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Purpose of the study: This study investigates the influence of transformational
leadership on innovative work behaviour among higher education lecturers,
utilizing job satisfaction and employee engagement as dual mediating variables.
The study aims to provide a comprehensive framework explaining how
leadership stimulates innovation through motivational and psychological
pathways in academic settings.

Methodology: A quantitative research design was employed involving 206
lecturers selected through purposive sampling. Data were collected using a
structured questionnaire and analysed using Partial Least Squares Structural
Equation Modeling (PLS-SEM) to evaluate the structural relationships. Validity
and reliability tests were conducted to ensure the robustness of the instrument.

Main Findings: The results reveal that transformational leadership significantly
enhances job satisfaction, employee engagement, and innovative work
behaviour. Crucially, the analysis confirms that both job satisfaction and
employee engagement act as significant mediators. These findings imply that
transformational leaders foster innovation not only directly but effectively by
boosting lecturers’ psychological well-being and engagement.

Novelty/Originality of this study: This study contributes to the literature by
establishing a dual-mediation model that simultaneously integrates job
satisfaction and employee engagement. Unlike previous studies that often
examine these mediators separately, this research offers a holistic view of the
psychological mechanisms linking leadership to innovation in the higher
education context. The study relies on cross-sectional data from a specific higher
education sector, which limits the ability to draw causal inferences over time.
Future research is encouraged to employ longitudinal designs and expand the
scope to diverse geographical regions to enhance generalizability.
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1. INTRODUCTION

Innovative work behaviour (IWB) has emerged as a critical determinant of organizational
competitiveness, particularly in environments characterized by rapid change and escalating global competition
[1]. In the context of Higher Education Institutions (HEIs), innovation is no longer a mere strategic option but a
necessity for survival. As universities face increasing pressures from digital transformation, evolving student
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expectations, and global ranking metrics, the ability of lecturers to generate, promote, and realize new ideas is
paramount [2], [3]. Lecturers are the academic backbone; their capacity to innovate directly influences the
quality of teaching, research output, and institutional resilience [7]. Therefore, understanding the antecedents that
foster such behaviour among academic staff is a crucial agenda for educational management.

Transformational leadership is widely recognized as a key driver of innovation. Theoretical frameworks
suggest that transformational leaders who inspire vision, stimulate intellect, and provide individual support can
empower employees to take risks and experiment with new methods [9], [10]. In educational settings, such
leadership is believed to enhance teachers' and lecturers' commitment to change [12]. However, despite the
acknowledged importance of transformational leadership, empirical evidence regarding its direct mechanism on
innovation remains fragmented and inconsistent. While some scholars argue that leadership directly sparks
innovation, others suggest that leadership acts primarily as a trigger for internal psychological states that
subsequently drive behaviour.

This inconsistency highlights a critical theoretical gap: the “black box” of psychological mechanisms
linking leadership to innovative outcomes remains insufficiently clarified. Relying solely on leadership style is
insufficient in the modern academic landscape, where lecturers often face high workloads and burnout. There is
an urgent need to understand how leadership can translate into innovation through internal motivational states.
Specifically, the role of Job Satisfaction and Employee Engagement as simultancous pathways has been
underexplored. Most prior research has examined these variables in isolation, failing to provide a comprehensive
"dual-mediation" framework that explains how emotional fulfillment (satisfaction) and psychological presence
(engagement) work together to transmit the influence of leadership into tangible innovative actions.

To address this gap, the present study proposes a comprehensive model grounded in performance theory
[13], which posits that optimal performance is a function of competence, motivation, and opportunity. This study
argues that transformational leadership creates the “opportunity,” while job satisfaction and employee
engagement provide the necessary motivation. Job satisfaction creates a supportive emotional environment that
encourages commitment [14], while employee engagement fuels the energy and dedication required to overcome
the challenges of the innovation process [15].

Consequently, the primary objectives of this study are to: (1) examine the direct influence of
transformational leadership on innovative work behaviour among higher education lecturers; and (2) analyze the
specific mediating roles of job satisfaction and employee engagement in this relationship. By offering an
integrated dual-mediation model, this study contributes to the literature by providing a clearer, more holistic
understanding of how educational leaders can effectively stimulate innovation by nurturing the psychological
well-being of their staff.

