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Abstract
Purpose of Study: The present study aimed to examine the leadership styles (transformational & transactional) in
predicting the innovative work behavior of the teacher in higher educational institutions. Leadership is important in the
transformation of attitude and behavior of followers towards assigned responsibilities, however, which style is more
effective in this transformation process in the main theme of the present study.
Methodology: To achieve the desired objectives of the research, a quantitative approach was used wherein the crosssectional design was followed by using the survey approach to attain the objectives as aligned with hypotheses. In this
connection, relationships (association & cause-&-effect) among research variables were examined through statistical
procedures by using SPSS.
Main Findings: The results of the study revealed that both the leadership styles are effective in the transformation
process however, the role of transformational leadership is more effective as compared to transactional leadership as
revealed from the results of correlation (association) and regression (cause-& effect) procedures in the context under
considerations in this research study.
Applications of Study: The study is likely to be useful for the management of higher education institutions in revisiting
their policies concerning the application of leadership development towards the followers. The study is also expected to
be useful for future researchers in obtaining the practical guidelines from methods and procedures used in this study for
their future endeavors.
Novelty/Originality of Study: This study examined the leading and burning issues like (leadership styles and followers’
innovative behavior in a native environment to produce new findings and new knowledge about the relationships
between the research phenomena to contribute to the existing database of knowledge.
Keywords: Transformational Leadership, Transactional Leadership, Innovative Work Behavior, Higher Education.
INTRODUCTION
In the contemporary era, the social and economic transformation, environmental sustainability, and continuous
disparities in health and cultural values, education have been considered as the main actor and leading sources to cater to
the situation overwhelmed at the sustainable development (Sánchez & Mainardes, 2016). In this connection, the role of
higher education is indispensable in promoting the sense of responsibility and values overwhelmed at social, cultural,
and economic errands that further lead to nurture the attitude and behavior of future professionals towards sustainable
development (Gómez, Pujols, Alvarado & Vargas, 2018). In defining and responding to the leading challenges mainly
concerned with the academic, social, and cultural values, higher education has played a significant role in promoting an
effective culture of teaching and learning wherein attitude and behavior are transformed for particular purposes
(Vasilescu, Barna, Epure & Baicu, 2010). In this process of transformation, the main responsibility falls upon the
shoulders of leadership in higher education who is responsible for ensuring effective involvement of followers in the
behavioral transformation toward certain objectives (Asad, Ismail, Hussain & Alghazali, 2020). For this purpose,
leadership is vital in determining the work behavior of the followers towards the assigned responsibilities.
Leadership is important in the contemporary era due to globalization, technological changes, and innovative work
practices that lead the higher institutions in the adaptation of various strategies that aim at improving the working
potential and conducive environment to safeguard the values and standards in the institutions (Asare, Long & Murphy,
2005). The leadership through different traits and styles makes every effort to inspire the workforces towards the desired
objectives wherein the transformational and transactional are widely recognized and researched with diverse outcomes
(Eisenbeiss, Knippenberg & Boerner, 2008). Academic leadership is important in motivation, and effectiveness towards
the entire system of higher education (Siddique, Aslam, Khan & Fatima, 2011). Transformational leadership is effective
in determining the needs and motivation of the employees through the transformational process towards the desired
objectives wherein the efforts, values, and potential are highly recognized (Kurt & Yahyagil, 2015). Transactional
leadership is vital in determining the desired values and efforts through an exchange process wherein reward and
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punishment are offered in exchange for efforts towards desired objectives (Kark, Dijk & Vashdi, 2018). Consequently,
both leadership styles are effective in determining employees’ attitudes and behavior.
The innovative work behavior is the outcome of various efforts on the part of employees, leadership and institution as it
is critical to recognize the factors that promotes followers’ innovative work behavior (Škudienė, Augutytė, Demeško &
Suchockis, 2018). The leadership theories emphasized encourage creativity and innovation as leaders’ primary function
which is mainly ensured by transformational leaders while studies revealed that transactional leaders lack the ability to
inspire employees towards innovative work behavior (Cheng, Cao, Zhong, He & Qian, 2019). The work behavior is
important for the determination of desired objectives that needs the inspiration from concerned leadership towards
competitive advantages thus overwhelmed at creative thinking in the employees (Asad, Ismail, Hussain & Alghazali,
2020). Innovation and creativity are mainly the outcomes of the leadership motivation on persistent manners through
different traits which are critical in determining their behavior towards the assigned tasks leading to the development of
the concerned institution (Alheeta, Ahmad, Ahmad & Mohamed, 2021). In this connection, this study aimed to examine
the leadership behavior (transformational & transactional) in determining innovative work behavior of employees in the
context of higher institutions in developing countries like Pakistan.
RESEARCH OBJECTIVES
1. To determine the leadership behavior (transformational & transactional) in determining the teachers’ innovative work
behavior.
2. To examine the association between leadership behavior (transformational & transactional) and teachers’ innovative
work behavior.
3. To examine the cause-&-effect relationship between leadership behavior (transformational & transactional) and
teachers’ innovative work behavior.
LITERATURE REVIEW
Leadership in higher education has been recognized as a leading phenomenon toward desired sustainable development as
it is vital to consider the developmental process from every possible dimension to ensure the expected objectives (Kezar,
Rozana & Melissa, 2006). The leadership is critical in determining the process of rehabilitation to ensure the aims and
objectives are supported through norms and values about leadership behavior and followers’ responses (Bolden, Georgy
& Jonathan, 2009). The distributive role of leadership has been recognized as the leading source for the development of
attitude and behavior towards desired tasks that ensures the journey from survival to development (Sandra, Geraldine &
Kevin, 2014). The leadership through different styles is effective towards the determination of desired goals that can be
possible only through the efforts, potential of the employees as the outcome of the leaders’ encouragement towards
desired objectives (Naqvi, Ullah & Javed, 2017). The transformational leader is regarded as inspiring, motivational,
humanistic, and influential whereas focus remained on future needs and long-term issues (Cheng, Cao, Zhong, He &
Qian, 2019) while the transactional leader is considered as goal-oriented whereas focus remained on objectives setting,
evaluation and directing the outcomes (Alheeta, Ahmad, Ahmad & Mohamed, 2021). Therefore, different leadership
styles are effective in determining institutional tasks and success.
Leadership Styles
The leadership is phenomenal in determining the desired objectives and workforce responses over their efforts towards
the attainment of leading strategic goals that are the outcome of inspiration from the leadership and commitment from
the workforce (Shalley & Gilson, 2004). The leaders’ foremost effort is to empower the employees by using innovative
techniques to make their own decision to contribute to the institutional development which needs the leaders’ attention
and employees’ responsiveness (Zhang & Bartol, 2010). In this connection, along with the leadership behavior, certain
other factors are responsible for shaping or breaking the innovative behavior of the employees in the concerned
