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Abstract

Leadership plays an important role in stimulation of creativity among employees and establishment of innovative
environment in organizations. Higher education sector of any country acts as a backbone for that country as it
provides skilled human resource. The higher education in Iraq face many challenges, such as brain drain,
employee morale and satisfaction that leads to lower innovation. In academic context, the leadership has a
critical role in achieving success. The academic leadership of a higher education institution, more specifically
transformational leadership, is responsible for process and product innovation by adopting policies and culture
that would lead to employee’s creativity and institution’s more innovation. Therefore, the main purpose of the
study is to examine the influence of transformational leadership on process and product innovation in higher
education in Iraq. The quantitative data was collected through survey instrument. The sample for this study is
teaching staff in 10 public universities distributed throughout Iraq. The sample consists of 280 academic staff
members selected through random sampling technique. SPSS was used to analyze the data. The results found
that there are significant strong relationships between the transformational leadership and the Process innovation.
And significant strong relationships between the transformational leadership and the product innovation More
importantly, there is significant impact of transformational leadership on both process and product innovation. In
addition, transformational leadership plays an important role in determining innovation.
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1. Introduction

In today's world the role of leadership in controlling the organizational factors varies. This is mainly because the
humans possess abilities that differ across humans. These abilities are either acquired through experience or
through intellectual training. These abilities help some individuals to influence others. Similarly, leaders have the
abilities based on experience, traits and characteristics to influence other people within an organization.
Organizations of all sizes need leadership that could provide direction as well as create an environment where
organizational and cultural factors are at congruence with each other, thus helping the organization to succeed in
its strategic environment (Birasnav et al., 2013; Chen et al., 2006; Garrison & Vaughan, 2013; Sotirofski, 2011)
are of the opinion that transformational leadership understands, organizations can only be transformed into
innovative organizations, when human capital is created within the organizations. To develop human capital,
transformational leaders exercise empowerment among employees so that employees can make quicker
decisions regarding innovations. Thomson (2007) has highlighted that the success of an organization depends on
a number of factors like human capital, availability of technological and financial resources etc. All these
elements are interrelated and are integrated to achieve organizational objectives. For achievement of objectives
and integration of resources, organizations are always on the lookout for a suitable person, who could help the
organization in its achievement of objectives. Iraqi higher education system suffered brain drain phenomenon as
well and many of the intellectuals and scientists left the country. With lack of contact from the outside world
Iraqi HEIs suffered in terms of research and development (Al-Janabi and Urban, 2011). Another important issue
is the lack of security in Iraq, which has forced hundreds of scientific and intellectuals from various
specializations to leave their universities. Iraq has been facing significant deterioration in HEIs because of weak
international contact (Al-Janabi & Urban, 2011; Almayali et al., 2012). “When mobility is limited or difficult, it
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becomes all the more important to enhance professional growth within the institution” (Johnsrud et al., 2000).
Not surprisingly, then, staff members are “interested in improving their ability to do the job they have as well as
gaining the skills and experience necessary to take on new and more challenging positions” (Rosser et al., 2000).
Unfortunately, in Iraq due to lack of financial help to the universities, training and development of the employees
is nearly lacking, which is also one of the cause of brain drain (Mahmud, 2013). The above highlighted are few
of the issues that are faced by the Iraqi HEIs. These issues are challenges for the leadership of HEIs to overcome
and make their institutions more competitive and bring about organizational innovation so much needed to
redevelop the destroyed Iraqi higher education system. AL-Hakim and Hassan (2012a,b). From 1950 till 1990
Iraq had one of the most advanced higher educational systems in the Arab world (Janabi & Urban, 2011). In
1991, economic sanctions were imposed by the United Nations Security Council on Iraq after its occupation and
subsequent release of Kuwait. These sanctions lasted from 1991 till middle of 2003. These decade long
economic sanctions had hurt the Iraqi higher education sector badly leading to destruction of infrastructure,
information technology and reduced support for the higher education academic community. Among other things
many of the universities such as University of Basra and Al-Mustansiriya were plundered by the people These
sanctions and the three decades of wars separated Iraq from global developments especially in science and
technology and hampered the overall innovation capability of the Iraqi HEIs (Asif et al., 2013).  Furthermore, it
has been highlighted that the leadership of Iraqi universities needs to expend effort and design strategies on
promoting activities among the academic staff that could promote innovativeness (Al-Husseini & Elbeltagi,
2014).

