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Abstract. The purpose of this study was to inspect the implticansformational leadership
on employee creativity with the aid of job satisifac in the public and non-public sectors,
of Bangladesh. A self-administered questionnaire ar@ce used to gather data from 350
employees. Structural equation modeling (SEM) whih aid of The Analysis of Moment
Structures, i.e., IBM SPSS 22 used to be utilibechieck hypotheses. The findings exhibit
that transformational leadership was once signifigaand positively associated with each
job satisfaction and employee creativity. Furthemmgob satisfaction had a significant
relationship with employee creativity. Consequentthe results underlined a significant
mediation impact on job satisfaction in the intéiacbetween transformational leadership
and employee creativity. This research affords eogdiproof of the interaction between
transformational leadership, job satisfaction, amgployee creativity in a key enterprise in
a developing country, Bangladesh. Finally, thisiesbout was once carried out in public
and non-public sectors in a growing country, Badgsh, therefore, the consequences can't
be generalized throughout countries.

Keywords: Transformational leadership, Job satisfaction, g creativity, Public &
Private Sector Bangladesh

1. Introduction

Employee creativity is considered as a very esalefactor in organizations, this reason
hasconvenedhe interest of researchers to identify its priet&c Most prior studies broadly

determine the transformational leadership appr@ach great factor that can influence
employees’ creativity, significantly. State or ingional qualified leadership is needed
everywhere. Overcoming difficult situations in ammisis depends a lot on leadership skills.
Who seeks solutions to crises as well; Take thingdride and try not to focus too much
on the problem. The leader is an individual who banable to create a perfect work
environment, inspire, and help individuals perfatithe highest level they can. There is
no substitute for proper leadership to manage ganization properly. According to

geneticist Alan Keith, "Leadership is a way for pleoto open up". So that they can
contribute to something extra-ordinary. 'Simply ,pbe is the right leader for an

organization; Who will create an environment withiire organization where a skilled
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worker will not be dishonest if he wants to or gdoworker will build himself up for
environmental reasons and both will contributeht® progress of the organization. Great
leaders need to be capable of showing good mohaésand high standards of behavior
[1]. They make the hard choice, and self-sacrifice bid to support the lives of followers
around them [2]. This type of leader is calledttaesformational leader. Transformational
leaders create a futuristic vision for their suliwates and guide the change through
motivation and inspiration, show respect and carfi in their subordinates, and focus
to satisfy their essential wants and expectatioBs Previous findings in the
transformational leadership area assure the sigmifirelationship between this kind of
leadership and employee creativity [4]. However, aiddition, research is required
regarding the positive mechanisms by which theiednces happen, and alongside with
different elements in accordance to [5]. This stladks at how transformational leadership
motivates its employees to look at creative powards in order to examine the intervening
effects performed using their organization's legldigrin recognition of job satisfaction.
Job satisfaction is regarded as the feeling stfatenployees towards their work. Scholars
and specialists have pressured the importanceasofattor in the improvement of service
companies; however, present-day views emphasizeettessity for extra investigation of
job satisfaction has an impact on the public and-mablic sector on research [6].
Therefore, this research investigates the mediatimgact of job satisfaction in the
relationship between transformational leadershipd aemployees' creativity in
Bangladesh’s public and non-public sectors.

