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Abstract

This thesis examines the impact of transformational leadership (TL), rooted in Bass's
(1985) transformational leadership theory, on employee creativity in the Finnish manu-
facturing sector, a critical industry for Finland's global competitiveness. Transforma-
tional leadership theory emphasises four core dimensions of transformational leader-
ship—Idealised Influence, Inspirational Motivation, Intellectual Stimulation, and Individ-
ualised Consideration—that collectively inspire employees to exceed expectations and
foster innovation. By exploring these dimensions, the study investigates how leadership
fosters creativity and engagement among employees. Grounded in a positivist paradigm,
the research employs a quantitative design, collecting survey data from manufacturing
professionals. Regression analysis is used to evaluate the relationship between leader-
ship dimensions and employee creativity. The findings reveal that all four dimensions
significantly enhance creativity, with Intellectual Stimulation being the strongest predic-
tor. Idealised Influence builds trust, Inspirational Motivation fosters shared goals, and
Individualised Consideration addresses employees' unique needs. These results offer
theoretical insights by advancing understanding of how transformational leadership
shapes creativity in specific cultural and industrial contexts. Practically, they offer Finn-
ish manufacturing leaders’ actionable strategies to drive innovation, such as challenging
conventional thinking and providing tailored support. While limitations, such as reliance
on self-reported data and a single-industry focus, are acknowledged, the study provides
a foundation for further exploration across diverse contexts. This research underscores
the strategic importance of transformational leadership in cultivating innovation within

dynamic industrial environments.



1. Introduction

Transformational leadership has recently been considered for fostering employee crea-
tivity, particularly in the context of industries where being innovative is crucial for com-
petitiveness. The manufacturing industry is also, however, characterised by a turbulent
and complex environment, and therefore the need to embrace leadership styles that
encourage a climate of creativity and change is imperative. This chapter presents the
purpose of the study and its objectives and justifies the exploration of the influence
transformational leadership has on employee creativity in the Finnish manufacturing
sector. This chapter, through an exhaustive consideration of the background and the
problem articulated within this framework, works towards understanding the connec-
tion between practices in leadership and the development of the creativity of the em-
ployees in this key industry. Before moving further, let’s develop background for this re-

search in the next section.

1.1 Background

In Finland, manufacturing carries a lot of weight. It is a primary contributor to national
income, growth, innovation, and employment opportunities (Pihlajamaa et al., 2023).
Manufacturing in Finland covers a range of industries such as machinery, electronics,
metalworking, and forestry, which combined made about 25.52% of the country’s GDP
in 2022 (O’Neill, 2024). The sector has to stay competitive within the context of a global
economy, which dominates technological development, complex precision engineering,
and a highly skilled workforce. The scope of manufacturing in Finland includes design
activities of building ships as well as electronics and robotics, which emphasizes the dy-

namic development of the country (Nuutila, 2019).

Transformational leadership can be viewed as an approach where innovation and crea-
tivity are commonplace, and this is important for the Finnish manufacturing industry.

Havrilesky (2022) states that transformational leaders are those who are able to moti-



vate and animate employees through a common vision, break conventional thinking pat-
terns, and foster development within the team (Bass & Riggio, 2006). Such leaders foster
a trust and empowerment culture, which is important in dealing with the turbulent chal-
lenges of the manufacturing space (Mandagi et al., 2023). In Finland, where the manu-
facturing sector keeps changing with technological improvements and market orienta-
tion, the transformational leadership enables the development of innovation and resili-

ence within the organization.

Employee creativity is useful for innovation in the manufacturing sector, as this speaks
to an employee’s ability to create new processes, products, and systems or improve on
current ones in the organization (Amabile, 2018). Creativity in this perspective is not only
an attribute but a product that is also, more so, shaped by the organizational culture and
leadership. One of the functions of transformational leadership is to harness the creativ-
ity of their subordinates by creating conditions in which making mistakes is acceptable,
experimentation is encouraged, and the employees are willing to go beyond carrying out
their normal functions (Wang et al., 2011). The relationship between transformational
leadership and creativity is of great relevance in manufacturing processes, as innovative
approaches in addressing problems are essential in helping organizations remain opera-

tional and competitive (Harrikari et al., 2021).

In addition, as brought out by Le Hoang and Ho (2022), the innovations have always been
a core component in Finnish industries due to their long history of technological achieve-
ments. Employee creativity and transformational leadership, however, become im-
portant factors for the preservation of the development legacy. In manufacturing, where
the focus and emphasis are on operational effectiveness and the need for constant en-
hancement of processes, it is a necessity for transformational leaders to elevate the in-
novation capability of their teams in order to adapt to the complexities posed by global-

ization, market evolution, or transformation of consumer needs (Reim et al., 2022).



Nasifoglu Elidemir et al. (2020) assessed that employee creativity is a way to drive or-
ganizational innovation and competitiveness. Creativity enables organizations to reach
new solutions, improve existing processes, and align themselves effectively according to
changing market dynamics. However, cultivating creative cultures within organizations
requires suitable leadership to inspire, motivate, and empower employees to bring out

their creativity to the fullest (Imam et al., 2020).

Moreover, transformational management is considered to be one of the efficient lead-
ership styles when promoting creativity (Berkovich & Eyal, 2021). Knezovi¢ & Drki¢ (2021)
demonstrated that by implementing inspiration, motivation, and empowerment into
their staff, transformational leaders can develop a supportive working environment
where their employees will likely to display innovation and creativity. Through the crea-
tion of compelling visions and challenging the status quo, and supporting staff in a tai-
lored manner, transformational leadership can unlock creative energies within teams

and drive organizational success.

Shafi et al. (2020) argued that transformational leadership is one of the ways of fostering
an organization's creativity. It denotes that transformational managers find the ability to
inspire, motivate, and empower workers to create a favourable environment that en-
courages taking risks, readiness to experiment, and generation of ideas (Gajdzik &
Wolniak, 2022). However, despite the significant number of existing researches that
clearly show the effect of transformational leadership on organizational performance
and job satisfaction, one noticeable gap remains - to understand the implications of this
kind of leadership practice on employee creativity in the context of Finnish manufactur-
ing research (Gajdzik & Wolniak, 2022). Most studies on transformational leadership and
creativity have been conducted in different industries or cultural settings. This study fills

the gap by examining these dynamics in the Finnish manufacturing sector.



1.2 Context of the study: Finnish Manufacturing Industry

According to the work by Imam et al. (2020), the manufacturing sector has the potential
of propelling the economy due to its multiple industrial activities both within and outside
the borders of Finland. Finland’s manufacturing sector is made up of machine and elec-
tronics and paper products industries, which are known for their concentration on inter-
national markets (Reim et al., 2022). Key industries such as electronics and engineering
have also contributed to the strength of Finland’s manufacturing sector through ade-
guate research and development as well as a strong infrastructure that has enabled its

firms to integrate into global supply chains.

However, the competitive edge initially held over the rest of the economy has now
shifted to other areas, bringing about increased pressure on an organization to come up
with new and innovative products and processes (Pihlajamaa et al., 2023). Gaining com-
petitive advantage now requires organizations to not only enhance their current pro-
cesses but also look for new ways of competing. In such fast-changing circumstances,
however, management creativity has been identified as the main source of new ideas
and change. Employees’ ability to think outside of the box is known to be beneficial to
product concept development and business process design changes in relation to the

market, which are crucial for success (Nasifoglu Elidemir et al., 2020).

Fostering an environment for this creativity requires effective leadership. Transforma-
tional leadership, which actively urges employees to go beyond the ordinary, has proven
especially efficacious in areas where innovation is paramount (Jun & Lee, 2023). With
the help of transformational leaders who build a common goal and champion the cause
of taking risks with their minds, organizations continue to be relevant even with the
changing pace of the market. Finnish manufacturing companies are also now starting to
consider such leadership as a prerequisite for being innovative, not just for adapting but

for being a step ahead of the competition.



Sustainability in the country's manufacturing can, therefore, be seen to play a dual criti-
cal role as it serves to be the main environmental commitment as well as the main driver
for innovation in the sector. As D’ Amato et al. (2020) proposed, the implementation of
business practices related to sustainability and green technology can help companies not
only achieve their ‘environmental mission’ but create a peculiar positioning in the global
competitive market. It is within the broader strategic goals of Finland (Mandagi et al. in
2023) to integrate advanced technology and promote sustainability to maintain a com-
petitive advantage. Important topics that give impetus to the sustained success of the
manufacturing industry in Finland include the creativity and innovation, as well as the
transformational leadership. These perspectives provide a framework for how the indus-
try can understand its potential role in guiding sustainable practices in a world grappling

with globalization and technological change.

While the potential benefits of transformational leadership have been shown in the lit-
erature, many studies have not been done to investigate its connection with employee
creativity in the context of the manufacturing sector (Della Porta, 2023). The existing
research into the manufacturing industry in Finland is limited, often focusing on broader
regions or different sectors. Furthermore, most literature reviews generic technological
and sustainability trends but do not offer insight into the unusual cultural and industrial
dynamics of the Finnish context. Furthermore, the country's emphasis on integrating ad-
vanced technologies and being sustainable further highlights that in-depth research is
necessary to understand how leadership styles interact with these factors to influence
employee creativity (llgin & Karjalainen, 2023). This gap should thus be bridged, espe-
cially for organisations trying to enhance employee creativity using transformational
leadership to become more competitive globally. Next section with summarise the who

research work into a research question that this study has to answer at the end.
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1.3 Research Question

Sustainability aim of the current research is to examine the role of transformation lead-
ership in triggering and boosting creative in employees in manufacturing industry of Fin-
land where innovation is at the heart of country to produce goods with least negative
impact on the environment. The research question of the present study is defined in the

following manner:

RQ. How does transformational leadership influence employees' creativity in

the Finnish manufacturing sector?
1.4 Significance of Research

This research gives special focus to the unique characteristics of the Finish manufactur-
ing industry and examines whether transformational leadership influence employee cre-
ativity within this specific cultural and industrial context. The study draws on the estab-
lished theories linking transformational leadership and creativity by demonstrating how
these two converge into the environment of the manufacturing sector. This study has

targeted SMEs manufacturing companies within Finland.

Lemmetty et al. (2020) states that there is an empirical need to examine the effect that
may be caused by transformational leadership on the creativity of employees who work
in the manufacturing sector of Finland. The spirited and innovative manufacturing in Fin-
land is among the main contributing factors to the country's economy, establishing and
keeping competitive advantages in the global market (Azeem et al., 2021). With the most
recent effects of globalization and advances in technology, organizations within the sec-
tor need to foster a culture of creativity and innovation that will put them ahead in the

competitive environment (Pihlajamaa et al., 2023).

For example, Le Hoang and Ho (2022) assessed that the studies, therefore, should seek

to fill this gap by providing new empirical evidence and theoretical insights into the con-
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nection among employee creativity and transformational leadership in the Finnish man-
ufacturing industry. Understanding how leadership practices influence creativity within
this context will be very important for organizations willing to leverage employee crea-
tivity into innovative activities that can keep them competitive in the changed market-
place. Besides this, technology integration is at the highest level in this sector in Finland
and is characterized by its sustainability (Kivimaa & Rogge, 2022). It is, therefore, very
necessary to understand how the leadership style further acts with these features to
influence creativity with strategies that are going to be aligned with the unique charac-

teristics of this sector.

1.4.1 Practical Implications of Research

According to Harahap et al. (2023), from a practical perspective, role of transformational
leadership in fostering creativity provides guidelines at the leadership and policy levels
within the Finnish manufacturing organizations' sector on how to develop leadership is
to create culture of creativity and innovation. Reim et al. (2022) described that organi-
zational strategies that provide the best leadership to enhance creativity will enable keys
to design specially developed training programs and other leadership development plans
to foster and establish employees capable of spurring innovation and withstanding

global competition.

1.5 Definitions of key Concepts

Manufacturing Industry

Manufacturing involves combining a number of raw materials, parts, or components and
using labour, machinery systems, tools, as well as chemical and biological processes, in
creating finished goods (Schwab, 2018; Kenton, 2022). This industry is essential to the
world economy since it adds value to raw materials and generates products on a large

scale for consumers as well as the industry itself (Lieder & Rashid, 2016; OECD, 2021).
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Manufacturing is usually classified according to its type of production, and this may in-
clude discrete manufacturing industries such as automobiles, machinery, and electronics
or process manufacturing, which produces chemicals, food, or pharmaceuticals (Infor,
2024; Kanta, 2024). However, within these boundaries, the industries of the given sector
are usually specified according to their productive efficiency, from simple handwork to
fully automated manufacturing systems with the use of robotics and intelligent systems

(Kenton, 2022).

Transformational Leadership

Ugochukwu (2024 defines transformational leadership as, “It is a leadership style where
leaders inspire, motivate, and stimulate their followers intellectually to work towards a

I”

shared and valued goal.” Bernard Bass (1985) indicates that transformational leaders are
regarded as outstanding and exceptional in that they inspire and encourage the followers
to go beyond their own self-interest for the sake of the group or organisation so as to
achieve performance that surpasses what would have been achieved by minding their

welfare (NJOROGE, 2023).

Employee Creativity

According to Chen et al. (2021), employee creativity can be defined as “Generating novel

and useful ideas, processes, or solutions by the employees at their workplace”.

1.6 Thesis Outline

This thesis is organized into five chapters, which collectively provide understanding of
the effect of transformational leadership on employee creativity within the Finnish man-
ufacturing industry. Chapter 1 introduces the research, which gives a background of the
study. It describes the outline of the described research with the rationale, purpose, aims,

objectives, and questions. Chapter 2 is a literature review where the existing research is
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synthesized regarding transformational leadership, employee creativity, and their inter-
section within an organizational context. Chapter 3 describes the research methodology,
explains the employed qualitative approach, data collection methods, sampling strategy,
and data analysis techniques. The chapter 4 discussed the results of the study and gave
an insight into the connection among transformational leadership and employee crea-
tivity in mid- and large-sized manufacturing companies in Finland, based on empirical
evidence. Finally, Chapter 5 concludes with the significant findings and recommenda-
tions for further research and practical implications for organizational leaders in the

Finnish manufacturing industry.
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2. Literature Review

This literature review aims to critically examine the available body of knowledge con-
cerning transformational leadership and employee creativity. These constructs are im-
portant to understand because it is believed that transformational leaders have the char-
ismatic ability to enlighten and motivate employees. Hence, there is a need to create an
organisational culture that is necessary for creativity and innovation (Nyakomitta, 2021).
Taking into account a high degree of innovation and sustainability, the Finnish manufac-
turing industry offers a relevant setting in which to conduct the study of transformational
leadership in connection with employee creativity. Moreover, this industry faces some
challenges and enjoys unique opportunities in its operating environment due to the
strongly demanding globalised market. In such a context, there is a need for continuous
innovations to remain competitive. The review of literature is aimed at adding valuable
insights that may inform leader practices and add to theoretical discourse regarding or-
ganisational behaviour and innovation management by exploring how transformational
leadership enhances creativity among employees. The study starts with a brief overview

of contextual factors relevant to Finish manufacturing industry.

