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Abstract—This paper investigates the mediating role of
structural empowerment between transformational leadership
(TLs) and individual creativity. A sample based data was
collected from 450 faculty members from higher technical
institutions (HTIs) of Libya. The findings indicate that TL and
structural empowerment positively affect individual creativity.
The findings also indicate that structural e mpowerment partially
mediates the relationship between TLs and individual creativity.
The findings will contribute to transformational leadership,
empowerment and creativity literature in a part of the world in
which limited knowledge is available in this area. The results are
valuable for Libyan’ decision makers in HTIs so that they can
enrich their agenda in designing programs to develop managers’
leadership skills and enhance creative behaviors of their
employees. The results of this research contribute to the
literature on individual creativity in education management
literature by enhancing the understanding of the influences of
structural empowerment and transformational leadership on
individual creativity among faculty members. This study offers
important policy insight for higher technical leadership who seek
to increase individual creativity among faculty members.
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. INTRODUCTION

Many scholars contend that the main role of leadership in
contemporary organizations in the management of creativity,
encouragement and supported it. Emerging studies are calling
to change the managerial approach and move away from the
traditional approach of trial and error based leadership towards
the creative approach [1]. There is a consensus among scholars
and practitioners that the capabilities of creative employees in
organizations are affected by the prevailing pattern of
leadership, thus leadership is one of the fundamental aspects
affecting the organizational creativity [2] and plays a crucial
role in promoting creativity [3]. To support this view, Bel,
argues that leaders representing the main pillar in the creativity
management in organizations by either encouraging the
creativity or discouraging it [4]. In this view, researchers have
paid their attention to TLs. Many scholars, practitioners, and
administrators have called for more efforts to adapt to the
environment and to respond to the rapid changes facing by
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them. Transformational leaders (TLs) work to achieve their
goals using a variety of methods and management tools that
facilitate and support the principles developed based upon it.
Among the most famous methods is empowering employees.
Employee empowerment requires tremendous efforts in terms
of restructuring an organization and its processes, systems and
organizational climate to build empowerment and be able to
achieve concrete outcomes. The TLs is a primarily dependent
on teamwork to empower their followers to act and make
decisions, and give them the power that enables them to be
creative in their work. Empowerment is one of the important
methods and requirements used by transformational leaders to
achieve participation and cooperation with their followers and
emphasize the strong commitment towards achieving the goals

[5]
Il. BACKGROUND

A. Relationship between transformational leadership and
individual creativity

The TLs can be defined as a leader’s behavior that inspires
his/her followers to perform beyond expectations and
transcending self-interest to the interest of the organization [6].
Its dimensions are (1) idealized attributes, (2) idealized
behaviors, represents a set of attributes and behaviors which
make the leader as a role model by subordinates, (3)
Individualized consideration, it focuses on the communication
and behaviors between the leader and his/her subordinates [7],
(4) Intellectual stimulation, is related to the ability of the leader
to convince subordinates to need to abandon old ways of
thinking and adopt creative ways [8], (5) Inspirational
motivation means the leaders’ ability to articulate a vision
while demonstrating optimism and enthusiasm [9]. The TLs
dimensions were and still are the field of the researchers to
know its relationship and influence on a lot of behaviors, such
as organizational learning, job satisfaction, turnover etc. With
regard to its relationship with creativity, extant research has
shown contradictory conclusions; ranging from positive, weak
and negative relationship. The findings of some researchers
show that leadership, in general, has a significant positive
relationship on individual creativity [10; 2; 11; 12]. The TLs
enhances creativity by providing adequate support to followers

Copyright © 2018, the Authors. Published by Atlantis Press. 708
This is an open access article under the CC BY-NC license (http://creativecommons.org/licenses/by-nc/4.0/).