2. Literaturereview

2.1. Transfor mational leader ship

The transformational leadership that is neededytodas the conceivable to encourage
subordinates to do their best and strengthenabdities so as to deliver those subordinates
to superior intellectual level$ransformational leaders encourage employees begond
what they have already expected by inspiring themaise their capabilities and develop
innovative problem-solving skills [7]. The trangfwational leader is able to urge his
followers to acquire greater than expected. Con@6€02) [8] views transformational
leadership as the management that goes past medoti performance to advance and
motivate people intellectually and creatively, a=ly as to transform their own concerns
into an integral phase of the organization’s missiccording to Ghadi et al. (2013) [9],
transformational leadership has four dimensionswleacan measure: Idealized influence,
inspirational motivation, intellectual stimulaticemd individualized consideration. Firstly,
idealized influence refers to leaders’ ability nariease the level of loyalty, dedication and
identification without focusing on self-interes]1It is also a behavior that encourages
followers to use their leaders as role models; lsrotvay to describe this approach is
charismatic [11] Secondly, inspirational motivatimfers to leaders’ ability to create a
vision thimpactsact subordinates to make them alaital role within the organization.
Thirdly, intellectual stimulation refers to the Hhilyi of leaders to give employees
indications to be innovative and be risk-takeFbrough the behavior of intellectual
stimulation, leaders can promote employees’ cridatby questioning their assumptions
and status [12]. Finally, individualized consideratlike empowerment, leaders here
coordinate with subordinates or act as a top-dovativiator for authority. It is about
dealing with employees as individuals, not jusiaag13]. Individualized consideration
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contributes to the employees’ creativity by recaagng individual differences and
encouraging more diverse approaches and perspedtidé. This is accomplished by
giving subordinates the authority to make decisamd deliver them.

2.2. Transformational leader ship and job satisfaction

The relationship between transformational leadersirid job satisfaction has recently
become one of the main focuses of studies in orgéions. Research on the relationship
between transformational leadership as perceiveghipployees and their job satisfaction
showed that transformational leaders were morehbtapaf exerting a significant and
positive influence on the employees’ job satisfattfRawashdeh, Elayan, Shamout and
Saleh, 2020) [15]. According to Al-Swidi et al. (&) transformational leadership was
confirmed to show a positive effect on job satiitat via stimulating individuals’
empowerment. Badriyah (2019) [16]. found that tippligation of a transformational
leadership training program in an organization lteduin significant effects on
subordinates' perceptions of leaders' transformatideadership, as well as on
subordinates' own organizational commitment. THecefof transformational leadership
on job satisfaction was also carried out by Omatigssin,(2013) [18] based on the idea
that leaders can build employee commitment to ratély work more passionately.
Mangkunegara and Miftahuddin (2016); Mehmood (20{18)], mention that the ideal
effects as a reflection of transformational lealdigrsan predict strongly against increasing
productivity so that it will lead to improved perfoance. Scholars stated that employee
job satisfaction is directly proportional to tharisformational leadership system within the
organization because it can build mutual trust wekh other [9].

2.3. Transformational leader ship and employee creativity

Transformational leadership and employee creativigge positively linked.
Transformational leadership has four dimensions swmeal idealized influence,
inspirational motivation, intellectual stimulatiorand individualized consideration.
Allegedly, every dimension can affect variablescpared employee creativity. It means
the more employees feel leader functionality insprding innovation, inspiration,
motivation, and creating imaginative and prescigoperly, the leader may also be in a
position to motivate employees in achieving higlmrtcomes on creativity and
organizational objective. Creativity in organizatoand firms comes from the team &
group efforts, in which people come together aratesitheir unique skills to achieve some
common goal Creative environment develops poteatiglloyees who are the real assets
of the organization. Transformational leaders sha@wvledge, promote novel ideas &
support employees to think out of the box [20]. Téaders also support employees to
overcome the fear of risk and revolutionize theireuways of working, leading to a high
level of creativity. By idealized influence, theatiers inspire the employees and acquire
respect and loyalty. Through inspiration and mdiorg the employees are the
achievement of goals by articulating a steerindomisand path. Through intellectual
stimulation, the employees are stimulated to parforeatively [21]. Through individual
consideration, the leaders pay attention to indiaicemployees to accomplish their needs
[22]. Leadership plays a pivotal role in encourggdémployees' creativity in organizations.
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2.4. The Mediating role of job satisfaction between transformation leader ship and
employee creativity

