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Abstract. Intrinsic leadership is developed based on holistic leadership philosophy where
leaders should integrate physical, mind, heart (feelings and emotions), and spirituality.
Leaders are able to integrate abilities of analytical, conceptual, emotional, and spiritual in
their leadership processes. The purpose of intrinsic leadership to create a vision and value
congruence, empowered teamwork among all stakeholders and primarily build an
organization like a family so as to create engagement, trust, motivation and certainly have
an impact on organization performance. Intrinsic leadership is a development of the
concept of authentic leadership and it’s developed based on self-concept, spirituality,
cognitive evaluation theory, self-teleonomic theory, and eudaemonic identity theory.
Conceptually intrinsic leadership differs from previous leadership concepts which only rely
on one or some of elements that leaders have as human beings. Intrinsic leadership
integrates dimensions of cognitive, affective, conative, and spiritual of leaders in carrying
out their leadership functions and roles. Finally, the process of organizational development
and transformation through intrinsic leadership is also discussed in this paper.

Keywords: intrinsic leadership, authentic leadership, spirituality, self concept, cognitive
evaluation  theory, self-teleonomic theory, eudaemonic identity theory

1. Introduction

Organizations in dealing with changes in the business environment that are fluctuating and
unpredictable require the role and function of leaders who are able to encourage subordinate
creativity with the aim of being able to survive in a competitive business environment [1].
Changes in social phenomena such as moral degradation, injustice, reduced social solidarity are
also considered to be the cause of the emergence of demands for the importance of leaders who
are transparent, have an awareness of ethical and moral values, and are able to provide direction
to organizations using moral or ethical perspectives [2]. These environmental and social changes
also demand the emergence of the need for leaders who are able to create situations of high trust,
help employees build on their strengths, become more positive, have broader thinking, add value
and feel what is right for their decisions, and the main thing is being able to improve
organizational performance [3]. The demands on the needs of leaders with such requirements
ultimately require thinking of a different, more comprehensive leadership model that is able to
overcome the challenges of the environmental and social changes that occur.

Authentic leadership is developed by experts as a model of leadership that is considered
capable of addressing and responding to the demands of the leaders' needs [4] [5] [6] [3]. Based
on the analysis of empirical research, authentic leadership have significant influence on
organizational outcomes such as commitment [7] [6] [8], job satisfaction [9] [7] [6] [10] [11],
OCB or extra effort [6] [10], work happiness and psychological well-being [9] [7] [12], and
sustainable performance [6] [13] [14] [15] [16]. Empirically, authentic leadership also reduces
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negative organizational behavior such as stress, burnout, and organizational deviations [8] [13]
[17]. Organizational outputs that are positive for organizational life have indicated that authentic
leadership is considered a leader behavior pattern that is able to encourage positive
psychological capacity of employees [18] [19], positive organizational climate (eg positive
ethical climate [20], climate of justice [8], positive work climate [2], building employee
confidence in leaders and or supervisors [14], encouraging employee personal identification
[21] [22], helping to develop employee moral identity [20]. Thus it can be said that authentic
leadership is able to maintain a balance between self-interest and the integrative interests of the
organization to optimize outputs for all stakeholders.

Empirical and theoretical authentic leadership modeling related to the measurement
dimensions has accommodated cognitive, affective, and conative aspects [23] [24] [25] [7] [26]
[6] [14] [21] [2] [15] [27] [8] [28] [29] [30]. Authentic leadership is manifested by the values
of honesty, sincerity [25], and represents confidence in realizing their vision and mission based
on the values of truth and goodness that exist in themselves [31], contributing to eudaemonic
well-being of leaders and followers [25]. Judging from the embodiment of the authentic
leadership model actually contained a spiritual dimension. Reffering opinion of Klenke [32]
[33] which states that the spiritual component is a determinant of authentic leadership, where
he in modeling authentic leadership has integrated contextual, cognitive, affective, conative, and
spiritual elements. It's just that in the development and empirical research of authentic leadership
has not included the spiritual dimension explicitly as an authentic leadership dimension.