2.1 Contextual Factors in the Finnish Manufacturing Industry

In the Finnish manufacturing sector, some contextual factors influence how transforma-
tional leadership relates to employee creativity. The manufacturing sector is one of the
backbones of the economy of Finland. The industry is characterised by highly advanced
technological capacity coupled with sustainable performance. This sector typified inno-
vation and efficiency maximisation to set up a niche within the competitive global mar-
ket (Bollmann, 2021). The organisational and cultural dynamics in Finnish SMEs, includ-
ing manufacturing firms, consist of large, flat structures with a great deal of autonomy
for all employees (Saarinen, 2024). Therefore, it is difficult to encourage creativity and

innovation (Pollanen, 2021).
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Due to the highly sophisticated technological level within this sector, adaptation and
continuous learning are demanded from personnel a task challenging to leadership. The
further integration of sustainability initiatives is another source of complexity because
companies need to juggle economic performance and environmental responsibility. De-
spite, all these approaching challenges, there are also extensive opportunities for inno-
vation especially applying transformational leadership practices that would achieve a

very good cultural fit given the collaborative and future-oriented nature of the industry.

The integration of the use of technology and sustainable practices into Finnish manufac-
turing brings about a significant change in people's relationship towards leadership
styles and creativity. In this case, transformational leaders are at the forefront of inte-
grating technological adoption and sustainable practices into the operation. For instance,
green technologies implemented under transformational leadership are associated with

achieving higher levels of innovation and creative problem-solving (Zhang, 2020).

Case studies from Finnish manufacturing firms for instance, from the implementation of
circular economy principles show that transformational leadership can facilitate issues
of sustainability to be integrated with technological innovation. For example, transfor-
mational leadership in the Finnish company Valmet had strongly integrated advanced
digital technologies with sustainability practices. These contextual factors highlight the
importance of leadership styles, such as transformational leadership, which will be dis-

cussed next.

2.2 Key Theories on transformational leadership and creativity

The foundation for this study is firmly grounded in the transformational leadership the-
ory, which underscores the importance of leaders as motivators, mentors, and support-
ers of those (subordinates) placed under their charge. This conceptualisation has been
given by Bass (1985), who was the first to introduce the term transformational leader-
ship, comprising four components. Transformational leadership has been extensively re-

searched, and several theories have been developed to understand the components and
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the impact of transformational leadership. One of the cornerstone contributions to
transformational leadership theory by Burns (1978), where he introduced the concept
as part of his work on political leaders. Burns identified transformational leaders as those
who engage with followers in a manner that lifts both the leader and followers to higher

levels of motivation and morality.

Transformational leadership style depicts the ability to instigate significant changes in
the followers and their organisations by appealing to the best ideals and morals. Contin-
uing from the work of Burns, Bass (1985) developed the transformational leadership the-
ory further to provide a clearer perspective of what a transformational leader is and
what effects can be expected (Siangchokyoo et al., 2020). Before developing a further
theoretical foundation on transformational leadership, let’s have some view of theories

on employee creativity.

Frameworks for studying organizational creativity provide structured approaches toward
the understanding and enhancement of this complex phenomenon. Probably one of the
most influential theories in the area of organizational creativity is Amabile's Componen-
tial Theory of Creativity, which describes that creativity is the result of domain-relevant
skills, creative processes relevant to the task, and intrinsic motivation toward the task

(Kukkonen & Bolden, 2022).

The second influential framework is the Interactionist Perspective of Creativity, which
concentrates on dynamic interaction between the person and the environment (McKay
et al., 2022). This perspective applied to organisational settings postulates that the con-
text employees operate within is easily alterable through organisational interventions,
like line management development or cultural initiatives, and such changes then impact

creativity.

Moreover, the third influential theory explaining employee creativity is the Social Cogni-

tive Theory, which focuses on self-efficacy and outcome expectations (Afriyie et al.,
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2020). This theory suggests that individuals who believe in their creativity and also ex-
pect positive outcomes from creative efforts will be more likely to develop creative be-
haviours. Transformational leaders can facilitate raising creative self-efficacy through en-

couragement, resources, and opportunities to build skills.

The theoretical perspectives on employee creativity uniquely underscore the interplay
between individual characteristics and organisational factors. Organisational climate and
leadership styles, certainly transformational leadership, are important in setting an ena-
bling environment that allows for creativity. Models such as Amabile’s Componential
Theory and the Interactionist Perspective provide robust frameworks through which to
understand and enhance creativity within organisational contexts. Tapping into these in-
sights, organisations would be better placed to create conditions that support and en-
hance employee creative capability to drive innovation and competitive advantage. After
developing core theories on transformational leadership and employee creativity, let’s
go back to transformational leadership, as it is one of the major constructs of this re-

search.

2.3 Transformational Leadership

Transformational leadership inspires employees to go beyond self-interest for organisa-
tional goals by offering a clear vision, intellectual stimulation, and personalised support.
Unlike transactional leadership, it focuses on intrinsic motivation and creativity (Khan et
al., 2022). There is a popular theory that is governing transformational leadership style,
which is discussed next. As already discussed in the theory section (2.4) that Bass has
further developed the transformational leadership theory and conceptualized four fun-

damental dimensions of transformational leadership, often known as the "Four I's".

The first dimension is Idealized Influence, where transformational leaders become role
models for their followers. They have a high level of ethical conduct, and are highly

trusted, and respected; thus, followers tend to copy their behavior. Idealized influence
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is also about expressing determination to achieve goals and having a vision that can be

an inspiration for other people (Nyakomitta, 2021).

The Second one, inspirational motivation, presents the ability of transformational lead-
ers to clearly articulate an inspiring vision of the future that serves as motivation for
followers to be inspired (Khan et al., 2022). Transformational leaders instil in their fol-
lowers a sense of collective purpose and excitement, where each of the followers is in-
duced to work towards the goals with increased commitment and effort. This is the in-
spirational side of vision motivation toward common action that leads to the achieve-

ment of organizational objectives.

The third component, Intellectual Stimulation, explains that transformational leadership
creates an innovative and creative environment (Shafi et al., 2020). This is achieved by
the leaders questioning existing assumptions, encouraging critical thinking, and inspiring
followers to go above and beyond with their approaches to handling any issues. The el-
ement helps create a trend of improvement and change in a company since it instils a

culture of learning and innovation.

The fourth component of transformational leadership, Individualised Consideration, is
the personal attention that a transformational leader accords to each follower: his/her
development needs (Mlinarevic et al., 2022). In other words, individualised considera-
tion is the degree to which a leader takes care of the needs of each team member and
acts as a guide, mentor, or coach for them (Muhammad Sharif, 2024). They act as a men-
tor and coach, providing necessary advice and feedback for the strengths and aspirations
of the person. It is an individualised approach to building strong leader-follower relation-
ships and enhancing the growth and performance of followers by dealing with their
uniqgue needs and fostering a supportive and empowering environment. Some people
mix the concept of transformational leadership with other leadership styles, especially
transactional leadership; therefore, the difference between the two is discussed in the

next section.
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2.3.1 Transformational Leadership vs. Transactional Leadership

For an understanding of the characteristics of transformational leadership, one might
contrast it with transactional leadership, which is a much more traditional form of lead-
ership and, in many cases, has been used to stand in contrast to transformational lead-
ership. Transactional leadership pays attention to the transactions that occur between
the leader and the follower: here, the leader rewards or punishes the followers based
on their performance (Naeem & Nawaz, 2017). This leadership style follows a quid pro
quo pattern, which is marked by clear structures, expectations, and rewards linked to

performance.

Transactional leadership is all about achieving tasks, controlling performance, and pro-
cedures to be followed. The primary elements of transactional leadership involve the
following: Contingent Reward whereby leaders provide specified rewards or incentives
in return for meeting pre-defined performance specifications or desired objectives
(Raveendran, 2021). This component relies on setting clear expectations and recognising
and rewarding followers for their compliance and achievements. This form of leadership

is based on the passive management style.

Active Management by exception in which leaders actively monitor followers' perfor-
mance and take corrective action when deviations from standards occur (Sekyere, 2020).
This involves closely supervising work processes, identifying errors, and intervening
promptly to address issues and ensure compliance with established procedures. Passive
Management by exception is a kind where leaders intervene only when problems or fail-

ures are too evident (Otto et al., 2021).

Both transformational and transactional styles of leadership have their virtues; using a
transformational style of leadership is very beneficial in effectively instigating creativity,
innovation, and long-term growth in organizations. The followers are inspired to work

and create an environment characterised by constant improvement and adaptation,
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which is, in fact, much needed for survival in the fast-moving and competitive world of
contemporary business. After developing a theoretical foundation for transformational

leadership, the next section will talk about employee creativity.

2.4 Employee Creativity

2.4.1 Definition and description

Creativity in organizational behavior was defined by Ogbeibu et al. (2021) as the process
through which individuals or groups come up with new and useful ideas within a work
organization. Creativity, in other words, is defined as the act of generating relevant and
novel ideas that support problem-solving and growth (Amabile, 2018). It means creative
thinking that can result in new products, improved processes, or unique solutions to
problems. Creativity thus turns into a very significant character of organizational innova-
tion, and it becomes quite necessary to gain a competitive advantage in today's dynamic
global marketplace. Influencing factors include individual traits, cognitive style, intrinsic

motivation, and organizational factors like culture and leadership style.

2.4.2 Theoretical Perspective on employee creativity

It is acknowledged that the creation of new ideas is not solely an attribute of individual
beings; rather, it occurs at different levels—individuals, teams, and organisations (Jain &
Jain, 2016). But at its best, creativity transcends a style or action and becomes a combi-
nation of thoughts, feelings, and situations (Runco & Jaeger, 2012). According to theo-
retical perspectives, it is not a simple innate quality but a developed phenomenon re-
sulting from the relationship between the person and the environment (Zhou & Hoever,

2014).

Creativity is also a function of the organizational culture defined as the work environ-
ment of employees shared within the organization and its members. However, it is criti-

cal to observe that managers lead this culture, and one key form of leadership in this
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context is called transformational leadership. Transformational leaders foster trust, in-
tellectual stimulation, and individualized support within their groups, therefore encour-
aging employees to seek new approaches for problem resolution (Bass & Riggio, 2006;

Gong et al., 2009).

Creativity is conceptualised as a multi-dimensional phenomenon influenced jointly by
factors associated with individuals and those of both organisations and the environment
(Zhang, 2020). For example, some of the factors could be individual, such as personal
motivation and cognitive abilities, while some of these factors could be organisational,
such as leadership style, support, and resources. This can include environmental factors
(broad spectrum of industry dynamics and cultural influence). The organisational climate,
or the perceptions employees share about their work environment, is one primary or-
ganisational factor affecting creativity. After exploring theoretical constructs of transfor-
mational leadership and employee creativity, it is time to examine the existing literature

on the impact of that leadership on employee creativity.

2.5 Theoretical Framework: Relationship between Transformational

Leadership and Creativity

The study combines contemporary theories of leadership and creativity in order to in-
vestigate how four dimensions of transformational leadership directly affect the creativ-
ity of employees (Okreglicka et al., 2023). For example, employees’ efforts can be di-
rected towards organisational goals because idealised influence and inspirational moti-
vation are infused within them, and these ideals are from ethical consideration (Wang
et al., 2022). Employees are encouraged to think creatively and take on unconventional
tasks through intellectual stimulation, while individualised consideration caters to each
employee’s needs, hence promoting an innovative environment (Jaiswal & Dhar, 2015).
This model therefore suggests that in the current environments, where everything is rap-
idly changing, creativity becomes one of the most important factors for organisations,

and transformational leaders are the ones who foster this creativity.
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A supportive environment for the fostering of creativity should allow for risk-taking and
experimentation. Such an association between transformational leadership and em-
ployee creativity has already been well documented (Ogbeibu et al., 2021). Assuming
the perspective of Van Tuin et al. (2021), transformational leadership enhances intrinsic
motivation by aligning values and goals with those of the organisation, thus creating an
environment for creativity at the workplace. Other than this, transformational leaders
also establish psychological safety, under whose umbrella employees could take a risk
and give their novel idea articulations without the threat of negative consequence im-
positions (Tuin et al., 2021). Transformational leaders also empower their followers by
providing intellectual stimulation and individualised consideration, thus motivating

them to think autonomously and challenge the established system (Zhang, 2020).

As earlier discussed, four dimensions of transformational leadership provide unique per-
spectives in enhancing employee creativity and performance through an environment
characterised by innovation, critical thinking skills, and personal growth. The framework
theorises that transformational leaders facilitate the enhancement of both the individual
and the organisation by addressing intrinsic motivations and bridging them together
with the organisational goals (Bass & Riggio, 2006). This can be said of the research Igbal
etal. (2021) in the Australian manufacturing industry, where transformational leadership
was positively related to greater organizational innovation. Therefore, it is time to de-
velop a theoretical foundation for the relationship between these four dimensions and

employee creativity in the next section.

2.5.1 Idealized influences and employee creativity

The Idealised influence makes it easier for leaders to be seen as role models and for
them to have the trust and confidence of their subordinates. Leaders who possess this
dimension focus on common values and ethical practices that help motivate employees
to feel committed and passionate. This makes it easier for employees to take creative

risks because the work environment is psychologically secure. Studies have shown em-
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ployees' trust in their leader is a strong predictor of their willingness to engage in inno-
vative activities since idealised influence offers the encouragement needed to seek

change and be useful (Bass & Avolio, 1993; Sosik, 2015).