2. LITERATURE REVIEW
Transformational Leadership.

Transformational leadership is an approach in which leaders are able to motivate their followers to
achieve organizational goals and demonstrate performance beyond their obligations [16]. Transformational
leadership is a process that transforms people and considered effective in influencing subordinates to adapt and
innovate to changes needed by the organization [17]. Transformational leadership motivates followers to do
more than expected by raising followers' level of awareness of the importance and value of defined and idealized
goals, leading followers to transcend their own self-interest for the sake of the team or organization, and moving
followers to fulfill higher-level needs [18]

Transformational leadership theory was developed by Bass [19] who explains that transformational
leadership has four dimensions, namely idealized influence, inspirational motivation, intellectual stimulation,
dan individualized consideration. Idealized influence describes the attitudes and behaviour of leaders that inspire
pride, respect, and trust from subordinates. Leaders with ideal influence have a clear vision regarding the
direction and goals of the organization and are able to articulate and communicate this vision to subordinates
[20] Inspirational motivation describes the ability to motivate and inspire subordinates. A transformational
leadership style can inspire subordinates and motivate them to make greater contributions to the organization
[21]. Transformational leaders stimulate the intellectual development of their subordinates, fostering
intelligence, rationality, and problem-solving abilities. They encourage their employees to think creatively and
critically, challenging them to question assumptions and explore new ideas. They create a culture of continuous
learning and growth, where employees are encouraged to develop their skills and knowledge. Transformational
leadership demonstrates individualized consideration for employees. Leaders with a transformational leadership
style are committed to the personal and professional development of their employees. They provide training,
mentoring, and support to help their team members grow and succeed. This developmental orientation fosters a
culture of continuous learning and improvement, where employees are encouraged to develop their skills and
pursue new opportunities.
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Innovative Work Behaviour

Innovative work behaviour describes the creation, introduction, and application of new ideas in the
work carried out by employees with the aim of improving the performance of individual employees, groups, and
organizations [22]. Innovative work behaviour is individual behaviour that aims to provide benefits to individual,
group, and organizational performance through the creation and introduction of ideas, work processes, products,
or work procedures. According to [23], innovative work behaviour occurs through several stages starting from
recognizing problems and creating ideas or solutions, recognizing and seeking support for ideas or solutions, and
creating innovations through models or prototypes of these ideas or solutions. Thus, innovative work behaviour
is seen as a gradual process. Based on the theory put forward, defines innovative work behaviour as a complex
behaviour consisting of three stages, namely idea generation, idea promotion, and idea realization. Innovation
begins with the creation of new or useful ideas. These ideas are then introduced or promoted through social
activities with the aim of seeking support to strengthen the ideas that have been created. The final stage is the
realization of ideas that can be applied in work individually, groups, and organizations.

Job Satisfaction

According to Armstrong and Taylor [24] job satisfaction describes a person’s attitudes and feelings
toward their job after assessing various characteristics related to their work. A person with a high level of job
satisfaction is someone who has a positive assessment of their job, and vice versa, where the level of job
satisfaction will decrease when someone has a negative assessment of their job. Kahn [25] also explain that a
person’s job satisfaction is influenced by their level of involvement with their work (job involvement) and their
level of psychological involvement (psychological involvement). The level of involvement with a person’s work
describes the extent to which a person is involved and identifies with their work. People with high job
involvement will strive to produce high performance because they feel that their work is part of who they are.
The level of psychological involvement (psychological involvement) describes the extent to which a person is
psychologically able to identify how important their work is, thus determining the level of performance they
must achieve. The level of performance they desire to achieve reflects the value of their work. Job satisfaction is
the attitude and feelings people have toward their jobs. A positive attitude toward work indicates job satisfaction,
while a negative attitude indicates job dissatisfaction. A person’s assessment of certain aspects of their job will
positively influence job satisfaction when the assessment aligns with their expectations. Conversely, when the
assessment does not align with expectations, it will reduce job satisfaction [26].