Spirituality as a person's inner life [1] which is applied in the life of his organization can
foster creativity and meaningful feelings towards work completion [34] [1]. And when
spirituality is applied by the leader in carrying out the duties and functions of his leadership it
has spillover effect both vertically and horizontally on the organizational environment [35]. The
results of study showed the application of spirituality in the workplace can increase employee
creativity [36]; honesty and trust in organizations [37]; meet the personal needs of employees
[38]; and can increase employee commitment to goals [39] [40]. Besides these things, the results
of the study also showed that spirituality influences job satisfaction [41], organizational
citizenship behavior, affective commitment [42] [43], work stress, and performance [35]. The
positive impact of spirituality on organizational outputs can be understood because spiritual
experience is the basis of every attitude and behavior of organizational members [44]; and able
to play a role in controlling the body, mind, emotions, and souls of individuals in the
organization [45].

The meaning of authenticity and spirituality refers to constructs related to self [46] [5] [31]
[1] [35]. Historical review of the meaning of authenticity and spirituality both philosophically
and psychologically basically refers to the question of "who am I" which according to Myer
[47] it concern self-concept. Decy & Ryan states that self-concept is an individual's autonomy
needs that are intrinsically sourced [48]. Philosophically, intrinsic means goodness that comes
from within oneself which cannot be derived anymore (Aristotle). Functions, tasks and work
carried out on the basis of goodness from within oneself (intrinsic) is very likely to propagate
both vertically and horizontally in the organization environment, so that positive energy can be
reflected from the surrounding environment. The results of research on the effects of
authenticity and spirituality applied by leaders show positive energy aura from the
organizational environment [9] [7] [12] [1] [49] [50] [51] [52] [53].

Based on thoughts and reviews on the effects of spirituality and authenticity that should be
present in leaders inspire the development of leadership models that include the dimension of
spirituality and dimensions of authenticity. Intrinsic as a concept which when explored its
meaning both philosophically and psychologically refers to the merging of the meaning of



spirituality and authenticity. Purpose this article to conceptually discuss intrinsic leadership
development and how the process of organizational development and transformation through
intrinsic leadership.

2. Literature Review

2.1 Theoritical Foundation Of Intrinsic Leadership

The theoretical foundation used to build body knowledge intrinsic leadership is construct-
based self such as self-concept, cognitive evaluation theory [54], teleonomic of self theory [55],
and eudaimonistic identity theory [56], intrinsic, organizational spirituality, authentic
leadership, PO Fit, positive psychology, theory of spillover of quality of work life.

2.2 Philosophy of Holistic Leadership

The basic principle of holistic philosophy is the existence of balance [57]. An organizational
leader must be able to maintain a balance between self-interest and the integrative interests of
the organization to optimize outputs for all stakeholders [57]. Leaders in a holistic perspective
should integrate physical, mind, heart (feelings and emotions), and spirit [58] so that they have
analytical and synthesis abilities, mind and intuition, as well as the ability to see both the inside
and outside sides of the organization at various levels [57]. According to Quatro [59] leaders in
a holistic perspective should have and integrate analytical, conceptual, emotional, and spiritual
abilities. The integration of the four (4) key elements of the leader's domain leads to achieving
organizational goals, being able to balance various interests, and being able to overcome various
problems in fluctuating and predictable environment.

2.3 Authenticity and Authentic Leadership

a) Authenticity.

Authentic psychological meaning is as a personality or trait or character and also
as an individual's identity [60]. Authentic psychological meaning related to the
psychological state and human personality [59] that distinguishes between individuals
with each other, which is seen from the concept of self-awareness, self referential [61],
and self-determination when an individual behaves and decide on relational choices
[62]. The meaning of authentic psychological is operationalized in the form of
cognitive aspects (awareness), behavioral aspects, and relational aspects [63]. The
main assumption of this operation is that authentic individuals have the capacity to
develop more relationships meaningful and valuable both with colleagues and with
others [60]. Review of psychological authentic meaning basically refers to the question
"who am I" which, according to Myer [47], is related to self-concept.

b) Authentic Leadership.
Authentic leadership is defined on the basis of self-concept [31] [25] that is built
through life experience [31] [5]. The authentic leadership model of Luthans & Avolio
[3] illustrates positive psychological capital and organizational contexts that have
increased growth. Authentic leadership includes positive organizational behavior



which is characterized by self efficacy, hope, optimism, and resilience which becomes
the basis for psychological capital constructs [3]. Luthans & Avolio's authentic
leadership model includes core components consisting of self-awareness, positive self-
control, positive self-development, and positive moral perspectives that are often
reflected either explicitly or implicitly [3].

