya Catholic University, Surabaya, Indonesia;
E-mail: lena@ukwms.ac.id. 3 Faculty of Economic, Darma Cendika Catholic
University, Surabaya, Indonesia, Email: yustinus.budi@ukdc.ac.id and
challenging physical conditions). Innovation provides a competitive advantage
for schools in the long term. Innovation culture can help schools improve
adaptive performance. Innovative schools respond more quickly to market
changes and customer needs. Innovation in schools can increase if the school
has a strong innovation culture. Capon et al. (1992) stated that key aspects
of innovation culture are creativity, openness and acceptance of new ideas,
risk taking, and an entrepreneurial mindset. Hurley and Hult (1998) stated
that innovation culture includes the intention to be innovative, the extent to
which individuals are oriented towards learning new ways of doing things and
thus have an influence on the orientation to find new ideas and implement
them. Hilmarsson et al. (2013) reported a positive relationship between
innovation culture and innovation performance. Li et al. (2018) stated that
positive cultural characteristics are very important for agility, innovation, and
creativity. Innovation culture results from the interaction between innovation
and organizational culture (Duygulu et al., 2015). A strong innovation culture
can be realized by cultivating values that encourage the intention to innovate,
creating innovation infrastructure, paying attention to the determinants of
customer-oriented and value- added innovation, and implementing the
innovation ideas that are formed, so that it can improve adaptive
performance in the organization. Empirical studies on the direct relationship
between innovation culture and adaptive performance are still limited, for
example, Staltzyk (2017) stated that adaptie performance is influenced by
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the innovation climate. Organizational learning, which is one of the
infrastructures of innovation culture, can improve adaptive performance (Riza
et al., 2020). Bataineh et al. (2022) revealed that innovation work behavior
improves adaptive performance. Nurhaliza and Abadiyah (2022) revealed that
innovation culture improves employee performance. Innovation culture can
be enhanced through flexible leadership practices. Leadership practices play
an important role in shaping organizational culture and the organizational
environment, such as influencing employee attitudes, behaviours, and overall
well-being. Through certain leadership practices, such as flexible leadership,
according to Zhang (2024), leaders can create a work environment that is full
of innovation, respects diversity, tolerates failure, and values feedback.
Leadership is the foundation of innovation culture. Bataineh et al. (2022)
revealed that inclusive leadership has an impact on innovation work
behaviour. Kaur Bagga et al. (2023) reported a positive relationship between
transformational leadership and organizational culture, while Udin (2023)
reported that transformational leadership improves organizational learning
culture. Gerlach et al. (2021) reported the impact of flexible adaptation of
leader behaviour on innovative performance. While Jia et al. (2022) reported
that the results of the study showed that exploitative knowledge seeking and
exploratory knowledge seeking partially mediate the relationship between
ambidextrous |eadership and organizational innovation. Effective leaders
encourage a mindset of curiosity and experimentation, ensure that innovation
is embedded in the organizational structure, provide a vision, create a safe
environment for taking calculated risks, and celebrate success and failure as
important learning experiences. Thus, leaders not only inspire but also
empower work teams or subordinates to innovate consistently. Spirituality in
the school environment can moderate the relationship between innovation
culture and adaptive performance. Workplace spirituality is an individual's
effort to find self-value in life and align those values with workplace values
(Mitroff & Denton, 1999). Workplace spirituality is defined as a workplace
that allows individuals to express their inner life by doing meaningful work in
the context of community (Milliman et al., 2003). Workplace spirituality often
fosters values such as creativity, curiosity, and the courage to try new things,
where these values are in line with innovation culture, so they are effective in
driving adaptive performance. A spiritual work environment tends to
encourage collaboration and mutual trust, which are key to the innovation
process. Strong spirituality in the workplace allows members of the
organization to feel connected to each other and have a common purpose,
will be more open to sharing ideas and working together to find innovative
solutions. This study explores dynamic capabilities from the human aspect
and individual behaviour in the context of strategic management, which
according to Salvato (2009) is still relatively limited. This study is a micro-
level behavioural analysis (individual leader level) as an empirical study of
increasing adaptive performance capabilities at the individual leader level as a
consequence of innovation culture by involving flexible leadership as an
antecedent of innovation culture and workplace spirituality as a moderator of
the relationship between innovation culture and adaptive performance. The
objects of the study are high schools and vocational schools managed by
foundations operating in the East Java Province. Theoretical Framework and
Hypothesis Development Flexible Leadership and Innovation Culture The
theory underlying the relationship between flexible leadership and innovation
culture is rooted in contingency theory, which states that an effective
leadership style will adapt to the situation and needs of the team or
subordinates. According to Yukl and Mahsud (2010), contingency theory is
relevant to flexible leadership because it provides insight into how to
diagnose situations and identify forms of behaviour that may be effective for
a leader. Flexible leadership is the ability to adjust or adapt leadership styles,
methods, or approaches in response to different or changing contextual
demands to facilitate group performance (Kaiser & Overfield, 2010). Flexible
leadership is a skill that involves the ability to understand situational
requirements for effective leadership and be flexible in adapting_to changing
conditions and crises (Mumford et al., 2007). Increased flexibility and
adaptability, leaders require broader capabilities, including predictive
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capabilities (Zulu & Khosrowshahi, 2021), experience and technical (Barnes
et al., 2021), and managerial capabilities (Schiuma et al., 2021), where
flexible leadership theory provides a theoretical basis for leadership practice
in facing the demands of flexibility, adaptability, and effective managerial
capabilities (Zhu & Jin, 2023). Flexible leadership requires a broad set of
behaviours that can be adjusted to various situations and demands knowing
when to apply each behaviour and skill to complete the actions needed to
solve new challenges in complex realities (Hoch & Bentolila, 2021). Dynamic
capabilities are the theory underlying the relationship between flexible
leadership and innovation culture. The dynamic capabilities theory was
created to help organizational leaders successfully adapt the basic
organizational resources they have to change (Barinua & Ogolo, 2022).
Flexible leadership is one way to activate the organization's dynamic
capabilities, which will ultimately encourage the creating of a strong
innovation culture. Innovation is influenced by certain social and cultural
values, norms, attitudes, and behaviours that can be described as innovation
culture (Eynde et al., 2015; Davies & Buisine, 2022). Flexible leaders create
an environment that allows individuals in the organization to develop and use
their dynamic capabilities, through innovation culture such as encouraging
experimentation, providing autonomy, and supporting new initiatives, so that
the organization becomes more resilient and able to respond to
environmental changes. Empirical studies on the relationship between flexible
leadership and innovation culture are still very limited. Several leadership
approaches that are implicitly reported to be able to improve innovation
culture include: Bataineh et al. (2022) revealed that inclusive leadership has
an impact on innovation work behaviour; Kaur Bagga et al. (2023) reported a
positive relationship between transformational leadership and organizational
culture; Udin (2023) reported that transformational leadership improves
organizational learning culture. This study explores the impact of flexible
leadership practices on innovation culture in private high schools in East
Java, with the formulation of the first hypothesis (H1) as follows: H1. Flexible
leadership significantly improves innovation culture. Innovation Culture and
Adaptive Performance Dynamic capabilities underlie the relationship between
innovation culture and adaptive performance. Dynamic capabilities are
likened to an organization's ability to continuously adapt, change, and create
innovation. This ability is crucial in connecting innovation culture with
adaptive performance. Adaptive performance in the workplace refers to
adjustment and understanding of changes in the workplace (Pulakos et al.,
2000). In general, researchers show that adaptive performance is a
component of overall performance that can be distinguished from task
performance and contextual performance (Charbonnier-Voirin et al., 2010). If
an organization has a culture that encourages innovation, then individuals in
the organization will be accustomed to thinking creatively, taking risks, and
seeking new solutions, and this will stimulate the development of dynamic
capabilities such as: 1) Learning, the organization continues to learn from
experience and mistakes; 2) Experimentation, the organization dares to try
new things; 3) Integration, the organization is able to integrate new ideas
into business processes. Strong dynamic capabilities, the organization is able
to: 1) Responsive to change, the organization can quickly adapt to changes
in the business environment; 2) New products and services, the organization
is able to create innovations that are relevant to market needs; 3) Increase
efficiency, the organization can optimize resources and business processes.
The theory underlying the relationship between innovation culture and
adaptive performance is the theory of learning organizations, which
emphasizes the importance of an organization's ability to learn and adapt to
environmental changes. Chiva et al. (2014) stated that organizational
learning is a process in which organizations change or modify mental models,
rules, processes or knowledge they have, maintaining or improving
organizational performance. A strong innovation culture is the foundation for
organizations to continue to grow and adapt. Organizations with an
innovation culture are better prepared to face change and uncertainty.
Innovation culture encourages continuous learning, so that individuals in the
organization can develop new skills and relevant knowledge. Empirical studies
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on the relationship between innovation culture and adaptive performance
are still very limited. Several empirical results that implicitly support the
relationship between the two, such as Hilmarsson et al. (2013) revealed a
positive and significant relationship between innovation culture and
innovation performance; Staltzyk (2017) stated that innwation climate
determines adaptive performance; Tang et al. (2020) reported that
innovation culture significantly increases organizational performance; Riza et
al. (2020) reported that organizational learning, which is one of the
infrastructures of innovation culture, can increase adaptive performance.
Furthermore, Al Taweel dan Al-Hawary (2021) revealed that the role of
innovation capability is directly related to organizational performance.
Furthermore, Bataineh et al. (2022) revealed that innovation work behaviour
increases adaptive performance, while Nurhaliza and Abadiyah (2022)
reported that innovation culture increases employee performance. This study
explores the relationship between innovation culture and adaptive
performance in private high school leaders in East Java, with the formulation
of the second order hypothesis (H2) as follows: H2. Innovation culture
significantly increases adaptive performance. Flexible Leadership and
Adaptive Performance: Innovation Culture as a Mediator Adaptive
performance is an important part of work performance, especially in
environments that experience rapid change (Bonini et al., 2024). The
mediating_role of innovation culture in the relationship between flexible
leadership and adaptive performance can be explained with the following
example: for example, an organization is like a ship sailing in a dynamic
business ocean, then flexible leadership is the captain who is able to adjust
the direction of the ship according to changes in wind and current, while
innovation culture is a compass that helps the ship find new and more
efficient routes, while adaptive performance is the speed and agility of the
ship in maneuvering. Flexible leaders create an environment conducive to
innovation by giving autonomy to individuals in the organization, encouraging
collaboration, and supporting experimentation. Organizations with a strong
innovation culture are better prepared for change because the organization
has a habit of thinking creatively, finding new solutions, and learning from
mistakes, so that individuals in this organization are more skilled at adapting
to uncertain situations. The empirical results of previous researchers have not
found the role of innovation culture that mediates the relationship between
flexible |leadership and adaptive performance. However, there are several
reports of previous research results that imply that the relationship between
the three is empirically supported, for example: Bataineh et al. (2022)
revealed that inclusive leadership has an indirect impact on adaptive
performance through innovation work behaviour; Kaur Bagga et al.(2023)
reported that organizational culture partially mediates the relationship
between transformational |eadership and change management among virtual
team employees; Udin (2023) reported that organizational learning culture is
able to mediate and moderate the relationship between transformational
leadership and employee performance. Furthermore, Sumarmi et al. (2024)
showed that dynamic adaptive capabilities mediate authentic leadership and
team performance. (Zada et al. (2024) reported that servant |eadership
significantly affects employee task performance with employee promotive
voice as a mediator. This study explores how the impact of the role of
innovation culture in mediating the relationship between flexible leadership
and adaptive performance with the formulation of the third hypothesis (H3)
as follows: H3. Innovation culture mediates the relationship between flexible
leadership and adaptive performance. Innovation Culture and Adaptive
Performance: Workplace Spirituality as a Moderator The relationship between
workplace spirituality, innovation culture, and adaptive performance
complement and reinforce each other. Workplace spirituality can be a catalyst
for a strong innovation culture, which will ultimately improve the
organization's ability to adapt to change and achieve superior performance.
The spiritual aspect of organizational change can support the organization's
efforts to make work and the workplace environment a better everyday
experience (Liu & Robertson, 2011). Resource-based theory underlies the
moderating_role of workplace spirituality in the relationship between
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innovation culture and adaptive performance. Spirit at work is viewed as an
intangible capability within the Resource-based view (RBV) framework
towards competitive advantage (Barney, 1991). This theory states that
unique and valuable resources, such as workplace spirituality, can provide a
competitive advantage for organizations. The strategic value of this
intangible spiritual capability comes from its rarity (Barney & Hesterly, 2006).
Workplace spirituality is considered a valuable resource, which can enhance
an organization's ability to innovate and adapt. Spirituality can be viewed as
a resource that can enhance adaptive performance. Iksan et al. (2020); Jena
(2022); Saeed et al. (2022); Ekowati et al. (2022) reported that workplace
spirituality is a unique approach to improving employee performance.
Workplace spirituality often links work to a purpose greater than just financial
gain, workplace spirituality can provide a sense of meaning and purpose in
the work of each member of the organization, so that members of the
organization are more motivated to adapt to change and contribute to the
success of the organization. Milliman et al. (2003) conceptualize workplace
spirituality: the level of interaction of individuals, groups, and organizations,
where the three core dimensions of workplace spirituality include purpose in
work or "meaningful work" (individual level), having a "sense of community"
(group level), and "alignment with the values and mission of the
organization" (organizational level). Workplace spirituality as aspects of the
workplace, whether in individuals, groups, or organizations, that increase
feelings of individual satisfaction through transcendence (Giacalone &
Jurkiewicz, 2003). Conceptually, dynamic capabilities can be the basis of the
theory of the moderating_role of workplace spirituality in the relationship
between innovation culture and adaptive performance. As an extension of
the RBV theory, dynamic capabilities assume that organizations have a mix of
financial and non-financial technological resources, skills, knowledge, and
experience and their creative integration and wise use provide competitive
advantages for organizations (Teece, 2007; Teece et al., 1997). Workplace
spirituality can create work environment conditions that support innovation
and creativity by providing greater meaning and purpose to work, so that
these conditions can motivate individuals in the organization to continue
learning and developing. Dynamic capabilities enable organizations to harness
the innovation potential that emerges from workplace spirituality. With the
ability to manage change and uncertainty, organizations can be more
effective in implementing new ideas. A strong innovation culture can
strengthen dynamic capabilities by encouraging experimentation, learning,
and the development of new capabilities. Adaptive performance is the end
result of the process in which workplace spirituality, innovation culture, and
dynamic capabilities interact. Dynamic capabilities create the conditions that
enable workplace spirituality to have an impact that strengthens the
relationship between innovation culture and adaptive performance. Spillover
theory can also apply in the context of the moderating_role of workplace
spirituality in the relationship between innovation culture and adaptive
performance. The spillover hypothesis states that any change in one area will
impact other areas; therefore, when individuals have a strong spiritual drive,
they are more adaptable and enthusiastic about their respective jobs
(Staines, 1980). Values and behaviours developed in a work environment
with strong spirituality can have an impact or side effect on employees'
personal lives, so that employees are more likely to be innovative and
adaptive individuals in various aspects of life. Researchers' exploration of
previous studies that reported the moderating_role of workplace spirituality in
the relationship between innovation culture and adaptive performance has
not been found, but there are several reports of previous research results
that use workplace spirituality as a moderation, including: Malik et al. (2016)
reported that organizational values moderate the relationship between ethical
leadership and employee performance; Ertemsir et al. (2024) found that
workplace spirituality moderates the effect of organizational justice on job
satisfaction, where employees with high workplace spirituality are more
satisfied than employees with low workplace spirituality. Referring to the
description in the previous paragraph, it is stated that the increase in
adaptive performance caused by innovation culture can increase with the
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strength of workplace spirituality. The formulation of the fourth hypothesis
(H4) is as follows: H4. Workplace spirituality moderates the relationship
between innovation culture and adaptive performance This study is to
conduct testing and analysis with a conceptual framework formed in one
analysis process with SEM modelling with second order techniques. Referring
to the explanation that has been described, the research model in this study
is shown in Figure 1. Figure 1. Research Model Research Methods Population
and Sample The population in this study were private high schools and
vocational schools located in the East Java Province, consisting of 37 districts
and 9 cities, with a total of 7,249 private high schools and 10,571 private
vocational schools ((https://dapo.kemdikbud.go.id/). The sampling_technique
used non-probability sampling with purposive sampling technique, namely
purposive sampling is a data source sampling technique with certain
considerations (Sugiyono, 2016), where methodological considerations for
selecting samples in private high schools and vocational schools accredited A
and located in nine cities (9) municipalities (Batu city, Blitar city, Kediri city,
Madiun city, Malang_city, Mojokerto city, Pasuruan city, Probolinggo city, and
Surabaya city). The samples taken were private high schools and vocational
schools accredited A located in nine (9) municipalities. The number and data
of schools that were sampled were obtained from data searches on the Basic
Education Data website (https://dapo.kemdikbud.go.id/) as of October 2023,
there are 185 schools accredited A, consists of 100 Senior High Schools and
85 Vocational High Schools. The sample in this study was taken from school
leaders including the principal and/or vice principal. The operational definition
and measurement of the variables studied are described as follows: Flexible
Leadership The operational definition of flexible leadership refers to Mumford
et al. (2007); Kaiser & Overfield (2010); namely the abilities and skills that
are requirements for effective and flexible leadership in adapting to changing
conditions and crises, as measured by aspects of leadership traits, leadership
tactics, and leadership goals. The statement items for measuring flexible
leadership are adapted from the flexible leadership measurement indicators
developed by Korhani (2021) who developed three (3) dimensions of flexible
leadership measurement including leadership traits, leadership tactics, and
leadership goals. The measurement of variables uses a semantic differential
scale of 1-5 (points) with alternative answers ranging from small possibility
(1) to large possibility (5). Innovation Culture The operational definition of
innovation culture refers to Eynde et al. (2015); Davies and Buisine (2022),
namely innovation influenced by certain social and cultural values, norms,
attitudes and behaviours. The measurement of innovation culture adapts valid
and reliable innovation culture dimension measurement items from Dobni
(2008), namely: 1) innovation intention (9 statement items); 2) innovation
infrastructure (5 statement items); 3) innovation influence (4 statement
items); and 4) implementation context (2 statement items). The
measurement of variables uses a five-point Likert scale (1-5) with answer
choices ranging from strongly disagree (scale 1) to strongly agree (scale 5).
Workplace Spirituality The operational definition of workplace spirituality
refers to Giacalone and Jurkiewicz (2003); Milliman et al. (2003) which is a
set of spiritual values and work culture in an organization that encourages
each individual in the organization to connect with each other, bring out their
best potential, and achieve meaning in the context of the work community.
The measurement of workplace spirituality adapts 17 valid and reliable
measurement items from Rego and Cunha (2008) as a development of
Milliman et al. (2003); Ashmos and Duchon (2000), which include the
following dimensions: a) Individual level: 1) sense of enjoyment at work (2
statement items); 2) sense of contribution to the community (3 statement
items); b) Team level: 3) team’s sense of community (5 statement items); c)
Organization level: 4) alignment between organizational and individual value
(5 statement items); 5) opportunities for inner life (2 statement items). The
variable measurement uses a five (1-5)_point Likert scale with answer
choices ranging_from strongly disagree (scale 1) to strongly agree (scale 5).
Adaptive Performance Referring to Pulakos et al. (2000); Charbonnier-Voirin
and Roussel (2012); Jundt et al. (2015), adaptive performance is
operationalized as work behaviour in handling emergency or crisis situations,
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managing work stress, solving_problems creatively, and dealing_with
uncertain and unpredictable work situations. The measurement of adaptive
performance adapts the instrument developed by Stokes (2008); Pulakos et
al. (2000) namely:1) proactive which includes the dimensions: handling
emergencies/crisis situations and solving_problems creatively; 2) reactive
which includes the dimensions: training and learning effort and interpersonal
adaptability; and 3) tolerant which includes the dimensions: managing work
stress and dealing with uncertain and unpredictable. The measurement of
variables uses a semantic differential scale of 1-5 (points) with alternative
answers ranging from small possibility (1) to large possibility (5). In this
study, the process of adapting the measurement items of the variables
(research instruments) was carried out starting by translating the
measurement items of the variables (research instruments) from English
research articles used as references (forward translation) into Indonesian.
After that, the results of the translation into Indonesian were translated back
into English (back translation) to ensure that the translation results were in
accordance with the original meaning. The next stage was to ask for the
opinion of a linguist regarding the translation results, and the linguist could
provide an alternative translation or approve the existing translation. After
that, the results of the confirmation of the opinion of the linguist and the
initial translation research instrument were compared to choose a translation
that was easy to understand without eliminating the meaning of the original
measurement items. The next step is to conduct a preliminary study on 30
respondents, and the last step is the process of adjusting the questionnaire.