institutions (Li & Zheng, 2014). Among the various parameters, the leadership different styles are more effective in
determining the innovative and creative behavior of employees that ensures employees’ effective participation in
institutional tasks leading to strategic objectives (Naqvi, Ullah & Javed, 2017). In this connection, transactional and
transformational leadership are widely recognized as leading traits towards employees’ attitude and behavior in different
contexts including higher education (Asad, Ismail, Hussain & Alghazali, 2020). This study examined the role of
transformational and transactional leadership in defining innovative work behavior.
Transformational Leadership
The leaders’ influential role towards employees’ motivation is insignificant which has been recognized in diverse
contexts with diverse outcomes wherein some are participative while some are authoritative in determining the
institution values and employees’ innovative responsiveness (Gilson & Shalley, 2004). Transformational leaders are
effective in providing support to followers in attaining the desired tasks and responsibilities to maintain the competitive
advantages in the most competitive environment (Erdogan & Enders, 2007). Transformational leaders are recognized as
the vital predictor for innovation and creativity leading to innovative behavior (Khan, Aslam & Riaz, 2012). These
leaders are effective in the assurance of creative behavior through a transformational process to inspire the workforces
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towards desired outcomes through undaunted efforts and commitment (Afsar, Badir & Saeed, 2014). The transformation
leader is efficient in producing the desired tasks and objectives to idealized influence and intellectual stimulation to
ensure the effectiveness in the outcomes and efficiency in efforts (Wu & Lin, 2018). These leaders are ideals for their
followers in institutions due to critical attributes of inspirational motivation and individualized considerations (Alheeta,
Ahmad & Mohamed, 2021). The literature shows that transformational leader is active than transactional leaders.
Transactional Leadership
Transactional leaders are more popular regarding their exchange behavior wherein rewards and punishments are
provided and based upon the levels of efforts, potential, and achievements (Janssen & Yperen, 2004). Transactional
leaders are goal-oriented that focused on results and never accept deviation from the desired standards (Sendjaya, Sarros
& Santora, 2008). The leaders are concentrated more on the achievements rather focus on the followers’ needs that
creates the confusion in minds and body interactions of the concerned workforce at workplaces (Voon, Lo, Ngui &
Ayob, 2011). These confusions further lead the employees towards the stress and apprehensions in connection to
leaders’ behavior and employees’ responsiveness through the effective efforts towards determination of institutional
tasks (Kwasi & Emmanuel, 2015). Thus, the leaders are more determined about the institutional tasks and employees’
efforts which leaders try to make the balance through exchanged behavior to ensure effective participation in the tasks
and goals (Wu & Lin, 2018). Thus, leaders are more critical of the institutional strategic standards and goals to
determine the desired outcomes (Asad, Ismail, Hussain & Alghazali, 2020). These leaders are effective towards
employees’ inspiration through management by exception active and passive.
Innovative Work Behavior
Innovation and creativity are the dire need of organizations in contemporary competitive and leading environments
wherein the focus remained on the creative behavior to ensure the desired outcomes (Gilson & Shalley, 2004). The
innovation helps the employees to produce the novel and latest ideas that need the motivated behavior towards the
implementation of these ideas to get the desired outcomes by utilizing the resources efficiently (Mukherjee & Ray,
2009). The creative behavior is significant to ensure the desired consequences which is basically the outcomes of the
individuals and institutional performance in diverse situations towards diverse desired standards (Barrick, Mount & Li,
2013). In this connection, the role of leadership is significant in determining the employees’ behavior towards innovation
and creativity to set a side the traditional ways for the achievement of desired tasks (Carlo, Jean & Boudrias, 2015).
Transformational leaders are more effective in promoting creativity and innovation through the transformational process
of behavior (Afsar & Umrani, 2019). The transactional is also effective in managing the innovativeness through
exchanges relationships thereby offering various rewards packages to inspire employees towards desired outcomes in
institutions (Alheeta, Ahmad, Ahmad & Mohamed, 2021). Thus, both leadership styles are effective in their own spheres
towards the innovative work behavior in the institutions.
RESEARCH HYPOTHESES
The hypotheses have been developed from the main theme of the current study based upon possible relationships among
research variables like predicting variables (transformational & transactional) leadership styles and a criterion variable
(innovative work behavior) which have been supported through the existing research studies.
H1: There is a positive and significant association between the transformational leadership and innovative work
behavior.
H2: There is a positive and significant association between transactional leadership and innovative work behavior.
H3: The transformational leadership has a positive and significant impact on the innovative work behavior.
H4: The transactional leadership has a positive and significant impact on the innovative work behavior.
RESEARCH METHODOLOGY
The methods and procedures used for conducting the present study have been presented in this section which thus helps
in understanding the objectives and the manners through which these objectives have been achieving.
Design and Approach
The cross-sectional research design was used thereby ensuring the quantitative approach to offer the statistical
relationships among the research variables. The survey approach was used to access the population of this study in order
to get their views about the research phenomena under the considerations in this research. The positivism approach was
used as philosophical consideration to conduct the study in a native environment in order to attain the desired objectives
systematically.
Population & Sample
The population of the study comprises the teachers from the selected higher educational institutions in the southern
region of KP, Pakistan. There was total 1620 teachers in these institutions wherein the sample (320) was selected by
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using the statistical formula (Yamani, 1967). Consequently, total questionnaires were distributed among the teachers
wherein 300 were recollected and used for data analysis to find answers to hypotheses.
Data Collection & Analysis
The data collection is an essential element in the research process that ensures the collection and relevant facts and
figures in order to guarantee the achievement of desired objectives. The secondary data was collected through the most
relevant articles on relevant issues while primary data was collected through a structured questionnaire adapted from the
existing research studies which were widely used in different research studies.
Questionnaire Design & Scale
An adapted version of the questionnaire was used wherein the scale has been adopted from previous studies about
research variables like leadership styles and innovative work behavior. Consequently, the scale regarding leadership
styles have been adopted from the previous study (Avolio & Bass, 2000) while the scales for the innovative work
behaviors has been adopted from the previous study (Scott & Bruce, 1994). These scales have already been by various
researchers for conducting their research studies in the different contexts with different outcomes. Similarly, 5-point
Likert scale was used to record the responses.
RESULTS & DISCUSSION
The results as outcomes of the statistical procedures have been presented in this section with the aim to chase the
hypotheses and to reach the conclusion. The results have been validated over the results of previous research studies to
make clear the position of the present study in the existing database of research about the leadership role in determining
the innovative work behavior in the context of higher educational institutions.
H1: There is a positive and significant association between transformational leadership and innovative work behavior.
Table 1: Correlation Analysis (H1)
Transformational Leadership
Pearson Correlation
Sig. (2-tailed)
N
Innovative Work Behavior
Pearson Correlation
.725**
Sig. (2-tailed)
.000
N
300
**. Correlation is significant at the 0.01 level (2-tailed).
Transformational Leadership