Employee Engagement

Employee engagement describes an individual's attachment, satisfaction, and enthusiasm for their work
and organization [27]. This theory emphasizes that employee engagement is not only related to their work but
also to the organization. Previous theories indicate that employee engagement is related to both the
psychological and physical aspects of employees. Employee engagement is a psychological state that reflects the
extent to which an individual is committed and feels connected to their work and organization. There are three
main elements that describe employee engagement: cognitive, emotional, and physical engagement. Cognitive
engagement relates to the level of attention and concentration an employee gives to their tasks. Emotional
engagement describes the positive or negative feelings experienced while performing their work. Employees
who feel appreciated, cared for, and respected will have a higher emotional engagement. Physical engagement
relates to the level of energy an employee expends during work. Employees who feel physically engaged will
demonstrate high commitment and demonstrate maximum effort in performing their tasks. According to [28],
employee engagement can be interpreted as a positive antithesis of burnout and focuses on how to improve
employee positive conditions as a way to reduce burnout. Engagement is categorized as energy, involvement,
and efficacy, which are essentially the opposite of the three dimensions of burnout: exhaustion, cynicism, and
feelings of lack of accomplishment. In this approach, someone is said to have a high level of engagement when
they have a low level of burnout. This approach to employee engagement is related to the Job Demands-
Resources (JD-R) model.

In this model, employee engagement is closely related to the interaction between job demands and job
resources [29]. Job demands refer to high work volume, limited time, or emotional challenges. If job demands
are too high and employees don't have sufficient resources to cope, this can lead to stress and burnout, which can
lower employee engagement. However, if these job demands are balanced with supportive resources, employees
will be more motivated to meet the challenges. Job resources are factors that help employees cope with job
demands and motivate them to perform well. These resources can include social support, autonomy, feedback,
and career development opportunities. When job resources are adequately available, employees feel more valued
and have the capacity to grow, which increases employee engagement.
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Hypothesis Development
Transformational Leadership-Innovative Work Behaviour

Transformational leaders positively impact innovative work behaviour by fostering a supportive and
creative work environment. By promoting a culture of trust and encouragement, these leaders can enhance
employee self-efficacy, thereby bolstering creativity and the willingness to innovate [30]. Studies indicate that
when employees perceive their leaders as transformational, they are more likely to engage in innovative
practices, as this type of leadership style enhances psychological empowerment and motivates individuals to
exceed their standard performance [31]. Research supports that transformational leadership not only motivates
employees but also actively involves them in the innovation process by providing the necessary support and
resources [32], suggesting that such leadership is crucial for cultivating an innovative organizational culture.
Moreover, the interaction between transformational leadership and individual employee traits plays a significant
role in determining the extent of innovative work behaviour. Employees who resonate with their
transformational leaders, exhibiting high identification with their leaders, are more likely to thrive creatively.
This relationship indicates that the effectiveness of transformational leadership is enhanced in environments that
are already conducive to creativity and innovation. In addition, factors such as trust in supervisor and levels of
uncertainty avoidance are important moderating variables that shape how transformational leadership affects
innovative work behaviours Therefore, we propose the following hypothesis:

H1: Transformational leadership positively influences innovative work behaviour.

Transformational leadership — job satisfaction.

The relationship between transformational leadership and job satisfaction has been widely explored in
academic literature, demonstrating a consistent and positive correlation between these constructs.
Transformational leadership is characterized by the ability of leaders to inspire, motivate, and implement change
effectively within their teams, thereby influencing their followers’ job satisfaction positively.One of the primary
mechanisms through which transformational leadership enhances job satisfaction is through the development of
a supportive work environment. Leaders who adopt a transformational approach often show a high level of
individualized consideration, actively fostering their employees' personal and professional growth [33] This
supportive environment leads to increased employee engagement and motivation, which are directly linked with
higher job satisfaction levels. For instance, studies have indicated that employees under transformational leaders
report elevated job satisfaction due to the leaders' ability to inspire and empower them [34]. In addition,
transformational leaders often promote a strong organizational culture that aligns with the values and aspirations
of their employees. Such cultural alignment enhances job satisfaction by creating a sense of belonging and
recognition among team members [35].