In addition, it has also been presented earlier on that, these days, it is understood that
transformational leaders who practice the required ethical standards and provide the
desired organisational goals motivate their employees to work toward achieving the or-
ganisational goals in the long term. Such a synergy motivates not only individual creativ-
ity but also group creativity, and in an ever-changing industry like this, the importance
of such adaptability cannot be overemphasised (Rosing, 2023). The focus on a loved vi-
sion that idealises influence provides a great platform for creativity and innovation to be

harnessed in the workplace. Based on above discussion, it is hypothesized as:

Hypothesis 1: A positive relationship exists between idealized influence and employee

productivity

2.5.2 Inspirational motivation and employee productivity

In the context of the inspirational motivation dimension, it is focused on the ability of
leaders in describing a hypothetical outcome in order to encourage employees to stra-
tegically work towards it. By adopting a motivational approach that nurtures a sense of
purpose or enthusiasm, leaders challenge employees to look around and seek out crea-
tive ideas rather than performing basic tasks. This dimension has been found to enhance
creativity since employees with increased motivation are more likely to resolve problems

on their own (Jaiswal & Dhar, 2015).

Inspirational motivation allows leaders to encourage their employees to emote and use
their creative ideas to face challenges. New forms of research evidence workers tend to
be more willing to innovate when they find their work reflects a greater purpose for the

organisation (Hughes et al., 2018). This desire to go beyond the standard is reinforced by
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the presence of the right context or environment, which helps achieve the desired crea-

tive output. Based on above literature review following hypothesis is formulated:

Hypothesis 2: Inspirational motivation is positively contributing to employee creativity.

2.5.3 Intellectual Stimulation and Employee Creativity

The Empirical studies always indicate a positive relationship between transformational
leadership and employee creativity across various industries. For instance, Shafi et al.
(2020) pointed out that intellectual stimulation and supportive work environments are
created through transformational leadership, which further enhances employee creativ-
ity. For example, transformational leadership was found by Hidayat-ur-Rehman & Al-
solamy (2023) to have a positive effect on innovation in that this approach had intellec-
tual stimulation and a motivating vision which encouraged employees to explore new

ideas and ways.

Intellectual stimulation compels employees to be reasonable outliers by questioning ac-
cepted practices and inventing new ones. This dimension promotes the use of critical
thinking, new ideas, and creativity in problem-solving. Leaders who provide intellectual
stimulation promote a culture where employees are encouraged to try new things and
learn from mistakes, which increases their creative abilities (Bass & Riggio, 2006). From
research by Marbell (2024) transformational leaders’ intellectual stimulation was stud-
ied in the introduction of sustainability programs in the Finnish manufacturing sector
and found to lead to the creation of creative solutions to problems related to sustaina-
bility. The study revealed that leaders who motivate and encourage employees to incul-
cate practices good for the environment and think innovatively in approaching environ-

mental issues can consequently develop both innovation and sustainability in a business.

Organisational studies point out that employees’ deliberate intellectual stimulation ap-

pears to be a significant predictor of their ability to innovate along any dimension, but
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especially in industries where problems have to be constantly solved. Leaders who prac-
tice exposing subordinates to debates and disagreements stimulate people to go further,
and in this case, innovations of both types are produced at the same time. For instance,
organisations with intellectual stimulation in the workplace have been observed to have
enhanced levels of idea exercise and implementation because employees have motiva-

tion to initiate change and be independent thinkers (Wang et al., 2023).

The research has brought to light that leaders who foster intellectual stimulation and
provide an inspiring vision for the future get the employees to focus on creative problem-
solving and continuous improvement. This leadership style was particularly effective in
an environment where innovation constitutes a condition of competitiveness. More spe-
cifically, in the context of Finnish manufacturing, the study by Shafi et al. (2022) reported
that transformational leadership has a significant positive impact on employees' creativ-
ity and performance. The study argued that due to flat organizational structures and the
collaborative work culture of Finnish manufacturing firms, the tenets of transformational
leadership fit well with those of Finnish manufacturing environments. Following hypoth-

esis is crafted from the above literature review:

Hypothesis 3: Intellectual stimulation and employee creativity are positively related.

2.5.4 Individualized consideration and employee creativity

There are several principles associated with transformational leadership, and one of
these is individualised consideration, as it focuses on the developmental needs of the
employee. Giving specific feedback, mentoring, and showing employee support helps to
boost the employee's motivation and confidence to suggest ideas or solutions in a stiff
environment. This specific approach boosts creativity by enhancing sense of efficacy and

motivation in the employees, as stated by Eisenbeiss et al. (2008).

A study conducted last year emphasises the available literature on the impact of individ-

ualised consideration to explain the processes involved in the establishment of a culture
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of growth and innovation. Such employees would consider exploring complex tasks and
creative solutions to enhance innovation in the organization. Besides, the conducive en-
vironment fostered by such types of leaders’ styles encourages engagement and sharing
of ideas, which improves the creative output in teams (Cai et al. 2023). This dimension
brings home the importance of compassion and personal involvement as the main fac-

tors for releasing the imaginative capabilities of the workers. It is hypothesized that:

Hypothesis 4: There is a positive association between individualized consideration and

employee creativity.

2.6 Empirical Evidence from other industries: Transformational Leader-

ship and Employee Creativity

Research conducted by Asada et al. (2021) established that transformational leadership
positively contributed to the employee's creative self-efficacy for great creative perfor-
mance. Similarly, transformational leadership is found to enhance significantly innova-
tion and creativity needed to maintain competitiveness in the framework of manufac-
turing. For example, Ghimire et al. (2021), conducted a study on the Australian manu-
facturing industry that proved that transformational leadership is characterized by
higher organizational innovation due to the culture maintained for creative problem-
solving abilities and continuous change. All these studies now create the implication
that transformational leadership is an influential leadership concept in developing an

enabling environment for creativity (Marbell, 2024).

2.6.1 Technology Sector

The technology sector is a good ground to consider the effects of transformational lead-
ership on creativity because this is a sector characterized by high innovation and change.

The research identified that leaders who question the status quo and engage in risk-
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taking facilitate an environment likely to lead to creativity and innovation. Further, Ba-
tool et al. (2023) conducted research in a high-tech firm and revealed that transforma-
tional leadership strongly increased the employees' creative performance. Additionally,
transformational leadership enhances the creative self-efficacy of employees, which

positively influences their creative performance.

2.6.2 Healthcare Sector

In healthcare, transformational leadership is among the important factors that encour-
age creativity in a sector that largely depends on problem-solving and creative practices
for enhanced patient care and organizational performance. Research in this sector has
also proven that transformational leadership generates better problem-solving and cre-
ative practices from health professionals. Stanescu et al. (2021) using a sample of nurses,
established that there existed a positive relationship between innovative behavior and

transformational leadership about being professionally active.

Hussain and Khayat (2021) studied how transformational leadership impacted quality
improvement initiatives in health. Transformational leadership of a vision through qual-
ity improvement realization and inclusion of employees in the decision-making process
will enhance innovation abilities within the healthcare team. This kind of leadership is
not only creative but also improves patient outcomes and organizational performance.
In the healthcare sector, transformational leadership influences acceptance positively

towards the practice of innovative practices by healthcare providers.

2.7 Chapter Summary

This study applies Amabile's Componential Theory and highlight creativity as a genuine
result of individual skills, creative tactics, and intrinsic motivation. In the present study,
Transformational Leadership Theory (Nyakomitta, 2021), is applied to understand

whether idealized influence, inspirational motivation, intellectual stimulation, and indi-
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vidualized consideration as forms of leadership encourage employee creativity. The com-
bining of these theories positions transformational leadership as a means to inspire em-
ployees to be creative and contribute creatively. The empirical analysis that follows is

based on this framework.

Research on the impacts of transformational leadership on employee creativity shows
that such leadership enhances creative thinking. For example, Ashfaq et al. (2021) and
Stanescu et al. (2021) proved that transformational leaders enhance creativity by stimu-
lating intellectual thinking and psychological empowerment. Nevertheless, transplanting

these findings onto the context of Finish manufacturing industry is still necessary.

First of all, much of the existing research was conducted in different geographical and
industrial contexts or sectors like technology and healthcare (Pihlajamaa et al., 2022).
These studies may not take full account of the unique cultural and organisational dynam-
ics existing within Finnish manufacturing firms. Thus, how far findings can be transferred
directly to the context of Finnish manufacturing firms remains open to question and

would require further empirical investigation.

On one hand, higher levels of innovation and creative ranks are attributed to transfor-
mational leadership. Still, how exactly transformative leadership and employee creativ-
ity interact in facilitating integrations related to sustainable practices and advanced tech-
nologies into manufacturing is relatively unexplored (Asada et al., 2021). A key gap in
research is explaining how transformational leadership influences creativity in a Finnish
manufacturing context. Pre-existing and generic models of creativity, such as the Com-
ponential Theory of Creativity by Amabile, therefore encompass all factors but likely fail
to grasp specifically industry variables like green tech integration or the pressures of
global competition (Kukkonen & Bolden, 2022).Conversely, whereas the Interactionist
Perspective highlights the role of the environment, it does not give details about the
cultural and organizational features of the Finnish firms, typified by their flat structures

and high innovation expectations.
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3. Research Methodology

In this chapter, it will be discussed the methodology adopted to explore the impact of
transformational leadership on employee creativity within the Finnish manufacturing in-
dustry. It is followed by an in-depth explanation of the philosophical underpinnings. Fur-
thermore, this chapter talks about the research strategy, sampling techniques used in

the study, the data collection process, and the methods of data analysis.

3.1 Research Philosophy

Research philosophy explains the beliefs, values, and assumptions that lie behind the
undertaking of research, including ontology (the nature of reality) and epistemology (the
nature of knowledge) (Al-Ababneh, 2020). In this context, ontology is concerned with
the questions that explore what the reality is. Whereas epistemology asks the questions
that consider how the reality in the form of knowledge is gained and validated. For the
purposes of this research, a quantitative approach has been employed, guided by a pos-

itivist research philosophy, which focuses on measurable and observable realities.

To stand within the positivist paradigm means to support a viewpoint, postulated by Bry-
man, that knowledge has to come from known facts, which can be tested against a prior
formulated statement (Bryman, 2016). In this context, transformational leadership and
employees’ creativity are the primary variables of interest. The emphasis is on investi-
gating the association between these two constructs, aligning directly with the primary
objective of the dissertation: to examine how leadership behaviors impact creativity
within the context of Finnish manufacturing industry. The current research seeks to iden-
tify generalizable patterns and tendencies in the relationship between transformational
leadership and employee creativity by applying quantitative techniques, such as statisti-
cal analysis, to recognize measurable patterns and relationships, ensuring objectivity and

reproducibility in the findings (Creswell & Creswell, 2018).
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The ontology of this study assumes the existence of an objective reality in which leader-
ship behaviors and creativity are experienced and can be measured. Knowledge, in this
case, is acquired through data collection and interpretation, which supports the applica-
tion of survey tools such as the Multifactor Leadership Questionnaire (MLQ) for measur-
ing transformational leadership (Avolio & Bass, 1995) and creativity scales (Amabile et

al., 1996) to evaluate employee innovative behaviors.

This research adheres strictly to the positivist paradigm, emphasizing measurable con-
structs and relying on quantitative data to establish statistical correlations and causal
relationships (Saunders et al., 2019), this study offers conclusions about the connections

between transformational leadership and creativity.

3.2 Research Method

According to Saunders and Tosey (2012), "there are approximately three types of re-
search methods: deduction, induction, and abduction." The deductive approach is asso-
ciated with quantitative research (this research’s concern), wherein the underlying the-
ory is checked by data gathering and its subsequent analysis. It moves from the general
theories to specific observations (Saunders et al., 2019). This method is quite fitting in
this case, as it investigates the impact of transformational leaders on the creativity of
employees in the Finnish manufacturing industry, using extant models and tested meas-

urement techniques.

The deductive approach provides for the possibility of generating further hypotheses
from established theories; Bass and Riggio (2006), for instance, provide the transforma-
tional leadership model, while Amabile (2011) offers the componential theory of crea-
tivity. Such propositions are further subjected to structured surveys where it is possible
to assess the effect of the dimensions of transformational leadership, such as idealized
influence and intellectual stimulation, on real creativity measures. It's this methodology
that guarantees that the research yields reliable and applicable findings in both theory

and practice in the field of manufacturing.
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Quantitative methods are most applicable in situations that call for the testing of rela-
tionships between variables through statistical means and structured data collection
methods (Creswell & Creswell, 2018). This is consistent with the goals of the study, which
seeks to, from the employees’ perspective, measure and test whether transformational
leadership behaviors impact employee creativity. This study was conducted in a context

of Finish manufacturing environment.

Quantitative research is characterized by its generalizability, replicability, and ability to
identify statistical relationships between variables, making it ideal for this study. In this
light, this particular study, seek to explain employee creativity as an outcome of trans-
formational leadership. Furthermore, in line with previous studies (e.g., Cheung & Wong,
2011), this method allows for an extensive investigation of how transformational lead-
ership influences employee creativity, allowing for deep investigation into the partici-

pants' experiences and in line with the Positivism philosophy.

The use of standard instruments like the Multifactor Leadership Questionnaire (MLQ)
and creativity assessment scales makes it possible to avoid various divergencies in re-
sponses interpretation (Avolio & Bass, 1995; Amabile et al., 1996). In this manner, this
study explains how the tools used in this research allow for the collection of patterns
and relationships that are based on numbers so that the study is able to see the effect

of particular leadership styles on the creativity of employees in a defined manner.

In addition to this, the focus of the deductive method on hypothesis testing also
strengthens the study design in such a way that the conclusions drawn from the study
advance the body of knowledge by either validating or refuting the prior defined empir-
ical findings. Such consideration of the requirements of the quantitative research makes

the deductive method critical in the fulfillment of the study objectives.
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3.3 Data collection and sample description

In order to gather relevant and sufficient data, a survey questionnaire was administered
to gather information from the respondents of the study. The purpose of the question-
naire was to investigate the respondents’ attitudes towards leadership styles and their
contribution towards creativity by using tested tools such as Scholl’s four factors model
(Avolio & Bass, 1995) and Amabile’s components for measuring creativity (Amabile,

2018). The use of standardized scales ensures reliability and validity in measurement.

This research, which is evaluated through qualitative elements, focused on collecting
data by utilising a convenience sampling method, referring to those employees within
the Finnish manufacturing sector who were approachable and willing to respond. The
sample comprised junior to middle management executives under a supervisor (team
leader) who was actively participating in the creative and innovative processes in the
company. This methodology provided an effective way of collecting data whilst still being
appropriate to the aims of the study. The structured self-administered questionnaires
were constructed to provide in-depth information on how the different dimensions of

transformational leadership relate to employee creativity.