The results of correlation confirmed the association between the transformational leadership and innovative work
behavior which was proposed through the first hypothesis. The results revealed the positive and significant association
(.725 & .000). Therefore, from the correlation results, the first hypothesis about the association is accepted. The results
have been validated and confirmed via the results of previous research studies (Alheeta, Ahmad, Ahmad & Mohamed,
2021; Škudienė, Augutytė, Demeško & Suchockis, 2018; Kurt & Yahyagil, 2015; Eisenbeiss, Knippenberg & Boerner,
2008; Khan, Aslam & Riaz, 2012; Afsar, Badir & Saeed, 2014). Therefore, the existing research thus provides
significant support.
H2: There is a positive and significant association between transactional leadership and innovative work behavior.
Table 2: Correlation Analysis (H2)
Transactional Leadership
Pearson Correlation
Sig. (2-tailed)
N
Innovative Work Behavior
Pearson Correlation
-.457**
Sig. (2-tailed)
.000
N
300
**. Correlation is significant at the 0.01 level (2-tailed).
Transactional Leadership

The correlation results confirmed the existence of an association between transactional leadership and work innovative
behavior that was hypothesized over the second hypothesis. The results showed a significant but negative association (.457 & .000). Consequently, from the results of correlation, the second hypothesis regarding the association is rejected.
Correlation results have been confirmed and validated through the previous studies results (Wu & Lin, 2018; Carlo, Jean
& Boudrias, 2015; Kurt & Yahyagil, 2015; Eisenbeiss, Knippenberg & Boerner, 2008; Mukherjee & Ray, 2009). Thus,
the existing literature hence provides significant support.
H3: Transformational leadership has a positive and significant impact on innovative work behavior.
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Table 3: Regression Analysis (H3) (Model Summary)
Model
R
R Square
Adjusted R Square
1
.725a
.525
.523
a. Predictors: (Constant), Transformational Leadership