Several preceding research showed that there wasgmficant effect between
transformational leadership on job satisfaction antployee creativity. Job satisfaction
acts as the main engine of employee morale, setialine, and overall performance of
humans when an appropriate leadership style istadophis means that successful leaders
can stimulate employee creativity through the pasieffect of job satisfaction. Usually,
subordinates and their essential needs are atprfori transformational leaders. When
employees’ needs and wants are satisfied, theyndlilience their performance, and thus,
they will exert effort beyond expectations. Mostedature science that linked
transformational leadership with employee creatiand job satisfaction has certain
transformational leadership as an accurate predaft@mployee creativity [9]. In the
identical line, some scholars asserted the sigmifiampact of transformational leadership
in assisting employees’ creativity through job sfatition. Atmojo (2012) conducted
research on hospitals in Indonesia and found dapantdiation of job satisfaction in the
effect of transformational leadership on employeesativity. In their research in Pakistan
on private schools, literature [23] reported a ratdg role of job satisfaction in the effect
of transformational leadership on employees’ cvigti Furthermore, literature [24]
assured the positive direct effect of job satisfectin the relationship between
transformational leadership and employee creativian and Lestari (2019) [6] also
found a mediating effect of job satisfaction in #ssociation of transformational leadership
with employees’ creativity.

3. Resear ch hypothesis and model

The following hypothesis is proposed to be testettis study:

H1: There is a significant relationship betweemsfarmational leadership and job
satisfaction.

Hla: There is a significant relationship betweem Ittealized Influence of the leader and
employees’ creativity.

H1b: There is a significant relationship betweea itlspiration motivation of the leader
and employees’ creativity.

Hlc: There is a significant relationship betweetividualized consideration of the leader
and employees’ creativity.

H1d: There is a significant relationship betweem lthtellectual Stimulation of the leader
and employees’ creativity.

H2: There is a significant relationship betweengalisfaction and employees’ creativity.
H3: Job satisfaction mediates the relation betw&ansformational leadership and
employee creativity.

The above research hypotheses can be summarizéte bywodel depicted in figure 1.
According to this model, we can try to explore #&mswer of how transformational leaders
motivate the creativity of their employees? Thigetyf question indicates the presence of
mediating variable in the relationship betweengsfarmational leadership and employee
creativity. In this paper, researchers proposed fbh satisfaction mediates this
relationship. The justification of choosing job istiction as a mediator is based on
previous work that has proven that a creative epyg@ds one who shows creativity and
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look forward for more innovation and employee dréigt with organization results from
transformational leadership.
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Figure 1: Research Model of the study

4. Resear ch methodol ogy

4.1. Research design

The population for the study comprised employeesking in a public and private
organizations in Bangladesh. In order to empinjcalestigate the hypotheses, tools face
to face interviews are used for gathering data ftbenmanagers-top, middle, first line,
supervisor, or staff. All of these employees wemntacted to generate research
information. Data were collected from multiple resgents to avoid the problem of
common method variance. The questionnaire techrtigaebeen used for data collection.
The questionnaires were framed to information aliarisformational leadership, job
satisfaction, and Employee creativity, which waspteted by the employees.

4.2. Data analysis method

The examination of the correlational relationshipvien transformational leadership and
employee creativity included correlational datalgsia using the SPSS software statistical
package and table results are present. Descrigtiidistics such as frequency, mean, and
standard deviation are derived to examine emplosapirical results. The reliability of
data was tested by using Cront&cAlpha. Exploratory factor analysis (EFA) and éne
regression analysis statistics are used to exath@eelationship between transformation
leadership and employees' creativity by mediathng tariable of job satisfaction. The
responses from the survey indicate if a relatignsixists between transformational
leadership and employee creativity. The resultsnftbe questionnaires were analyzed
using a statistics program. Pearson Correlatiarsésl to indicate correlations among the
variables.

5. Resear ch result analysis

5.1. Description of the sample

Data were analyzed through descriptive statistitethods with mean, standard deviation,
percentage, Correlation Coefficient, Linear, andthle Regression. Table 1 contained
the profile of the respondents of the study. Frabie 1 it was obvious that the number of
male respondents is more than female respondetitb@iproportion of young respondents
is higher (45.7% of respondents under 40 years Akljnentioned earlier, the respondents
for this study are employees in the public andgigwsectors in Bangladesh, the majority
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of respondents hold Graduation degrees 210 (60%8).(38%) of the respondents were
Middle Liner Managers and most of the employeesehaorking experience the
respondents between 3 to 6 years constitute therityay of respondents with 102 (29.
1%) of the total respondents. All this informatioes given in the table.