After that, the duplication of the questionnaire or posting of the online survey,
continued data collection will be held directly or online. The quality of
research data is very important because the data is an interpretation of the
variables studied and functions as a means of testing hypotheses that have
been formulated by referring to theoretical and empirical foundations. Validity
and reliability are requirements needed to ensure that the research
instruments used are reliable, the constructs or instruments referred to from
previous studies have been tested for validity and reliability, but by
considering the theoretical and empirical gaps that are improvements to the
novelty of this research, the reliability and validity tests of the instruments
will still be carried out. Results and Discussion The application for research
permit was done by sending a letter of application to the East Java Provincial
Education and Culture Office. Furthermore, the letter of permission given by
the office, a cover letter from the researcher, a poster for filling out the data
collection, and a questionnaire were sent to 185 target schools via postal
delivery services, e-mail, WhatsApp, and some were sent directly. The
questionnaire was filled out by respondents in two ways, namely online and
offline. Data collection was carried out for 3 months. A total of 52 schools (29
Senior High Schools and 23 Vocational High Schools) or 28.11 percent of the
185 schools, responded to the request for data collection permit. The number
of respondents who participated in filling out the questionnaire was 100
school leaders consisting of 28 principals and 68 vice principals. Table 1 below
shows the profile of school leaders who were the research samples according
to their last level of education, gender, and school area. Table 1. Profile of
School Leaders Who Were Respondents Education Total Percentage S1 66 66
S2 33 33 S31 1 Total 100 100 Gender Total Percentage Male 50 50 Female
50 50 Total 100 100 School Area Total Percentage Batu 5 5 Blitar 2 2 Kediri 5
5 Malang 17 17 Madiun 15 15 DOI: https://doi.org/10.62754/joe.v4i2.5777
Mojokerto 7 7 Pasuruan 10 10 Probolinggo 3 3 Surabaya 36 36 Total 100 100
Table 1 shows the profile of school leaders who were the research samples
according to their last education level, gender, and school area. respondents
(66 percent S-1, 33 percent S2, and 1 percent S3), with 50 percent male and
50 female, with the largest school area coming from the city of Surabaya (36
leaders), second place from the city of Malang (17 leaders), third place from
the city of Madiun (15 leaders), fourth place from the city of Pasuruan (10
leaders), followed by the city of Mojokerto (7 schools), then the cities of Batu
and Kediri, each with 5 leaders, then 3 school leaders from Probolinggo, and
2 leaders from the city of Blitar. Table 2. Discriminant Validity, Composite
Reliability, and Convergent Validity Variable Dimension Items Outer Loading
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OCR AVE FLC Flexible Leadership traits (Trait) Traitl Trait2 Trait3 Trait4 0.733
0.760 0.859 0.827 0.806 0.813 0.634 0.786 Leadership Leadership Tactics
(Tactic) Tacticl Tactic2 Tactic4 0.799 0.861 0.782 0.734 0.850 0.654 0.809
Leadership Goals (Goal) Goall Goal2 Goal3 Goal4 0.739 0.745 0.835 0.818
0.792 0.865 0.617 0.796 Innovation Intention (Int) Int7 Int8 Int9 0.758
0.858 0.770 0.710 0.838 0.591 0.796 Innovation Culture Innovation
Infrastructure (Infra) Infral Infra2 Infra3 Infra5 0.751 0,830 0.737 0.724
0.757 0.846 0.634 0.782 Innovation Influence (Inf) Infl Inf2 Inf3 Inf4 0.832
0.744 0.744 0.744 0.766 0.851 0.580 0.787 Implementation Context (IC)
IC1 IC2 IC3 0.932 0.917 0.706 0.818 0.892 0.591 0.857 Sense of enjoyment
at work (SEW) SEW1 SEW2 0.930 0.873 0.775 0.897 0.814 0.900 Sense of
contribution to the community (SCC) SCC1 SCC2 SCC3 0.833 0.875 0.778
0.814 0.869 0.689 0.830 DOI: https://doi.org/10.62754/joe.v4i2.5777
Workplace Spirituality Team'’s sense of community (TSC) TSC1 TSC2 TSC3
TSC4 TSC5 0.773 0.838 0.891 0.834 0.791 0.883 0.915 0.683 0.826
Alignment between organizational & individual values (AOI) AOI1 AOI3 0.910
0.862 0.730 0.880 0.786 0.833 Opportunities for the inner life (OFI) OFI1
OFI2 0.942 0.942 0.873 0.940 0.888 0.842 Handling emergencies/crisis
situations (HEC) HEC1 HEC2 HEC3 0.774 0.918 0.918 0.813 0.889 0.729
0.854 Adaptive Performance Solving problems creatively (SPC) SPC2 SPC3
SPC4 0.843 0.759 0.881 0.789 0.868 0.688 0.821 Training and learning effort
(TLE) TLE1 TLE2 TLE3 TLE4 0.731 0.836 0.750 0.944 0.883 0.915 0.683
0.820 Interpersonal adaptability (IA) IA1 IA2 IA3 IA4 0.823 0.860 0.754
0.946 0.868 0.911 0.720 0.849 Managing work stress (MWS) MWS1 MWS2
MWS3 MWS4 0.827 0.887 0.860 0.954 0.905 0.934 0.780 0.883 Dealing with
uncertain and unpredictable work situations (DwU) DwU1 DwU2 DwU3 0.741
0.807 0.763 0.662 0.815 0.594 0.771 Evaluation of reliability and validity of
the variable measurement instruments shown in Table 2 are the results of
retesting the instruments that have been tested in the pilot test. Several
measurement items that have a loading factor <0.700 were removed from
the final stage of testing (Table 2), such as: item tactic3 in the leadership
tactic dimension; item int1-6 in the innovation intention dimension; infra4 in
the innovation infrastructure dimension; 3 measurement items in the
alignment between organizational and individual values dimension; item SPC1
in the solving problems creatively dimension; and MWS5 in the managing
work stress dimension. The results of the internal consistency reliability
evaluation are seen from: 1) Oof each measurement dimension of all
variables (flexible leadership, innovation culture, workplace spirituality, and
adaptive performance) has a value of >0.600; 2) Consistency reliability (CR)
of each measurement dimension of all variables has a value of >0.700 (Hair
et al., 2014), so that all measurement instruments used meet the reliability
requirements. The results of the convergent validity test (Table 2) are seen
from 1) the outer loadings of the measurement items used have a value of
>0.700 (Chin et al., 1997); 2) the AVE value of each measurement dimension
used has a value of >0.500 (Muhson, 2022), so that the measurement
instruments of all variables in this study meet convergent validity.
Discriminant validity testing for the measurement dimensions of all variables
is carried out by looking at the Fornell-Larcker Criterion (FLC) value in Table 2
and each dimension has the highest value in each latent construct tested with
other latent constructs and does not exceed the threshold (0.900), meaning
that each indicator can be predicted well by each latent construct.
Multicollinearity between Latent Variables This study uses a survey method at
one point in time for data collection (cross sectional), there is a possibility of
common method bias (Podsakoff et al., 2003), so a test is carried out for the
presence or absence of common method bias, nhamely by examining the
presence or absence of multicollinearity between variables with the Inner
variance inflated factor (VIF) (Kock, 2017). The VIF value is less than 5
(Sarstedt et al., 2017), while Kock (2015); Kock (2021) states that the VIF
value threshold is usually 3.3. Table 3. Collinearity Statistics (VIF)-Inner
Model FL WPS InC AP Flexible Leadership (FL) 1.290 Trait 1.000 Tactic 1.000
Goal 1.000 Workplace Spirituality (WPS) 1.005 SEW 1.000 SCC 1.000 TSC
1.000 AOI 1.000 OFI 1.000 Innovation Culture (InC) 1.343 IC 1.000 Inf
1.000 Infra 1.000 Int 1.000 Adaptive Performance (AP) HEC 1.000 SPC 1.000
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TLE 1.000 IA 1.000 MWS 1.000 DwU 1.000 The results of the VIF evaluation
in Table 3 show that the overall score is <3.3, this indicates that the
structural model formed is free from multicollinearity symptoms. The
researcher did not find a VIF value that exceeded the threshold (3.3),
indicating that there was no significant CMB in the data collected in the study.
Determination Coefficient (R-square = R2) and Effect Size (f2) The R2 value
shows the variance explained in each endogenous construct. The F-Square
value or fleffect sie shows the measure used to assess the relative impact
of an influencing variable (exogenous) on the influenced variable
(endogenous). Table 4. Results of Evaluation of Determination Coefficient
(R2) and Effect Size (f2) Equation R2 Adjusted R2 f2 AP= [+FLl+ InC[2+
WPS*InC[B+e2 0.244 0.224 0.322 R2 in the adaptie performance model
(AP = O+ FLOL + InC2 + WPS*InCLB + e2) of 0.244 indicates that in the
sample, 24.4 percent of the adaptive performance variance is explained by its
exogenous variables (flexible leadership, innovation culture, and WPS
moderation). Referring to Ozili (2023) who stated that in social science
research, R2 between 0.10 and 0.50 (or between 10 percent and 50 percent)
can be accepted only when some or most of the explanatory variables are
statistically significant, then the R2 value in this study is stated as
reasonable. Table 4 shows the f2 value of 0.322 or 32.21 percent which
indicates that the impact of flexible leadership, innovation culture, and
workplace spirituality moderation tends to be large. This refers to Cohen
(1988) about the criteria in the assessment of f(dare: 1) If the alue of fO=
0.02, it means the effect of the exogenous variable on the endogenous is
small; 2) If the value of fO= 0.15 means the effect of the ewgenous variable
on the endogenous is moderate; 3) If the value of fO= 0.35 means the effect
of the exogenous variable on the endogenous is large. The summary of the
results of the hypothesis testing of direct influence, indirect influence, and
moderating influence in this study can be seen in Table 5. Table 5. Path,
Mediating, and Moderating Analysis [0Standard Deviation T (STDEV),
Statistics P-Values Information Direct effect FL? InC 0.912 0.022 5.607 0.000
Significant InC? AP 0.254 0.091 2.786 0.006 Significant FL? AP 0.175 0.106
1.657 0.098 Not significant Indirect effect FL?InC?AP 0.107 0.046 2.308
0.021 Significant Moderating WPS*InC ? AP 0.291 0.104 2.791 0.005
Significant The results of the hypothesis test of direct influence and
moderating influence in this study can also be seen in Figure 2. Figure 2.
Direct and Moderating Effect Test Table 5 and Figure 2 show that hypothesis 1
(H1) which states that flexible leadership significantly increases innovation
culture, is accepted. This result can be seen from the path coefficient value
(O of the influence of flexible |leadership on innovation culture of 0.204 and t
statistic of 5.607> t-table 1.660 (df = 100-5 = 95, one-sided test, (0= 0.05)
and p-value of 0.000 <0.050. Likewise, hypothesis 2 (H2) which states that
innovation culture significantly increases adaptive performance is accepted,
this can be seen from the Clvalue of 0.254, and the t statistic value of
2.786> 1.660, and p-value of 0.000 <0.050. Hypothesis 3 (H3) which states
that innovation culture mediates the influence of flexible leadership on
adaptive performance, is accepted. This can be seen from the test results on
the indirect effect showing a Ovalue of 0.107 with a t statistic value of 2
.186>1.660 and a p-value of 0.044<0.050. Referring_to Nitzl et al. (2016)
this finding shows that innovation culture as a full mediator of the influence
of flexible leadership on adaptive performance, because the indirect effect of
flexible leadership on adaptive performance is significant and the direct
effect of flexible leadership on adaptive performance is not significant (Table
5 and Figure 2) with a Ovalue of 0.175 and a t statistic value of 1.657<1
.660, and a p-value of 0.098>0.050. Table 5 and Figure 2 also show that
hypothesis 4 (H4) which states that workplace spirituality moderates the
relationship between innovation culture and adaptive performance,_is
accepted. This is indicated by the [Chalue in the interaction between
workplace spirituality and innovation culture of 0.291 (greater than the O
value = 0.254 in innovation culture), and the acquisition of a t-statistic value
of 2.791> t-table 1.660 and a p-value of 0.005 <0.050. These results mean
that innovation culture significantly increases adaptive performance and its
impact is further strengthened by workplace spirituality. Discussion
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Increasing Innovation Culture through Flexible Leadership Flexible leadership
significantly improves the adaptive performance of middle-level private school
principals in East Java. The findings of this study are an improvement novelty
regarding the positive impact of flexible leadership on organizational culture,
especially innovation culture, because this can be seen from several previous
empirical studies that are still limited and have not used flexible leadership to
measure leadership practices, for example: Bataineh et al. (2022) revealed
that inclusive leadership has an impact on innovation work behaviour; Kaur
Bagga et al.(2023) reported that transformational leadership improves
organizational culture; Udin (2023) reported that transformational leadership
improves organizational learning culture. This finding supports contingency
theory which states that an effective leadership style will adapt to the
situation and needs of the team or subordinates, where flexible leadership
practices are a manifestation of effective leadership. Flexibility is the core of
effective leadership (Vaari, 2015). This finding also confirms the basic micro
elements that form dynamic capabilities that underlie the relationship
between flexible leadership and innovation culture. Flexible leadership is one
way to activate dynamic capabilities in an organization, which will ultimately
encourage the creation of a strong innovation culture in an organization. This
finding strengthens Wilkens and Sprafke (2019)) regarding their empirical
study that leadership behaviour is one of the micro-level resources in
dynamic capabilities. Flexible leadership creates an environment conducive to
the growth of innovation culture. Flexible leadership creates a work
environment that encourages creativity and innovation. Flexible leaders
provide space for work teams or subordinates to try new ideas and take risks.
Flexible leadership builds trust, so that work teams or subordinates feel more
empowered and have the autonomy to contribute to innovation. Flexible
leaders focus more on achieving goals than on processes, so that work teams
or subordinates feel freer to find innovative solutions. Flexible leaders see
failure as a learning opportunity, not as the end of everything. Improving
Adaptive Performance through Innovation Culture Innovation culture creates
an environment that supports creativity, innovation, and openness to change,
which are important factors in improving_the readiness of human resources
to adapt to change. The findings of this study show that the findings of this
study are an improvement novelty regarding the positive impact of
innovation culture on adaptive performance, because there are still
limitations to previous empirical studies that examine the relationship
between the two, for example: Hilmarsson et al. (2013) revealed that
innovation culture increases innovation performance; Staltzyk (2017)
reported that innovation climate determines adaptive performance; Tang et
al. (2020) reported that innovation culture significantly increases
organizational performance; Riza et al. (2020) reported that organizational
learning significantly increases adaptive performance; Al Taweel and Al-
Hawary (2021) revealed that the role of innovation capability is directly
related to organizational performance; Bataineh et al. (2022) revealed that
innovation work behaviour increases adaptive performance; Nurhaliza and
Abadiyah (2022) reported that innovation culture increases employee
performance. The results of this study support the theory of positive
behavioural management from the perspective of micro-foundations on
dynamic capabilities (Sprafke et al., 2012), at the managerial level, and the
perspective of adaptive performance (Ployhart & Bliese, 2006; Han &
Williams, 2008). Organizations with strong dynamic capabilities tend to have
a strong innovation culture. This finding also supports the theory of learning
organizations, which emphasizes the importance of the ability to continuously
adapt and innovate through the creation of an organizational environment
that encourages experimentation and learning, so that individuals in the
organization feel safer to take risks and try new things according to
environmental demands. Innovation Culture Mediation on the Impact of
Flexible Leadership on Adaptive Performance Innovation culture plays a role
as a full mediating on the relationship between flexible |eadership and
adaptive performance of middle-level private school leaders in East Java. This
means that the impact of flexible |leadership on adaptive performance is
more significant through innovation culture, because when viewed from the t
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statistic value of 1.657 it is not too far from the t table value (1.660), this
indicates that the magnitude of the direct influence of flexible leadership on
adaptive performance is moderate. Flexible leadership is a leadership practice
that is able to adapt to changing situations, encourage creativity, and support
innovation. Innovation culture acts as a bridge between flexible leadership
and adaptive performance. The meaning of this finding is that the creation of
an environment that encourages creativity and experimentation can be
realized through flexible leadership practices because it can trigger a strong
innovation culture, and in turn, allows organizations to adapt to change more
quickly and effectively, thereby increasing adaptive performance. This finding
is an improvement novelty about the role of innovation culture in mediating
the relationship between flexible |leadership and adaptive performance,
because in previous studies, therole of innovation culture that mediates the
relationship between flexible leadership and adaptive performance has not
been found, there are only a few empirical studies that imply that the
relationship between the three is empirically supported, for example:
Bataineh et al. (2022) revealed that inclusive leadership has an indirect
impact on adaptive performance through innovation work behaviour; Kaur
Bagga et al.(2023) reported that organizational culture partially mediates the
relationship between transformational |eadership and change management
among virtual team employees; Udin (2023) reported that organizational
learning culture is able to mediate and moderate the relationship between
transformational leadership and employee performance; Sumarmi et al.
(2024) showed that dynamic adaptive capabilities positively mediate
authentic leadership with team performance. Moderation of Workplace
Spirituality on the Impact of Innovation Culture on Adaptive Performance The
test results show that workplace spirituality strengthens the positive impact
of innovation culture on adaptive performance. This finding is an
improvement novelty, because there have been no similar research results
reported. These results support resource-based theory where unique and
valuable resources, such as workplace spirituality, can provide a competitive
advantage for organizations, because workplace spirituality can strengthen
the organization's ability to innovate and adapt. Workplace spirituality is an
intangible resource that can strengthen the positive impact of innovation
culture on adaptive performance. The relationship between the three
variables also strengthens the view of the formation of dynamic capabilities at
the micro level. Organizations with strong dynamic capabilities can be more
effective in implementing innovations resulting from a spiritual work
environment and transforming them into real actions that improve adaptive
performance. This finding also supports Staines (1980) in the context of
spillover that when values and behaviours developed in a spiritual workplace
can have consequences for the personal life of each individual at work, for
example increasing the individual's ability to adapt in various situations.
Conclusion Adaptive performance is the key to school success in facing future
challenges. By focusing on developing adaptive skills, schools can create a
relevant, dynamic learning environment that is able to improve the quality of
learning services according to stakeholder demands. The findings regarding
the significant influence of flexible leadership on innovation culture in schools
provide a better understanding of how school administrators create a work
environment that encourages innovation. The application of flexible
leadership principles allows schools to increase their competitiveness and
relevance in the long term. Workplace spirituality has great potential as a
moderation in the relationship between innovation culture and adaptive
performance, so it needs to be studied to deeply understand the working
mechanisms and their implications for the organization. Practical Implications
The finding that flexible leadership has a significant influence on innovation
culture brings a number of important implications, both for organizations
(including schools) Here are some points to note: 1) The importance of
adaptation. Flexible leadership shows that leaders who are adaptive and able
to adjust their leadership style according to dynamic situations will encourage
the creation of an innovation culture. Organizations that want to continue to
grow and innovate need to have leaders who are not rigid and open to
change; 2) Focus on the work team or subordinates. Flexible leadership often
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involves empowering the work team or subordinates, delegating tasks, and
creating a work environment that supports creativity. This shows that to
encourage innovation, organizations must focus on the potential and needs of
the organization's human resource development; 3) Innovation Values. These
findings emphasize that innovation is not just a goal, but also a core value in
the organization, and flexible leadership plays a role in instilling innovation
values in all organizational human resources; 4) Risk taking. A strong
innovation culture is often associated with the courage to take risks, and
flexible leadership creates a safe environment for all members of the
organization to propose new ideas and try things that have never been done
before; 5) Competency development. Organizations need to support
innovation culture by investing in HR competency development, especially in
critical thinking, problem solving, and creativity. The finding that innovation
culture has a significant influence on adaptive performance has several
important implications for organizations (including schools), hamely: 1)
Better adaptability. Organizations with a strong innovation culture tend to be
better able to adapt to rapid and unexpected environmental changes. This is
because innovation culture encourages members of the organization to
continue learning, innovating, and seeking new solutions to emerging
challenges; 2) Improved performance. High adaptive performance contributes
to improved overall organizational performance (including schools). Adaptive
human resources can be more effective in completing new tasks, working in
diverse teams, and making valuable contributions to the organization; 3)
Competitive advantage. Adaptive organizations (including schools) have
better competitive advantages, can respond more quickly to new market
opportunities, develop innovative products and services, and outperform
competitors; 4) Retention of Talent. A strong innovation culture can attract
and retain the best talent. Innovation-oriented human resources tend to be
more attracted to organizations that provide opportunities for learning and
development; 5) Organizational Resilience. Organizations (including schools)
with an innovation culture are more resilient to shocks and crises, because
they have the ability to bounce back more quickly and find new opportunities
in difficult situations. The practical implications of the findings that workplace
spirituality can moderate the relationship between innovation culture and
adaptive performance are: 1) Increasing commitment. Individuals in an
organization who feel connected to organizational values will be more
committed to organizational goals, including the goal of innovation; 2)
Increasing creativity. A spiritual work environment can encourage individuals
in an organization to think more creatively and seek innovative solutions; 3)
Increasing resilience. Individuals in an organization who have strong
spirituality tend to be more resilient to stress and change, so that individuals
in the organization are better able to face challenges in a dynamic
environment. Limitations and Future Research Directions There are
limitations in this study, namely: 1) The data collection process, from 185
schools contacted to become sample targets, as many as 52 schools (29 high
schools and 23 vocational schools), or 28.11 percent, responded to the
request for permission to collect data by participating as respondents; 2)
Although anticipation has been carried out to control or minimize common
method bias, namely preventive improvements and statistical improvements,
there are limitations in the variable measurement method, such as: a) The
measurement of flexible leadership practices is assessed by the school
leaders themselves; b) The measurement of adaptive performance in this
study uses individual leader level measurements; 3) Limited literature on
measuring flexible leadership and innovation culture. Here are suggestions for
further research development: 1) Increasing the generalization of research
results can be done by increasing the scope of the sample by expanding the
population in the district area, East Java Province with the use of the
population of the state and private high schools and vocational schools that
have B and C accreditation can be considered for further research
development, to provide opportunities to obtain a larger and more diverse
number of samples so that comparative analysis can be carried out to obtain
more comprehensive research results; 2) Future research is also worth doing,
namely research for flexible leadership and innovation culture measured from
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the perspective of subordinate assessment. If possible, future research can
measure adaptive performance at the group level (Baard et al., 2014; Burke
et al., 2006) and organizational level (Park & Park, 2019), and consider
objective measurements to measure school performance, for example using a
balanced scorecard with the National Education Standards approach (Bustomi
et al., 2021); 3) Increasing literature reviews by using systematic reviews
and meta-analyses to enrich conceptual and empirical studies on measuring
flexible leadership and innovation culture. References Al Taweel, I. R., & Al-
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The Role of Innovation Culture as a Leadership Effort in Improving
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Intreduction

