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Abstract. The purpose of this study was to examine the effect of 

participative leadership style and service on innovative work behavior. The 

method used is quantitative, with 116 female batik business owners in 

Central Java as research respondents. Data was collected using a 

questionnaire and processed using SPSS. The regression test results show 

that service leadership style has a positive and significant effect on 

innovative behavior, while participative leadership style does not. The 

discussion explains that this finding is consistent with the theory of gender 

in leadership, where organizational context moderates the influence of 

participative style. Servant leadership is in line with women's characteristics, 

so it can encourage innovation. This study proves that a servant leadership 

style can increase employees' innovative behavior. Servant leadership 

principles such as listening to employees' aspirations, understanding their 

needs, and providing autonomy and support are important things that 

continue to be applied.  

Keywords: Gender Difference Theory, participative leadership, servant 

leadership, innovative work behavior 

1 Introduction 

Women in the business world often struggle with the gender gap. Historically, the role of 

women in leadership, especially in the business world, has always been associated with 

different capacities and abilities when compared to men [1]. But in reality, women are 

capable of becoming successful leaders if given equal opportunities [2].  

In marketing strategy and company management, leadership style has a strategic role in 

achieving business goals and company success [3]. Women leaders are also considered to 

have excellent managerial skills due to their maternal and emotional nature [4], [5]. However, 

the identity of female leaders' leadership styles is still debatable [6]. Some studies have found 

that the leadership style of female leaders may be different from that of men due to different 

cultural and social influences [7], [8]. 
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In Indonesia itself, the role of women in business leadership is still considered low. Based 

on BPS data from 2017, the number of women who own micro, small, and medium 

enterprises (MSMEs) is still lower than that of men. Whereas MSMEs are the driving force 

of the national economy, Therefore, it is necessary to conduct research on the characteristics 

and leadership styles of female business leaders in Indonesia in order to increase women's 

participation and empowerment in business and management. In recent years, the 

involvement of women as entrepreneurs has increased. The spirit of female entrepreneurship 

also continues to encourage women to own and manage their own businesses [9]. 

Women's leadership tends to involve employees in decision-making, which leads to 

improved employee performance because it is inclusive and participatory [10]. In other 

studies, women are more concerned with harmonious interpersonal relationships in the work 

environment, so they will focus more on people orientation [11], [12]. [13] state that based 

on family values, many women run businesses with the concept of family-run businesses. 

The family-run business concept refers to a form of business ownership and management 

carried out by family members, prioritizing the spirit of mutual cooperation and loyalty 

between family members in managing the business for generations. [14] asserts that a woman 

leader will prioritize social and environmental aspects, involving the community in business 

operations and promoting environmental care. Nevertheless, women entrepreneurs are still 

faced with various challenges, such as limited access to capital, business networks, and 

gender discrimination [10]. Therefore, empirical evidence is required to determine the most 

effective female leadership style for fostering innovative work behavior. 

2 Literatur review 

2.1 Women's leadership style in the context of gender difference theory 

Gender Difference Theory is a theoretical approach in gender studies that focuses on 

understanding and explaining the fundamental differences between men and women. The 

theory posits that biological, psychological, and sociocultural factors cause the inherent 

differences in characteristics, traits, behaviors, and abilities between men and women [15], 

[16]. According to this theory, gender differences are not merely social constructions but also 

the result of innate differences inherent in each sex. Researchers believe that biological 

differences between men and women, including physical structure, hormones, and 

reproductive function, significantly shape the psychological and behavioral differences 

between the two [17]. [18] argues that women tend to have a "care ethic" orientation, which 

focuses on interpersonal relationships, empathy, and responsibility, while men are more 

oriented towards a "justice ethic" that emphasizes individual rules, rights, and obligations. 
Research in the field of neuroscience is also often used to support gender difference 

theory. Studies have demonstrated variations in brain structure and activity between men and 

women, thought to correlate with differences in ability, cognition, and behavior [19], [20]. 

[20] found that when completing language tasks, women tend to activate both hemispheres, 

while men use more of the left hemisphere. This finding is considered evidence that women 

have better language skills than men. Other studies have also shown that men tend to excel 

in spatial skills, while women excel in verbal skills [21]. Researchers have used Gender 

Difference Theory to analyze and understand gender issues in various aspects of life, 

including the division of women's roles and responsibilities, women's participation in the 

workforce, and academic achievement between men and women [22], [23]. 
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[24] showed that female leaders can achieve higher success in business because of their 

ability to build close relationships and improve performance. They are also better able to 

manage the business in a more effective and sustainable way. Women's leadership style in 

managing a business often focuses more on collaboration, communication, and good 

relationships with subordinates, which can help in achieving business goals more effectively. 