‘ATLANTIS

PRESS
[13]. TLs appreciate behaviors that create an environment that
generate new ideas and solutions to organizational problems.
Although TLs recognize that creativity and change associated
with risks, but they continue working, challenge and learn from
their mistakes, as they learn from their successes. Thus, we
hypothesized that:

H1: TLs dimensions has a positive impact on individual
creativity among faculty members in the western region of
Libya.

B. Relationship between transformational leadership and
structural empowerment

Structural empowerment refers to making amendments in
each of the policies, procedures and organizational structures
aimed to grant employees a high degree of autonomy in the
organizational decision-making process and participation of
the followers in the sources of power, knowledge, rewards,
information, resources, and opportunity [14]. TLs work to
achieve organizational goals using a variety of methods and
management tools that facilitate and support the principles;
among the most famous of these methods is employee
empowerment [15]. Many studies of organizational leadership
emphasize the impact of leadership behavior on empowerment,
and it is the modern way to increase organizational
effectiveness [16]. Empowerment requires tremendous efforts
in terms of restructuring the organization and its processes,
systems and organizational climate to build empowerment
able achieve concrete outcomes.

The TLs mainly dependents on teamwork and working to
empower their followers to make decisions and give them
powers to enable them to do their work. Thus, we
hypothesized that:

H2: TLs a positive impact on structural empowerment among
faculty members in the westernregion of Libya.

C. Relationship between structural empowerment and
individual creativity

The empowerment commits employees towards achieving
organizational goals [8]. Today’s organizations cannot be
limited to the cooperation of a small group of employees, but
should include all personnel and provide opportunities for
doing good jobs. Kanter and Laschinger identified six
dimensions for structural empowerment: information, support,
resources, opportunity, formal power and informal power
[17,18]. These six dimensions constitute the well-established
multidimensional construct for structural empowerment
throughout literature.

A study by [9] showed that jobs which have the diversity
of tasks and autonomy and a low level of routine and
regulations promotes a sense of empowerment among
employees. Leaders who support the democratic culture of
organizations will lead to highest production levels of creative
performance of employee compared with hierarchical working
structures. Literature suggests that the lewvels of the
empowerment in the organization depend on the nature of the
structural conditions in the work environment. Thus, we
hypothesized that:
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H3: Structural empowerment has a positive impact on
individual creativity among faculty members in the western
region of Libya.

I1l. METHOD

The data for this study was collected from a sample of 450
HTIs* faculty members in western region of Libya. The
participants completed a questionnaire consisting of several
different scales which evaluate all constructs in the conceptual
model of the study. The scales were selected based on their
use in literature and possessing acceptable characteristics in
terms of content validity and reliability. The TLs was
measured by the Multifactor Leadership Questionnaire (MLQ),
consisting of 20 items [19]. The structural empowerment was
measured with 19 items by the instrument developed by [18].
Individual creativity was measured with 12 items by the scales
developed by [20, 21]. All items were based on a 5-point
Likert type scale, ranging from 1 (strongly disagree) to 5
(strongly agree).

Empowerment

Transformation , Y Individual
leadership o o creativity

Fig. 1. Conceptual model of the study

The age of 26.1% respondents were below 40 years, 56.2%
were between 41-50 years and 17.7% were above 51 years.
The 75.1% of the participants hold Master degrees while the
remaining 24.9% hold PhD. As for scientific titles, 49%,
378%, 12.8% and 0.5% of the participants hold assistant
lecturer, lecturer, assistant professor, associate professor titles
respectively. There was no full professor in the sample. The
9.1% of the respondents had 1-5 years’ experience, 42.4% had
6-10 years of experience, and the remaining 27.7% and 20.7%
had 11-15 years and over 16 years of work experience
respectively.

IV. RESULTS

All the data were analyzed using SPSS, version 21. The
linear regression employed as well as mediation analysis to
test the hypotheses following [22]. Descriptive statistics,
Cronbach alphas and correlation coefficients of the variables
are presented in Table 1. None of the correlations values
exceeded .8, indicating no threat of collinearity [23]. The
results show that mean value of TLs is below the mid-point of
the scale, indicating that faculty members of HEIs in Libya
believe that their leaders display low lewels of
transformational leadership behaviors.