The positive impact of transformational leadership on job satisfaction is further mediated by factors
such as employee engagement and empowerment. For instance, the work of Long et al. indicates that
transformational leadership not only directly affects job satisfaction but also does so through the mediation of
employee empowerment. This illustrates that when employees feel empowered, their satisfaction with their jobs
increases, thereby enhancing their overall workplace experience. Furthermore, empirical studies consistently
affirm the significant positive relationship between transformational leadership and job satisfaction across
various professional settings, including educational institutions and health care environments [36]. For example,
in a study involving nurses, transformational leadership was shown to be positively associated with job
satisfaction and a willingness to remain in their roles, which is crucial in high-demand professions wherein
turnover can adversely impact service delivery [37]. Similarly, research in educational settings highlighted that
teachers who experienced transformational leadership were more satisfied with their work [38] Based on the
explanation above, we propose the following hypothesis :

H2: Transformational leadership positively influences job satisfaction.

Transformational leadership-employee engagement.

The relationship between transformational leadership and employee engagement has been extensively
researched, revealing a strong connection that emphasizes the transformational leader's role in fostering an
engaged workforce. Transformational leaders typically emphasize the importance of individual contributors,
promoting a sense of ownership and responsibility among employees, which consequently leads to higher levels
of engagement. Leaders who adopt a transformational leadership style can increase employee engagement by
providing clear direction, recognizing and rewarding contributions, and offering opportunities for personal and
professional competency development [39]. Furthermore, transformational leadership can increase employee
engagement by fostering individuals' sense of control and influence over their work, encouraging employees to
make decisions and contribute more to their organization [39]. Furthermore, research established a strong
positive relationship between transformational leadership and employee engagement, highlighting the effective
role of transformational leaders in cultivating an engaged workforce [40]. This aligns with research indicating
that employee engagement mediates the relationship between transformational leadership and performance
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outcomes, suggesting that leaders who effectively engage their team members can drive higher organizational
performance [41]. Additionally, the transformational leadership style actively encourages employees to engage
deeply with their work, promoting both fulfillment and higher productivity levels. The positive correlation
between transformational leadership, work engagement, and job performance suggests that organizations could
benefit significantly from nurturing transformational leadership practices [42]. Thus, the following hypothesis is
proposed :

H3: Transformational leadership positively influences employee engagement.

Job satisfaction-innovative work behaviour.

Job satisfaction encompasses an individual's emotional responses to their job roles, and it has been
consistently linked to enhanced creativity and innovation in organizational settings [43]. Job satisfaction plays a
pivotal role in stimulating innovative work behaviour, as satisfied employees are more likely to take initiative,
experiment, and engage in creative problem-solving [44] [45]. This implies that higher levels of job satisfaction
foster an environment where employees feel empowered and motivated to propose new ideas and solutions, thus
positively influencing IWB. Moreover, studies indicate that when employees perceive their work conditions
positively, it nurtures a culture of innovation and supports risk-taking behaviours essential for creative endeavors
[46]. Furthermore, research demonstrates that job satisfaction is linked to work engagement and facilitates a
climate conducive to innovative work behaviour [47]. Employees who feel satisfied with their jobs often display
a proactive stance toward their roles, which enhances their capacity to contribute to organizational innovation
[48]. This relationship is further mediated by factors such as psychological empowerment and organizational
support, which amplify the effect of job satisfaction on innovative behaviours [49] [50]. This is supported by
Kim and Koo, who highlight the interlinkage of job satisfaction, employee engagement, and IWB, indicating that
a positive work climate enhances these variables sequentially [51]. According to the above arguments, the
following hypothesis is proposed:

H4: Job satisfaction has a positive influence on innovative work behaviour.