Private educanonal instimtons in Indencsia are faced with the problem of mainmining competitive
advairage 0 gerting stidems, so e the sustainabilicy of the school B gaaraniesd. In dee VOEA B, the
inAnvatnn t:.'I'JE ORI maﬂud.l'.', and there 15 contnunus rJ.'laru_,ru, sca thnt private schesnls ore re«'.pun:d ey b
able oy increase fleabalite and chanjre w0 that privae schools can creste competitvensss and restliemee.
Facing these demands, it s necessay o inceease workiplace spifiwalive (Paul et al.,, 20200, Sclksd
sustinabiline as a long wm, namely compeitve advantage that is noc only for woday buoe st eontnine w0
fuil continuotsly by mesimizing all poeatial owned by the school's inemal and then adjosting it e the
external conditons of the school. Performance, especially adaptive perfommance, is imporant for the
sustainabibty and deselopment of schools,

Accarding . Booman and Motowidlo (1997) Performance i behavioar that can be assessed as having o
i or nepive dimgect on an individual or orgimdeanion’s effecnvencss, The performance of school
emplovees individaally can hase an impact o school perfonmnee b disecd v and inditecdy, Therefore,
when an emplovee B amable we carry oot his dutics properly and behaves inoa way that 5 oo in accoddanoe
with the expectatons of the niganizaton, this cam have o negaove impact on the sostainabiline of the
processes that oocur within the onpan@ation. Individual pedfomance is one of the success factors in
balding an onganizanon (Koopmans et al., 2F6)