1.1 Relationship between Transformational Leadership and Innovation

Transformational leadership focus on developing human capital that helps in transformation of organization into
innovative organization (Birasnav et al., 2013). For development of human capital in organizations, it is
necessary that they should be empowered so they could take decisions on their own affecting innovation and
creativity. To achieve organizational objectives and for organizational success, factors like human capital,
technology, financial resource etc are needed; but to integrate all the factors is a responsibility of a leader
(Thomson, 2007). Thus, leaders are expected to have certain characteristics that would distinguish them from
other employees. Researchers have highlighted that leadership behavior like participative and considerate would
increase creativity of subordinates (Hage & Dewar, 1973). Similarly, researchers are of the opinion that leaders,
who help in the development of cognitive skills of their subordinates, give them empowerment and provide
conducive and supportive environment would help raise the creativity levels of their subordinates (Oldham &
Cummings, 1996; Redmond et al., 1993; Scott & Bruce, 1994; Tierney et al., 1999).Literature is replete with
studies that confirm transformational leaders’ role in enhancing employees’ creativity and innovation. The
research highlights that leaders who follow transformational style help raise the employees’ engagement levels
within an organization (Bass, 1985; Gardner et al., 1998; Shamir et al., 1993), by providing motivation through
articulating a vision that links organizational and employees’ interests together and thus, in the process not only
help employees’ to achieve organizational objectives but also their own personal objectives (Bennis & Nanus,
1985; Conger & Kanungo, 1998; House et al., 1991). There are several studies that have observed a positive and
significant relationship between transformational leadership and innovation (Keller, 1992; Sosik et al., 1998),
transformational leadership, intellectual stimulation and supportive environment (Howell & Avolio, 1993).
Innovation in organizations is more than creativity or invention (Van de Ven, 1986). However, vision is a
significant building block for innovation (Amabile & Gryskiewicz, 1989). An invention or creative idea does
not become an innovation until it is accepted organization wide (Van de Ven, 1986). Fuglsang (2010) measured
the term “innovation” to be comprehensive of actions such as implementation, diffusion, replication, and gaining
wider positive advantage from the invention. The innovation process is often contentious, competes with other
courses of achievement, and poses a threat to vested welfares (Kanter, 1988). An organization’s skill to innovate
and harness creativity is critical for its survival in a rapidly changing environment especially for the public sector.
The current shrinking budget environment have generated a loss of long-term predictability for the existence of
many organizations within the public sector Therefore, public organizations must improve their chances for
survival and longevity by increasing “variations” via innovation (Linden, 1990). Public sector organizations are
burdened by an additional dimension of limitations and restrictions compared to sector entities. However,
Metcalfe (1993) points that government organizations work in an interdependent network and are unlike their
independent counterparts in private sector. The stringent central agency restraints to minimize corruption and
transparency can make barriers to innovation (Borins, 2001). Innovative actions create alteration, increased risk,
uncertainty, and imprecision (Kirton, 1976). As such, most innovations in organizations inexorably experience
confrontation and often become a subject of debate within an organization (Borins, 2002).
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It has been suggested that high commitment work place practices can be used to align organizational and
employees’ objectives (Metcalfe, 1993), to achieve organizational change outcomes (Antonioli & Mazzanti,
2011), which are characterized by higher productivity for the organization and higher job satisfaction for the
employees (Askenazy, Handel & Levine, 2004). However, when support for innovation was absent, the positive
relationship became insignificant. This pair of findings provides indirect support for the leader’s role in inducing
creativity. Keller (2006) also found that transformational leadership positively influenced performance of
research and development (R&D) project teams in a large R&D organization. Performance was measured based
on superiors’ ratings of subordinate innovativeness and the extent to which their innovative orientation added
unique value to the projects that they finished. Thus, the above arguments lead to the following hypothesis:

H1: There is significant relationship between transformational leadership and process innovation.
H2: There is significant relationship between transformational leadership and product innovation
H3: There is significant impact of transformational leadership on process innovation.

H4: There is significant impact of transformational leadership on product innovation.

Process innovation

Transformational
Leadership

Product innovation

Figure 1. Model of the study
2. Method

This correlation and causal research attempted to describe the relationship among the variables and the influence
of independent variable on dependent variable. Pearson correlation was used to ascertain the relationship
between the variables of the study and regression attempted to describe the influence among the variables. The
quantitative data was collected through survey instrument using five point likert scale. The population for this
study consisted of academic staff in 10 public universities distributed throughout Iraq. The sample consisted of
280 academic staff members selected through random sampling technique.