The author obtained responses from 100 manufacturing organisations’ employees
whose were working in different departments in the manufacturing sector. The demo-
graphic analysis was conducted with the purpose that it gives detailed and valuable in-
sights on basic characteristics of the sample survey. The most important demographic
variables are delineated in Table 1, and they are gender and age, qualification and posi-
tion in the organisation (role), number of years of experience, the department where

the respondent works, as well as the number of employees working in the organisation.

Table 1. Respondents’ demographic characteristics

Characteristics Frequency Percent
Gender
Male 78 78.0

Female 22 22.0
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Total 100 100.0
Age

20-30yrs 38 38.0
30-40yrs 48 48.0
40-50yrs 11 11.0
Above 50yrs 3 3.0
Total 100 100.0
Qualification

Bachelor 33 33.0
Masters 59 59.0
M.Phil. 7 7.0
PhD 1 1.0
Total 100 100.0
Job Role

Intern/Trainee 25 25.0
Assistant/Support Worker 24 24.0
General Staff/Employee 51 51.0
Total 100 100.0
Years of experience

1-3 years 32 32.0
4—-6 years 37 37.0
7-10 years 19 19.0
Above 10 years 12 12.0
Total 100 100.0
Working Department

Production 33 33.0
Sales & Marketing 34 34.0
R&D 22 22.0
HRM 11 11.0
Total 100 100.0
No of employees

Less than 50 Employees 30 30.0
50-249 Employees 32 32.0
250-499 Employees 11 11.0
500 or more Employees 27 27.0
Total 100 100.0

The sample consisted of 78% of respondents who were male and 22% of respondents
who were female, which is typical for the gender structure of the Finnish manufacturing
industry. The age of most participants was between 30 and 40 years old (48%), while the
next major group was 20-30 years old (38%). Respondents aged between 40 and 50 years

accounted for 11%, and those above 50 years accounted for only 3%. This distribution
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indicates that it is the middle-aged professionals who occupy the largest share of the
manufacturing industry, which is consistent with previous findings that this age group is

most productive and active in leadership positions (OECD, 2021).

Most of the respondents (59%) were master's degree holders, while 33% held bachelor's
degrees. 7% and 1% of the respondents had such overwhelming scenarios as the M.Phil.
and PhD, respectively. This observation emphasises more on the higher education in the
sector and is in agreement with the proposition that advanced education results in
higher levels of innovation in manufacturing (Gertler, 2017). Interns/trainees (25%), as-
sistants/support workers (24%), and general staff/employees (51%) comprised the re-
spondents. The considerable number of general staff emphasises the managerial nature
of the industry, with many simple production processes taking up the labour structure

of the industry.

Participants’ work experience participation was classified as 32% ranging between 1-3
years; 37% for 4-6 years; 19% for 7-10 years; and 12% for more than ten years. The dom-
inance of professionals with 4-6 years of experience is consistent with industry patterns,
since a younger workforce is ascending to management positions (Ngoepe-Ntsoane,
2024). The departments under consideration included production at 33%, sales and mar-
keting at 34%, research and development at 22%, and HRM at 11%. The distribution re-
veals that there is some emphasis on primary production processes while also focusing
on marketing and growth strategies, an important factor of strategies in manufacturing

industries (Porter, 1985).

In terms of organisational size, the sample had some variation, with 30% of the respond-
ents from organisations with an employee base of less than 50, 32% from mid-size or-
ganisations with 50-249 employees, 11% from medium-large companies with an em-
ployee base of between 250—499, and 27% from large companies with over 500 employ-

ees.
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The demographic outcomes offer a strong basis to better appreciate the interplay be-
tween transformational leadership behaviours and employee creativity tendencies cou-

pled with different professions in the Finnish manufacturing business.

3.4 Research Strategy

In order to answer the research question, the research strategy provides the direction
that will be used to systematically tackle the question posed. Common research strate-
gies include experimental studies, surveys, case studies, and action research, each suited
to specific purposes and aims Research approaches are multiple: experimental, survey,
case studies, and action research all fit specific usages and aims (Saunders et al., 2019).
Experimental research attempts to determine causality under certain controlled condi-
tions, while case study research aims to examine particular instances in the real world in
greater detail. A survey is an alternative recommendation as a response to a research
question that aims at testing hypotheses or exploring the existence of trends among a

larger population (Bryman, 2016).

In this study, the survey method is adopted, because of the nature of the study that
focuses on the impact if transformational leadership on the creativity of employees. Sur-
veys are particularly useful for collecting quantitative data systematically, enabling the
testing of hypotheses derived from the leadership and creativity framework (Bass & Rig-

gio, 2006).

The use of standardized instruments in creativity practice, like the Multifactor Leader-
ship Questionnaire (MLQ) and the creativity assessment scales, ensures the collection of
harmonized, repeatable data, regardless of participant mobility. This structured ap-
proach enables the study to ascertain statistical relationships between variables, provid-
ing robust insights into how leadership behaviors influence creativity at the organiza-

tional level (Hair et al., 2019a).
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Surveys are chosen for their versatility, cost-effectiveness, and ability to cover large pop-
ulations, thereby improving the quality of results. The structured nature of this strategy
also facilitates the comparability of responses, enabling efficient and reliable quantita-
tive analyses (Creswell & Creswell, 2018). Furthermore, this strategy is particularly ap-
propriate given that the research aims to examine quantifiable outcomes rather than
exploring personal perspectives, aligning well with the principles of quantitative re-

search.

3.5 Sampling Technique and Sample

This study utilized convenience sampling to obtain the participants for the research. In
statistics, convenience sampling is a non-probability sampling method where the sample
is drawn from the part of the population that is easily accessible and willing to participate,
making it feasible in gathering data in a relatively brief period of time (Etikan et al., 2016).
While convenience sampling may pose challenges regarding the generalization, it re-
mains a popular method in quantitative studies when time or resource constraints make

other sampling techniques impractical.

The author distributed a Google Forms survey to more than 120 employees working in
manufacturing sector in Finland. Out of the 120 surveys, 106 were completed, and after
eliminating incomplete or incorrectly filled questionnaires, 100 responses were finalized
for data analysis. The sample consists of employees from junior to mid-level positions
working under a supervisor in various departments of a company, ensuring some level
of diversity. For the purposes of this analysis, this sample size is adequate, as descriptive
statistics, correlations, and regression can be conducted effectively with this dataset. Ac-
cording to Bell et al. (2019), a minimum of 100 participants is sufficient for basic quanti-

tative studies, enabling valid deductions and analysis of relationships between variables.

In this study, the inclusion of employees from various departments in the manufacturing
firms ensures diversity in opinions on leadership behaviors and creativity. While conven-

ience sampling is limited in terms of representativeness, the diversity of roles among
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participants strengthens the reliability of data by offering broader insights aligned with
the research objectives. Employees from manufacturing firms are appropriate respond-
ents as they are integral to innovation and restructuring processes, making them highly

relevant for studying leadership and creativity interactions (Reim et al., 2022).

3.6 Measures

In this research, only validated instruments were adopted. The values of all items were
measured using the 5-point response of the Likert scale, which ranges from 1 (Strongly
Disagree) to 5 (Strongly Agree). A 20-item scale for measuring transformational leader-
ship designed by Avolio and Bass (1995) was used in the study. This scale is consisted of
four transformational leadership dimensions. Furthermore, five items were set from

each dimension.

Employee creativity was assessed using the scale developed by Zhou and George (2001),
consisting of 13 items. This scale focuses on behaviors and attributes associated with
creativity in the workplace. To ensure contextual relevance to the Finnish manufacturing
sector, certain scale items were slightly adjusted to reflect the specific organizational and
cultural nuances of the study’s setting. The adaptations were carefully undertaken to
preserve the validity and reliability of the scales while aligning them with the study’s

objectives and the unique dynamics of the selected sector.

3.7 Data Analysis

In this research study, SPSS software was used for detailed analysis of the data. Descrip-
tive statistics, including measures such as mean scores, standard deviations, and fre-
guency distributions, were used to recognise general patterns and trends in the data.
These metrics have given understandings into the prevalence, degree, and inconsistency

of transformational leadership behaviors and employee creativity within the sample
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population. By summarizing major features of the data, these measures supported elu-
cidate the degree and variances in leadership practices and creative activities among

survey respondents (Field, 2018; Hair et al., 2019a).

Analytical tasks assumed to assist in the estimation of the accuracy of the measurement
tools are also known as the reliability analysis. The reliability of the scales was evaluated
by a commonly used parameter Cronbach’s alpha (Taber, 2018). The recommended
threshold of 0.7, as minimal acceptable reliability was applied. Furthermore, Cronbach’s
alpha value of a variable/scale should be at least 0.7 and less than 1.0 to be accepted for

the study.

The reliability scores of four dimension of transformational leadership: idealized influ-
ence’s 0.906, inspirational motivation’s 0.855, intellectual stimulation’s 0.830 and indi-
vidualized consideration’s 0.878. Further, reliability as single construct secured reliability
score of 0.949. The results showed that the survey items on transformational leadership
and employee creativity measured the constructs consistently, which was important for

further analysis (Pallant, 2020).

In the course of this study, the author assessed the reliability of the scales measuring
transformational leadership and employee creativity through the use of Cronbach’s al-
pha, one of the most commonly used measures of internal reliability (Field, 2018). The

results are summarised in Table 2.

Table 2. Reliability analysis of scale

Scales No of items Alpha Value
Idealized Influences 5 0.906
Inspirational motivation 5 0.855
Intellectual stimulation 5 0.830
Individualized consideration 5 0.878

Employee creativity 13 0.949
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The scale measuring Idealised Influence, which had five items, received high endorse-
ment with an alpha value of 0.906, indicating that the concept tested had a lot of agree-
ment among respondents. This suggests a good level of consistency in defining the ability
of leaders to become a reference point for employees, which is an important aspect of
transformational leadership (Bass & Avolio, 1994). In the same way, the dimensions of
the Inspirational Motivation scale (a = 0.855) showed great accuracy and convey an im-
portant dimension of leadership—others placed emphasis on its importance towards fa-

cilitating changes in team interrelations (Northouse, 2021).

The Intellectual Stimulation scale, which asked if bosses promote creativity and problem-
solving, yielded a strong alpha coefficient of 0.83, which is in accordance with its con-
ceptual framework that seeks to encourage creativity among workers (Zhou & George,
2001). Individualised consideration, which pertains to the overall concern of leaders for

individual employees and their growth, was also reliable and had an alpha equal to 0.878.

The Employee Creativity scale, which represented 13 items, obtained a high alpha of
0.949. This significant value also enhances the validity of the instrument designed to
measure creativity, which is also a broad and multifaceted concept (Amabile et al., 1996).
Simply, the alpha scores are above the minimum recommended standard of 0.70,
thereby enhancing the reliability of the scales (Hair et al., 2019b). These findings sub-
stantiate the validity of the measurement constructs that were used for seeking answers

on the relationship between transformational leadership and employee creativity.

In the next step, Pearson’s correlation technique was applied in order to establish rela-
tionships among the variables of interest. This enabled the investigation of the strength
and nature of relationships that existed between the four aspects of transformational

leadership (Hair et al., 2019b).



40

As a last step, regression analysis was performed in order to check the hypotheses of the
study. The linear regression approach ventured to establish whether the transforma-
tional leadership dimensions affected employees’ creativity, where coefficients and lev-
els of significance were used to assess the strength of such relationships. Regression
findings provided evidence on the scope and how some specific leadership behaviors,
such as inspirational motivation, enhanced creativity among employees at Finnish man-

ufacturing boats (Field, 2018; Hair et al., 2019b).

3.8 Ethical Consideration

Ethics Ethics forms an integral concern in any research, especially when data collection
involves human participants. Therefore, this study follows proper ethical guidelines that
protect the rights and welfare of the participants in the course of this research. The first
ethical issue is informed consent (Hutton et al., 2008). Informed consent is provided to
the participants with all the information regarding the purpose of the study, the proce-
dures involved, and their rights as participants. Participants have the right to stop par-

ticipation in the study at any given moment and will not be penalised.

Confidentiality and data protection are also important in the present research. Partici-
pants are anonymised using either pseudonyms or participant codes, which replace any
identification that may be present in the data. Recordings, interview transcripts, and
other data are stored on password-protected devices to which only the researcher has
access. The element of this study follows the rules set out by the General Data Protection
Regulation, and it hence shows that the processing of the data will be secure, with com-
plete protection of privacy for the respondents. In cases where a participant would opt
to withdraw from the study, all data collected concerning that participant would be re-
moved from the study and destroyed. In bringing these ethical considerations into the
light, this study conforms to the standards of integrity in research: protection of partici-

pants' rights while producing valid and reliable findings.
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4. Results and Analysis

4.1 Descriptive Statistics

Statistics enlisted in the descriptive analysis give a snapshot of the study, which includes
the primary distributions and variation. This research considered five constructs: Ideal-
ised Influence, Inspirational Motivation, Intellectual Stimulation, Individualised Consid-
eration, and Employee Creativity, each of which was examined using a five-point Likert

scale. Table 3 is illustrating the outcomes of the analysis.

Table 3. Descriptive Statistics

N Mean Std. Deviation
Idealized Influences 100 3.7860 94249
Inspirational motivation 100 3.7440 .87251
Intellectual stimulation 100 3.7620 .78506
Individualized consideration 100 3.6680 .94205
Employee creativity 100 3.7631 .83636

The constructs of Idealised Influence had a mean of 3.786 (SD = 0.942). This suggests
that employees in the manufacturing industry agree on the point that their leaders pos-
sess adequate ethical values and are also leading by example. This is consistent with the
work of Bass and Riggio (2006), who argued that idealised influence is of great concern
when it comes to smoothing the trust and respect in employees. For Inspirational Moti-
vation, the mean score was 3.744 (SD=0.872), indicating moderate agreement that the
leaders were able to articulate a vision. The above findings conform to other studies that
placed emphasis on the role of motivational leadership as an important factor towards

an employee’s acceptance of the organisational vision (Northouse, 2021).

Leaders were able to foster the dimension of intellectual stimulation, as evidenced by

the mean of 3.762 (SD = 0.785), which implies employees had a moderately high level of



42

stimulation to think creatively. Such leadership practices are generally positively related
to employees’ creativity and problem-solving at the workplace (Avolio et al., 1999). The
mean for individualised consideration was slightly lower at 3.668 (SD = 0.942), suggest-
ing that the organisations should do more in trying to meet and address the individual
employee needs. Still, this value does support a focus on mentorship and employee
growth, which is a central theme in transformational leadership theories (Zhou & George,

2001).