Std. Error of Estimate
.30760

Table 4: Regression Analysis (H3) (ANOVA)
Model
Sum of Squares df
Mean Square
1
Regression
20.746
1
20.746
Residual
18.735
198
.095
Total
39.481
199
a. Dependent Variable: Innovative Work Behavior
b. Predictors: (Constant), Transformational Leadership

F
219.254

Sig.
.000b

Table 5: Regression Analysis (H3) (Coefficients)
Model

Unstandardized Coefficients
B
Std. Error
1
(Constant)
1.640
.098
Transformational Leadership
.397
.027
a. Dependent Variable: Innovative Work Behavior

Standardized Coefficients
Beta
.725

t

Sig.

16.716
14.807

.000
.000

The results from regression confirmed the positive and significant impact of transformational leadership on the teachers’
innovative work behavior that was predicted through the third hypothesis by using the regression procedure. The results
further revealed that transformational leadership has a significant impact on innovative work behavior through 52.5%
change in R square as well as the significant impact (.397 & .000). from these results of regression, the third hypothesis
is thus accepted as true and hence substantiated. The results are in line with results of previous research studies
(Škudienė, Augutytė, Demeško & Suchockis, 2018; Eisenbeiss, Knippenberg & Boerner, 2008; Siddique, Aslam, Khan
& Fatima, 2011; Naqvi, Ullah & Javed, 2017; Afsar, Badir & Saeed, 2014; Afsar & Umrani, 2019). Consequently, the
existing literature hence provides significant support to the results of the present study.
H4: Transactional leadership has a positive and significant impact on innovative work behavior.
Table 6: Regression Analysis (H4) (Model Summary)
Model
R
R Square
Adjusted R Square
1
.457a
.208
.204
a. Predictors: (Constant), Transactional Leadership

Std. Error of Estimate
.39727

Table 7: Regression Analysis (H4) (ANOVA)
Model
Sum of Squares df
Mean Square
F
1
Regression
8.231
1
8.231
52.154
Residual
31.250
198
.158
Total
39.481
199
a. Dependent Variable: Innovative Work Behavior
b. Predictors: (Constant), Transactional Leadership

Sig.
.000b

Table 8: Regression Analysis (H4) (Coefficients)
Model

Unstandardized Coefficients
B
Std. Error
1
(Constant)
3.748
.100
Transactional Leadership
-.252
.035
a. Dependent Variable: Innovative Work Behavior

Standardized Coefficients
Beta
-.457

t

Sig.