Women leaders are often more democratic and participative in making decisions, which can 

improve the performance and motivation of subordinates [25], [26]. This helps in creating an 

innovative work culture as subordinates feel more involved and have a greater sense of 

responsibility in developing new ideas [24], [27]. Observing this theoretical phenomenon, 

the researcher emphasizes the participative leadership style and the service leadership style, 

both of which closely resemble the leadership styles used by women in managing businesses. 

Research conducted by [28], [29], [30] confirmed that participative leadership style 

positively and significantly impacts employees' innovative work behavior. Leaders should 

model behaviors that encourage employee engagement, solicit input from employees, listen 

to their opinions openly, and make decisions by considering employee input. Other results 

state that service leadership style positively and significantly impacts innovative employee 

work behavior [31], [32], [33], [34]. Leaders who demonstrate traits such as empathy, 

emphasis on subordinate development, and empowerment are likely to increase employee 

motivation and engagement in innovation. 

2.2 Conceptual framework 

 

 

 

 

 

 

 

 

Fig. 1. Conceptual Framework 

This study proposes two hypotheses based on this conceptual framework, namely: 

H1: Participative leadership has a positive and significant effect on IWB 

H2: Servant leadership has a positive and significant effect on IWB 

3 Method 

This study takes a quantitative method. This research approach was chosen because the 

primary goal of the study is to investigate the influence of service leadership style on 

employee IWB. The study's population consisted of female natural dye Batik business owners 
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located in Central Java, Indonesia. The number of samples was 116 for natural dye batik 

business owners. The instrument used to measure the service participatory leadership style 

variable was adapted from a scale developed by [35], which consists of decision-making 

involvement, power sharing, support, and resources. While the servant leadership variable is 

adapted from a scale developed by [36], which consists of serving, helping, listening, 

understanding, and empowering organizational members, Innovative work behavior 

variables use measurements from [37], which consist of idea generation, idea promotion, and 

idea realization. Data collection was done using a questionnaire instrument. The collected 

data is then analyzed using SPSS software, which includes descriptive statistical analysis to 

describe the characteristics of respondents and research variables, to investigate the effect of 

leadership style on IWB, a classical assumption test was used, which included a normality, 

multicollinearity, and heteroscedasticity test, as well as multiple linear regression analysis. 

4 Result 

4.1  Respondent characteristics 

All respondents in this research are MSME actors who are female.  In terms of age, the 

respondents were divided into several groups. The largest age group is those aged 42-51 

years, with a percentage of 54.3%. Furthermore, 21.6% of respondents were 52-61 years old, 

and 14.7% were 32-41 years old. Meanwhile, only 3.4% of respondents were 22-31 years 

old, and 6% were 62-71 years old. In regards to educational backgrounds, the majority of 

respondents, 48.3%, had an elementary school education. In addition, 29.3% of respondents 

had a junior high school education, and 21.6% had a senior high school education. Only 0.9% 

of respondents have a Strata 1 (S1) education background. In terms of company age, all 

respondents or 100% have companies with an age of 14 years. This shows homogeneity in 

terms of the respondents' business experience. Meanwhile, when viewed from the turnover 

per month, most respondents, around 48.3%, have a turnover between IDR 200,000,000 - 

IDR 360,000,000 per month. Another group, 43.1%, had a turnover between Rp 360,000,000 

and Rp 520,000,000 per month. Only a small proportion of respondents have a turnover of 

more than Rp 520,000,000 per month. Overall, this provides a fairly comprehensive picture 

of the profile of the respondents in this study, both in terms of demographics and the 

characteristics of the businesses they run so that the respondents taken are able to represent 

the study population. 

4.2.  Prerequisite test analysis 

4.2.1 Validity test 

The validity test table for this study is as follows: 

Table 1. Validity Test 

Variable Item r-count Sign. Description 

Innovative work behavior IWB1.1 

IWB1.2 

IWB1.3 

IWB2.1 

IWB2.2 

IWB2.3 

0,465 

0,395 

0,518 

0,415 

0,450 

0,597 

0,000 

0,000 

0,000 

0,000 

0,000 

0,000 

Valid  

Valid 

Valid 

Valid 

Valid  

Valid  

 

SHS Web of Conferences 212, 04036 (2025)

ICARSESS-24
https://doi.org/10.1051/shsconf/202521204036

4



 

 

 

 