Employee engagement-Innovative work behaviour

The relationship between employee engagement and innovative work behaviour is crucial for
organizational success, especially in a dynamic and competitive environment. Employee engagement can
encourage innovative work behaviour when reinforced by psychological factors such as the extent to which
individuals perceive a particular goal or achievement as important or valuable, based on their personal goals,
values, or aspirations, and the individual's mindset or mental attitude that focuses on positive things [52]
Engaged employees typically exhibit heightened levels of creativity and motivation, which directly contribute to
their willingness to explore new ideas and solutions [53]. Research also found that the quality of the relationship
between leaders and employees can influence employee engagement levels, which in turn influences employees'
innovative work behaviour [54]. These findings are consistent with research showing that managerial support for
employees in companies with a strong corporate image increases employee engagement and encourages
innovative work behaviour [55]. Based on the research results that have been explained, we assume that:

H5: Employee engagement has a positive influence on innovative work behaviour.

The mediating role of job satisfaction.

Transformational leaders create a supportive and motivating work environment that enhances
employees’ psychological well-being and sense of value within the organization. This positive environment
strengthens job satisfaction, as employees perceive their work as meaningful, rewarding, and aligned with their
personal goals. High job satisfaction, in turn, serves as an intrinsic motivational force that encourages employees
to go beyond routine tasks, take risks, and explore creative behaviours that are central to innovation. In this
sense, job satisfaction acts as a psychological bridge that connects transformational leadership to innovative
outcomes. While transformational leadership directly stimulates innovation through vision and encouragement,
its influence is more effective when employees experience high levels of satisfaction with their work. Employees
who are satisfied are more likely to respond to transformational leaders by exhibiting innovative behaviours such
as idea generation, experimentation, and implementation. Thus, job satisfaction mediates the relationship by
channeling the positive effects of transformational leadership into innovative work behaviour, explaining why
employees under transformational leaders are more inclined to innovate.

Research indicates that job satisfaction serves as a crucial link that enhances the positive effects of
transformational leadership on innovative work behaviours [56] [57]. This suggests that when employees
experience high levels of satisfaction, they are more likely to respond positively to their leaders’
transformational behaviours, ultimately leading to improved performance and innovative work behaviours. Job
satisfaction mediates the relationship between transformational leadership and innovative work behaviour by
enhancing employees' motivation and satisfaction [58] Based on the research results that have been explained,
we assume that:
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H6: Job satisfaction mediates the relationship between transformational leadership and innovative work
behaviour.

The mediating role of employee engagement.

Transformational leadership has been widely recognized as an effective leadership style in encouraging
innovative work behaviour in employees. Transformational leaders are able to inspire, motivate, and foster a
shared vision that transcends personal interests, encouraging employees to think creatively, find new solutions,
and contribute to organizational innovation. However, the influence of transformational leadership on innovative
work behaviour is not always direct, but often occurs through specific psychological mechanisms, one of which
is employee engagement. Employee engagement, which reflects employees' emotional, cognitive, and physical
attachment to their work, plays a crucial role in this relationship. Transformational leaders, with charisma,
individualized attention, and the ability to provide intellectual stimulation, can foster a high sense of involvement
in employees. Engaged employees tend to be more enthusiastic, committed, and willing to invest extra energy in
their work. This positive psychological state ultimately increases employees' tendency to exhibit innovative
behaviours, such as generating new ideas, proposing process improvements, and implementing creative
solutions. Thus, employee engagement serves as a bridge that strengthens the relationship between
transformational leadership and innovative work behaviour. Without a high level of engagement, the influence of
transformational leadership may not fully direct employees toward innovative work behaviour. Therefore,
organizations need to not only develop a transformational leadership style among managers but also create a
work environment that encourages employee engagement. The relationship between transformational leadership
and innovative work behaviour is a significant focus within organizational psychology, with employee
engagement increasingly recognized as a potential mediating variable. Transformational leadership involves
leaders who inspire and motivate their followers to exceed their own self-interests for the benefit of the
organization, which correlates with enhanced innovative behaviours among employees [26] [27] found that
employees’ commitment to change serves as a critical mediating variable in the relationship between
transformational leadership and innovative behaviour. Furthermore, [59] confirmed the significant impact of
transformational leadership on employee work engagement, suggesting a partial mediation effect where
increased engagement due to transformational leadership enhances IWB among employees. According to the
above arguments, the following hypothesis is proposed:

H7: Employee engagement mediates the relationship between transformational leadership and
innovative work behaviour.