Under Employee Creativity, a mean of 3.763 (SD = 0.836) indicates that a moderate de-
velopment of creativity was noticed by the respondents in the performance of the or-
ganisational roles. These results emphasise the role of transformational leadership in the
development of innovative approaches as highlighted by other researchers like Amabile
et al. (1996) and many other related studies (Shafi et al., 2020; Stanescu et al., 2021).
The presence of moderate mean scores across these constructs is seen as the reason
behind the balanced application of transformative leadership dimensions that enabled
enhanced employee creativity. In addition, the standard deviations are reasonable, indi-
cating spread but not extreme outliers, which ensures that the data is strong (Field, 2018;
Hair et al., 2019b). These descriptive results deliver a solid underpinning for further in-

ferential analysis.

4.2 Correlation Analysis

The analysis of correlation allows one to determine the degree and direction of the as-
sociation between the two variables. This helps in getting a perspective about the trans-
formational leadership dimensions with employee creativity. The results shown in Table
4 highlight that all variables were noteworthily correlated with each other at the signifi-
cance level of 0.01, which points to their interrelation and harmony on the theoretical
level. The significant correlations found in this study are consistent with theoretical ex-
pectations and past research (e.g., Shafi et al., 2020; Yang et al., 2021), which emphasise

those leadership traits in nurturing creativity in organizations. These results support the
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interconnectedness of the constructs and lay a good premise for the following regression

analysis.

Moreover, the analysis does not reveal any adulting high values of correlation coeffi-
cients (over 0.80), which points out multicollinearity problems. This guarantees that the
variables are still often relevant within the dataset, and it enhances the methodological
robustness of the study. Any leadership dimensions interrelatedness observed in this
study may be expected in the context of transformational leadership that is composite
in nature and has common traits that are interrelated. These results are quite critical in
the understanding of the relationship between descriptive statistics and the advanced
reliance method. They also reinforce the fact that the data structure is appropriate for

the regression analysis and the objectives of the study are justifiable.

Table 4. Correlation analysis

1 2 3 4 5
Idealized Influences (1) 1
Inspirational motivation (2) 7927 1

Intellectual stimulation (3) 7007 712" 1

Individualized consideration (4) 7137 7527 7347 1

UOI3B[3440)) UOSIedd

Employee creativity (5) 7177 6777 7507 7277 1

**_ Correlation is significant at the 0.01 level (2-tailed).

The correlation of idealised influence with employee creativity is also strong at 0.717,
demonstrating the extent to which ethical leadership behaviours are able to facilitate
the creative output of employees. High levels of integrity among transformational lead-
ers are expected to provoke followers to seek innovation, as pointed out by Amabile
(2018) and Avolio (2011). This suggest that supervisors with a high score on idealised

influence will boost the creativity abilities of employees working under their supervision.
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The relationship between inspirational motivation and employee creativity was shown
to significantly correlate at 0.677, which is sufficiently high to note the influence of hav-
ing a strong vision as being useful to the employees’ creative capabilities. This is owing
to the fact that as prior studies have shown and theorised, visionary leaders are more

able to push and deepen the phenomenology within their employees (Northouse, 2021).

Intellectual stimulation registers the highest among all dimensions’ correlation with em-
ployee creativity at 0.750. And this justifies the need for the subordinates to think criti-
cally and even displace the norm. Employees engage in innovative behaviour when their
leaders provide them with an environment that encourages intellectual stimulation

(Zhou & George, 2001).

Individualised consideration similarly affects employee creativity as well, with a figure of
0.727, indicating the importance of individual approaches in the development processes
of the employees. Such conclusions coincide with the cadences of transformational lead-
ership, where attention to the needs of subordinates encourages them to further grow

personally and find innovative methods to solve challenges (Bass & Avolio, 1994).

There is empirical evidence to support the theoretical foundations of transformational
leadership in the context of this analysis. Leadership constructs and their impact on cre-
ativity have been shown to have consistent, strong positive correlations across the di-
mensions of leadership. It is emphasised in this analysis that leaders who combine ethi-
cal actions, motivation driven by vision and intellectual challenge, as well as providing
personalised support, are the leaders who boost employees’ creativity. Hence, these
leaders promote innovation and performance in the organisational context by encour-

aging and including the people in an environment that is both diverse and challenging.

Fostering an inclusive and challenging environment is one of the key contributions of

transformational leadership being provided by the leaders in this growing evidence base
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in nurturing creativity in the manufacturing as well as complex dynamical sectors. Find-
ings suggest all respondents ranked the correlations reported as both strong and practi-
cal, which in turn can be used for leadership development. Organisations should focus
on providing all-inclusive, comprehensive training programs focused on different aspects
of transformational leadership in order to fully utilise the creative potential that is avail-
able. The outcome of such investments is enhancement in employees’ morale and crea-

tivity and strengthening of the competitiveness of the organisation in the longer term.

4.3 Regression Analysis: Hypotheses Testing

4.3.1 Impact of idealized influences on employee creativity

Table 5. Testing hypothesis 1

Hypothesis v DV R? Beta T F Sig.

H1 Tl  EC 0514  0.717 10.179 103.622 p <0.001

The Hypothesis 1 regression analysis assesses the impact of Idealised Influences (ll),
which is one of the dimensions of transformational leaders, on Employee Creativity (EC).
According to the results indicated in Table 5, however, this was very strong and highly
significant—p < 0.001. The majority (51.4%) of the variance accounting for employees’
creativity (R? = 0.514) was high. The beta coefficient (B =0.717), owing to the parameters

T=10.179 and a very low Sig value (Sig = p < 0.001), was notable as well.

Hypothesis 1 is supported, and it can be claimed that employees under idealised influ-
ence—leaders who are in full command of unquestionable ethical practices and are seen
as the role models—harness and build employees creativity. It is also consistent with
other studies, e.g., Teymournejad and Elghaei (2017), that involvement with idealised
leaders transforms the leader’s gallery to be creativity-focused. Creativity and the trust
and commitment driven by courage and vision are intrinsic qualities of the leaders that

stimulate employees to engage in novel and original ideas.
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The model is said to be effective in comprehending the association as the F-statistic is
significant (F = 103.622). The results coincided with what was provided by Shafi et al.
(2020), who stated that idealised leadership behaviours not only encourage the employ-
ees but also help to build an atmosphere that encourages exploration and innovative-

ness.

This study also supplements the work of Saad Alessa (2021), who advocated for idealised
influence in enhancing an organisation’s overall creative capabilities, especially in times
of high competition and change. Employees are more willing to go beyond the standard
way of doing things and try to do things differently when there is a high perception of

the leaders of the organisation being trustworthy and motivating.

These practical outcomes are very important. Organisations that would like to enhance
creativity must invest in training intended at promoting the idealised methods of lead-
ership. Creativity could be instilled in the leaders by being reliable, setting high ethical
benchmarks, and matching what one advocates for personally to what is defined at the
organisation. It also encourages leaders to be role models, which in turn increases the

confidence of employees and fosters their creativity.

4.3.2 Impact of inspirational motivation on employee creativity

Table 6. Testing hypothesis 2

Hypothesis v DV R? Beta T F Sig.

H2 TLIM EC 0458 0.677 9.094 82.698 p <0.001

In testing Hypothesis 2 through regression analysis, the author sought to find out the
influence of Inspirational Motivation (IM), a characteristic feature of transformational

leadership, on Employee Creativity (EC). The results, presented in Table 6, reveal a highly
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significant —p < 0.001 — positive relation between the two variables. The model ac-
counted for 45.8% of the variance in employee creativity (R? = 0.458), and the beta co-
efficient indicated moderate to strong positive influence (B = 0.677). The relationship is
highly significant as evidenced by the T value of 9.094 and p value of p < 0.001, which

validates the strength of the model.

Thus, these results considerably prove Hypothesis 2, for leaders seeking to motivate
teams through a clear vision while putting in place shared values are more likely to gal-
vanise creativity in their employees. It can then be further maintained that inspirational
motivation goes a long way to increase a person’s intrinsic motivation, imbue innova-
tiveness, and a mission in the workplace. This is consistent with Maladzhi and Yan (2014),
who stressed that followers who receive a well-defined and motivating vision tend to
increase their creativity and performance. A similar observation was made by Shafi et al.
(2020), who noted that transformational leaders possessing inspirational motivation
were able to create an environment appropriate for thinking creatively and problem-

solving.

The existing findings are consistent with Nasir et al. (2022), who stated that inspirational
motivation has a positive impact on the creative output of employees as it creates ex-
citement and engagement with their work. This view was also substantiated by Asada et
al. (2021), who emphasised the role of leaders who articulate an appealing vision in en-
hancing the creativity of employees in fast and turbulent environments. By inspiring em-
ployees to overcome current hurdles and address underlying problems, these leaders

aid in the development of creative solutions.

The value of the F-statistic (82.698) has further affirmed the statistical validity of the
model. These results proclaim the significance of inspirational leadership within the con-
text of enhancing organisational creativity. Inspiring and highly determined leaders’ one

focus allows their subordinate team members to apply creativity in performing tasks.
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These leaders’ attributes help employees overcome challenges and foster creative think-

ing and thereby support the establishment of a creative business climate.

4.3.3 Impact of intellectual stimulation on employee creativity

Table 7. Testing hypothesis 3

Hypothesis v DV R? Beta T F Sig.

H3 TLIS EC 0.562 0.75 11.222 125.926 p <0.001

The next step in the regression assessment, which is Hypothesis 3, looks at Intellectual
Stimulation (IS) as one of the key elements of transformational leadership and its impact
on Employee Creativity (EC). From the data, it is shown that IS and EC have a very high
R2 value of 0.562 and a statistically significant relationship —p < 0.001 — with about
56.2% variance in creativity, which can be explained by the model developed in Table 7
here. The beta coefficient of 0.75 explains the strong impact of the relationship, which

is statistically significant: T-value = 11.222, p-value = p < 0.001.

Further, findings have shown how those employees who boost intellectual stimulation,
which encourages them to actively question concepts and develop new and unique con-
cepts, significantly contribute to improving EC levels and therefore must be encouraged
within the organization. The norm of fostering intellectual stimulation on the part of the
leaders and encouraging team members to transform norms and think creatively has an
effect on the creative performance of the team. This is consistent with the findings of
Shafi et al. (2020), as they also suggested that such leaders stimulate their employees
improving their creativity and innovative capabilities. The researchers noted that it is the
leaders who first direct the employees to think differently and then engage in the pro-

cess of creative problem-solving to the utmost satisfaction of generating new ideas.

Mansoor et al. (2021) notice that intellectual stimulation is among the most reliable fac-
tors forecasting creativity in the organisational setting. Transformational leaders can

raise the creative potential of their teams by evoking curiosity and creating a climate in
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which it is alright for team members to voice peculiar views. The research further indi-
cates that intellectual stimulation promotes a sense of cognitive agility among the em-
ployees, encouraging them to tackle issues differently to come up with different solu-

tions.

Supporting these conclusions, Cengiz Ucar et al. (2021) turn the attention to the fact that
intellectual stimulation enhances employees’ versatility as it nurtures a warm climate in
which multiple viewpoints are accepted. Through their empirical research, they estab-
lished that leaders who actively promote intellectual stimulation are much more likely
to encourage their employees to their creative ways of thinking. The readiness to dispute
the status quo and to promote exploration and learning in the organisation are direct

contributors to an improved creative performance.

The argument regarding the relevance of the model is reinforced as the F-statistic of
125.926 shows, among other things, that intellectual stimulation is an important char-
acteristic towards creativity. Such leaders, who are able to ask interesting questions that
stimulate their employees’ intellectual curiosity, are able to create a work context that
allows for innovations and creative thinking. These results highlight the role of the leader
in providing such intellectual stimulation along with the need for unleashing the creative

talents of the employees.

4.3.4 Impact of individualized consideration on employee creativity

Table 8. Testing hypothesis 4

Hypothesis IV DV R? Beta T F Sig.

H4 TLIC EC 0.529 0.727 10.486 109.958 p<0.001

The regression analysis of Hypothesis 4 examines the two-way relationship between In-
dividualised Consideration dimension of transformational leadership and Employee Cre-
ativity. According to Table 8, it is evident that there is a positive effect with highly signif-

icant —p < 0.001 — correlation values, with R? standing at 0.529, implying that employee



50

creativity accounts for 52.9% of the variation in the model. Moreover, with a beta coef-
ficient of 0.727, this explains the great effect individualised consideration has on crea-

tivity, and the relationship is supported by T 10.486 and significance value = p < 0.001.

This leadership practice stems from the theory of individualised consideration and refers
to the concept in which leaders consider the needs and growth of every individual in
their teams. Transformational leaders who give individualised attention to every em-
ployee are able to stimulate creativity in them because such employees are encouraged
to be innovative and take a different approach towards work. This practice does not just
facilitate belongingness and a sense of worth but further enables the employees to be

more creative than ever before (Shafi et al., 2020).

Shafi et al. (2020) point out the importance of individualised consideration in relation to
the creative work of employees as it enhances the feeling of being appreciated by the
employees. They found out that leaders who care about their followers’ development
and nurturing of their personal interests motivate the employees to be more creative
and progressive in their problem solving. Leaders are able to promote higher creativity
within teams by delivering on individual developmental requirements and offering

his/her inspirational editorial remarks.

The same goes for Yang et al. (2021), who state that consideration of an individual
through individualised consideration is a significant factor in nurturing creativity among
employees. In their research, they established that employees who perceived their lead-
ers as effective were more willing to perform creative activities and come up with origi-
nal solutions to the tasks given. This kind of attention increases creativity and employee
happiness and motivation, which in turn fosters the culture of innovation.

These findings are also consistent with Purwanto’s (2020) work, who found that individ-
ualised consideration improves organisational empowerment. However, employees’

chances of providing innovative solutions or taking chances when customary ways of
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doing things are challenged increase when leaders provide specific assistance and direc-
tion. This is quite essential in volatile markets where many developments are taking

place.

The strength of the model is also improved with the F-statistic of 109.958, which asserts
that individualised consideration is one of the strong predictors of employee creativity.
Transformational leaders focus on the individual needs and potential of employees in
addition to ensuring their satisfaction so as to engage in creative behaviour, which is

critical for the growth of the organisation.