Table 1. Demographics analysis of the sample

Employeeg 72=350) Number Percentage
Gender

Male 214 61.1
Femal 136 38.9
Age

Above 5( 32 9.1
41-5C 88 25.1
31-4C 160 45.7
Below 3( 70 20.0
Education

Pos-Graduatiol 105 30.0
Graduatiol 210 60.0
Non-Degree (Collegt 35 10.0
Organization

Public 182 52.0
Private 168 48.0
Position

Top Manage 56 16.0
Middle Manage 133 38.0
First Line Manage 70 20.0
Supervisa 84 24.0
Staff 7 2.0
Experience of working

Less than 1lye 54 15.4
1to 3 yea 85 24.3
3to 6 year 102 29.1
6 to 10 yeal 57 16.3
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10 years or mo 52 | 14.9 ‘

5.2. Reliability and exploratory factor analysis

Cronbach Alpha was used to test the reliabilitthefinstruments Sekaran, (2005) pointed
out that Cronbach t Alpha of 0.70 or more is coassd good. Based on the Cronbach
Alpha values for transformational leadership's digien is Idealized Influence, Inspiration
Motivation, Intellectual Stimulation, IndividualideConsideration, Job Satisfaction, and
Employee creativity the instruments are reliablenmasure the variables of the study.

Table 2. Cronbachis Alpha of variables

Construct No of Items Alpha
Idealized Influence (IDE) 5 0.854
Inspirational Motivation (INS) 5 0.887
Intellectual stimulation (INT) 4 0.814
Individualized consideration (IND) 5 0.926
Job Satisfaction (JS) 5 0.718
Employee Creativity (EC) 5 0.910

For factor identification and summarization of theale items, the Exploratory Factor
Analysis (EFA) was applied. After conducting Expltory factor Analysis (EFA) to
employee creativity dimensions using the Princijsdb Factoring with Promax rotation,
six factors were derived from factor analysis wath performance items were kept. The
Kaiser-Meyer-Olkin (KMO) measure of sampling adegjuavas .807 and Sig. <.05 in
Bartlett's test. The six factors explained 67.25@8Pthe total variance of the remaining
items. The six factors were also labeled as IDEE(IDIDE2, IDE3, IDE4, IDES5) stands
for Idealized Influence, INS (INS1, INS2, INS3, INSINS5) stands for Inspirational
Motivation, INT (INT1, INT2, INT3, INT4) stands fointellectual stimulation, IND
(IND1, IND2, IND3, IND4, IND5) stands for Individlized Consideration, JS (JS1, JS2,
JS3, JS4, JS5) stands for Job Satisfaction, EC,(EC2, EC3, EC4, EC5) stands for
Employee Creativity.

Table 3: Factor loading from Pattern Matrix

Factor
IND EC INS IDE INT JS
IND1 .891
IND2 817
IND3 .869
IND4 .840
IND5 .803
EC1 .662
ECZ .887
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EC: .851

EC4 .861

ECE .881

INS1 .808

INS2 .803

INS3 .813

INS4 787

INSS .709

IDE1 791

IDE2 .832

IDE3 811

IDE4 .859

IDES .667

INT1 .701

INT2 .819

INT3 .844

INT4 770

JS! .585

JS: 729

JS: .707

JS¢ 719

JSE .619

5.3. Confirmatory factor analysis

The proposed model of this research generally Wwitlddata from Bangladesh employee's
sample. The model fit indices showed in Table 4 aestrate that CMIN/df = 2.897 (less
than 3), RMSEA = 0.062 (less than 0.09), IFI = 0,95FI = 0.949 (more than 0.9), NFI =
0.908, RFI = 0.985, PCFI = 0.757, and PNFI = 0.{#Bare than 0.5). The indicators are
basically within acceptable value, so the modedfid data are good.