3. RESEARCH METHOD

This study employed a quantitative research design with an explanatory approach to investigate the
structural relationships among transformational leadership, job satisfaction, employee engagement, and
innovative work behaviour. A cross-sectional survey method was utilized to collect primary data, allowing for
the assessment of multiple variables simultaneously [60].

The population of this study comprised lecturers employed at higher education institutions. A non-
probability purposive sampling technique was employed to select respondents based on specific inclusion
criteria: (a) currently holding a permanent or contract lecturer position; (b) working under a direct supervisor
(e.g., Head of Department or Dean); and (c) having frequent professional interactions with their supervisor.
Based on these criteria, a total of 206 lecturers voluntarily participated in the research. Participation was strictly
voluntary, and the anonymity of respondents was guaranteed to reduce social desirability bias.

The demographic profile of the respondents is presented in Table 1. The sample was relatively balanced
in terms of gender, with the majority holding a Master’s degree and having substantial work experience.

Table 1. Participant Characteristics

Variable Number of Participants %
Gender
Male 106 51
Female 100 49
Education Level
Master 186 90
Doctoral 20 10
Tenure (years)
<3 40 19
3-5 81 39
>5 85 41
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All constructs were measured using validated instruments from previous studies. Responses were
recorded on a five-point Likert scale ranging from 1 = strongly disagree to 5 = strongly agree. Transformational
leadership was measured using items reflecting four key leadership behaviours: articulating a vision, fostering
acceptance of group goals, providing individualized support, and stimulating intellectual growth, adapted from
Podsakoff et al. in [61]. Innovative work behaviour was assessed using nine items adapted from [62], measuring
idea generation, idea promotion, and idea realization. Employee engagement was measured using two six-item
subscales (job engagement and organizational engagement) developed by [63]. These items capture an
individual’s psychological presence, energy, and involvement in their job and institution.

Job satisfaction was measured using a six-item scale adapted from [61], assessing emotional responses
and evaluative judgments regarding one’s job.

Table 2. Instrument Grid

Construct Dimensions/Indicators Number of Source
Items

Transformational Vision, group goals, individualized support, - Podsakoff et al.
Leadership intellectual stimulation (1990)
Innovgtlve Work Ideq geperatlon, idea promotion, idea 9 Janssen (2000)
Behaviour realization
Employee Engagement  Job engagement, organizational engagement 12 Saks (2006)
Job Satisfaction Affective job evaluation 6 Weiss et al. (1967)

The questionnaire was distributed online and offline to eligible lecturers. Participants were asked to
complete the survey based on their actual experiences with their job and direct supervisor. Data were screened
for completeness before analysis. Partial Least Squares Structural Equation Modeling (PLS-SEM) was used to
test the research hypotheses and structural relationships among variables. The analysis followed a two-step
procedure: 1) Measurement model assessment (validity, reliability, AVE, composite reliability); 2) Structural
model assessment (path coefficients, indirect effects, mediation testing, and R?). PLS-SEM was chosen because
it is appropriate for complex models involving mediating variables and does not require normally distributed
data.

4. RESULTS AND DISCUSSION

The analysis began with the evaluation of the measurement model (outer model) to ensure the reliability
and validity of the instruments. First, individual item reliability was assessed using outer loadings. An indicator
is considered reliable if its outer loading value exceeds 0.70. As depicted in Figure 1, all indicators for
Transformational Leadership, Job Satisfaction, Employee Engagement, and Innovative Work Behaviour
exhibited loadings above 0.70, indicating satisfactory item reliability.
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Internal consistency was assessed using Cronbach’s Alpha (CA) and Composite Reliability (CR). As
shown in Table 3, all CA and CR values exceeded the recommended threshold of 0.70, confirming the construct
reliability. Furthermore, Convergent Validity was evaluated using the Average Variance Extracted (AVE). The
results indicate that all AVE values are above 0.50, demonstrating that the constructs explain more than half of
the variance of their indicators.