Performance consises of three dimensions {Pradhan & Jera, 247), namely msk performance, contexiunl
perfommance (Borman & Motosadlo, 1997)), and adaptive perfommance (Charbonnier-YVodon & Roussel,
202, Pudakios et al. (20008 swed chae adapeise peeformanes is an individoal's abdling oo adagpr o changes
it e i work, Clscbonnier-Yoirin and Boussel 2002 suated thar adaguanon in dhe commexr of wark s
related to many vannhles that are relevant to the work el including bebpviour in vanous different msk
demands (for example, new coworkers axd wams, new prmblems, cultural differcnces, new technologies,
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Innevanon provides o compentve advanmpge for schools i the long terme Innovaoon culture can belp
schook mprove adaptive performance. Innovative schools respond more quickly o matket changes and
sustmimer necds. Inmovaton in schools can incease 1f the schoal has o seeong moovacion colmere, Capon e
al. {1902 stated that ey aspects of innevanon culiure are creativire, openness and accepinnee of mew adeas,
fisk taking, and an emrepreneunal mindsen Hurley and Hule (1995 seed thar moeocaten cultuee imclodes
the inrearion e be innovative, the extent wo which individuals are ovienied rowands leaming new woays of
cdeang things and thus hove an mflugore on the ooemmnon o And new ddeas and implement them,
Hilimarsson et al. (20130 repored o pesttive relagonship between annovation culture and inooeaton
performance. L1 et al. 2018) mawed thar posinve cultural choractenstcs are very I:rn|:|1.1n:|rn: for aplity,
innovaton, and ceeatvire, Inoovation culmee eesules from the dnceeaction beracen innovaton and
afpatzational cultise [Dungulo ecal., 200 5),

A sreon v ton oulure can be eealieed by cultivanng valoes thae enconrsge the Fiestion @ wmwsate,
Crenting iapevatiodl infrastrecmuns, paving atenton o the decmminanes of custommer-coened amd value-
added mnovancn, and implemendng the innovanon idezs that are formed, so chat i can improve adaprive
perfommance 10 the ograniadon, Empincal stadies on the dicect relationship berween innmation culture
and adaptive performance are soll bmated, for example, Statceyk (2007 smesd that adaptive pedommance
15 influenced by the innoyvacion climare, Organizaicmal kaming, which is one of the infrasrocromes of
infowaton culieee, can imoyve adapove |J-.d'=:nm11.m iz eral, 20200 Baaineh et al, ELIIEJ revealed
that innovation wiork l1|:l1u'| ot improves adaptive perfomance. Murlaliza and Abadyab (20227 revealad
that innowation culrure mproves employes performance:

lonowvanon culture can ke enhonced through Hexible leadership pracoces. Leadership peacoces plav an
impariant ol in shaping oeaniatonal culuce and the opanzanonal epvmoment, such as influendng
emploves atttudes, bechavicurs, and overall well- Leing Theough certain leadesship pracoces, such as Aexilile
leadership, according w Lhang (3024), leaders can create o work cnvisonment than is full of iewovanion,
reepects diversiry, okerares failwre, anad values feodback lca:lrﬁlu'r- i5 the Famkariey of innovaion cultuee.,
Batainch e al. {3022) revealed rhat inchisive ]Eﬂﬂl!l"i-hl]’.l has an |mr.|'||:r-::-.r|. mneswvntion whick behaviour, Kaor
Bagpa etal. (2025} reported & positive relotonship berween trans formanonal leadershap and ogranazationa]
culture, whale Udin (X123} reported that ransformanonal leadership improves onranizadanal leaming

:an.ln.'.

Gierlach er al {20215 vepeerred the imgacr of flexible adaprarion of kader behaviowr on innoveanye
performance. While Jia et al, (2022 veporped that e resales of the stidy showed that explaicive
kv lele seeking amd explomapdy knowledge socking pamially mediae e reladonship bevsoen
ambidexrrous leadership and orpanzational immevnnon. Effectve leaders encourage 2 mindset of coresny
and expenmentation, ensure that innovaten 5 embedded i the onpranizatonal structure, provide a vision,
create asafe eoviromment fof taking calculated risks, and celebrane success and Failure s impodvant learning
expencnces, This, leaders nor only inspiee bur also eimgreer work eams o sabondinues wo innovane
el B e v

Spirimialice i e schensl envitonememt can modese the seliicnship between immevaton culwire and
adaprive perfomuance. Workplace spirinality Ban individual's e o oo Ao self-valos in life and align theoese
vahies with waorkplace walues (Mitroff & Denmn, 1994, Workplace spariualite 15 definsd as 2 workplace
that alliras mekividuals oo express thele inner life by doing meaningful sork in the contest of community
[MGllireay e al, 2000, Workplice spdrinality often fosers valwes soch a3 crcanving, curdosiny, amd the
courags ooy new things, whens these vahies are in line with innosvation coliere, sa ey are effocove in
diiving adaptive perfoimanee, A spiammal work envieoniment temds w encourge eollaboration and roimisl
s, which ace key e inneovation prepess, Stong spicimualicy in che sesbplace allows members of the
axrgamzation o feel connecied o ench other and have o commes purpose, will be more open to shanng
adens and working togecher o find mnevatve seluoons.