4.4 Summary of hypotheses

The results of the analysis in this research endeavour define and quantify transforma-
tional leadership as a phenomenon that affects employee creativity calculated in four
dimensions. The regression results reveal that there are significant and positive associa-
tions between each component of leadership style and creativity; R? ranges from 0.458
to 0.562, meaning that transformational leadership has the biggest contribution in ex-
plaining the variance in creativity. In particular, intellectual stimulation and individual-
ised consideration were found to be the most creative style predictors, in line with pre-
vious research (Shafi et al., 2020; Yang et al., 2021). These findings mean that leaders
who stimulate their members to think about intellectual issues while at the same time
catering to their individual needs possess great potential to improve the creative output
of the team. In summary, this study emphasises that transformational leadership plays
an important role in creating and enhancing innovative practices and organisational cre-

ativity.
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5. Discussion and Conclusions

5.1 Interpretation of Findings

The results of the analysis in this research endeavour define and quantify transforma-
tional leadership as a phenomenon that affects employee creativity calculated in four
dimensions. The regression results reveal that there are significant and positive associa-
tions between each component of leadership style and creativity; R? ranges from 0.458
to 0.562, meaning that transformational leadership has the biggest contribution in ex-

plaining the variance in creativity.

In particular, intellectual stimulation and individualised consideration were found to be
the most creative style predictors, in line with previous research (Shafi et al., 2020; Yang
et al., 2021). These findings mean that leaders who stimulate their members to think
about intellectual issues while at the same time catering to their individual needs pos-
sess great potential to improve the creative output of the team. In summary, this study
emphasises that transformational leadership plays an important role in creating and en-

hancing innovative practices and organisational creativity.

The parameters of idealised affection and inspirational motivation reflected slightly
lower but nonetheless noteworthy contributions to creativity, with references such as
Teymournejad and Elghaei (2017) and Saad Alessa (2021) supporting their practicality in
boosting organisational innovation through inspiring and aligning employees with the

leader’s vision.

In the context of the Finnish manufacturing sector, this study investigated the effects of
four transformational leadership aspects on employee creativity - Idealised Influence,

Inspirational Motivation, Intellectual Stimulation, and Individualised Consideration. The
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results showed that all aspects of transformational leadership have a major and favour-
able impact on worker creativity, underscoring their combined contribution to the de-

velopment of an inventive workforce (Mlinarevic et al., 2022).

Since role-modelling leaders foster trust and inspire employees to imitate excellent be-
haviour, idealised influence showed the strongest correlation with employee inventive-
ness. Similarly, by creating a common vision and motivating staff to think creatively, in-
spirational motivation has been shown to improve creativity (Mansoor et al., 2021). The
regression study revealed that intellectual stimulation, which pushes workers to chal-
lenge presumptions and consider novel solutions, had the highest predictive value, con-
firming its crucial role in encouraging creativity. Last but not least, individualised consid-
eration was crucial in meeting the specific needs of each employee, promoting their pro-

fessional and personal development, and stimulating creative outputs (Reim et al., 2022).

The transformative power of leadership in fostering creativity and innovation is high-
lighted by earlier studies like Shafi et al. (2020), which are consistent with our findings.
Additionally, the study shows how TL is applicable in the Finnish industrial setting, con-
firming findings by Imam et al. (2020) about the significance of leadership in industries

that are driven by innovation and competition.

Notwithstanding its merits, the study includes limitations that should be taken into ac-
count. First, the study was limited in its applicability to other industries or areas due to
its concentration on a single industry—manufacturing—and its geographical setting, Fin-
land. A broader insight might be obtained by broadening the focus to include global com-

parisons or a variety of sectors.

Second, self-reported measurements were used in the study's quantitative methodology,
which could restrict the depth of insights or add bias. Complementary qualitative meth-
ods, like case studies or interviews, could improve knowledge of leadership styles and

how they affect innovation.
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Third, although the study looked at how transformational leadership characteristics di-
rectly affected employee creativity, it ignored other moderating or intervening factors
such team interactions, organisational culture, and job happiness. By addressing these
elements, a more complex understanding of the processes behind creativity may be pos-

sible.

5.2 Comparison with Existing Literature

The findings from the study are in agreement with a wide range of literature that exists
on the relationship between transformational leadership and the creativity of employ-
ees. Maladzhi and Yan (2014) and Nasir et al. (2022) revealed that transformational lead-
ers promote creativity as they have a vision that makes followers willing to take risks and
try out new things. Asada et al. (2021) also reported that these leaders’ need for inspi-
rational motivation and idealised influence gives purpose to employees, which leads to
an overall increase in employee’s intrinsic motivation towards the implementation of

creative tasks.

The current results were further supported by Cengiz Ucar et al. (2021), who highlighted
the importance of intellectual stimulation in driving creative thoughts. This study's find-
ings support this claim by stating that creative employees recall leaders who challenge
conventional wisdom and promote creative solutions to problems. In line with that, Pur-
wanto (2020) and Yang et al. (2021) indicated that individualised consideration is critical
in building a psychologically safe climate under which employees can experiment with

new ideas without the fear of being evaluated.

Teymournejad and Elghaei (2017) additionally voiced the uniformity of the transforma-
tional leadership approach across the different organisational settings as a factor sup-
porting the results of this research. Furthermore, Saad Alessa (2021) substantiated that

transformational leadership dimensions work in unison to produce levels of sustained
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creative output amongst teams, which concurrently reinforces the current study's focus

on their collective benefits.

5.3 Implications for Finnish Manufacturing Industry

According to several studies, the results of this study have great relevance for the devel-
opment of the Finnish manufacturing sector, which is more and more oriented towards
innovation, digital transformation, and employee engagement. Employee creativity de-
pends greatly on transformational leadership. The role of a creative workforce is crucial
in sustaining competitiveness. Those in charge of Finnish manufacturing will benefit from
these insights to tune their management approaches to the rapidly changing needs of

the sector.

The dimension of Transformational leadership that has proved to be at the core of lifting
creativity and was pointed as the most important is leadership power in the form of in-
tellectual stimulation. This means that the owners of Finnish manufacturing firms should
allow employees to defy the ‘status quo’ and venture into the unexplored territory. Imam
et al. (2020), and Reim et al. (2022) studies demonstrate how TL with strong emphasis
on its intellectual stimulation enables industries that are technologically intensive to in-
novate in processes and products. For example, creating opportunities for going through
an idea-gathering stage and having an idea generation or testing stage in the procedure
will really improve the level of employee participation. Individualised consideration
stresses how crucial it is to know each employee’s personal needs and how they can be
assisted individually. Finnish companies have much to gain from individual training and
mentoring programs, as pointed out by Pihlajamaa et al. (2023), that would help create
an innovative ambience. In addition, such measures that promote employee health and
career development impact positively on retention and performance. In addition, ideal-
ised influence and inspirational motivation illustrate the importance of such leaders in
the manufacturing context. Leaders who can communicate a clear vision and set aims
for employees that help achieve the goals of the organisation are able to create that

common purpose to trigger both innovation and performance. As Mandagi et al. (2023)
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demonstrated, this type of leadership boosts team cohesion, which is especially im-

portant in Finland's industrial environment.

Finally, the fusing of transformational leadership styles with technology as advocated by
Jun and Lee (2023) could leave Finnish manufacturing firms as strong global innovators.
The establishment of digital tools and an innovative leadership culture could enhance
Finnish manufacturers in achieving their sustainability objectives and market needs in an

effective way, as indicated by llgn and Karjalainen (2023).

The study's conclusions offer a number of practical takeaways to leaders who want to
use transformational leadership techniques to boost employee creativity. Moreover,
each dimension among the four dimensions of transformational leadership provides
unique tactics that leaders can use to improve organisational performance and encour-

age creativity.

= Fostering an environment that pushes staff members to think critically and con-
sider novel concepts is one way that leaders can promote creativity. Implement-
ing techniques like brainstorming meetings, innovation laboratories, and semi-
nars aimed at fostering problem-solving abilities is part of this. Intellectual stim-
ulation is essential in knowledge-intensive companies, according to Imam et al.
(2020) and Reim et al. (2022), since it motivates staff members to challenge es-

tablished procedures and develop novel solutions.

= |tis critical to acknowledge each employee's distinct contributions and offer tai-
lored support. To address each person's needs, leaders can customise growth
plans, put mentorship programs into place, and provide helpful criticism. This
approach is consistent with research by Yang et al. (2021), which emphasises the

value of individualised care in raising staff morale and encouraging creativity.



57

= |n order to inspire employees, leaders must have a compelling vision and suc-
cessfully convey it to them. To match workers' efforts with company goals, lead-
ers can deploy motivating speeches, narratives, and well-defined goal-setting.
According to Mandagi et al. (2023), a common goal fosters team commitment

and cohesion, which in turn spurs innovation and output.

= Leaders who set an example for their staff members foster mutual respect and
trust, which motivates people to imitate actions that advance the success of the
company. This entails making moral decisions, exhibiting fortitude, and uphold-
ing a strong work ethic. According to research by Jun and Lee (2023), leaders who

exhibit these traits foster an innovative and accountable culture.

= By making communication and teamwork easier, digital tools can support trans-
formational leadership techniques. To find areas where employee creativity may
be maximised, leaders can use analytics or virtual brainstorming tools. According
to llgin and Karjalainen (2023), combining leadership approaches with digital in-

itiatives improves the capacity for creativity.

= |tis crucial to establish a psychologically secure workplace where staff members
may freely express their opinions without worrying about backlash. According to
Asada et al. (2021), these kinds of settings promote greater involvement and cre-

ative results.

Leaders can successfully apply transformational leadership principles to foster employee

creativity and propel organisational success by implementing these doable tactics.

5.4 Theoretical Contributions

This research contributes to the literature on transformational leadership and employee

creativity by providing empirical evidence of the multidimensional impact of transfor-
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mational leadership on creativity. It strengthens the understanding of how transforma-
tional leadership dimensions collectively and individually enhance innovative behavior.
First, this study corroborates the role of intellectual stimulation as the most critical factor
in driving creativity, as identified by earlier studies like those of Shafi et al. (2020) and
Reim et al. (2022). By emphasising critical thinking and problem-solving, the research
contributes to the theoretical framework of creativity as a dynamic interaction between
leadership and individual cognitive processes. Second, it extends the understanding of
individualised consideration, offering nuanced insights into its role in promoting psycho-
logical safety and employee development. This dimension’s impact on creativity enriches
transformational leadership theories by linking personal development to organisational

innovation outcomes.

The findings also support the applicability of transformational leadership theories in spe-
cific industrial and cultural domains, such the Finnish manufacturing sector. The state of
the art in transformational leadership in more traditional process-based businesses is
improved by identifying these dimensions with the needs of manufacturing particular. A
thorough approach to this complex problem of the interaction between transforma-
tional leadership characteristics is provided by the study's final demonstration of the
combined and reciprocal effect of these dimensions. In addition to improving knowledge
of transformational leadership, this theoretical contribution makes it applicable to lead-
ers attempting to combine several leadership philosophies for the best possible creative

results.

5.5 Suggestions for Future Research

The limitations highlighted above should be addressed in future studies to further our
understanding of this field. Research using cross-cultural comparisons or multiple indus-
tries can improve the generalisability of results and shed light on how industrial and cul-

tural settings affect the connection between creativity and transformational leadership.
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Additionally, by using mixed-method approaches, researchers could combine qualitative
and quantitative data to provide a more comprehensive knowledge of leadership prac-
tices (Reim et al., 2022). To better understand how transformational leadership encour-
ages innovation in practice, for example, interviews with leaders and employees can pro-

vide contextual details.

Future research should also look into mediating and moderating factors including digital
tools, team cohesion, and psychological safety to find out how transformational leader-
ship fosters creativity. According to studies by Asada et al. (2021) and Jun and Lee (2023),
these factors are important in determining organisational outcomes and should be stud-

ied further.

Lastly, by documenting how leadership tactics change over time and their ongoing con-
sequences on worker invention, longitudinal research designs may shed light on the
long-term effects of transformational leadership on creativity. Future research can ex-
pand on the results of this study by tackling these issues, leading to a more thorough
and in-depth comprehension of transformational leadership and its applications in vari-

ous contexts.

5.6 Conclusion

The relationship between transformative leadership and employee creativity in the Finn-
ish manufacturing sector is thoroughly examined in this thesis. According to the study,
employees' creativity is greatly enhanced by all four of the transformational leadership
facets: Idealised Influence, Inspirational Motivation, Intellectual Stimulation, and Indi-
vidualised Consideration. These results emphasise how crucial it is for leaders to foster
trust, question accepted wisdom, and offer tailored assistance in order to spur innova-
tion in a fiercely competitive sector. Both scholarly discussion and real-world applica-
tions can benefit from the implications, which provide practical advice for fostering cre-

ativity in comparable corporate settings.



60

References

Afriyie, N., Melyoki, L. L., & Nchimbi, M. (2020). The influence of employee self-efficacy,
outcome expectation and firm resources on intrapreneurial behaviour: insight
from Ghana. Athens journal of business & economics, 6(4), 349-376.
https://ideas.repec.org/a/ate/journl/ajbev6i4-4.html

Al-Ababneh, M. M. (2020). Linking ontology, epistemology and research methodol-
ogy. Science & Philosophy, 8(1), 75-91.

Amabile, T. (2011). Componential theory of creativity (pp. 538-559). Boston, MA: Har-
vard Business School.

Amabile, T. M. (2018). Creativity in context: Update to the social psychology of creativity.
Routledge.

Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work
environment for creativity. Academy of management journal, 39(5), 1154-1184.

Asada, N., Hashmib, H. B. A., Nasirc, M., & Khalidd, A. (2021). Transformational leader-
ship relationship with employee creativity: The moderating effect of knowledge
sharing and mediating effect of creative self-efficacy. Leadership, 15(8), 1005-
1029. DOI: 10.53333/1J1CC2013/15913

Ashfaq, F., Abid, G., llyas, S., & Hasnain, A. (2021). How transformational leadership in-
fluences innovative behavior: The mediating role of psychological empowerment
and proactivity of employees. Independent Journal of Management & Production,
12(1), 241-264. https://doi.org/10.14807/ijmp.v12i1.1162

Avolio, B. J., & Bass, B. M. (1995). Individual consideration viewed at multiple levels of
analysis: A multi-level framework for examining the diffusion of transformational
leadership. The leadership quarterly, 6(2), 199-218.

Avolio, B. J., Bass, B. M., & Jung, D. I. (1999). Re-examining the components of transfor-
mational and transactional leadership using the Multifactor Leadership. Journal

of occupational and organizational psychology, 72(4), 441-462.


https://ideas.repec.org/a/ate/journl/ajbev6i4-4.html
https://doi.org/10.14807/ijmp.v12i1.1162

61

Azeem, M., Ahmed, M., Haider, S., & Sajjad, M. (2021). Expanding competitive advantage
through organizational culture, knowledge sharing and organizational innova-
tion. Technology in Society, 66, 101635. https://doi.org/10.1016/j.tech-
50c.2021.101635

Baker, L. R. (2019). Just what is social ontology? Journal of Social Ontology, 5(1), 1-12.
doi: https://doi.org/10.1515/jso-2019-2001

Bass, B. M., & Avolio, B. J. (1993). Transformational leadership and organizational cul-
ture. Public administration quarterly, 112-121.