Table 3. Construct Reliability and Validity
Average Variance

Construct Cronbach’s Alpha  Composite Reliability

Extracted
TL 0,929 0,939 0,582
EE 0,899 0,944 0,585
JS 0,935 0,918 0,693
IWB 0,929 0,940 0,636

TL = Transformational Leadership; EE = Employee Engagement; JS = Job Satisfaction; IWB =
Innovative work behaviour

Discriminant validity was assessed using the Heterotrait-Monotrait Ratio (HTMT) criterion, which is
considered more rigorous than traditional methods. As presented in Table 4, all HTMT values are below the
threshold of 0.90, confirming that each construct is empirically distinct from the others.

Table 4. Heterotrait-Monotrait Ratio (HTMT)

Construct EE IWB JS TL
EE

IWB 0.338

JS 0.756 0.332

TL 0.706 0.450 0.663

TL = Transformational Leadership; EE = Employee Engagement; JS =
Job Satisfaction; IWB = Innovative work behaviour

After validating the measurement model, the structural model (inner model) was evaluated. First,
collinearity was checked using the Variance Inflation Factor (VIF). Table 5 shows that all VIF values are below
5.0 (ranging from 1.000 to 2.495), indicating that multicollinearity is not a concern in this study.

Table 5. Collinearity Statistics (VIF)

Construct EE IWB JS TL
EE 2.495

IWB

JS 2.240

TL 1.000 2.254 1.000

TL = Transformational Leadership; EE = Employee Engagement; JS =
Job Satisfaction; IWB = Innovative work behaviour

The explanatory power of the model was assessed using the Coefficient of Determination (§R*2$). As
shown in Table 6, the model explains 58.8% ($R"2=0.588%) of the variance in Innovative Work Behaviour,
which is considered a moderate-to-strong predictive power. Additionally, Transformational Leadership explains
50.1% of the variance in Employee Engagement and 44.4% in Job Satisfaction.

Table 6. R Square

Construct R Square R Square Adjusted
EE 0,501 0,498
IWB 0,588 0,585
JS 0,444 0,441

EE = Employee Engagement; IWB = Innovative work behaviour; JS
= Job Satisfaction

Hypothesis testing was conducted using a bootstrapping procedure with 5,000 subsamples to assess the
significance of the path coefficients ($p < 0.053). The results are summarized in Table 7.
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Table 7. Path Coefficient, Total Effects

Hypothesis Path Coefficient p values Result
H1: TL > IWB 0,430 0,000 Supported
H2: TL->1IS 0,666 0,000 Supported
H3: TL > EE 0,708 0,000 Supported
H4: JS > IWB 0,056 0,000 Supported
H5: EE > IWB 0,031 0,001 Supported
H6: TL > JS > IWB 0,022 0,001 Supported
H7: TL > EE > IWB 0,037 0,001 Supported

The statistical analysis confirms that Transformational Leadership (TL) has a significant direct effect on
Innovative Work Behaviour (IWB) ($\beta=0.430, p<0.001$), supporting H1. This suggests that leaders who
articulate a vision and stimulate intellect directly encourage lecturers to innovate. Furthermore, TL significantly
enhances both Job Satisfaction ($\beta=0.6668) and Employee Engagement ($\beta=0.7088$), supporting H2 and
H3. Regarding the mediators, both Job Satisfaction and Employee Engagement positively influence IWB,
supporting H4 and HS. Crucially, the mediation analysis confirms the indirect paths. The path TL $\rightarrow$
JS S$\rightarrow$ IWB is significant ($\beta=0.022, p=0.001$), confirming H6. Similarly, the path TL
$\rightarrow$ EE $\rightarrow$ TWB is significant ($\beta=0.037, p=0.001$), confirming H7

These findings validate the proposed Dual-Mediation Model. They indicate that while transformational
leadership is a powerful driver of innovation, its impact is significantly transmitted through the psychological
mechanisms of satisfaction and engagement. The results imply that merely demanding innovation from lecturers
is insufficient; leaders must first cultivate an environment that fosters high job satisfaction and engagement to
unlock innovative potential. The primary objective of this study was to elucidate the mechanism through which
transformational leadership influences innovative work behaviour among higher education lecturers. The
empirical results demonstrate that transformational leadership serves as a critical antecedent to innovation,
operating both directly and indirectly through psychological pathways.