Table 4. Confirmatory factor analysis

df | CMIN | CMIN/df P RMSEA | NFI CFlI IFI RFI | PCFI| PNF

Value | 342| 910.634 2.897 0.000 0.062  0.908 0.p4950]90.985| 0.757 0.721

5.4. Correlations between employee creativity, job satisfaction and independent
variables

To study the correlation between variables, Speaiswarrelation coefficient was selected
to investigate the relationship between these bhata Table 5 below shows that there is a
positive and significant correlation among the &halés of the study. A robust correlation
between employee creativity and job satisfactio®.666 and is significant at the .001
level. On the same result of correlation, the reteghip between employee creativity and
independent variables was a positive and signific@fationship at a 0.001 level.
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Therefore, the highest correlation between emplayeativity and Idealized Influence is
r = 0.772 and the lowest correlation was found ketw employee creativity and
Individualized consideration, r = 0.315. On theestlhand, the relationship between
employee creativity and Intellectual stimulatiomspirational Motivation are (r = 0.646, p
<.001) and (r = 0.360, p <.001).

Table5: Correlations between variables

EC 1 2 3 4 5
1.J¢ 556" 1

2. IDE 777 314 1

3.INT 646" 275 706" 1

4. INS 360" 655" 136 101 1

5. IND 315" 426" 166" 107 330 1
Mear 4.43 4.45 4.43 440  4.47 4.14
SD 0.562 0.506 0.534 0.576  0.563 0.751

**_Correlation is significant at the 0.01 level-tailed); N=35I
*, Correletion is significant at the 0.05 level-tailed); N=35I

5.5. Regression Analysisand results

The present study conducted multiple linear regrass a Statistical Package for Social
Science (IBM SPSS) version 22 to analyze the nfajpotheses of the study. In the whole
analysis control variables were entered first, ttueth independent variables were entered.
Firstly we do the regression analysis of indepehdaniables and mediating variables;
secondly, we do the regression analysis of indegrendariables and dependent variables;
third, we do the regression analysis of mediat@ggbles and dependent variables, finally,
we include all variables in the regression analgsihe same time.

Table 6: Multiple Regression Results for Hypotheses Testing

. Job Satisfaction Employee Creativity

Variable Model 1 Model 2 Model 3 Model 4 Model 5 Model 6
Control Variables
Gender 0.079 0.069 0.044 0.048 0.023 0.031
Age 0.138** 0.142** 0.058** -0.078 0.127* 0.008
Education -0.051 0.043 -0.045 0.016 -0.017 0.015
Organization -0.122%** -0.031 -0.143 0.132 -0.012 .03
Position 0.046 0.087 0.076 -0.062 0.069 -0.055
Period 0.031 -0.003 0.078 0.017 0.161%+* 0.019
Independent Variables
IDE 0.130** 0.582%+* 0.549%*
INT 0.105** 0.201*** 0.174%*
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INS 0.560%** 0.222%** 0.081**
IND 0.201*** 0.126*** 0.075**
Mediating Variable

JS 0.553*** 0.252**
R 0.153 0.729 0.131 0.837 0.562 0.855
R? 0.153 0.532 0.131 0.701 0.315 0.730
F 13.723 38.557*** 5.273 79.387**  22.518**  83.pA**

(Notice ***means P<.01, *means P<.05)

Table 6 shows the regression analysis resultshiohypothesis test. The findings shown
in Model 2 indicate that transformational leadepshias a positive and significant
relationship with job satisfaction. They are IDE £ 0.130, P<0.05), INTB = 0.105,
P<0.05), g = 0.560, P<0.05),8(= 0.201, P<0.05). The coefficient (R = 0.729) aades
that there is a positive relationship between faansational leadership and job
satisfaction. As the independent and mediatingatdes change in the same direction, the
relationship is supported Meanwhile? R 0.532 indicates the amount of variation in job
satisfaction (mediating variable) by transformagiordeadership (predictor). Which
completely supports H1.

The third column results of Model 4 show that tfanmmational leadership has a
positive and significant relationship with employeeativity.Pearson’s correlation matrix
was computed for the independent variable dimessiorcheck the correlation between
them. Pearson’s correlation coefficient (R = 0.837) imdés that there is a positive
relationship between transformational leadershigp @amployees’ creativityR?> = 0.701
indicates the amount of variation in employees’atixity (dependent variable) by
transformational leadership (predictor). ThevRlue should range from 0 to 1, and the
closer the value is to 1 the better the regressiodel fits the data. This means that about
70.1% of the variance in employees’ creativity igplained by the variance in
transformational leadership.