37.584
-7.222

.000
.000

The regression results confirmed the significant but impact of transactional leadership on teachers’ work innovative
behavior as predicted over the fourth hypothesis through regression procedure. The results revealed further that
transactional leadership has a significant impact on innovative work behavior over 20.8% change in R square and
significant influence (-.252 & .000). From these results over regression, the fourth hypothesis is therefore rejected. These
results are thus in line with results of existing studies (Khan, Aslam & Riaz, 2012; Wu & Lin, 2018; Carlo, Jean &
Boudrias, 2015; Kurt & Yahyagil, 2015; Eisenbeiss, Knippenberg & Boerner, 2008; Kwasi & Emmanuel, 2015;
Mukherjee & Ray, 2009). Consequently, the existing literature hence provides significant support to the results of the
present study. In this connection, the results of the present study provide significant information in deciding about the
relationships among the research variables and reaching the conclusion of the study.
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CONCLUSION
This study was based on certain assumptions about the relationships between leadership styles and innovative work
behavior in higher educational contexts. The existing research studies provide sufficient information about the
relationship between these phenomena however, the present study further confirmed the relationships in a native
environment. The results of the study revealed that transformational leadership has a significant association and
influence on innovative work behavior, however, transactional leadership has a significant but negative impact on
innovative work behavior. The results further revealed that the transformational process under transformational
leadership is important in predicting innovative behavior. However, the negative relationship between transactional
leadership and innovative work behavior revealed that the teacher never accepts the transactional and exchanged
behavior from the transactional leaders in institutions as compared to other leadership styles. Transformational
leadership is widely recognized as the best leadership style as validated and confirmed in the different contexts which
have been also confirmed in the present study through statistical procedures thereby analyzing the data collected from
the teachers hailing from higher educational institutions. Therefore, the results provide significant information in
reaching a conclusion from which certain recommendations have been extracted 1for For management of higher
institutions and for future researchers in getting practical guidelines from this study.
RECOMMENDATIONS & IMPLICATIONS
 The present study provides significant information about the relationships between leadership styles and innovative
work behavior to validate the results of existing research studies on similar issues as already investigated in the
different contexts with the different outcomes.
 Transformational leadership has been examined over and again as the best leadership style towards employees’
motivation and commitment along with ultimate performance. Thus, management of higher institutions is required to
adopt transformational leadership in institutions.
 The management of the higher institution is required to avoid the transactional behavior in the institution that is the
concerned provision of the rewards and punishments which created anxieties and apprehensions among the
employees in institutions and not accepted by employees.
 The management of higher institutions is suggested to ensure the innovativeness and creativity in the institutions
thereby allowing the employees to use the new techniques instead of traditional to attain the desired objectives with
desired standards in concerned institutions.
 The results of this study can be used as guidelines in nurturing the attitude and behavior of the employees in the
institutions. The management of institutions can get guidelines for motivating the employees towards innovative
behavior to achieve desired strategic objectives.
LIMITATION & FUTURE RESEARCH
 The present study is limited to only two leadership styles likewise the transformational and transactional leadership
as well as innovative work behavior. The future researchers are required to examine some other leaderships styles to
compare the results and extract new information.
 The future researchers are suggested to examine these variables in other contexts to get the desired information and
contribute to the existing database of knowledge. The results from other contexts may be compared with results in
the present context to reach commonalities and differences.
 The future researchers are suggested to use some other variables in connecting leadership styles and innovative work
behavior like mediators (emotional intelligence, commitment & motivation) to further strengthen the linkages
between leadership styles and innovative behavior.
 The future researchers are proposed to use some other variables in linking the leadership styles and work innovative
behavior like the moderators (OCB, organizational politics & employees’ resilience) to further strengthen linkages
amid leadership styles and innovative behavior.
 The future researchers are required to use advanced tools and techniques from analyzing the data like the structural
equation modeling to compare the results obtained from the traditional tools to reach the conclusion about the
variation in results of present and future studies.
CONTRIBUTION OF STUDY
Muhammad Saqib Khan developed the main theme and ensure the systematic approach in the study.
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