Gardner propose a self-based model of the process that underlies authentic
leadership [5]. Gardner's authentic leadership model positions that as a key factor
contributing to the development of authentic leadership is a high degree of self-
awareness of leaders towards their own values, emotions, identity, and goals. The
theoretical foundation of the authentic leadership model Gardner is self-regulation
which includes internalisation of regulations, balanced information processing that
refers to the collection of information and interpretations about oneself that is biased,
authentic behavior, and transparency relationships which means that leaders show a
high level of openness, self disclosure, and trust in a close relationship [5]. This model
postulates that the leader's personal history (family influence, initial challenges,
education and work experience) and important events (including crises and positive
important events such as promotion or division of tasks) serve as antecedents for
authentic leadership. As a positive role model, authentic leaders demonstrate integrity
and commitment to core ethical values and contribute to a positive organizational
climate. Positive results from authentic leader-follower relations, according to Gardner
include a high level of follower trust in leaders; workplace welfare; and sustainable
performance [5]. Walumbwa suggested that authentic leadership is a pattern of leader
behavior that is based both on positive psychological capital and positive ethical
climate [6]. These two foundations are used to foster higher self-awareness,
internalized moral perspectives, the balance of information processes, and relational
transparency when authentic leaders work with subordinates. This authentic leadership
encourages positive self-development for subordinates.

While Rego et al. [18] and Freeman & Auster [64] suggested that authentic
leadership is a pattern of leader behavior that refers to and encourages both positive
psychological capacity and positive ethical climate to foster self-awareness,
internalizing moral perspectives, balance of the information process, and relational
transparency where leaders work with subordinates, and helps develop leaders'
personal values and morals, which not only emphasize quality of leader-subordinate
relationship but also the character relationship between leader-subordinate.

2.4 Spirituality

Spirituality is one's inner life in maintaining and nurtured by meaningful work that takes
place in a community context [1]. Spirituality is related to values, beliefs, attitudes, and
emotions that influence, and awareness of integrating life in the process of self-transcendence
to achieve the highest achievements as humans and individuals in a particular environment [34];
or also related to the meaning of life that affects psychological well-being or work welfare [65].
While Adam & Csiernick suggested spirituality in the workplace includes positive assessment,
recognition and appreciation of the inner abilities of individual members of the organization in
the context of meaningful goal-oriented behavior that encourages creativity, a sense of
belonging, and the fulfillment of personal growth needs [34]. Giacalone defines spirituality in
the workplace with regard to organizational values that exist in cultures that prioritize employee
transcendence experiences through work processes, and present a sense of being connected to
others (eg empathy, ownership, trust, or honesty) by giving feelings together and happiness



[66].The application of spirituality is manifested in sense of community and attachment[48],
integration and congruence between the authentic parts of personal life and professionalism with
personal values [66], as well as the ability to present oneself as a totality of all components of
self in work [53].

2.5 Self Concept

The concept of self is a result of an individual's reflection on himself about his physical,
social, and spiritual or moral [68]. Self-concept reflects and or answers the question of "who am
I". Individuals find the answer "who am I" through reflection or self contemplation and
comparison. The results of self-reflection are translated into identity. Reflection is basically a
process of self-evaluation carried out by an individual against himself related to everything that
exists in him so as to generate to respect for himself, related to his beliefs, and the source of
control. Comparison is a self-assessment in the form of how oneself is compared to others.
Individual self-reflection and comparison activities are highly dependent on self-orientation,
sources of self-control, and social environment.