This study explones dinamic capabililes from the human aspect and individual behaviour in the context of
44
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srraegic management, which according w Salvavo (2R is sl eebovely limired, This swdy is a miceo-
level behavioneral analysis indwidual leader fevel) as an emypaneal study of mereasing adapoive performance
capabibines ar the indnvadual leader level as a1 consequence of Innovaton culoure by invebang, fexdhile
leadership a5 an ancecedent of Innovaion culoure and workphice spidualiy as o mederator of the
relatiomship bemveen innosabon culrne and adapive perfosmance. The objects of the study e high
schesds and vocaiodal schools manged by foumndarions aperating in the Bast |ava Province,

Thesrefiimd Dravemionk and Higarbenid Dhavvdoperoar
Flatide sl aia Tnoeaton Caltary

The theory undedving the selaricnship bereeen flexible leadorship and innovadon culwes 2 rooted in
commnpency theory, which states that an effecove lendership stvle will adapt o the situaton and needs of
the team or subondinates. According o Yulland Mahsud (0000, continpency theory s relevant i fexible
Jznﬂmhip hecaise 1t Flm\"id.l'_'I insehe i b oy rlipi_;:'henﬂ st tnns and identify foems of behoviour thae
iy be effective fora lesder, Flesible kadership is the abilite vooadjuse or adage leadership seyles, methods,
of appioaches in response o different oF changmg comexnaal dermands w falicate groap perfommance
{Baiser & Owverfield, 20000, Flesible leadershap is a skill thar involves the abiliy v onderstand siciadonal
requirements for effective leadership and be flexable in adaping oo chanpng condmions and crises
{Mumfomd et al., AT

Increased flexibilicy and adapratality, leaders require broader cipahilides, including predictive capabilides
{Fuln & Khesnwshahi, 2021, experience and techrocal {Barnes et al., 20621, and monagenial eapabiboes
{Bchiwma e al, 20215, where flexible leadership theory prosides & theoeerical basis for leadership pracrice
in faeing the dermands of fexibding, adaprabiling, and effecuve manpenial capabilicies (2 & Jin, 2023)
Flexible leaders hap requires o broacd sec of behaviours chat can be adjusted o vapous sinations and demands
knevaing when m apply esch bebavicur and skl o eomplete the actions nesded to solve new challenges in
commplex realities {Hoch & Bemolila, 2020

[ynamic capabalities are the theory underhving the relanonship berseen fexibe lademship and innovaton
cultare, The dvnamic capabilivies theory was creatad o Belp organizatiomal leaders succesafully adapr the
Twsie Organizational resowices they have w change (Barima & Ogeado, 20225, Flexibke leaderslip is ome way
1o activabe e organizaon's dynamic capabilines, wibdch will uldirstely encourge the creating of & sFong
innovanon culture, Inmovaton sonfluenced by certan social and ailtuml values, nonms, stomdes; and
behaviours that can be deserbed 25 inmevation culure (Eynde et gl 2005; Davies & Busine, 322). Plexible
leaders create an environment that allows indiiduaks in the ogroeanon w develop and use thar dynamc
capahibines, through nnovaton culmre such as encounging expenmenmion, provkhopg oomonomy, and
supportifg new iniiatves, so that the organization becomies meore fesilient and able o respond 1w
envirnnmentl chanpes.

Ermguirical smudics on the rlationship betwesn flesible leadership and innovation cultore are sl very
limmired, Several keadership approaches that are implicitly reported 1 be able to improsve mnovanon colture
include: Batineh et al {20327 revealed that dnclusive leadership has an impact on innevaton work
behawviour, boaur Bagea et al (3023 epored a positive eliiomship bemveen mansfomstonal leadership
anel organizanonal culwee; Udin (2023 reporeed thar ramsfomatonal Ieadership improves organizational
learming culre, This snady exphotes the dmpact of fexible leadership practices en idnovation cultee
private bkagh schools in Bast Jave, wath the formulation of te ficst hypothesis (HL) as folloss;

HIT, Flcile Sodlarnisd mpfamnddy foores fnaeafion suiwer.
Prwspationr Cadore awd Adaptier Prefarmrawar

Dsmamic capabiline: andelic the relaionship berween inoovartion colnge and adaprive perioemance.
[ynamic ﬂquhi]mz: are likened b oan t:-rl_r..u:.n:ul:i-:m': 1h:|ir__|.' toy conhnuoushe il:h.]'.d‘., chanpe, and create

innovatinn, Thas ahility is cruclal in conneeting Innovation culture with adapove perfommance. Adspive
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performance in the workplace refes o adjusorenn and unders snding of cleenges inothe work place {Pulakos
ctal,, KKK, Ln peneral, researchers show that adapove pedormance s 2 component of overall pedfommance

thar can be disinpruished fom msk per!:-::-rmrml:e amd ooamtexrual perl'nn'n.'lm:r: (1 karhonnier-Yoirin ot al.,
LU LR

1f an organizton has 3 culture that encourages imnovation, then individuals in the opranzasen wall be
wocustmicd o thinking creanvely, nking asks, and secking new solutions, aml this will somulare the
development of dynamic capabiling such as: 1) Lesning, the edganizanon conboues o lern feom
sxpenence and mistakes; 2] Expenmenttion, the arpamzanon dares m ooy new things; 3] Integration, the
onmuaten s able o ontegrae new ideas into busmess processes. Strong dhnamic capakalides, the
orpanizanan is able to: 1) Besponsive m chanpe, the organiznon can qoickly uduFu: 103 changes in the
business eavitenment, 2] Mew produces and services, the orgenization is able 1o creae innovations thar e
televant o matker nedst 3 Increase effickency, the organiziton can optinize resousces awl busines
PrOCCEsEs,

Thee thioiy wberdyimg the rehdonship berween innovation culture and adaptive Efommanes is the theory
n“n:nurg ORI s, whach -:'m]:-ha.ﬂ:izu: thi TP ACE nf an OREATIn fioam's n.'lxilit:.r o learn and ﬁ:hpt
o environmental changes. Chiva et al. {2014) stated that ooganizanonal leamang & @ process a0 which
afganizaticns change or modify menml models, nues, pmcesses or kenewledge they have, mELntaing or
imprening orgedzarional |1n:t1'rmt11m M srpong inmwvation culwes is the famdaton for oo zkons o
coiilinue o aioay aind adapr, Orranizations with o innosson eultoee aie bemer prepared @0 Bce changes
and uncerminty, Innovaton culture encournmes contmaous learnang, so char imdviduals in the opameanon
gan develop new skills and relevant knmaledpe:

qu:uriml stuchies on the rebbonslap between innevanon culture aod adaptive perfonrance are sull very
limited. Several empinal sl that imphddy suppon the celogonship between the e, such as
Hilimarzzon et al, (2003] revealed a pesiove and signmficant eebrionsldp berween innovation culmee and
innovation performance; Stadceyk {2007 stated that innovadon dinse determines adaprive performance;
Tang et al. (2020 pepoared thar innosadon culoore dgniBeandy inereises opmidzaimal peiformance; Riza
et al. (20200 reporred that ogranizatoml leaming, whick is one of the infrastrucmces of mnevation culre,
can ncrease adaptve perfncmance. Forthermere, Al Toweel donw Al-Hawary (20217 revealed that the rode
of innmvaton capabalite a5 chrecely related 0 organizeteonal performance. Purthermiore, Batineh er al.
(202 revealed thar mmewvanon work behaviour increases adaprive performance, whale Nurhabizn and
Abadiyal (3022} repoted chat iy arion coleuee incosises eisplovee peeforimme, This study exploces the
selaniomship berween innovarion culuse and adaprive perfonmance in private high school Jeaders in East
Java, with the frmubhion of the second oeder huporhesis (H2) os follows:

HZ. lengsriion seliore sipaiicantfy fnmearer adghline bararmaar
f'.h.'.l.lfl.l'rf.:.edﬂm"@ .f.'\.u'.-h'.p.r.ur I-'e._'_'.'.m'r: Vommeetran & wfere ar a Medatfar

.’&duph\e pr.rl’-:m'rl.n:l'bne 5 an |m|'|r||.1::1r||: part: nf waork ]:-Ll'lul.'l'l'llll'll:n:-l r:s[JLn_lJl'l.- N environmenn that
expenence rapad change (Booind et al., X024). The ml:n:htl:mg ek ef innevation culture in the relatonshagp
between flexible ledemship and athpurc petfommnce cin be explaned with the following example: for
cxample, am organdzarion 5 like @ ship sailing m oo dynamic bosimess ocean, then fexibke leadership is the
capiain who is able o adjosr the diveetion of the ship according e changes in wind and coerent, while
innevatnn culture is 0 compass that helps the ship find new and more efident mutes, wiale adapove
performance is the speed and agilicy of the ship in maneuvenng, Flewble leaders creare an environment
conducve tonnovagon by gang autonomy o idividoals in che orpanizanon, encoumging colbbomtion,
and suppoming expenmentaticon Organizations with a srong innovation culrune are betier prepared for
chames bocanse the organization has a habi of thinking creadvely, finding mew solubens, amd learming from
mbstabes, s that individoals inochis ergindeadon aie meoere shilled ot adapiing 1o unceeain situatdons,

The eimpineal reeulis of previons feterrchers have ol found the wole of innovation colure that mediates
the relaticnship berween Aexible leadersbip and adapive performance, However, there ane several popons
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of previous cesearch resalts tha daply that the relatonship between & theee is eonrirically suppsoriad, for
example: Bamineh et al. 2022 revealed that inclusve kadership bas an bshinect impact oo adapiave
performunce through innovation work behayviour; Koor Bagen ec ol (202 reported thar omganizational
culture partally mediates the elinonship berween wansformational lexdership and change managermsent
advionig vietual e employess; Udin {2025 sepored tear onganizaional laaning ealvore is abke o medisge
angd mederare the pelanopship beracen  mansformarional  leadership amd  emploves  pefommanee.
Furthemmoge, Surrm er 2l (024) shoved thar dvnamie adaprive capabilities mediae aurhentic leadership
and team performance. (Zada et ol [2024) ceported that servant leadeship pmficantly affects employee
task performance with emplovee promestive voace a3 0 medistor. Thas study explores b the impace of the
role of imnovation culnire in meedicing the rebdonship berveen Aexible leidership and adaprive

performance witl the fomulatien of the thind hypothesis (H) as follows:

L3, Dnsssendion by imatbutar b vedatfontiin Befusan [Teasiule SoderrDin mad acgh e Darforsani
Twworation Cadars awd Adapties Peoararanie B anlpdver Shinstweliny s a Madsrarar

The relatonship between woikplace spiaraticy, inmovarion colmee, and acdaps e perfiormanee cormplerment
aed peinforee each other, Woekplace spirinialioy can b a caradvst for 4 seang inovation culwre, which will
ulimately improve the organteaion’s adalicy to adapt o change and achieve superior performance. The
spizicual aspect of ogrnizoonal change can suppon the ogzanization’s efforts 0o make work and the
workplace envitonment a bener evervday expeticnce (Liu & Bobersan, 2001),

Resuree-hnsed theory undedies the moderating mle -::nE'wanLFllin:' spintuali oy an the rrJnrJ-e:rl:hip betweien
anpnwanion culture and adupuve peefisrmanoe, Spinic at work is viewed as an incangible caabiling wirtkan e
Resswrce-based view (RBY) framework weaapds compengve sdvammnge [Barney, 19910 This theory states
that unique and valueble resources, such as workplce spintuality, can proside & competioye advanmpe for
capantantons. The strategic value of the inmnmble spintual capabaliny comes from s o (Borney 8
Hestedy, 20, Workplace spinnality 15 considered a valuable mesource, which can enhance an
arfgaanzarion’s abiliy 1o irmovate and adapy Spicioliyy can b viewed as o resource that can enhance
acaprive pedformanoe. 1ksan ec al. {20200; Jena (2022); Saced eral (2022); Ekowand e al, (2022) reporied
it wehoplace spivinaline is 4 onique approach w mproving emploves perfommance

Weorkphoe spifmaline often finks work wa purpose preates than just finaneial gon, workpbicoe spimaliny
can provele 4 wense of meamng and purpese in the work of cach member of the orpaszaton, so thae
members of the orpamznton are more mocvated g adagt to change and conmbuee 1o the success of the
orpamzanocn, Millimoan ec al (2003) conceprualize workplaoce spinnmlitg the level of mieracdm of
andividuals, proups, and organizatons, where the three core dimensions of workplace spinnmbty inchude
e i anoik of “meaningful work™ (individual level, having o Tsense of commminin™ (rroup level], and
"alignment with the values and mussion of the crganizaton® (orpanieatonal level). Workphee spootuaboe
a5 aspects af the workplace, whether m indivaduals, Froups, or -t:-rl_r.ﬂm:u:nti-::-.n.s:_ thar incresse I:i.-uli:rg: at
individual sansfacuon theouph transcendence (Giacalone & Jurkiowicz, JH13),

Conceptually, dynamic capabibities can be the basis of the theory of the moderatng roke of workplice
spititality in the selaticnship berwesn innosaton calune and adaprive performance, As af extension of
the: RBEY theory, dynamee capalifities asume that organizatons bave a mis of foancial and eon-Anancil
techodogical resources, skilk, knoadedoe, and expedence amd cheir creitive integration and wise ose
provide eompettive advamages for nognizatons (Teece, ZN0T, Teoce et al., 1997). Workphee spidtuality
can create work emamnment: condionng that support mmevaton and crestvaty by pooviding: greater
meaning and purpose o work, 5o that these condidons can modvare indraduals In the opanaton o
soantinue learnang and developang,

Dwiamie capabilines emable ofganizations o hamess the mnovation porential dat ereipes fom workplace
spivicaality. With the ability o menage chamge and unceraing, organizoons cen be moee effective mn
impleimennng new idexs, A strong innovation caltuee can steemgthen dvnamic capabilines by encontaging
experrmenaiom, learning, and the developiment of new cagabilites, Adapnve performames is the cnd result
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of the process inowhich werkplace spifmalice, innovarion culooee, and dyoamie capabilides inerace
Dynamic capataliies create the conditions thar enable worlplace  spowmlty o have an impace that
strengthens the relanonshap between innovaton culture and adapove perfomance.