Bass, B. M., & Avolio, B. J. (1994). Transformational leadership and organizational cul-
ture. The International journal of public administration, 17(3-4), 541-554.

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership (2nd ed.). Mahwah, NJ:
Lawrence Erlbaum Associates

Batool, Z., Saleem, I., & Mustafa, F. (2020). Despotic and Transformational Leadership in
Collectivistic Culture: Evidence from Asian Tech Firms. Pakistan Journal of Social
Sciences, 40(1),227-242.https://pjss.bzu.edu.pk/index.php/pjss/arti-
cle/view/834

Bell, E., Bryman, A., & Harley, B. (2019). Business research methods (5: e uppl.) Oxford
University Press.

Berkovich, I., & Eyal, O. (2021). Transformational leadership, transactional leadership,
and moral reasoning. Leadership and Policy in Schools, 20(2), 131-148.
https://doi.org/10.1080/15700763.2019.1585551

Bollmann, O. (2021). Sustainable Manufacturing & Industry 4.0: Perceptions of Special-
ists Working in the Finnish Manufacturing Industry (Master's thesis, Hanken
School of Economics). https://helda.helsinki.fi/bitstream/10227/457164/1/Boll-
mann_Olivia.pdf

Bryman, A. (2016). Social research methods. Oxford university press.

Cengiz Ucar, A., Alpkan, L., & Elci, M. (2021). The effect of servant and transformational
leadership styles on employee creative behavior: the moderating role of authen-

tic leadership. International Journal of Organizational Leadership, 10, 99-119.


https://doi.org/10.1016/j.techsoc.2021.101635
https://doi.org/10.1016/j.techsoc.2021.101635
https://doi.org/10.1515/jso-2019-2001
https://pjss.bzu.edu.pk/index.php/pjss/article/view/834
https://pjss.bzu.edu.pk/index.php/pjss/article/view/834
https://doi.org/10.1080/15700763.2019.1585551
https://helda.helsinki.fi/bitstream/10227/457164/1/Bollmann_Olivia.pdf
https://helda.helsinki.fi/bitstream/10227/457164/1/Bollmann_Olivia.pdf

62

Chen, Y, Liu, D., Tang, G., & Hogan, T. M. (2021). Workplace events and employee crea-
tivity: A multistudy field investigation. Personnel Psychology, 74(2), 211-236.

Cheung, M. F., & Wong, C. S. (2011). Transformational leadership, leader support, and
employee creativity. Leadership & Organization Development Journal, 32(7),
656-672. doi: https://doi.org/10.1108/01437731111169988

Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and
Mixed Methods Approaches (6th ed.). SAGE Publications.

D'Amato, D., Veijonaho, S., & Toppinen, A. (2020). Towards sustainability? Forest-based
circular bioeconomy business models in Finnish SMEs. Forest policy and econom-
ics, 110, 101848. https://doi.org/10.1016/j.forpol.2018.12.004

Della Porta, F. (2023). The effect of transformational leadership on employees’ motiva-
tion and job satisfaction with the mediation impact of motivation in improving
job satisfaction: implication for businesses after Covid-19 pandemic.
https://urn.fi/URN:NBN:fi-fe20231024141090

Etikan, I., Musa, S. A., & Alkassim, R. S. (2016). Comparison of convenience sampling and
purposive sampling. American journal of theoretical and applied statistics, 5(1),
1-4.

Field, A. (2018). Discovering Statistic Using IBM SPSS Statistic, 5th Edn. ed J. Seaman (Los
Angeles, CA.

Gajdzik, B., & Wolniak, R. (2022). Smart production workers in terms of creativity and
innovation: The implication for open innovation. Journal of Open Innovation:
Technology, Market, and Complexity, 8(2), 68.
https://doi.org/10.3390/joitmc8020068

Gertler, M. S. (2017). “Being there”: Proximity, organization, and culture in the develop-
ment and adoption of advanced manufacturing technologies. In Economy (pp.
351-376). Routledge.

Ghanad, A. (2023). An overview of quantitative research methods. International journal
of multidisciplinary research and analysis, 6(8) 3794. doi:
https://doi.org/10.47191/ijmra/v6-i8-52


https://doi.org/10.1108/01437731111169988
https://doi.org/10.1016/j.forpol.2018.12.004
https://urn.fi/URN:NBN:fi-fe20231024141090
https://doi.org/10.3390/joitmc8020068
https://doi.org/10.47191/ijmra/v6-i8-52

63

Goldkuhl, G. (2012). Pragmatism vs Interpretivism in qualitative information systems re-
search. European journal of information systems, 21(2), 135-146. doi:
https://doi.org/10.1057/ejis.2011.54

Gong, Y., Huang, J. C., & Farh, J. L. (2009). Employee learning orientation, transforma-
tional leadership, and employee creativity: The mediating role of employee cre-
ative self-efficacy. Academy of management Journal, 52(4), 765-778.

Hair Jr, J., Page, M., & Brunsveld, N. (2019a). Essentials of business research methods.
Routledge.

Hair, J.F., Black, W.C. and Babin, B.J. (2019b). Multivariate data analysis. 8th ed. Andover,
Hampshire, United Kingdom: Cengage Learning Emea.

Harahap, M. A. K., Wurarah, R. N., Fathurohman, A., Suroso, A., & Iskandar, Y. (2023).
Globalization Substance And Industrial Revolution 4.0 And The Role Of Techno-
logical Innovation For Economic Development Towards Entrepreneurship.
http://repository.unipa.ac.id:8080/xmlui/handle/123456789/2300

Harrikari, T., Romakkaniemi, M., Tiitinen, L., & Ovaskainen, S. (2021). Pandemic and so-
cial work: Exploring Finnish social workers’ experiences through a SWOT analy-
sis. The British Journal of Social Work, 51(5), 1644-1662.
https://doi.org/10.1093/bjsw/bcab052

Hennink, M., Hutter, |., & Bailey, A. (2020). Qualitative research methods. Sage.

Hibbert, P, Sillince, J., Diefenbach, T., & Cunliffe, A. L. (2014). Relationally reflexive prac-
tice: A generative approach to theory development in qualitative research. Or-
ganisational research methods, 17(3), 278-298. Doi:
10.1177/1094428114524829

Hidayat-ur-Rehman, I., & Alsolamy, M. (2023). A SEM-ANN analysis to examine sustaina-
ble performance in SMEs: The moderating role of transformational leader-
ship. Journal of Open Innovation: Technology, Market, and Complexity, 9(4),
100166. https://doi.org/10.1016/j.joitmc.2023.100166


https://doi.org/10.1057/ejis.2011.54
http://repository.unipa.ac.id:8080/xmlui/handle/123456789/2300
https://doi.org/10.1093/bjsw/bcab052
https://doi.org/10.1016/j.joitmc.2023.100166

64

Hussain, M. K., & Khayat, R. A. M. (2021). The impact of transformational leadership on
job satisfaction and organisational commitment among hospital staff: a system-
atic review. Journal of Health Management, 23(4), 614-630.
https://doi.org/10.1177/09720634211050463

Hutton, J. L., Eccles, M. P., & Grimshaw, J. M. (2008). Ethical issues in implementation
research: a discussion of the problems in achieving informed consent. Implemen-
tation Science, 3, 1-8.

llgin, H. E., & Karjalainen, M. (2023). Insights from Finnish Experts on the Construction
Practices and Future Prospects of Cross-Laminated Timber (CLT). Forests, 15(1),
31. https://doi.org/10.3390/f15010031

Imam, H., Naqvi, M. B., Naqvi, S. A., & Chambel, M. J. (2020). Authentic leadership: un-
leashing employee creativity through empowerment and commitment to the su-
pervisor. Leadership & Organization Development Journal, 41(6), 847-864.
https://doi.org/10.1108/LODJ-05-2019-0203

Infor. (2024). What are manufacturing industries? | Definitive guide | Infor. (2024). Infor.
https://www.infor.com/en-gb/manufacturing-industries

Igbal, S., Moleiro Martins, J., Nuno Mata, M., Naz, S., Akhtar, S., & Abreu, A. (2021). Link-
ing entrepreneurial orientation with innovation performance in SMEs; the role of
organizational commitment and transformational leadership using smart PLS-
SEM. Sustainability, 13(8), 4361. https://doi.org/10.3390/su13084361

Jain, R., & Jain, C. (2016). Employee creativity: A conceptual framework. Management
and Labour Studies, 41(4), 294-313.

Jun, K., & Lee, J. (2023). Transformational leadership and followers’ innovative behavior:
Roles of commitment to change and organizational support for creativity. Behav-
ioral Sciences, 13(4), 320. https://doi.org/10.3390/bs13040320

Kanta. (2024). 5 Types of Manufacturing Processes. Katana.
https://katanamrp.com/manufacturing-processes/

Kenton, W. (2022, September 16). Manufacturing. Investopedia. Available at:

https://www.investopedia.com/terms/m/manufacturing.asp


https://doi.org/10.1177/09720634211050463
https://doi.org/10.3390/f15010031
https://doi.org/10.1108/LODJ-05-2019-0203
https://doi.org/10.3390/su13084361
https://doi.org/10.3390/bs13040320
https://www.investopedia.com/terms/m/manufacturing.asp

65

Khan, I. U., Amin, R. U., & Saif, N. (2022). Individualized consideration and idealized in-
fluence of transformational leadership: Mediating role of inspirational motiva-
tion and intellectual stimulation. International Journal of Leadership in Education,
1-11. https://doi.org/10.1080/13603124.2022.2076286

Kivimaa, P., & Rogge, K. S. (2022). Interplay of policy experimentation and institutional
change in sustainability transitions: The case of mobility as a service in Fin-
land. Research Policy, 51(1), 104412. https://doi.org/10.1016/j.re-
spol.2021.104412

Knezovi¢, E., & Drki¢, A. (2021). Innovative work behavior in SMEs: the role of transfor-
mational leadership. Employee Relations: The International Journal, 43(2), 398-
415. https://doi.org/10.1108/ER-03-2020-0124

Kukkonen, T. and Bolden, B., 2022. Nurturing Creativity in the Visual Arts Classroom Un-
derstanding Teacher Strategies through Amabile's Componential Theory. Cana-
dian Review of Art Education, 49(1), pp.46-62.
https://doi.org/10.26443/crae.v49i1.166

Le Hoang, C., & Ho, D. T. (2022). The impact of transformational leadership style on em-
ployee creativity and organizational innovation-A case of telecommunications
enterprises in the HCMC. Science & Technology Development Journal: Econom-
ics-Law & Management, 6(4), 3908-3918.
https://doi.org/10.32508/stdjelm.v6i4.1106

Lema, R., Pietrobelli, C., Rabellotti, R., & Vezzani, A. (2021). Deepening Or Delinking?:
Innovative Capacity and Global Value Chain Participation in the ICT Sectors.
Maastricht Economic and Social Research Institute on Innovation and Technology
(UNU-MERIT). https://doi.org/10.1093/icc/dtab035

Lemmetty, S., Glaveanu, V. P., Collin, K., & Forsman, P. (2020). (Un) Sustainable Creativity?
Different Manager-Employee Perspectives in the Finnish Technology Sector. Sus-
tainability, 12(9), 3605. https://doi.org/10.3390/su12093605

Lieder, M. and Rashid, A., 2016. Towards circular economy implementation: a compre-
hensive review in context of manufacturing industry. Journal of cleaner produc-

tion, 115, pp.36-51.


https://doi.org/10.1080/13603124.2022.2076286
https://doi.org/10.1016/j.respol.2021.104412
https://doi.org/10.1016/j.respol.2021.104412
https://doi.org/10.1108/ER-03-2020-0124
https://doi.org/10.26443/crae.v49i1.166
https://doi.org/10.32508/stdjelm.v6i4.1106
https://doi.org/10.1093/icc/dtab035
https://doi.org/10.3390/su12093605

66

Maladzhi, R. W., & Yan, B. (2014, December). Effect of inspirational and motivational
leadership on creativity and innovation in SMEs. In 2014 IEEE International Con-
ference on Industrial Engineering and Engineering Management (pp. 1433-1437).
IEEE.

Malibari, M. A., & Bajaba, S. (2022). Entrepreneurial leadership and employees’ innova-
tive behavior: A sequential mediation analysis of innovation climate and employ-
ees’ intellectual agility. Journal of Innovation & Knowledge, 7(4), 100255.
https://doi.org/10.1016/].jik.2022.100255

Mandagi, D. W., Rantung, D. I, Rasuh, D., & Kowaas, R. (2023). Leading through disrup-
tion: The role of transformational leadership in the digital age. Jurnal Mantik, 7(3),
1597-1161.

Mansoor, A., Farrukh, M., Lee, J. K., & Jahan, S. (2021). Stimulation of employees’ green
creativity through green transformational leadership and management initia-
tives. Sustainability, 13(14), 7844.

Marbell, D. (2024). Exploring the Impact of Leadership styles on Work Force Dynamics in
the Healthcare Industry. https://doi.org/10.57709/36998737

McKay, A. S., Mohan, M., & Reina, C. S. (2022). Another day, another chance: Daily work-
place experiences and their impact on creativity. Journal of Product Innovation
Management, 39(3), 292-311. https://doi.org/10.1111/jpim.12573

Mlinarevic, V., Tokic Zec, R., & Cvjeticanin, A. (2022). A model of transformational lead-
ership in the organisational culture of preschool institution. CEPS journal, 12(3),
103-126. https://nbn-resolving.org/urn:nbn:de:0111-pedocs-255028

Muhammad Sharif, A. N. (2024). Refining Individualized Consideration: Distinguishing
Developmental Leadership and Supportive Leadership.

Naeem, M., & Nawaz, M. A. (2017). The Impact of Transformational and Transactional
Leadership Styles on Employee’s Performance. Pakistan Social Sciences Re-
view, 1(2), 119-135.