According to Deci & Ryan self-control is an autonomy requirement, which is an intrinsic
state. Self-control leads to self-regulation. Therefore, self-regulation in this case also comes
from intrinsic [48]. Essentially, an individual's true self feels the welfare or happiness of his
eudomania is when they come from the need for autonomy (cq intrinsic). Based on this, the
discussion of self-concept leads to discussion of intrinsic.

2.6 The Concept of Intrinsic

The meaning of intrinsic philosophically implies the value that is owned from within itself
which is the value of virtue that can not be derived again (nonderivatively) (Aristotle,
Nicomachean Ethics), the values of virtue based on conscience that exists in oneself, as a source
of goodness, where the value of other goodness is contained in the value of intrinsic goodness.
Referring to the opinion of philosophers about the intrinsic philosophical meaning [69] [70]
[71], basically the intrinsic meaning is very close to the meaning of conscience which contains
understanding as a pure heartfelt and the deepest or the feeling of the heart that gets light from
God. Values of kindness of conscience are values of virtue based on pure and deep feelings of
heart that are sourced or received by God. Therefore, values of virtue according to conscience
are virtue values that cannot be derived anymore (intrinsic according to Aristotle), values of
goodness which are only possessed by individuals who have meaningful goals within
themselves (intrinsic according to Kant). The intrinsic psychological meaning can be examined
from the theory of self-evaluation, the theory of self-teleonomics, and the theory of self-identity
[72].

3. Result And Discussion

3.1 Development Of Intrinsic Leadership Concepts

The operationalization of the concept of spirituality from intrinsic leadership is done by
understanding the spirituality component. Understanding of the three components of a leader's
spirituality - inner life, meaningful work activities, and caring for the community -, and also
understanding the meaning of authenticity in authentic leadership using a construct approach to
self-concept, intrinsic motivation, and theories about self [73] [5] [25] [33]. The concept of self



is the result of an individual's reflection and contemplation activities about himself which are
then established as his conception of his physical, social, and moral values [64]. The concept of
self is also considered as the totality of the thoughts and feelings of individuals who refer to
themselves as an object [74]. While self-concept according to Eipstein is a concept where an
individual feels able to control himself as an experienced individual [75]. Eisptein definition of
self concept emphasizes more on knowledge (as a cognitive dimension), as well as self-control
and belief (as an affective dimension) where these dimensions are the desire or strong drive of
individuals to carry out self-monitoring functions, and at the same time as an autonomous need
which is intrinsically sourced [54]. In other words, referring to the opinion of Decy & Ryan
basically the individual needs of the presence of self-concept can be categorized as a form of
intrinsic motivation.

Philosophically the intrinsic meaning is related to psychiatric which involves the inner life,
where it is the meaning of the spiritual. Spirituality is define as the inner life of a person that
leads to the meaningfulness of life activities carried out in social life, so intrinsic philosophically
also implies the meaning of spirituality [1] [73]. Intrinsic psychological meaning according to
the theory of cognitive evaluation Decy & Ryan is associated with intrinsic leadership, that is,
when the leader behavior is based on intrinsic, the leader feels the experience of interest and
pleasure in conducting leadership activities, has a feeling of competence and is able to determine
the direction of his work life [54]. These feelings are related to the inner life of intrinsic leaders,
where inner life is one component of spirituality [1] [73]. The experience of subjective interest
in intrinsic concepts is an expression of "feeling happy or enjoying the activities carried out"
[76] [77]. Interest is a disposition to actively involve themselves in determining activities [78]
and play a serious role in work activities [79] so as to provide feelings of pleasure,
meaningfulness, and happiness in the work life of intrinsic leaders. Based on the theory of
cognitive evaluation Decy & Ryan [54], subjective experience in the intrinsic concept of a leader
embodies spirituality when the activities carried out by intrinsic leaders have meaning.
Activities carried out by intrinsic leaders as activities that have meaning are when the leader
selects and determines his own activities carried out (self-determining) in accordance with the
values of goodness that exist within himself (internal locus of causality) [80] [81] [82], and or
when individuals feel competent in carrying out these activities (sense of competence) [83] [84].