Spillover theory can also 2pply 0 the context of the moderanng mle of workplee spinmabicy i the
relaticnship between mnovnnon culture and adapove perfomance. The spillover by pothesis sates thar ane
chemge in oie arca will impace odeer areas; there fore, when individoals have & stiong spiriveal deise, they
are move adaprable and enchisbsnc aloun theie respective jobs [Baines, 1980, Valoes and behaviours
d:-wdnpnd ina work envimnment with strong s:|'||1'1|:|.|_1J|'r'.I can hmoe an impact o gde etfect nn emplm e’
personal lees, so that emplovess ane mere bikely to be innovative and adapive indmiduals invamows aspects
of bife,

Reserchers' explomon of previous studies thae reported the meodenting mle of workplace spanmalioy m
the relaionship betwesn inmovanon coluee and adaprive perfoemance has noc been foumd, But there are
aevern] pepits of previous rescarch fesales e use workplice spivinalivy a5 a moderacion, meloding: hMalik
et al, (RG] repomed that organizarional salues mederite de relatonship beraeen ethical leadeeship and
E‘DFI'-::-'I.‘.‘.‘E ]:-e:rl’nr.rnu'n.-nL. Eremsr et al. (2024) found that m:a:rl-q'ﬂnl:e q‘xirih.l.uhh modemtes the effect af
orpamzatonal justice on job ansficoon, where emplovees with high workplace spicimality are moee
satsfieed than emplovess wah low u'i:-l:kp]m:u spirinality. Referring m the tlﬁrnpnnn n the [Jmlmls
paeaetaph, v is saeed thar the inceease inadaprive peeformmmes cansed by innosanon culee can ineisse
with the strengrh of work place spidtualing The fommulinon of the founh hupetbesis (HE) B o follows:

I WP ey abivi vy sl e redinfiostaligh Befive mwani@on valfore aoa anlhiee ferivmas
This sty a8 oo condice pesing and analyeis sith a conceproal famework foemed inone analysis process

with SEM madelling with second oeder tﬂ:hruqur:x Befornng to the explananan that has heen describied,
the research model in thas study is shown m Fipare 1

LTI TR TR T
Cailllkiie

H3
Figure L Rescarch hoadcd
Rescarch Methods
Pupradation and Sampie

The p-c:-puhl:lun n this :'h.'lrlf were Fm*ﬂe hazh schonls 2nd vocanonal schools Iocared 10 the Fast _|n-..u
Prorvinee, consistng of 37 distncs and 9 aoes, with o motalof 7,249 povaie ek schools and 100571 privaee
vocatwan]  schonls |:|'I'trr|:|r. -"_u"r|1|'|r| LLdekthg\c:ud.u":l The mmpl:lng Erhmql.l.e used nnn- thnh.i.'li.r:.-
samipling with porposive sampling rechnigue, namely purposive sampling i= 2 dita source sampling
Ln'.lquun: with cermin considerions (Sugivoid, 20063, where methodological considerations for -utjl.l.ljm
samples in pevae lgh schools and vecadonal schock segiedied A and locaed in ndne cides (9)
munlnp'llll:c: (Harm aty, Blitar city, Kedin cty, Madiun city, Mn]:l.nl_. city, Muojokerto ciry, Pasumean city,
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Prastsalingen ciry, andd Surabaya ein). The sarmgles mken were privare high schools and vocarional sclwssls
accredited A located inonane (%) municipalines. The number and data of schoals that were sampled were
obtamed from dara searches on the Basic Educanon Da websaee (hirps//dapo.kemdikbud goad /] as of
Uhprorer 2023, there are 185 schonds accredived A, consists of 100 Senior High Schools and B85 Veganonal
High Sciwssla The samgle in this stady was mben fony school keaders inclodig the poincipal aad/or vice

prrincipsal,
The epeational definition and measirensent of the vambles studied are descerbed as follows:
Hlewitde Laaderdig

The operational definiven of fexilile leadersbip felers oo Muomford eral, (2007 Kaiser & Cwerbeld (20105
namel the atalines and shkills that are requirerments for effective and fleable leadership in adapring o
changng conditions and crises, as mensured by aspects of leadership emits, ladership tactics, and leadership
goals. The statement ttems for mezsuring fexible leadership are adeped freom the flexible leadershap
measarement indicarers developed by Korhand (2021 who devdoped theee (3) dimensions of fexible
ledership  messurersent  incloding leadership  maits, keadership tacvies, and leadesship poals. The
micasiredient of varalbles vses o semantic differemial scale of 1-5 (paines] with aleemative answers mnging
from small prssthaliey (1] 10 large possibility (3).

Dawaationr ¢l e

The opemtonal defimbnn of mnovation cubume refers o Eyvode er al. {30135); Davies and Buisine {2022,
namely innevation influenced by certain social and cultuml values, noems, actades and behaviours, The
measaredtent of innosation culrare adapes valid and selable sonovation ailre dimension measunement
aterns Feoin Dobani 2008), narmely: 1 innoyvaton iention (9 saaceioent iems); 2 inoosation infrstraciiee
{5 ety eang] 3] e o influenee (4 siatement items); and 4] implementation codtesn (2 siatement
s, The measurensent of sariables uses a five-podint Likere scale (1-5) with anseer choices ranging from
strenprly disapree {scale 1) to sty agree (scale 5).

iV ekpiace Spiniemadity

Thae -::-]'.u-rrnl:u.ln:l] definiton of ulllrl-:plnm !:FII:|11.I.IJ:II". refers o Lalacalone and _|1.|.r|..1|.-.'|.'.||..-! {2000 Milliman et
al. [AHEY which ds 2 set of spirial values and work culture 10 an orpanizadon that encourages each
individual w0 the orcanizanon o comect with cach other, bamg oot thelr best potennal, and achicve
mcaning in the Compest of the work comomeniny, The meeisurcient of workplace spinwalicy adapas 17 valid
ated relialele bwestupement iteins from Bogo and Cunha QO8] a8 & development of Milliman er al, (20035
Ashmes and Duchon (206000, which include che folkbwing dimensons a) Indnoadual level: 1) sense of
enjoyment at work (2 statement tems); 23 sense of contribution o te community (3 smeement tems); B
Team level: 3) team's sense of communiry {5 statement items); ©f Crganszation level: 4) alinment becaeen
afpanizanicial and individual valie (5 staement items); 5 opponunities for inner life {2 seement i),
The variable mesurement uses a five (1-5] poine Likern seade with answer choioss mamging from serongly
disagmee (seale 1) 4o strongly agree (seale 55,

efepeses Prifarmine

Keferring 1o Pulakos et al. (200600, Charbonmier-Veirin and Bouwssel 20025 Junde et al. (2005), adapove
]:-e:rl'rln'nnn:c i |1|1|.'rnh-:m:Ji:f_u.'|. ns wiork boehaviour in hs.ndhng EMEFZENCY OF crisis siunrions, managing
work siress, solving problems creatvely, and dealing with uncerinmn and unprediceable work stnnnons. The
micaziredient of adaptive perfstiance adapes dee insramene developed Ty Srokes [2008) Pulakos et al.
(20060 mamelv 1] proactive which includes the dimensions bandling emegencics/ crisis sinumnons and
solving problems ceanvelyy 2] repcive which includes the dimensions: teining and lesming e ffom and
i rprersoael adapeabilice; and 35 tolernn whach inclodes the dimensions: s e work stress and dealing
with uncertain and urpredictble. The measurement of vansbles wses 0 semante differennal seak: of 1.5
{peants) with alternatyve answers mnging from small pesabdlin 1) oo lagre pessbilioe (5]
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In this srudy, the process of adapting the mesurement iems of the vadables fresearch ins ruments] was

carded oot starting by conslatng the measarement tems of the vanables fresearch mstruments] from
Enplish rescarch articles used a5 referenees (foraard ranslaton) e Indonesian. Afrer thar, the results of
the translanon o Indoncsinn were eanslaed back ino English fack mransladon) e ensure that rhe
e ion resuls were in acoordance with te oripginal meaning, The e stage was o sk for the opinion
of a Tinguist reganding the wanslapon eesules, and the linguist coudd provide an aliemanive tmnshoon of
appaove the existng ramshon, Afer that, the results aof the confirmmation of the apnion of te linguaise
and the matial wanslaton rescarch instrument were compared to choose a translaton that was easy to
uncherstand without eliminanny the meaning of the original measurement siems. The next step s to conduct
a prelivsinary srudy on 30 respondents, and e lase siep s the proecss of adjustng e quesdonnadve. Aer
thet, the duplication of the questidmmee or posting of the online supvey, coniisied dara colleerion will e
hekid divectly o online.

Thee aguality of pescinch dara is very impomane Becauss the dara 5 anoaneerpeetani of the vanalskes siusdicd
and funcoons as o meeans of wsting hypotheses that have been fomulated by refernng o theoreocal and
empitical foundations, Vahdity and rebabihey are cequirements necded o ensure that the research
instruments: used are reliable, the construcs or instrumens referred o from previous ctudies have been
tested  for validioy and eelinbilicy, boe by considering the cheoeetical and empinical gaps that ane
irmprreyements o the novelry of this sescarch, the relinlsliy and velidiny s of the imstriments will <ol be
carticd o,

Results and Discussion

The appheation fear rescarch T was drine h'.. 1.:11;'|.mg1 letter ot 'I|'IFI|:II:.]|‘JI1I.'I o the |:'u-:|:_|-_'|.1.1 Proivineial
Fducarion and Culture Ofice, Furthermore, the letter of permision given by the office, 0 cover leter fom
the researcher, 1 poster for filling our the dat collecton, and 2 questionnaire were sentm LB targer schoals
via postal delivery sepices, e-mail, WhansApp, and some were senn disecdy, The questionnaire was filkd
anid by pespondents in two ways, mamehy ondine and offline, Ba collecion was catried oun for 3 moichs.
Actcatal of 52 schols (29 Senicr High Schaoob and 23 Vocariona] High Sclososls) o 2801 peecenr of (e 185
selwds, pespaonided o the tequest for dats collection permsic The oumber of fespondents whao pacticipated
in filling out the quesoonnaire was 18 schoal leaders consisting of 28 pandpals and 68 viee principak.
Table 1 belonw shows the protile of school leaders who were the research samples acconding o their last
Tewel el edueanion, gender, and schaossl geea,