TABLE I. SD, CRONBACH ALPHAS AND CORRELATION MATRIX
Variables Mean s.D 1 2 3
Transformational Leaders 297 66" (.94)

Structural Empowerment 322 727 | 56377 | (91)
Individual Creativity 3.80 417 | 513 45T | (77)
a coefficients are presented on the diagonal in the parentheses. *** < 0.01.
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Hypothesis 1 predicted that transformational leadership
will be positively related to individual creativity. Our results
showed that TLs explains 26% of the variance in individual
creativity, that is R2 =.26. The results also showed that TLs
contributed positively and significantly to individual creativity
(B=.51,p<.01). Thus, hypothesis 1 is supported.

Our second hypothesis concerned the relationship between
TLs and structural empowerment of employees. The results
showed that TL explains 31% of the variance structural
empowerment, that is R2 =.31. The results also showed that
TLs contributed positively and significantly to structural
empowerment (B = .56, p < .01). Therefore, our data confirms
the relationship.

The third hypothesis expected a positive relationship
between structural empowerment and individual creativity.
The results showed that structural empowerment explains 21%
of the variance in individual creativity, that is Rz =.21. The
results also showed that TLs contributed positively and
significantly to individual creativity (B = 45, p < .01). Hence,
the relationship is confirmed.

The hypotheses did not formally address possible
relationships between the individual and contextual variables
and work-related outcomes. However, the appearance of the
conceptual model (see Fig. 1) suggests that recipients’ change
proactivity may mediate the relationship between the
individual and context-related variables and work outcomes.

According to [24], a necessary aspect of a meditational
analysis is that (a) the independent variable should be
significantly associated with the outcome variable (path c); (b)
there should be a significant correlation between the
independent variable and the mediator variable (path a). Third,
there should be a significant correlation between the mediator
variable and the dependent variable (path b), and finally, when
controlled for the mediator variable (when the mediator
variable is entered in the regression equation describing path
c), the correlation in path (a) should no longer be statistically
significant and thus be eliminated. This implies that the effect
between the independent and the dependent variables unfolds
itself through the mediator variable. However, given the
multiple causes that exist in social reality, it is unlikely to
achieve complete mediation. Therefore, the last condition can
be relaxed to ‘a significant reduction of the direct effect’
rather than a complete elimination of the effect. When this is
applicable, one speaks of partial mediation [25, 26].

Our results showed that TLs and empowerment together
accounted for 30% of variance in individual creativity. The
results also showed that when we controlled for the mediator
variable, the B value of TLs decreased from .51 to .37.
However, the B value of TLs is still significant at .01. This
indicates that empowerment partially mediates the relationship
between TLs and individual creativity.

V. DISCUSSION

HTIs in Libyan has recently experienced significant
growth after the establishment of an independent body with
the aim to dewelop strategies to promote higher technical
education to meet the needs of the local market, which
currently relies heavily on expatriate to manage and
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implement development plans in the country. Howewer, this
sector remains substandard in the efficiency of its outputs. The
purpose of this study was to investigate the relationships
among transformational leadership, structural empowerment,
and individual creativity amid faculty members in selected
HTIs in Libya.

This study also performed mediation analysis to identify
the mediating effect of empowerment on the relationship
between transformational leadership and individual creativity.

In the first stage, the hypothesis of whether
transformational leadership has a positive influence on
individual creativity among faculty members in HTIs in Libya
was tested. The results show that transformational leadership
positively influences individual creativity. Our results suggest
that the transformational leadership enhances individual
creativity among faculty members. So, our findings are
consistent with some previous studies, mostly conducted in
Western, dewveloped countries, that also inwvestigated such
relationship [10,11,27,28,29].