IWB3.1 

IWB3.2 

IWB3.3 

0,645 

0,747 

0,662 

0,000 

0,000 

0,000 

Valid 

Valid 

Valid 

Participative Leadership  PL1 

PL2 

PL3 

PL4 

0,655 

0,853 

0,750 

0,665 

0,000 

0,000 

0,000 

0,000 

Valid  

Valid  

Valid 

Valid 

Servant Leadership  SeL1 

SeL2 

SeL3 

SeL4 

SeL5 

SeL6 

SeL7 

0,463 

0,733 

0,715 

0,695 

0,652 

0,731 

0,710 

0,000 

0,000 

0,000 

0,000 

0,000 

0,000 

0,000 

Valid 

Valid 

Valid 

Valid 

Valid 

Valid 

Valid 

 

The results of the validity test of the research variables in Table 1 show that all the 

significance levels of the correlation coefficient of the question items have a value smaller 

than 0.05, so that all question items on the research variables can be valid. 

4.2.2 Reliability test 

The table below displays the results of the reliability test of the questionnaire's question items: 

Table 2. Reliability Test Results 

Variable Cronbach Alpha Description 

Innovative work behavior 

Participative Leadership 

Servant Leadership  

0,705 

0,713 

0,801 

Reliable 

Reliable 

Reliable 

 

Table 2 shows that all study variables in the reliability test had Cronbach alpha results 

better than 0.6. This demonstrates that the results of all variables are reliable, indicating that 

the questionnaire has a high degree of reliability. 

4.2.3 Multicollinearity test 

The following is an examination of the multicollinearity test utilizing the tolerance and 

variance inflation factor (VIF) approaches: 

Table 3. Tolerance and Variance Inflation Factor (VIF) test results 

Variable Tolerance VIF Description 

Participative Leadership 

Servant Leadership 

.553 

.553 

1.808 

1.808 

Non-multicollinearity 

Non-multicollinearity 

 

According to this table, the Participative Leadership and Servant Leadership variables 

in the tolerance analysis are 0.553, and the variance inflation factor (VIF) is 1.808, which is 

less than 10, meaning that the two variables do not show any symptoms of multicollinearity. 

4.2.4 Heteroscedasticity test 

The following heteroscedasticity test uses the spearman test: 
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Table 4. Heteroscedasticity test results 

Variable Rs Sig. Description 

Participative Leadership 

Servant Leadership 

-0,035 

-0,006 

0,707 

0,948 

Non Heteroscedasticity 

Non Heteroscedasticity 

Source: Primary Data Processed, 2024 

The Participative Leadership variable in the heteroscedasticity analysis has a rs value of 

-0.035 with a significance level of 0.707, which is greater than 0.05, indicating that it does 

not exhibit heteroscedasticity symptoms. The Servant Leadership variable in the 

heteroscedasticity analysis has a rs value of -0.006 with a significance level of 0.948, which 

is greater than 0.05, indicating that it does not exhibit heteroscedasticity symptoms. 

4.3 Multiple linear regression analysis 

Regression analysis is utilized to calculate the effect of Participative Leadership and Servant 

Leadership variables on innovative work behavior. The regression equation used is: 
 

IWB = a + b1PL + b2SeL + e 
 

Table 5 shows the results of data processing using the SPSS 25.0: 

Table 5. Multiple Linear Regression Analysis Results 

Variable Regression Coefficient 

Constant 

Participative Leadership  

Servant Leadership  

2.173 

0.086 

0.319 

R =  0,536 

R2 =  0,287 

Adj R2 =  0,275 

F hitung = 22,765 

Sig. F =  0,000 

 

Based on Table 5, the estimated regression equation can be created as follows: 

IWB = 2,173 + 0,086PL + 0,319SL 

 

Based on this equation can be described as follows: 

a. Participative Leadership variable regression coefficient = 0.086 

Participative Leadership variables tend to have a positive or unidirectional influence 

on innovative work behavior. The better the Participative Leadership, the better the 

innovative work behavior, and vice versa, the lower the Participative Leadership, 

the lower the innovative work behavior. 

b. Servant Leadership variable regression coefficient = 0.319 

Servant Leadership variables tend to have a positive or unidirectional influence on 

innovative work behavior. The better the Servant Leadership, the higher the 

innovative work behavior, and vice versa, the lower the Servant Leadership, the 

lower the innovative work behavior. 

4.4. Hypothesis test 
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Table 6. Partial Analysis Results 

Variable B t count Significance Description 

Participative Leadership 

Servant Leadership 

0,086 

0,319 

0,922 

4,355 

0,359 

0,000 

Not Significant 

Significant 

 

Table 6 regarding two leadership styles and their effects on IWB. It states that 

Participative Leadership shows a t count of 0.922 and a significance level of 0.359, indicating 

it has no significant effect on IWB. In contrast, Servant Leadership has a t count of 4.355 and 

a significance level of 0.000, indicating a significant effect on IWB. 