Hla: There is a significant relationship betweeanittealized influence of the leader and
employees’ creativityor idealized influencep(= 0.582, P<0.05).

H1b: There is a significant relationship betweea ittspiration motivation of the leader
and employees’ creativityzor inspirational motivation3(= 0.222, P<0.05).

Hlc: There is a significant relationship betweetivitdualized consideration of the leader
and employees’ creativityzor individualized consideratiorn} € 0.126, P<0.05).

H1d: There is a significant relationship betweem lthtellectual Stimulation of the leader
and employees’ creativity. For intellectual stintida, (3 = 0.200, P<0.05).

According to model 5, mediating variable job satisifon has a significant
relationship with employees' creativity € 0.562, P<0.05), which strongly supports H2.
The value of Rshows a 31.5% variation in the dependent variable.

5.6. Mediating effect of job satisfaction

Hypothesis 3 proposed that job satisfaction mesgliatee relationship between
transformational leadership and employee creativifp test the mediation three
stipulations are fundamental to accomplished, wiaiddy (i) significant relation among
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mediating and independent variables; (ii) significaelation among mediating and
dependent variables; (iii) significant relationweén dependent and independent variables
in the presence of a mediator. The results of miadianalysis are reported in model 6.

Based on the results of testing the third hypothesncluded that there is a positive
relationship between transformational leadershipeanployee creativity through job
satisfaction.The findings show a mediating effect on job satiifa in the interaction
between transformational leadership and employeatieity. This implies that job
satisfaction serves as a significant route to eggalccreativity. In fact, transformational
leadership can improve the performance of theilofedrs by creating motivational
activities. Transformational leaders also may eeabetter degree of satisfaction, when
followers are inspired that they work even bet&r As a result, job satisfaction takes a
partial mediation effect between transformatioraldership and the employees' creativity.
In short, H3 is supported. The relationship betwéamsformational leadership and
employee creativity is partially mediated by jotisfaction.

6. Conclusion and discussions

6.1. Conclusions

The present work was aimed to examine the reldtipnbetween transformational

leadership, job satisfaction and employees’ crégiitv the organizations to provide a more
specific examination of the influence of four dirsEms of transformational leadership:
Idealized influence, inspirational motivation, iléetual stimulation, and individualized

consideration of employees’ creativity in the werkvironment. The relationship between
transformational leadership and employee creatiitpugh the mediating effect of job

satisfaction in government and non-government drgdéions in Bangladesh.

Firstly, the findings recommend a significant effettransformational leadership
on employee creativity in Bangladesh organizatidie premise in the back of this end
result is that the persons are actually fascinategdorking for the firm, and they are
prepared to pay their quality efforts for the swscef the firm, besides, they have finished
their work correctly and finished it in conformityith the organization objectives.
Transformational leadership commonly helps subattdimibecome more responsive to the
price and value of the job, making the needs atatgr stage and directing the subordinates
to more activity in the [25]. Further, it usuallgmerates subordinates’ faith and recognition
for the leader, as properly as inspires them togsdia effort beyond his/her abilities [26].
The outcomes are in concord with previous scholaesis such as.

Secondly, the finding also suggests there is aifgignt relationship between
transformational leadership and job satisfactiongovernment and non-government
organizations in Bangladesh. This result may béated to the golden rule that the better
leadership style practiced by the organization, hiigher employees’ job satisfaction
achieved and accelerates employees' creativity. [E&irell et al. (2005) assure that
transformational leaders emphasize the essengalsnef their subordinates as a priority
to be met.

Thirdly, the consequences verify an effective retathip between job satisfaction
and employee creativity in Bangladesh organizatiofisis implies, that when job
satisfaction in the public and private sectors timasignificant stage the employees’
creativity will be at a positive level. In fact,dividuals have a tendency to function higher
when they are comfortable in their place of workl @ammitted to the organization [5].
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Satisfied individuals can achieve their job effeely, assist human beings and exert effort
past the organization's expectations. The thoubht job satisfaction leads to better

employees' creativity is broadly validated by wdyr@any researchers in specific fields.