Table 1. Peotile o Schond Leaders Who Wiae Hes pracicits

Educarinn TEE. _PE_TE,E"E_

=1 i B

ot 33 33

33 1 I
Tl 1tH1 | EH
Gender Tistal Percentage
Mlale i a0
Fermle 30 50
Testal 1600 1640
School Area Tanal Percenmape
Baru 5 5
Elitar 2 2
Feedin 3 3
Mhalang 17 17
Mladiun i3 15
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Talble | shovas rhe profile of schol leaders whe were the research samples according w their st adncanon
lewel, gender, and school s, respondents (6 percent 5-1, 33 percent 52, and | percent 53], with 50
percent make and 50 female, with the laggest school area commg from the ane of Sumbaya (3 leaders),
secoaed place trom the ct of Maling (17 leaders), third place from the ity of Machun {15 leaders], fourth
place from the ity of Pasuran (10 leaders), folkawed by e ary of Mojokers (7 school s}, then the cities
af Barn and kedin, cack with 5 leaders, then 3 school lenders from Probolinggn, and 2 leadens from the

city of Blitar
Tulsle . Diereninam $aloley, Comperan Befiothiley, ool Converpent Yalidiy
Vanahle [imeension Toems Chuter x Ck AVE FLL
Loading
Traitl 0733
Leadership omrs Trir? 0L THO 1L 413 L ILTHG
(Tait) _ Traitd | ILBSD
Traard 1LE2T
Flesilsle Leadership Taetics | Tacticl .749%
Leadership | (Taenc) Tactcd il 73 | 0830 | wedd | s
Tacticd 782
Croall 0,735
Leadership Gaals Croal2 .745 0792 | (865 617 L7965
(Ciral) Cinald IEE
Croald n.&18
I arion Int? LTS8
Iitention Ind 558 070 | 0483 n.541 10,795
(T} Initl T
Innenation Infral 1L751
Infrasructure Tnfra? 0,530 1757 [TEER i 1, TR
iImsfra) Infm 737
Lonoratsomn Ifras a4
Culturee 1l 18532
ity atiesm Inf2 744 0766 | (851 [1L580 (LT8T
Infloence Inf3 0,744
iInf) Infa 174
Implementanon L [TREE
[omtexr Iz nelr 11 ChH92 (N8 N LLRST
(1) [T} T
Sense of _‘?I_.I:l.k-__[ _IJ_.::"EH.I
enjovment at work | SEW2 1LE7S 1,775 ROT LB (LAl
(AEW
Sense ot S0 (LE33
contiibution to the | SCC2 | (AT | 0814|0869 | (LGRS | 0830
cormrmmy (S0 =00 0L778
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TS s
Werkplace Team™ semse of | T2 (LEE
Spirirvaliy cofmminy (150 TR et LERY S | OGRS | OR2G
TECd ILES4
THS .74
."'|.Ii.gn|.'rr_'r|:1: herazen a.¢10
ofgmizadonal 8 | A
inchvichual  values | A0S i 0730 | (R HB0 | NTRG | A3
LEG2
[ AL
Oipportunites  for | CFLL (L5047
the inner ife (OF]) s o4z UETY (k40 | 0BAE | (hB42
Handling HEC] 0,774
r:rmr_!_r.znne':_:":r.in: HEC2 nars &3 (jHED (L7249 (hH=4
siruatons (HEC) HECS 05918
Adaptive Solvimg  problems | &M [543
Pedariminee | crearvel e SPCE 1,759 11.TRY LRGN LLEHE (821
| — B
Training und | TLEL 73l
learming effort | TLE2 [LEG G
TLE) TLEY 11,750k 103 (s ILEH3 (LR
TLE4 0,744
Isterpersonal 1AL 1,523
adaprabiliy (1A | 1aZ2 | Osal
A3 0,754 0,568 LR .7 (h 849
LA L1546
Managing  woek | MWSD 0527
stress (WU MV 0LEHT
RIWSRA 11 bah 11505 PR ] ILTHI (hHRT
BSR4 11,954
Dealing with | [ral'l 1741
nncerain and =
unpeedicnble work | VU2 | 0807 |pss |osts |ose e
sruaAnns (L) [0 R 0,763 |

Evaluaton of reliabiity and svalidite of the vanable measuremsent instruments shown in Table 2 are the
wesuls of refesting the msruments that have Been esied in the pilor tesn Several ineasurement iteins that
Teave a loading facior <20, 700k were rermoved Froom the Gl suee of wsing (Table 23, such as icem acich
in the leadership mete dimension; nem il -6 o the innovabon intendon dimension; infred a0 the
innovanon mimsiucure dimensom, 3 measurement items inthe alpmment berween ogamzanonal and
andividual values dimenmon; sem 31 in the sobonpg problems crestvely dimension; and MW3SS i the
mianging work srress dinsension.

The resulrs of the inteen] gansistency relinbility evaluaion are seen frome 1) 2 of each messurement
dirmension of all vambles [fexible lexderhip, innovaten cultore, workplace spidmalite, and adagprive
performancet has a value of =E600 2} Comsistency eefiabilie {CR) of cich measuirerment dimension of all
vanahles has a vahie of =070 (Hair et al,, 20043, 5o dat all messurement instruments used meeet the
relmbality recquirerments.

The results of the Crnyergemt 'mlldit:,r test (Table 2} are seen from 1) the cwter Inadings of the measurement
s tzsd have o value of =0T00 (Chin et al., 197 2] dthe AVE value of each measurement dimensionn
used Tews o walue of =050 (Muhson, 20223, s thar the measuvement instrimenrs of all vanables in dhis
soidy mmeet comwergent validing Dhseriminant salidice wesnng For che measuremsenn dimensicns of all
vafiables = carried out by looking ar the Fomell-Larcker Ceierion {FLE) walue in Table 2 and cach
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difmension s the highese value in cach Brent eomstroer wsed with other laent comstrics and does meot

excecd the threshald (L6, meaning that cach indicator ean ke prechicted weell by each laent construce.
Mudmdrwrarity betmeen Lalent | ariabler

Thas sty uses 2 survey method o one pednt in tme for datn collection {oees secoonal), tere 3 2
prmsibility of common method bias {Podsakefs e al, 2005), 5000 st 5 camied our for the presence or
absengs of common method bias, namely by cxamindng the presence or absence of muoldcallineary
Teerwesn varialdes with the laner varance inflaed facwr (VIF) (Kock, 20TL The VIF value is les4 than 5
Sarsted eval, 2007y, while Kok (20051 Kok (20210 st char the VTF value threshald is tsually 3.3,

Tahle X, Collineanry Sransscs (VIF Iner Aade]

[ FL | Wps | Ing Ap

Flexibke Leadership (FL) 12901

Trait (L

Tactic | 1.0uxk

Lol LY

Workplace Spiri ualine MW TPS) 1 KI5

SEW LAWK

S0 | 1K

TS LKW .
“AO 1 TN

LF1 | | S

rnanention Culiune {E'll.":l 1543

[ 1 IR

5113 | (LY

Intrm 1 LK

It [.KK]

Adapiive Performance (A1

HIES | 1K

N | i (K1

TLE 1000

L4 | (EIH

R | 11K

el | 11Kl

The pesults of the VIF evalimton in Talde 3 show that che overall score 8 <200, this mdicams thar the
strneiral moodel formsed B free Frem malocollneadn sompeis, The weseancher did nor fnd & VIE value
thet exceeded the threshaold {330, indicaong thar chers was e s Beane CVB indhe dae oollecied in the
study,

Eetermemtion Coeffiient (Rosguare = B2 awd e Sige (F)
The R value shows the vanance explained in each endeyencus construct, The Fquare value or P effeco
size shows the measure mced w nssess the rebove impact of on infuencing vanable fexopencus) on the

influenced vanable {endozenons)

Tahle 4. Besadss ol Bvabziiom ot Detarnkaine Coelboen (B aod Effees Sea: (P

Egguation R* Awised B2 i
AP= at FLAT+ InC 2+ WPS a3+ e2 (.24 (k224 a2z
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B2 in the adaprive performmance mesdel (AP =2 + FLEL + [nC32 + WPS*InCES + e2) of 0,244 indicaies
thatin the mample, 24.4 percent oof the adapove perdformance vagance = explamed by drs exopenoos varnbles
Aexihle ||.'.:|:||.'r.':h.i1'.\, inneaation culre, ond WIS modernon). Refernng wo Csall (2023 whe stated thar i
socil science rescarch, B berween (010 and 0,50 {or berween 10 percent and 50 percent) can b accepred
oy when sone oF most of e cxplinatory vadaldes aie satisically siprmficann, then the B® valoe in this
sricy ds seated as reasomable, Table 4 shooss the 2 value of 00322 o 32210 percene wlich imdicates thar the
it of fexible leadeeship, innovation culiure, and workplace spirituality moderaton rends o be lange.
Thas refers wy Coben {F988) about the cotera in the asscssment of £ are: 1) IF the value of F = 0002, it
mieans the effect of the EXOEENOUS vanahle om the cnd.-::-g'rx:ru.-: is small; 2y 1f the vale of £ = (L1 3 means
the effoct aof the exoaenos vidable on the endogenous i moderate; 3 I0he vaue of & = 0,235 means the
cffect of the exogenous varable on the endogeonous is ke,

The sumiary of the resuls of de byporhesis tesding of direct influence, indirect influence, and moderaring
influence in chis smidy e be seen in Table 5,

Talske £ Padh, Madiie, aiul Musleating Adyes

Srancland Deviznon T

fi STDEV) e | B | boseion
[¥irect effoct
FlL=* 13 2 22 S.GOT 0 | Sigmifican
InC=> AP (1.254 i 2THA (G | Sagmificant
FL3 AP 175 i1, 1k LAST oimE | YT

sippmbcant

Inshipeet effect
FLA3InC2AP 0. 4ikT 1046 2% (2r | Sirndficant
Mesderating
WPS*Iniz = AP gy | 0.1k | 2T | 0a05 | Signaficam

The sesuhs af the bypothesis w2 of direer nfluence and maderaring infuence in this soudy can also e
s i Figure 2,
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Figure 2. Dircoy and Maoderming Effect Ten

Table 5 and Figrure 2 showe that hypothems TIHL) which sates thar dlexible leadersddp sgamiBeantly increases
innosation culture, is acoeprod. This resultein be seen from the parth cocfficient value (5 of the influcnce
af flexitde leadership ¢m innovarion culture of (W3R and ©sanistic of 50607 r-mble 160 df = [0-5 =
&5, one-sided s, @ = 005) and povaloe of (MERE <0008 Likewise, hypothesis 2 (H2) which states thae
innowation eulmure significamly increases adaptive perfominice is aceeptad, this &in be somm from the [
vahie of (1254, and the t sttsoc valoe of 2786> 1460, and peralue of (UMK <0050,

Hypothesis 3 (H3} which states that innmvation cultee mebaces the influence of fexible leadership on
adapnve performance, is accepted. This can be seen frombe test resules on the mdirect effect showing a §
adus of 0L 10T weirh o ¢ sansnie value of 2180 1660 and 0 p-valoe of (I 400050, Befernng to Mitel et al,
{20045 this Aoding shoaws thar maovanon caliure as a Full reediaror of the infucnce of fexille leaderehip
on adaptive pedformance, because the indirect effect of flexible leadership oo adapive performance is
significant and the direct effect of fesble kadeship on adaptive perfurmance 15 ot signifeane (Table 5
and Fipure 2} with a 2 walue of (K175 and o ¢ smostc waloe of LA5T<EGOD, ond @
vl of DLCER=-0L NS,

Table 5 and Figure 2 also show that hypothesis 4 {HA4)] wihach sties that workplace spintuality mexlerates
the relarinnship Berseen innovation cubure andd achprive perfommanes, B accepied. This is inbcaved by e
2 waluie in the ineraction Ty woekplace spitituality and innoyvacion coliuee of 0.2 forexeer than the
& value = 0254 in innowvation coleure), 2nd the acquisiton of a tamnsoc value of 279> taable 1660 and
a pevalue of (005 <05E These results mean that mnovaton culture. significondy. mereases - adapive
perfnemance and its impact 15 futher stenrpthened by workpdace sprwnlme
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Discussion
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Flesible leadership spmficantly mpreves the adepuve perfonmance of maddle -level |_'.||.'i1':||:L schoanl
principals in Bast Jasa. The fndings of tas stady are animprosvement novelty regarding the positive impace
of flexible |u.d.e1'u}u|:| om organteational culure, especnlly innovation culiure, because this can be seen from
severd] previons emguincal stadics e are sl limived amd have o used flexible keadership v osissre
leadership practices, for exarnple: Baraineh et al, (2022 eevealed that inclusive lewdership has am impact on
inmovation work behavioonn Kaor Bagga oo al 2028 sepored thar rransfommational leadeeship imiproyes
arpanazntonal culiure; Udin (23] reported that tunstormaoonl lesdership imgroves orpanizatomal

learmmg culture,

This finding suppors conaogency theory which stees that an effectove leadecship stile will adapt 1o the
situanan and neecds of the eam oe sulsordinares, where fAexable leaders ||.:||:'| PTACTICES aFE 0 mnnifestation of
effective leadership, Flealalin i3 the core of effecave leadership (Vaud, 2005), This finding also confirms
the basic micks clereens that foom dimemic capabdlivies that wideilie the welatonship berween fexible
leadership and innovaton culure, Flexible leadeship is one way w activate dynamac capabiboes inoan
oagandzanon, which will ulbmarely encourage the creation of o strong innovannn cultune iman onrendearion.
Thas finding srrr_'ngﬂ'lnm Wilkens and ':.-prnﬂ.‘c (A9 regarding their empancal sy chae leadership

behaviour 15 one of the mocro-level resources in dynamic capalubioes,

Flexilsle leadesship crearcs an envieomment comdweive o the growth of innosation caliee, Flesible
leadership crearcs o work envitonment that encoumpes. creanvity and inmesation Flexible leadess poovide
space fof work teams Or subsondinares to oy new ideas and rake Asks Flexible leadersip builds vst, 5o
that work teams or subordinates feel more empowersd and have the pumnomye o conmiboe e oo,
Flexible leaders tocus meore on achivang peals than on processes, so that work wams or subordinates Feel
freer 1o find inmevanve solutons. Fleable leaders see fGalure as o learning apportummty, oot as the end of
cveryrhing,