5 Discussion 

Gender theories of leadership provide insight into why participative leadership styles may 

not significantly influence IWB. Studies suggest that location and organizational context 

significantly influence IWB, negating the influence of participative leadership [38], [39]. 

According to the gender theory of leadership, the leader's gender role also affects the 

effectiveness of his or her participative style. Research by [40] also shows that female leaders 

apply participatory style in decision-making more often than male leaders. However, its 

effect on innovation is not significant. Research by [28] found that the effect of participative 

style on innovation is not significant when influenced by organizational context and 

leadership dominated by masculine characteristics. They pointed out that the organizational 

context greatly affects the effectiveness of the leadership style. Meanwhile, [39] stated that 

the evidence of the relationship between participative leadership and innovative behavior is 

still weak. The cultural context of the organization plays a significant role in determining the 

effectiveness of implementing this style. 

Research shows that women generally adopt a more democratic and participatory 

approach to leadership compared to men. However, organizational context plays an important 

moderating role. Participatory styles may be less effective or valued in masculine and 

hierarchical cultures where authority is highly centralized, as employees may not be 

accustomed to involvement in decision-making. Followers also have preconceptions about 

different gender stereotypes in leadership. Particularly in fields dominated by men, people 

may perceive a female leader who actively participates as weak or lacking in vision. The 

industry itself shapes the acceptance of this leadership approach. Participation is more likely 

to influence innovation in social domains than in technical domains with entrenched norms 

of control. Additionally, member engagement efforts, power sharing, and the distribution of 

required resources shape expectations around authority and participation that impact a 

leader's ability to empower employees. The intersection of a leader's other identities, such as 

that of an older minority woman, can add to the challenge of gaining acceptance for 

participatory approaches. It can be seen that the profile of respondents in this study is 

dominated by women aged 42–51 years. This supports the research findings, which state that 

participative leadership has no significant effect on IWB. 

Servant leadership by a woman can have a positive and significant influence on IWB 

because the characteristics of service leadership are in line with the characteristics of 

women's leadership. Gender Difference Theory states that women tend to have a 

transformational leadership style and are concerned with the welfare of group members [41]. 

Servant leadership prioritizes the interests of others by serving, listening, and empowering. 

Women leaders often employ a style that emphasizes providing purpose and fostering the 
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development of others. The results of this study support the results of [8] study, which 

concluded that women's leadership style can improve how members find innovative solutions 

to any problems they experience. These findings also support the research of [31], [32], [33], 

[34]. 

Women's servant leadership is well positioned to encourage innovation among their 

employees. Due to socialized feminine traits, many women naturally adopt a servant 

leadership style that prioritizes caring for others and empowering individual growth. These 

characteristics align with behaviors that encourage creativity and idea generation. When 

employees feel valued, respected, and empowered by their leaders, who listen without 

judgment and provide support, they are more likely to take risks and contribute new ideas. A 

female leader, through servant leadership, can cultivate a psychologically safe environment 

that does not penalize failure or unconventional suggestions, thereby fostering the flourishing 

of innovative thinking. By demonstrating humility and putting the needs of members first, 

she also leads by example to embrace change and learn to be a good mentor. This inspires 

her followers to do the same in their work. With her nurturing yet visionary approach, a 

woman servant leader makes workers feel safe exploring innovations that can advance the 

organization's future goals. Her empowering leadership fosters self-starting behavior and a 

collaborative spirit that drives the innovation process forward. 

6 Conclusion and managerial implication 

The outcomes of this study have substantial practical implication for batik business owners. 

Batik business owners have proven that applying the service leadership style can enhance 

their employees' innovative work behavior. Therefore, business owners are expected to apply 

the service leadership style to managing their businesses. Business owners can achieve this 

by listening to employees' aspirations and empowering them to participate in decision-

making. In addition, business owners also need to encourage the spirit of learning and 

experimentation in employees to create new ideas. A supportive work environment needs to 

be built so that a culture of innovation can flourish. It is also required to have a people-

oriented HR management approach with a focus on increasing employee capacity. 

A leader is expected to prioritize a servant attitude and empower employees to manage 

the business. Servant leadership principles such as listening to employees' aspirations, 

understanding their needs, and providing autonomy and support are important to continue to 

apply. Open dialog about creative ideas that emerge needs to be done to filter and transform 

them into appropriate business solutions. It is important to conduct a periodic evaluation of 

the implementation of servant leadership within the organization to determine the extent to 

which it has been effective. By consistently applying these various implications, it is hoped 

that servant leadership can further maximize the positive impact of creating a culture of 

innovation in the workplace. 
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