In the second stage we tested the hypothesis; that
transformational leadership has a positive influence on
structural empowerment. This hypothesis was also supported.

In the third stage we tested the hypothesis; that structural
empowerment has a positive influence on individual creativity.
The results indeed confirmed such a relationship. The findings
are consistent with several studies that found the positive
influence of empowerment on individual creativity.

The final step and the main goal of the study was the
examination of the mediation analysis to identify whether
structural empowerment mediates the relationship between
transformational leadership and individual creativity. The
mediation results showed that structural empowerment
partially mediates the relationship between transformational
leadership and individual creativity. So, transformational
leadership has both direct and indirect effect on individual
creativity. This finding represents an important contribution to
the literature which shows structural empowerment as a
crucial structural mechanism through which transformational
leadership influences employee creativity. The partial
mediation suggests that structural empowerment plays an
important role in the relationship between transformational
leadership and creativity, where structural empowerment acts
as a variable that strengthens the relationship between
transformational leadership and creativity. Partial mediation
of structural empowerment also indicate that there were many
other variables that can play the role of mediator in the
relationship  between transformational leadership and
creativity, and the researcher believes that partial mediation is
better in terms of an applied process than fully mediates
indicating that the median variable is the only variable that is
unique in effect on the strength of the relationship between the
independent variable and the dependent variable. Thus, as a
result of the partial mediation of structural empowerment in
this study, the field becomes wider for interested researchers
to conduct studies similar to the discovery of other mediation
variables in the same relationship between the variables.
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V1. CONCLUSION

In contrast to some previous studies which showed a
negative relationship between transformational leadership and
individual creativity, the findings of the current study showed
transformational leadership positively affects individual
creativity of employees.

The results also showed the ability of transformational
leadership to enhance its role on individual creativity through
structural empowerment as a mediator in this relationship,
where the study confirmed the partial mediation role of
structural empowerment in the relationship between the
transformational leadership and individual creativity.
Transformational leadership influence on individual creativity,
both directly and through structural empowerment, contributes
significantly to the enhancement of individual creativity which
represents the main source of team creativity and
organizational creativity. According to the partial mediation
results, structural empowerment explains how
transformational leadership is related to individual creativity,
this means the faculty members who work with
transformational leadership expected to have more access to
information, resources, opportunities, and support through the
formal and informal power [20,31,32]

The outcomes of this study provide a framework within
which HTIs in Libya can embrace transformational leadership
strategies to satisfy their prospective employees and students,
particularly if they are permitted to operate in an environment
that is becoming more deregulated and competitive. It is
recommended that the leaders in public institutions in Libya
adopt transformational leadership practices as their standard
leadership style. The findings of this study can also assist
leaders and managers of other sectors in Libya to improve
their approach to enable their employees and supporting
creative performance. It is clear that this research study has
limitations as with other research, which may impact
negatively on outcomes.

Although our analysis provides support for the relationship
between transformational leadership, empowerment, and
creativity, the study design precluded the demonstration of any
causal relationships. The study design was a cross-sectional
survey design rather than an experimental design so that
causality could be inferred. Because data were collected at one
point in time, the direction of causality of the relationships
examined in this study is not certain. However, this is a
common issue in survey research and a limitation to
knowledge. An experimental design would have provided a
more robust test of the hypothesized causal relationship, but
such research in the leadership field is relatively rare (Lu,
2006). Some of the limitations, however, lead to opportunities
for future dewvelopment and additional research. Further
research should be conducted to test the mediation and
dependent variables within the organizational context in the
relationship with the transformational leadership.

Finally, this study has theoretical implications in the
education management literature to dewvelop and werify a
theoretical framework for the relationships between the
perceptions of transformational leadership, structural
empowerment, and individual creativity. This study offers
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more understanding of the structural empowerment role that
underlies this relationship and achieved theoretical
contributions in education management literature in Libyan
context.
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