Tustrniing okt Perdsraanes Posngh Tnmoistion Calwe

Innovainon culure creares an envimmmment that HUPeITE I.'I.'L"11'i"|'i1_'!.', IOy ation, amch Openncss 1 ch.'l.ru_.n:.
which are imporant Beioes in improving the resdiness of Tuman sesoussss v adape wo chanee. The Ondings
af this soody show thar the fodings of tis sody ave an impecyerment o el iy segarding the posiive impact
of innovaton culmre on s.dﬂ.Fu'\'E pnrﬁm, beoeause there are =ill imimoons o rlm‘i-::-m. empineal
studies that examine the elatonship between the two, for example: Hilmarson et al, (2003) revealed that
mnivanon culiure increases inmewvanon performance; Staacevk (2007 rr:]'.hc:nrm:l thar innevarico chmaie
derermines adaprive perfommnce; Tang e al. (20205 sepored thar innevaton culiies signi Geantly increases
mm.maari:m.l.l performance; Riza ot al, (20200 fepodied that orgend el Imninh ii;mil'::-.mﬂ'.' I eascs
adapiive pedormancs; Al Taweel and Al-Hawary 202E) revenled that the role of innovation capalalin is
charecty related 0 organizational perfimmance; Hu.tunnln et al (2022 revealed that innevanion wodk
belavinurincreases adaptive pedomnnes, Murhalizn and Albadbyah 2022) repoced that innmaoon culre
incredsed emploves perfomnice,

The results of this study support the theory of positive behavioural management from the perspective of
micro-foandarions on dynamic capabilioes Sprafke e al,, 20025, acthe maagedal kvel, and the pespeerive
of adaprive performnee (Movhan & Bhese, 20006; Han & R‘fl]]iatms, 2018 Chgmnizations with sHong
dvnamic capabilities rend o have 2 stong mnevaron culture, Thas finchng also suppons the thenry of
learnmng orpanazations, which emphasizes the implln:an:L of the abihey & connnuously adapt and mnevate
though the creadnn of an ||r;z:|n|n1'.|-::-m] envirmment that encoumges expenmentzann and leaming, so
that medividuale in the orpamzmrion feel safer to ke nsks and v oew things according oo envamnmeneal
dhedrands,
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Innrvannn culwre phys a mle as 2 full I'I'l\:d'.lﬂtll'll_. on the n:hl:nn:hip heraeen flexible Jzn.dl:'r:]'u"p amd

ve performance of middle-level private school leaders In East Java. This mesns that the impact of
tlexible |-=|.rle:r:]'u|_:| o0 adaptive !’H'J'anml.'ll:ll i mtane stenificant throush innevation culire, because when
vizwed from the t statisge value of 1657 it i3 net o far from the ¢ able sadue (1660, this indicztes that
the: magnitude of the diveer influence of fexible keadership on adapive peeformance i3 meberane, Flesible
leadership is a lssdershap peactice thar is able woadapt 1o changing simations, encousge creativicy, ant
support inmevation. Ionevaoon culre acts as o bodge berween flesble keadershop and adapove
performanee. The mezning of this fnding s that the creation of an envirenment that encoumges creatvay
anaed expenmentanon can be reahzed through fesible lendership practices becaose it can toggrer o soongg
innovation culture, and in mm, allows organizacons o adapt w0 change more quickly and offecively,
tberelay inceera g adipive pedonmmmee,

This Gnding s an dmgiovement novely abour dee role of s Go colvaee o cdiaig the relaponshap
between flewible leadership and adapove perfarmance, because in previous siudics, the pole of innosation
culrre that medintes the rd.l.nrms]'up beraeen flexiblz ]ﬂd:mhip nnad |:||:||:|r.||:n': p:l:l?-:m'nnn-ne has ot been
fround, there are only 2 few empancal studies that amply that the reladonship beraeen the thiee s empicically
supporice, for example Baruneh eral, (3022) revenked that inclusve leaderckip hos an indirect imgacr oo
wdaprive perfoemance throagh innovation work Iehaviewr, Kaor Bagea er alfZ2Y reporexd thar
o zaricnal eulmite pardally mediaes the selidonship berween s foemationa leadership and chinge
management amang virual eeam empkovees: Udin 2023 repomed. thar ogramzatonal leaming culmre 15
able to medinte and moderate the relatonship berween tnsformannnal lesdershap and emploves
performance; Sumanm et al. (2024 showed that dvnamac adapove capahilines posidyvely mediae authentic
leadership with wam perfnemance.

Merdermtion aﬁ'"ﬂ’w-ﬁh'h-rr Sipdratwadity o v lemtaidt o Dawaraiian Calivre ao - Ldapivre Porforssmars

The test eesults show thar werekplace spirinidivy sttengthens the pogsitive impace of infesation dulne on
aclaprive perbormance. This Boding is animpeovement movelw, because there have been no similar research
resndes epormed, Thess resialis suppsorn fesoupce-based theory where urdue and valuable fesources, such as
wrirkplace spantualaty, can [thnide1n:mpuiﬁ1em:|:vantugc fror oxrganiztons, h-cl:.n.m:nnrkplm spmimalit
can strengthen the -::-rgﬂ:nm-ml's abidity o innevare and adapr Workphce spiotualiy 1= an immnmnble
resource that con strengthen the posiove impact of innovaton culture on adaptive performance,

The relanonship berween che three vanables alzo strengthens the view of the formanon of dvnam
capahbibines at the mem level, Orpanizaions with stoop dvnamic capahilives can be more etfective in
dmpleieting innovations sesulting from o spdeooal werk cvirooment and s fdiming them into real
actions that improve adaptive pedformance. Thas finding also suppons Stalnes (198 In the context of
ﬁpillc:ﬁ:r_r thot when values and hehaviouns tl::'c-'n’!lﬂ]ﬂlﬂ'l in g sparttual workplice can have consequences feat
the persenal bife of each indmidual at work, for example increazming the indivadual’s abaliey e scdapt 10 various

SITUTCTES,
Conclusionm

Adaptive perfommance 35 the key m schol success in fanng foure challenges. By foosing on developing
acfaprive skills, schools can create & relevant, dvmamic lemng enviecnment that is able @ impoove e
qualine of leamning services acoording o sabeholder demands The fnding: regarding the significam
influznce of flexible leadershap on inoovaoon cudmre in schoods provide o bener undessoanding of how
scheal admanistracsrs create & work environment that encourapes nnovaton, The appheation of fexble
leadership ponaples allows schools 1o increase their compenoveness and rekvance in the loog term.
Workphee spictuabity hos presr poential 25 0 modemton inthe relodonship between innovabon colture
aied adaprive petfommnce, 20 00 neads o be sradied o deeply onderstand the working mechandsms and
their implications: for the erganiation,
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The finchng that flesble leadership has a ssgnificant influence on innevaoon cubune brings o nomber of
ampirtant implicatons, both for orpanazanons {including schonls) Here are some poants to wote 1} The
imporanee of adaproon. Flesthle leadershap shows char leaders whe ane adageve and able madiose dheir
leadership style aceording 1o dynamae mmatons will encourage the creatdon of an nnovaton culwre.
U hgaitizeaods thar want i continue o oo and mseyvare seed oo have Jeaders who e noe Agid and ogsen
1o chiange; 2) Fastus cn the work team or suboadinans, Flesxible leadership often involves empowering the
wrirk team or subordinanes, eregutlng tas ks, and creating 3 work ermviminment thar SUPPTs Creatvify. This
shows that o encoumpe nnovabon, eraneadons most focus on the potental and peeds of the
-:npmznnnn'h harman  resouTTE dm-dnprrml: 3 Innovanon Vahes. These Hndi:g_!.:. Ernphu:i.::u that
noovation & mon justa goal, but also s core value in the erganizon, and Nexibk ladorship phivs o ole in
ansrilling innovation values in all organizatonal boman sesoutces; 4) Riskoaking. A swodee inawvarion
culmre B8 Giten associated wirh the coumge w ke geks, and esible ledeship cecares a safe covisonment
fizr all members of the CTPATZARE 6 PATPISE Tew idens and oy thans that have never been done before;
3} Competency development. Orgengzanons need o support innosvation culure by investng in HE
Soampetency n.'hn'cl-::-]wnn i, ns[rm:l.:.'llr 0 crtcal |:|.1inki:r|.g. Fl:r|1|.1]cm solving, and crennvIty.

The Bndins that inncvabden culre hos a sipmificant influence on adapove perfomance bas several
dmgeertant implicatioms for organizatens (including schools), sl 1) Bewer adapeabilicy, Orndearions
with & stioikg innovation cultuse end eo be beoe able to adapr o mpad aned wmespecied envirommental
changres. This 15 becouse inmevaton culmre encourapes members of the ogerizaton o connoue learning,
inorveating, and seelang mew solutions o emenging challenges: 2 Improved performance. High adapoave
performance contnbutes w0 mnproved ovemll orgamzational pedonmance (including schools), Adsprsve
human rescurces can ke more effective in completng rew msks, working in diverse temms, and making
vahuable comtrbutions w the aganteaton; 3] Competdve advanage, Adapive organizaticns (incloding
schoask) have bemer competitive advantages, an respomd moree guickly oo new marker oppomuninies,
dm.--:-]up inninvative prl.u"lun:: and services, and |mq:-erl'r|m'| competimrs; 4) Rerencion of Talent. A strong
inmvannn culture can sirract and retan the best mlent. Innovaton -crented buman resoorees tend 0 be
miare artracred OTEANIZALIONS thar Fll'l'l'.'il.‘h! PPN fear |e1mi|1g and dr:-.rr:l-::pml:nl: 51 Orpanazationad
Resilience, Orpanizations (including schools) with an innesaticon colruee are more resilienn e shocks and
crises, because they Tave the abiity w ounee: back morve quickly and find new opporinitics in diffical
ELRRTHE L LN

The: pracrical implicatons of the Andings that workplace spanruabicy can modesire the relationship bermesn
mnovaton cultute and adaprve performance are 1) Increasing commimment. Individuals m an organization
who feel connected m orpanizaional values will be more commitied 0 ogarzanonal goals, inclusding the
gonl of inmovation; 2 Increaang creatviey, A spoiual sark emaronment can encontage indiadoals moan
crtpadtizaticn o think e ercatively and seek innowariss salutons; 3 Ineessing resilience, Individaals in
an oeganizsdon who have stodsg sparimality end 1o be more vesilient oo stess and change, s thar
andividuals in the orpanaton are better able to face challenpes i 2 dynamic envimnment.

Limitations and Forre Research Directons

Thete are limmisaaons in this soodv, nomely 1) The daa collection peocess, from 185 schools comacted 1o
become sample targers, as many as 32 schooks {29 hagh schiools and 23 vocanonal schools), or 2811 percent,
responded o the tequest for permasion to colkct dom by partcipanng as mespondents: 23 Although
anticipation s beon caried out o contml of migiodee comoson method - bias, smcey prevenive
gy ements and sestical improversenis, there aee imimaons in e varahle mersanerment method, such
asd ) The messaremnent of fexible leadership precoces 18 aspessed by the achool leaders themeelves; by The
micasarestient of adaprive perfomance i this seady oses indisadoal leader kevel measorernents; 3) Linied
literarure on measunng Hesable leadershap and innevation colre,

Here are sugpesnons for further research development 1) Increasing the peneralizatinon of rescarch resuales
can be done by increasing the scope of the sample by expanding the population in the distaet anea, Bast
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o Prowvinge with the use of the popolacin of the state and grivace Tgh schools and vocanioma] sclsossds
that have B and O accrediation can be comsidered for further mesearch development, to poovide
O obeain a lamger and more drverse number of !.nrn:p]r:: 50 that cOmpanove 1nu]'.-:|: can he
carrigs] ot v obtin more compoehensive tescareh resulis; 21 Funee rescarch is also wonh dc::nm.,. namel v
rescaich o fexible leadership and innovation caltore mesured from the perspective of subordinare
asseeament, 17 possible, future mesearch can measume adapive perfommance oo the groop kevel Baard e al.,
2004, Barrke eval., 20065 and erganizaiodal level (Park & Park, 20017, and consider abjective measurements
tor measure school perfnemance, For example wing o balanced scovecand wath the Mational Educsion
Stondards appmach (Bustami et al,, 20021, 3] Increasing lteranire reviews by using systemate revieas and

micta-anilyses o ench comceprual and emguncal srodies on measuring Aesble leadership amd innovenon
culriee,
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