The intrinsic concept according to Csikszentmihalyi's self-teleonomical theory [55] is
described in the form of "autotelic," and / or self-strengthening activities. Teleonomic theory of
self is part of the theory of "flow" Csikszentmihalyi, which is defined as an intrinsic state in
which an individual immerses himself totally in what he does for the sake of feeling within
himself [55], and is characterized by involving activity with awareness, self-control, high
concentration, and self-transformation [55] [85]. Csikszentmihalyi described "flow" as an
individual's affective cognitive state during performance completion based on intrinsic, full
involvement in activities or activities (totality in activity / full involved) [55]. Related to the
intrinsic concept of teleonomic theory of self with intrinsic leaders when the leader's activity is
driven by experience flow, the leader develops autotelic personality which is characterized by
the implementation of work activities based on the conscience of the leader and solely to fulfill
the call of goodness and the presence of sense or meaning from within oneself (for own sake /
as its own sake) as its main goal [55], involves all resources owned in totality, caution and high
concentration and awareness, attention to optimal use of time, and always self monitoring and
monitoring of the activities carried out [55] [85]. The embodiment of autotelic personality and
full involvement of leaders based on intrinsic is the willingness of self sacrifice to achieve goals
and performance; as well as generate to a feeling of sincerity that is doing work with the main
goal not based on external goals themselves [55]. Self sacrifice and self sincerity according to



the spiritual dimension are important determinants of effective leadership [33].Subjective
experience of "flow" based on intrinsic leaders describes affective cognitive state during
completion of performance that is based on intrinsic, and total involvement in the activities
carried out. Activities carried out are in a state of "flow" when these activities are freely chosen.
This shows that intrinsic leaders have confidence that they can determine what they want to do
and determine what they want to achieve (self determination) [54] [55] [86]. Therefore it can be
concluded that the determinant factor of intrinsic leader behavior is the internal locus of
causality. Thus intrinsic leaders are leaders who have internal locus of control, that is, leaders
who have individual belief in their ability to control what is done and what is expected and
obtained [87].

Another perspective of intrinsic concepts is rooted in the study of self-identity [72]. The
concept of self-identity is a psychosocial state that refers to goals, values, and beliefs which are
the main points of an individual's self-definition, which provide direction and meaning of
activities to individuals [61]. Self-identity is a personal expression [88] [25] that reflects an
individual's core beliefs [88]. Philosophically, personal expression has almost the same meaning
as Aristotle's eudaimonia concept [56]. Eudaimonia is an ethical theory that directs individuals
to recognize and have an awareness of their own abilities [69] [89]; as an activity that expresses
morality, in which morality is understood as a perfection or as the best that exists in humans
[90]; reflect the life of an individual who actively expresses the character or values that exelence
in the life of the individual [25]; as a subjective state of an individual's desire to do something
that is considered valuable or has meaning [89]; and is a subjective state related to actions to
fulfill personal potential [72]. Meanwhile, according to Waterman personal expressive feelings
indicate activities that are based on the values of self-realization. Related to this, self-realization
is an individual's personal expression of the individual's goals, values, and personal beliefs that
show self-definition, as well as giving direction and meaning to the behavior or action of the
individual [72].

Intrinsic leader personal expression that generate to eudaemonic well-being occurs when
intrinsik leader feels intensive involvement with his actions and life [72], feels the peak of his
experience of interest, motivation, and pleasure during his activities, and really enjoys working
activities that are in accordance with life values owned [25] [72]. Therefore, eudaemonic well-
being is a reflection of self-realization, personal growth and self-expression, and the realization
of the true nature of leaders [25]. Eudaemoni as a reflection of self-realization in all leader's life
spaces [91] [92] [93] is achieved when leader have a feeling of self-acceptance, have the ability
to manage as a whole effective life and the environment around them (environmental mastery),
have a clear purpose in life (purpose in life), develop positive relationships with other
individuals (positive relationships), make personal growth (personal growth), and determine for
themselves what to do or have self-autonomy (self determination) [92]. From the concept of
self-realization from an eudaemonia perspective, intrinsic leaders have a feeling of the meaning
and purpose of their lives, which according to Klenke is an indicator of the spiritual dimension
[33].