Nasifoglu Elidemir, S., Ozturen, A., & Bayighomog, S. W. (2020). Innovative behaviors,
employee creativity, and sustainable competitive advantage: A moderated medi-

ation. Sustainability, 12(8), 3295. https://doi.org/10.3390/su12083295


https://doi.org/10.1016/j.jik.2022.100255
https://doi.org/10.57709/36998737
https://doi.org/10.1111/jpim.12573
https://nbn-resolving.org/urn:nbn:de:0111-pedocs-255028
https://doi.org/10.3390/su12083295

67

Nasir, J., Ibrahim, R. M., Sarwar, M. A., Sarwar, B., Al-Rahmi, W. M., Alturise, F., ... & Uddin,
M. (2022). The effects of transformational leadership, organizational innovation,
work stressors, and creativity on employee performance in SMEs. Frontiers in
Psychology, 13, 772104.

Ngoepe-Ntsoane, M. (2024). NAVIGATING CHANGE MANAGEMENT IN A YOUTH-DRIVEN
BUSINESS LANDSCAPE: A CASE STUDY ON INTER GENERATIONAL MANAGEMENT
DILEMMA WITHIN SOCIAL CHANGE.

NJOROGE, R. W. N. (2023). TRANSFORMATIONAL LEADERSHIP, ORGANIZATIONAL CUL-
TURE IN MILLENNIAL ENGAGEMENT IN SELECTED LEVEL-5 PRIVATE HOSPITALS IN
KENYA (Doctoral dissertation). http://dspace.pacuniver-
sity.ac.ke:8080/123456789/3767

Northouse, P. G. (2021). Leadership: Theory and practice. Sage publications.

Nuutila, S. (2019). Sustainable = Manufacturing  Finland.  Businessfinland.fi.
https://www.businessfinland.fi/en/for-finnish-customers/services/pro-
grams/ended-programs/sustainable-manufacturing-finland/

Nyakomitta, K. O. (2021). Influence of Transformation Leadership on the Performance of
Commercial Banks in Kenya (Doctoral dissertation, JKUAT-COHRED). http://lo-
calhost/xmlui/handle/123456789/5504

OECD. (2021). OECD Science, Technology and Innovation Outlook 2021. [online] Availa-
ble at: https://www.oecd.org/en/publications/2021/01/oecd-science-technol-
ogy-and-innovation-outlook-2021_3f424d14.html [Accessed 11 Nov. 2024].

Ogbeibu, S., Jabbour, C. J. C., Gaskin, J., Senadjki, A., & Hughes, M. (2021). Leveraging
STARA competencies and green creativity to boost green organisational innova-
tive evidence: A praxis for sustainable development. Business Strategy and the
Environment, 30(5), 2421-2440. https://doi.org/10.1002/bse.2754

Okreglicka, M., Mittal, P., & Navickas, V. (2023). Exploring the mechanisms linking per-
ceived organizational support, autonomy, risk taking, competitive aggressiveness
and corporate sustainability: the mediating role of innovativeness. Sustainabil-

ity, 15(7), 5648. https://doi.org/10.3390/su15075648


http://dspace.pacuniversity.ac.ke:8080/123456789/3767
http://dspace.pacuniversity.ac.ke:8080/123456789/3767
http://localhost/xmlui/handle/123456789/5504
http://localhost/xmlui/handle/123456789/5504
https://doi.org/10.1002/bse.2754
https://doi.org/10.3390/su15075648

68

O'Neill, A. (2024). Finland: Share of economic sectors in the gross domestic product (GDP)
from 2012 to 2022. Statista. https://www.statista.com/statistics/327513/share-
of-economic-sectors-in-the-gdp-in-finland/

Otto, K., Geibel, H. V., & Kleszewski, E. (2021). “Perfect leader, perfect leadership?” Link-
ing leaders’ perfectionism to monitoring, transformational, and servant leader-
ship behavior. Frontiers in Psychology, 12, 657394.
https://doi.org/10.3389/fpsyg.2021.657394

Pallant, J. (2020). SPSS survival manual: A step by step guide to data analysis using IBM
SPSS. Routledge.

Perera, K. D. R. L. J. (2023). Applying thematic analysis to analyse qualitative data: A re-
searcher’s experience. International Journal of Research and Innovation in Social
Science (ljriss).

Pihlajamaa, M., Malmelin, N., & Wallin, A. (2023). Competence combination for digital
transformation: a study of manufacturing companies in Finland. Technology Anal-
ysis & Strategic Management, 35(10), 1355-1368.

Pollanen, K. (2021). Organizational culture and masculinities in a startup company in Fin-
land. Nordic Journal of Working Life Studies, 11(4).

Porter, M. E. (1985). Technology and competitive advantage. Journal of business strat-
egy, 5(3), 60-78.

Purwanto, A. (2020). The effect of transformational leadership dimensions on job satis-
faction and organizational commitment: case studies in private university Lectur-
ers. Solid State Technology.

Raveendran, T. (2021). Does transactional leadership style predict performance of devel-
opment  officers.Sri  Lanka J Busin  Stud Finance, 1(1), 1-15.
https://fbsf.wyb.ac.lk/wp-content/uploads/2021/11/Article-01-I.pdf

Reim, W.,, Yli-Viitala, P., Arrasvuori, J., & Parida, V. (2022). Tackling business model chal-
lenges in SME internationalization through digitalization. Journal of Innovation &
Knowledge, 7(3), 100199. https://doi.org/10.1016/.jik.2022.100199

Runco, M. A., & Jaeger, G. J. (2012). The standard definition of creativity. Creativity re-
search journal, 24(1), 92-96.


https://doi.org/10.3389/fpsyg.2021.657394
https://fbsf.wyb.ac.lk/wp-content/uploads/2021/11/Article-01-I.pdf
https://doi.org/10.1016/j.jik.2022.100199

69

Saad Alessa, G. (2021). The dimensions of transformational leadership and its organiza-
tional effects in public universities in Saudi Arabia: A systematic review. Frontiers
in psychology, 12, 682092.

Saarinen, R. (2024). Exploring self-management in Finnish small and medium sized
growth companies (Master's thesis).

Saunders, M., & Tosey, P. (2012). Research Design.

Schulze, J. H., & Pinkow, F. (2020). Leadership for organisational adaptability: How ena-
bling leaders create adaptive space. Administrative Sciences, 10(3), 37.
https://doi.org/10.3390/admsci10030037

Schwab, K. (2018). The Fourth Industrial Revolution. In: Encyclopaedia Britannica. [online]
Available at: https://www.britannica.com/topic/The-Fourth-Industrial-Revolu-
tion-2119734.

Sekyere, M. 0. (2020). Relationship between heads leadership styles and teacher effec-
tiveness in senior high schools at Bantama Sub Metro in the Kumasi Metropo-
lis (Doctoral dissertation, University of Education, Winneba).
http://41.74.91.244:8080/handle/123456789/2895

Shafi, M., Lei, Z., Song, X., & Sarker, M. N. I. (2020). The effects of transformational lead-
ership on employee creativity: Moderating role of intrinsic motivation. Asia Pa-
cific Management Review, 25(3), 166-176. https://doi.org/10.1016/j.ap-
mrv.2019.12.002

Shrestha, M., 2020. Transformational leadership and its dimensions: Contributions in or-
ganizational change among schools. BSSS: Journal of Management, 11(10),
pp.112-131.

Siangchokyoo, N., Klinger, R. L., & Campion, E. D. (2020). Follower transformation as the
linchpin of transformational leadership theory: A systematic review and future
research agenda. The Leadership Quarterly, 31(1), 101341.
https://doi.org/10.1016/j.leaqua.2019.101341

Stanescu, D. F., Zbuchea, A., & Pinzaru, F. (2021). Transformational leadership and inno-
vative work behaviour: the mediating role of psychological empowerment. Ky-

bernetes, 50(5), 1041-1057.


https://doi.org/10.3390/admsci10030037
http://41.74.91.244:8080/handle/123456789/2895
https://doi.org/10.1016/j.apmrv.2019.12.002
https://doi.org/10.1016/j.apmrv.2019.12.002

70

Stanescu, D. F., Zbuchea, A., & Pinzaru, F. (2021). Transformational leadership and inno-
vative work behaviour: the mediating role of psychological empowerment. Ky-
bernetes, 50(5), 1041-1057. https://doi.org/10.1108/K-07-2019-0491

Suen, L. J. W., Huang, H. M., & Lee, H. H. (2014). A comparison of convenience sampling
and purposive sampling. Hu li za zhi, 61(3), 105.

Taber, K. S. (2018). The use of Cronbach’s alpha when developing and reporting research
instruments in science education. Research in science education, 48, 1273-1296.

Temmes, A., & Peck, P. (2020). Do forest biorefineries fit with working principles of a
circular bioeconomy? A case of Finnish and Swedish initiatives. Forest policy and
economics, 110, 101896.

Teymournejad, K., & Elghaei, R. (2017). Effect of transformational leadership on the cre-
ativity of employees: An empirical investigation. Engineering, Technology & Ap-
plied Science Research, 7(1), 1413-1419.

Ugochukwu, C. (2024, January 29). Transformational Leadership Theory. Simply Psychol-
ogy. https://www.simplypsychology.org/what-is-transformational-leader-
ship.html

Van Tuin, L., Schaufeli, W. B., & Van den Broeck, A. (2021). Engaging leadership: Enhanc-
ing work engagement through intrinsic values and need satisfaction. Human Re-
source Development Quarterly, 32(4), 483-505.
https://doi.org/10.1002/hrdq.21430

Wang, G., Oh, I. S., Courtright, S. H., & Colbert, A. E. (2011). Transformational leadership
and performance across criteria and levels: A meta-analytic review of 25 years of
research. Group & organization management, 36(2), 223-270.
https://doi.org/10.1016/j.leaqua.2011.07.007

Wyllie, T. M. (2020). HOW TRANSACTIONAL AND TRANSFORMATIONAL LEADERSHIP AF-
FECTS WORKFORCE BEHAVIOUR.

Yang, Y., Li, Z., Liang, L., & Zhang, X. (2021). Why and when paradoxical leader behavior
impact employee creativity: Thriving at work and psychological safety. Current

Psychology, 40(4), 1911-1922.


https://doi.org/10.1108/K-07-2019-0491
https://doi.org/10.1002/hrdq.21430
https://doi.org/10.1016/j.leaqua.2011.07.007

71

Zhang, W., Xu, F., & Wang, X. (2020). How green transformational leadership affects
green creativity: Creative process engagement as intermediary bond and green
innovation strategy as boundary spanner. Sustainability, 12(9), 3841.
https://doi.org/10.3390/su12093841

Zhou, J., & George, J. M. (2001). When job dissatisfaction leads to creativity: Encouraging
the expression of voice. Academy of Management journal, 44(4), 682-696.

Zhou, J., & Hoever, 1. J. (2014). Research on workplace creativity: A review and redirec-
tion. Annu. Rev. Organ. Psychol. Organ. Behav., 1(1), 333-359.

Zukauskas, P., Vveinhardt, J., & Andriukaitiené, R. (2018). Philosophy and paradigm of
scientific research. Management culture and corporate social responsibil-

ity, 121(13), page 123. Doi: 10.5772/intechopen.70628


https://doi.org/10.3390/su12093841

72

Appendices

Appendix A: Finland: Share of economic sectors in the gross domestic

product (GDP) from 2012 to 2022
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Source. (O'Neill, 2024)
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Appendix B: Questionnaire

Demographics

Gender: OMale OFemale OO0ther
Age Group: O20-30yrs O30-40yrs O40-50yrs  O> 50yrs
Qualification: OBachelor  OMasters OM.Phil. OPhD
Oln- OAssistant/Sup-
Job Role: OGeneral Staff/Employee
tern/Trainee  port Worker
O7-10
Years of Experience: O1-3years (O4-6 years O> 10 years
years
OProduc- OSales & Market-
Department: OR&D OHRM
tion ing
Size of Organiza- Oless than O500 or
O50-249 0250499
tion: 50 more

Key: 1. Strongly disagree 2. Disagree 3. Neither agree nor disagree 4. Agree 5. Strongly

agree
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TRANSFORMATIONAL LEADERSHIP

S/N

TLI1
TLI2

TLI3

TLI4

TLI5

TLIM1
TLIM2
TLIM3
TLIM4
TLIMS

TLIS1
TLIS2
TLIS3
TLIS4

TLIS5

TLIC1

TLIC2
TLIC3

TLICA

TLIC5

Statement

Idealized Influence

| feel proud to be associated with my team leader

| have complete faith in my team leader

My team leader has a sense of mission which he/she
transmits to me

Team leader always expresses satisfaction when
his/her expectations are met.

| have a strong conviction in his/her beliefs and values.
Inspirational Motivation

My team leader sets high standards for my work.

My team leader is a role model for me.

My team leader develops ways to encourage me.

He/she talks optimistically about the future.

| have complete confidence in him /her.

Intellectual Stimulation

My team leader always shows how to look at old prob-
lems in new ways

My team leader always emphasises my use of intelli-
gence to overcome obstacles.

My team leader makes me back up my opinions with
good reasoning.

My team leader always mobilises a collective sense of
mission

My team leader suggests new ways of completing the
tasks assigned

Individual Consideration

My team leader gives personal attention to me when
| seem neglected.

My team leader finds out what | want and helps me to
get it.

My team leader appreciates when | do good job.

My team leader spends time in coaching and teaching
every staff members

My team leader treats me as an individual rather than
just a member of the group.

O O O OO
O O O OO0
O O O OO0
O O O OO0
O O O OO0

OO O O0O0
OO O 0O
O O O 0O
O OO O0O0
O O O 0O

O O O O O
O O O O O
O O O O O
O O O O O
O O O O O

O O O O O
O O O O O
0O O O O O
O O O O O
O O O O O
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EMPLOYEE CREATIVITY
S/N Statement

| am encouraged to suggests new ways to achieve
EC1

goals or objectives.

| am encouraged to suggests new and practical ideas
EC2

to improve performance.

| am encouraged to searches out new processes and
EC3

techniques.

| am encouraged to suggests new ways to increase
EC4

quality.

| am | am encouraged to be a good source of creative
EC5

ideas
EC6 | am encouraged to not be afraid to take risks.

| am encouraged to promote and champion ideas to
EC7

others

| am encouraged to exhibits creativity on the job,
EC8

when given the opportunity

| am encouraged to develop adequate plans and
EC9

schedules for the of new ideas.

| am encouraged to often have a new and innovative
EC10

idea to deal with the customers.

| am encouraged to comes up with creative solutions
EC11

to customers’ problems.

| am often encouraged to have a fresh approach to
EC12

customer queries.

| am encouraged to suggest new ways of completing
EC13

the assignments in the call centre.