2.1 Instruments Measurement

Multifactor Leadership Questionnaire (MLQ short Form 5X) was used to measure transformational leadership
(Bass, 1997; Avolio & Bass, 1995). The MLQ is one of the most widely used instruments to measure
transformational and transactional leader behaviors in the organizational sciences (Tejeda et al., 2001). This
instrument is widely used to measure transformational leadership in different countries in the world and the
validity and reliability of this scale have been established through previous research (Hartog et al., 1997).
Participants were asked to describe their supervisor’s leadership behavior on 20 items based on transformational
leadership. A five-point Likert scale was used with the responses ranging from (1= not at all; to 5= frequently, if
not always). In the MLQ (Form5X), transformational leadership is measured via the use of the five dimensions
of transformational leadership. The dimensions were measured by the four items for each, such as Inspirational
Motivation IM, Intellectual Stimulation IS, Idealized Influence (behavior) IIB, Idealized Influence (attributed)
IIA and Individualized Consideration IC.

Process Innovation Questionnaire has been measured using 3 items adapted from Tsai et al. (2008), 4 items
measured product innovation. Using a 5-point likert scale, respondents are asked to indicate the extent of their
agreement with each item ranging from 1 (strongly disagree) to 5 (strongly agree). The reported Cronbach’s
alpha reliability for the scale is 0.93 (Easa, 2012).

3. Results
3.1 Reliability

Reliability was tested for each variable of transformational leadership, Process innovation and Product
innovation. To measure the consistency of the scale, Cronbach alpha was used as a measure of reliability.
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Reliability coefficients of 0.7 or more are considered adequate for social studies. Table 1 shows an acceptable
range of reliability for the variables of the study.

Table 1. The reliability result for transformational leadership, process innovation and product innovation

No. variable Number of items Cranach's Alpha

1 Transformational Leadership 20 0.92
2 Process Innovation 3 0.80
3 Product Innovation 4 0.85

3.2 Correlation Analysis

Pearson correlation was used to determine the relationship between transformational leadership, process
innovation and product innovation.

Table 2. The correlation result

Variable 1 2 3 Mean SD
Transformational Leadership 0.92) 3.44 0.61
Process Innovation 0.606"" (0.80) 3.36 0.86
Product Innovation 0.474" 0.541" (0.85) 3.26 0.88
Number of items 20 3 4

Correlation is significant at the level (2-tailed)
(SD Standard Deviation)

Table 2 shows Pearson Correlation Coefficient values for the wvariables. The relationship between
transformational leadership and process innovation is (0.606**) and for transformational leadership and product
innovation is (0.474**), which are significant at 0.01. This means transformational leadership has strong and
significant relationship with both process and product innovations. Thus, the correlation results support the first
and second hypotheses of the study as mentioned below.

3.3 Regression Analysis

To measure the impact of transformational leadership on product innovation and process innovation, linear
regression analysis was used. The regression analysis measures the impact of independent variables on the
dependent variable.

Table 3. Regression analysis results

Variable Standard Sig. R’ Adjusted Standard F p-value
Beta R’ Error statistics
Process Innovation  0.61 0.000 0.37 0.37 0.69 161.09 0.000
Product Innovation  0.47 0.000 0.23 0.22 0.78 80.63 0.000

To test the hypotheses H3 and H4 as indicated below, regression analysis using simple linear regression
technique was used.

H3: There is significant impact of transformational leadership on process innovation.
H4: There is significant impact of transformational leadership on product innovation

Statistical results for regression analysis are shown in Table 3. The results illustrate the model fitness indicated
by the F-statistics for both process innovation (# 161.09, p < 0.01) and product innovation (¥ 80.63, p < 0.01).
The R’ value indicates the strength of the relationship, which is for process innovation (R* = 0.37) and for
product innovation is (R’ = 0.23). The beta coefficient indicates the influence of independent variable on the
dependent variable. The beta coefficient results for process innovation (B = 0.61, p < 0.01) and product
innovation (§ = 0.47, p < 0.01) indicate that transformational leadership is having an influence of 61 percent on
the process innovation and 47 percent influence on product innovation. Both the influences are significant as the
significance value is p < 0.01. Thus, the regression results support our H3 and H4 hypotheses as indicated above.

4. Conclusion

The above statistical results prove that there are significant strong relationship between the transformational
leadership and process innovation and significant strong relationship between the transformational leadership
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and product innovation. More importantly, there are significant impacts of the transformational leadership on
both process and product innovation. In others words, it indicates that all of the transformational leadership are
contributing significantly to innovation. Leaders are the key personnel within organizations giving directions and
guiding employees to be more creative in their approaches. They are the ones who are responsible for ensuring a
suitable environment that could lead to innovation.
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