The development of an intrinsic leadership model as illustrated in Figure 1 focuses on
authentic elements and spirituality and the process by which intrinsic leadership contributes to
the eudaemonic well-being of leaders and followers. Intrinsic as a motivational and dispositional
variable has major implications for the leadership process in influencing the eudaemonic well-
being of not only the leader himself but also having an impact on eudaemonic well-being and
the intrinsic concept of his followers. The intrinsic leadership model describes that eudaemonic
well-being occurs when leaders and followers are honest with themselves and are actively
involved and totality in realizing their true potential, which is reflected by a high level of self-



awareness, high self-regulation, authentic behavior, and a level of sincerity, a level of sacrifice
self, feelings of meaning and high goals, and have a source of internal control.

Based on a review and basic theoretical models of intrinsic leadership, the preposition of
intrinsic leadership is formulated as (1) a pattern of leader behavior that refers to and encourages
both positive psychological capacity and positive ethical climate, (2) which shows a leader's
self-awareness of one's own understanding and knowledge of self , how other people see
themselves, and understand how their impact on others; (3) which is characterized by a high
level of self-regulation that is reflected by an internalized moral perspective, and balanced
information processing about oneself; (4) that establishes transparent and close relations with
all stakeholders; (5) and have spiritual values expressed with sincerity, self-sacrifice, internal
locus of control, and feelings of meaning and purpose, so that they can contribute to the
eudaemonic well being of leaders and followers, so that they are finally able to improve the
behavior of sustainable performance.

Intrinsic leadership development as a new construct of leadership whose development is
based on a holistic philosophy of leadership, covers all aspects of the leader as a human being
where in the previous construct or leadership theory only one or several aspects of the leader as
a human being [94]. Intrinsic leadership as a new leadership construct is expected to be able to
have an impacful effect on the development of positive organizational capacity so as to be able
to bring the organization to sustainable performance. This is because a leader is intrinsic in
playing his role and functions by empowering his psychological, cognitive, and spiritual
capacities with spiritual as the core of the direction. Intrinsic leaders are expected to be able to
resilience in an environment that is unpredictable, authenticity, self-sacrifice, self-confidence,
and that whatever is done well has meaning and purpose.

Relying on the opinion of Corley & Gioia which states that theoretical contribution refers to
the ability of a study to provide original ideas into a phenomenon to increase knowledge, and
is considered to have utility for several purposes [95]. Originality is the development of progress
and / or expansion of an existing knowledge, concept, or theory [95]; or a potential contribution
to a revelatory [96]. Utility concerns whether research contributes to the improvement of
research practices that have been carried out by experts (scientific utility) or contributes to the
improvement of managerial practices for organizational practitioners (practical utility). Intrinsic
leadership as a new construct of leadership is holistic leadership that integrates spiritual aspects
in the cognitive, affective, and conative aspects contained in the concept of authentic leadership
which is expected to improve organizational performance. So that if it is related to the aspect of
originality, this study seeks to prove the importance of spirituality in authentic leadership theory.
Or in other words, intrinsic leadership is a leader who reflects the spiritual, cognitive, affective,
and conative aspects of the leadership process. Thus the development of intrinsic leadership
expands or is incremental to previous leadership theories, namely authentic leadership. Intrinsic
leadership is also considered an intermediate theory research [97] because it proposes a
relationship between new constructs (spirituality) and existing constructs (authentic leadership).