The outcomes are constant with some prior resgargh

Finally, regarding the mediating effect of job stction in the relationship
between transformational leadership and employeatieity. The findings show a
mediating effect on job satisfaction in the int¢i@t between transformational leadership
and employee creativity. This implies that job Hfatition serves as a significant route to
employee creativity.

In conclusion, the current research assures tidfisent relationship between the
transformational leadership approach and employeaticity. Further, job satisfaction
mediates the interaction between those constrdots.satisfaction as a mediator in the
effect of transformational leadership on employeggativity can lead to positive and
significant employee creativity. The findings ofisttstudy have confirmed that. This
explains that transformational leadership has djrédrect effect in employ creativity, and
before the mediation of job satisfaction, which vadso significant. The study was
conducted in the public and private sectors in Badesh.

6.2. Implications

The present research has some theoretical andcafaichplications. Theoretically, it
responds to some scholars’ calls for further irigatibn on the mechanisms through which
transformational leadership affects employee oridgtiand alongside different factors, as
it employs' job satisfaction as a mediator betwtbese variables. So, it helps the literature
by presenting strong evidence on the mediating a@npigob satisfaction in the interaction
between transformational leadership with employeessitivity in the public and private
sector in a growing country. also, this finds dobat contrasting preceding research with
regard to no longer prescribing the lookup to glsirstage of leadership such as middle
leadership (Atmojo, 2012), managers [5], and peentiemployees [6]. Regarding the
sensible implications, as an end result of spewifyransformational leadership as a want
and beneficial kind to expand employee creativityiay also guide the business enterprise
for the extra exercise of motion plans that intenassist the implementation of this method
through their leadership.

6.3. Limitations of the resear ch
No research is perfect, and no study is withouttditions. This research has some
limitations which can be addressed in future ragear

First, this research has investigated only one ¢fpeadership, but in reality, there
are other types of leadership, such as transattmadaissez-faire leadership. Upcoming
work may try another type of leadership in the saswor or another sector.
Second, in this situation of covid-19, it was nosgible to access a few offices due to some
rules and regulations of the organizations. Forctviitiwas difficult to work for collection
data.

Third, employees of all fields of some organizati@ould not give time for work
pressure in office time in Bangladesh.
At last, the unwillingness of the company owner attier respondents to disclose their
identities.
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6.4. Suggestionsfor futureresearch

It focuses on only public and private sectors' bank hospitals organization; future
research should consider applying the researcth&y service sectors such as government
non-government travels, transportation that coeldeffit from the results, and be used to
determine whether the results also indicate thahsformational leadership has a
significant positive relationship with employeed'eativity. We suggest that future
research could address this issue by obtaining fdata experimental and longitudinal
research in different industries to strengthendhesal interpretation of the interacting
relationship between transformational leadershibemployee creativity.

REFERENCES

1. G.Abbas, J.lgbal, A.Waheed and M.R., Relationshgiwben transformational
leadership style and innovative work behavior incdional institutionsJournal of
Behavioral Sciences, 33(1) (2012) 340-365.

2. V.Gupta and S.Singh, How leaders impact employeatisity: a study of Indian R&D
laboratoriesManagement Research Review, 22(1) (2012) 66—-88.

3. M.S.Ghasabeh, C.Soosay and C.Reaiche, The emealingf transformational
leadershipThe Journal of Developing Areas, 7786(45) (2015) 459-467.

4. T.Elkins and R.T.Keller, Leadership in research deslelopment organizations: A
literature review and conceptual framewadrke Leader ship Quarterly, 345(56) (2003)
587—-606.

5. Andreani and Petrik, Employee performance as thpaan of transformational
leadership and job satisfactiobeadership & Organization Development Journal,
78(5) (2016) 890-910.

6. Iman and Lestari, The impact of transformationaldkrship style on employee job
performance: the mediating effect of trainitgternational Journal of Science and
Research, 44(3) (2019) 499-503.

7. S.Anggiani and Al Taweel, Effect of transformatibrieadership on employee
creativity: perceived organizational support memti#gstudy empiric at five-star hotels
in Jakarta)People: International Journal of Social Sciences, 4(3) (2019) 345-365

8. K.Limsila and S.0.Ogunlana, Performance and leaiemutcome correlates of
leadership styles and subordinate commitremgineering, Construction and
Architectural Management, 33(4) (2008) 457-478.