First, the finding that Transformational Leadership (TL) positively influences Innovative Work
Behaviour (IWB) confirms that leaders who articulate a compelling vision and provide intellectual stimulation
are essential in fostering an academic culture of innovation. This result aligns with previous studies [62], which
argue that transformational leaders encourage employees to challenge the status quo without fear of failure. In
the context of higher education, this implies that when Deans or Department Heads support risk-taking, lecturers
are more confident in developing new teaching methods or research agendas.

Second, this study reveals the significant mediating role of Job Satisfaction (JS). Transformational
leaders enhance lecturers' satisfaction by meeting their intrinsic needs for growth and recognition. Once satisfied,
lecturers develop a positive emotional state that broadens their cognitive flexibility—a prerequisite for creativity.
This finding supports the Affective Events Theory and is consistent with recent research [63]—[65], which posits
that satisfied employees are more willing to engage in extra-role behaviours like innovation.

Third, Employee Engagement (EE) was found to be a robust mediator. This supports the Job Demands-
Resources (JD-R) model, suggesting that transformational leadership acts as a vital "job resource" that fuels
lecturers' energy and dedication [66]. Unlike job satisfaction which is an attitude, engagement is a state of active
psychological presence. The results indicate that engaged lecturers possess the vigor required to overcome the
obstacles inherent in the innovation process (idea promotion and realization). This extends the work of [67] by
confirming that engagement is the "engine" that converts leadership inspiration into tangible innovative actions.

Theoretically, this study contributes to the literature by establishing a Dual-Mediation Model. While
prior research often examined satisfaction and engagement in isolation, this study demonstrates that they operate
simultaneously as distinct pathways. Job satisfaction provides the emotional readiness (willingness), while
employee engagement provides the psychological energy (capability) to innovate. This offers a more holistic
explanation of the “black box” between leadership and innovation in academic settings. Practically, the findings
suggest that higher education institutions cannot rely solely on demanding innovation from their staff. Instead,
they must focus on the antecedents. Leadership Development: Universities should train academic leaders not just
in administration, but in transformational competencies—specifically, how to inspire vision and provide
individual support. Enhancing Satisfaction: Administrators must remove bureaucratic hurdles that cause
dissatisfaction and create a rewarding environment (e.g., recognition for creative research). Fostering
Engagement: To boost engagement, institutions should ensure lecturers have sufficient autonomy and resources,
preventing burnout which is detrimental to innovation.

Despite its contributions, this study has limitations that offer directions for future research. First, the
cross-sectional design restricts the ability to draw definitive causal inferences. Future studies should employ
longitudinal designs to track how changes in leadership style impact innovation over time. Second, the data
relies on self-reports, which may introduce common method bias. Future research could benefit from multi-
source data, such as assessing innovative behaviour from the perspective of peers or supervisors. Finally, the
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study was conducted in a specific higher education context; generalizing these findings to other industries or
cultural settings requires further empirical validation.

5. CONCLUSION

This study establishes that transformational leadership is a vital catalyst for enhancing innovative work
behaviour among higher education lecturers. Crucially, the findings unveil that this leadership influence is not
merely direct but is significantly amplified through the Dual-Mediation mechanism of job satisfaction and
employee engagement. Transformational leaders succeed in fostering innovation by first cultivating a supportive
work environment that elevates employees’ positive psychological states. Specifically, this study concludes that
job satisfaction acts as an affective pathway, creating the “willingness” to innovate, while employee engagement
provides the necessary psychological energy and presence to execute innovative ideas. Without these two
internal conditions, the external pressure to innovate is unlikely to succeed.

Theoretically, this research contributes to the organizational behaviour literature by validating a
comprehensive model where satisfaction and engagement operate simultaneously as distinct yet complementary
routes linking leadership to innovation. Practically, the results suggest that higher education institutions aiming
to boost their competitiveness must move beyond simple performance mandates. Instead, they should adopt a
human-centric strategy: developing transformational leaders who prioritize the well-being and engagement of
their faculty. By nurturing these psychological foundations, universities can create a sustainable ecosystem
where innovation thrives naturally.
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