3.2 Organizational Development Through Intrinsic Leadership

The spirituality that is applied by intrinsic leaders generate to a feeling of work activities
carried out that has meaning, indicates a positive assessment, recognition, and respect for the
inner life of leader. where the meaning of the behavior is certainly oriented towards the ultimate
goals of intrinsic leader so that it encourages creativity, a sense of belonging, and meeting
personal needs. The meaning of work activities is felt by intrinsic leaders when they integrate
spiritual values in work settings and or completion of tasks and work. Thus in the context of
spiritual-based intrinsic leadership, leaders apply their spiritual values in the workplace to



influence organizational behavior, interactions, and outcomes [35]. The application of intrinsic
leaders' spiritual values in the workplace has consequences for organizational outcomes [35].
The relationship between the application of intrinsic leaders' spiritual values and their
consequences in this regard can be explained using the concept of person-organization fit (P-O
fit) [35], theories of spillover of quality of work life [35], and organizational climate [72]..

The concept of person-organization fit (P-O fit) is a perceptual construct that refers to the
congruence between values and personal goals with the values and goals of the organization
[98]. Associated with the spiritual dimension of intrinsic leadership, the concept of the
congruence of the spiritual values of intrinsic leaders with organizational spiritual values can be
explained using the theory of spillover of quality of work life [35]. The theory of spillover of
quality of work life, generally consists of two types, vertical spillover and horizontal spillover.
In vertical spillover, satisfaction with one dimension of the quality of one's work life (for
example satisfaction of happiness or psychological well-being) affects the satisfaction of one's
work life as a whole. While in horizontal spillover, satisfaction in one domain of one's work life
affects the satisfaction of other domains that are around it. Therefore, intrinsic leader satisfaction
with his personal spiritual life spread to personal work life satisfaction and influences work life
satisfaction in the organization [35].

Positive horizontal spillover of the intrinsic leader's spiritual values on work-related
problems creates a positive organizational spiritual climate [35]. By using Lewin's basic
framework in which behavior is a function of the environment and personal, intrinsic leaders as
agents of organizational systems (environment) can create a work climate for organizational
members (subordinates) who act as subjects of organizational systems (environment ). Intrinsic
leader spiritual values that are manifested in behavior affect the subject (subordinate) and
organizational system so as to encourage a positive organizational climate [35]. A positive
organizational climate leads to organizational outputs such as improved organizational
performance, and job satisfaction [99].

Intrinsic leadership is assumed to function as a positive role model that demonstrates the
integrity and commitment of core ethical values and is able to contribute to a positive
organizational climate. The leader-follower relationship in intrinsic leadership is hypothesized
to be able to show a high level of follower trust in leaders, workplace well-being, high job
satisfaction, and ongoing performance. Therefore intrinsic leadership is assumed to be able to
reach a deeper level of meaning of the relationship between leader and follower, and this
happens when the leader and follower are involved with each other in such a way that can
increase motivation and higher morality.

4. Conclusion

Intrinsic leadership can be viewed as constructs that are in the initial concept stage of
development. The development of new concepts in this study refers to the opinion of Cooper
that before designing a new concept development strategy, one must carefully consider four (4)
important issues: (1) defining constructs and identifying the main dimensions of the construct
that will be developed; (2) determine the construct validity; (3) identify the results and or outputs
of relevant constructs; and (4) ensuring whether the construct can be applied. Intrinsic leadership
construct is defined as a pattern of behavior that leaders are driven by a positive psychological
and positive ethics are built on the basis of a causal relationship between the dimensions of
cognitive, affective, conative and as its main core is spiritual dimension [100]. At this stage, it



is important research on several fronts is necessary to establish the validity of intrinsic
leadership before it should be widely applied as a model of organizational development to foster
systemic change and transformation. Organizational outcomes (e.g. commitment,
organizational performance, positive organizational climate) hypothesized to be affected by
intrinsic leadership also need to be validated for intrinsic leadership construct. Finally, the
conceptual distinction between intrinsic leadership theory variables and other leadership
theories and constructs needs to be refined. From originality, the development of new intrinsic
leadership constructs can contribute theoretical contributions as incremental knowledge to the
previous body of knowledge of leadership theory, by combining all aspects of the leader as a
human being (spiritual, cognitive, affective, and conative). From utility, intrinsic leadership is
expected to be able to make a practical contribution to achieving positive organizational output
and sustainable performance, especially for simple organizations.
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