9. Ghadi et al. The relationship between leader riidl &ransformational leadership,
Journal of Managerial Psychology, 28(1) (2013) 349-367

10. M.F.Cheung and C.Wong, Transformational leaderdbgmer support, and employee
creativity, Leadership & Organization Development Journal, 32(7) (2011) 656—672.

11. J.C.Sarros and J.C.Santora, The transformatioaasactional leadership model in
practice Leadership & Organization Development Journal, 44(3) (2001) 383—-394.

12. S.lbraheem Shelash Mohammad, Ali AL-Zeaud, H., #Mohammad Essam
Batayneh, The relationship between transformatidaatlership and employees’
satisfaction at Jordanian private hospitBissiness and Economic Horizons, 5 (2011)
35-46.

13. C.J.Wang, H.T.Tsai and M.T.Tsai, Linking transfotimaal leadership and employee
creativity in the hospitality industry: The influegs of creative role identity, creative
self-efficacy, and job complexitifjourism Management, 40 (2014) 79-89.

145



14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

MD Rifat Kabir

Z.0zbek and S.Bozkurt, The Investigation of Genenal Differences in the Effect of
Transformational Leadership on Organizational Commant and Job Satisfaction: A
Research in the Pharmaceutical Indugstanbul Management Journal, 456(6) (2020)
1120-1134.

A.M.Rawashdeh, M.Elayan, M.D.Shamout and M.H.Salébh satisfaction as a
mediator between transformational leadership andi@yae performance: Evidence
from a developing countryylanagement Science Letters, 44(3) (2020) 3855—-3864.
N.Badriyah, The influence of job satisfaction amhdership style on employee
performance in Cv. Putri Sion Tunggunjagir Villaygantup Sub-District, Lamongan,
Journal of Management and Business, 120(45) (2019) 33-56

Omar and Hussin, The influence of organizationdtuce, and job satisfaction on
employee performance (Case Study on Digital Prantiuropean Jour nal of Business
and Management, 38(7) (2019) 447-478

S.Mehmood, Impact of ethical leadership on employeativity: mediating role of
trust and moderating role of creative self-efficalignah Business Review, 4(2) (2016)
390-410

S.Braun, C.Peus, S.Weisweiler and D.Frey, Transdtonal leadership, job
satisfaction, and team performance: A multileveldimagon model of trust,The
Leadership Quarterly, 24(1) (2013) 270-283.

J.Jyoti and M.Dev, The impact of transformatioradership on employee creativity:
the role of learning orientatiodournal of Asia Business Studies, 9(1) (2015) 78-98.
B.M.Bass and B.J.Avolio, Transformational leadgsshihnd organizational culture,
International Journal of Public Administration, 17(3—4) (1994) 541-554.

J.J.Sosik, S.S.Kahai and B.J.Avolio, Transformatidaadership and dimensions of
creativity: motivating idea generation in computeediated groupsCreativity
Research Journal, 11(2) (1998) 111-121.

P.Kirkbride, Developing transformational leadels full range leadership model in
action,Industrial and Commercial Training, 34(2) (2006a) 23—-32.

A.M.Ali Shurbagi, The relationship between transfational leadership style job
satisfaction and the effect of organizational cotmment, International Business
Research, 234(3) (2014)1120-1143.

M.Shafi, Zoya, Z.Lei, X.Song and M.N.l.Sarker, Th#ects of transformational
leadership on employee creativity: Moderating rofeintrinsic motivation, Asia
Pacific Management Review, 25(3) (2020) 166—-176.

S.Sehar and K.K.Alwi, Impact of head teacher’s ézallip style on teacher’s job
satisfaction and work motivatiodournal of Business Srategies, 13(1) (2019) 1-18.
J.G.Kim and S.Y.Lee, Effects of transformationat @ransactional leadership on
employees’ creative behavior: mediating effects vafrk motivation and job
satisfactionAsian Journal of Technology Innovation, 19(2) (2011) 233—-247.

146



