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Through this research, we were able to study the interrelationship between transformational
leadership and creative behavior, thus providing an intricate view of organizational behavior. To
this end, the study aimed to examine the mediational role of emotional intelligence. The research
was conducted within the context of the Iragi higher education system, providing information
relevant to the uniquely organized configuration of the region. Utilized a survey for public banks.
containing 176 bank members, validating the representativeness of the labor sample within its
entirety. The selection method explored how transformational leadership relates to creative
behavior through layered aspects of cultural consideration embodied in the college at Al-
Muthanna Public Banks. A well-designed questionnaire was used by the research team to collect
quite some manageable data for the subjects. At the outset, we informed all subjects concerned
that their responses would be kept Anonymous, and data would be used for research purposes
only. This practice adhered to ethical research standards, which made participants feel more
secure and value-based in sharing their comments on transformational leadership and creative
behavior. This survey showed a strong and positive correlation between transformational
leadership and creative behavior. Emotional intelligence played the role of a mediator in ensuring
the influence of transformational leadership on creative behavior.

KEYWORDS: Transformational Leadership, Creative Behavior, Emotional Intelligence & government banks in the Al-

Muthanna.

INTRODUCTION

An increasing body of research is being conducted today to
gain a deeper understanding of the elements that influence
creative behavior in the workplace. The fact that
transformational leadership motivates employees to engage
in creative tasks is one of the motives that make individuals
place high value on effective leadership. Previous research
has examined the positive role of transformational leadership
on various aspects, including employee engagement, job
satisfaction, and creative behavior in the workplace.
Numerous studies, such as those conducted by Bass and
Riggio (2006), Avolio and Yammarino (2002), Amabile
(1996), and Wang and Rode (2010), provide evidence
supporting these conclusions. Recent research indicates a
positive correlation between active participation and
transformational leadership. Yet a sufficient grasp of the
underlying processes of this relationship remains lacking.
The present exercise aspires to ascertain the linkages that
selflessly connect transformational leadership to Creative
behavior. It will be concerned with the role of emotional

intelligence as a mediating variable in organizational
enterprises and dynamics.

This emotional intelligence includes self-awareness,
empathy, and interpersonal skills.  Organizational
psychologists (Goleman, 1995; Mayer & Salovey, 1997;
Carmeli et al., 2010) agree that emotional intelligence plays
a vital role in promoting creativity in the working
environment. Emotional intelligence interconnects the
important relations between transformational leadership and
creative behavior.

The research will contribute to the extended understanding of
these interconnections. An understanding of what promotes
creativity in organizations must look at the intricate interplay
of transformational leadership and emotional intelligence.
creative behavior. Bass and Riggio (2006) and Wang and
Rode (2010) underscore that transformational leadership
support incited the employees towards innovation taking into
consideration novel solutions. Social exchange theory
perceives leadership as a form of motivation. This theory
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states that well-supported employees tend to be more
innovative and loyal (Carmeli et al., 2010). Understanding the
role of emotional intelligence is critical. Emotional
intelligence promotes. creativity through factors such as self-
efficacy, interpersonal competence, and meaningful
engagement (Goleman, 1995; Mayer & Salovey, 1997) Such
mechanisms are important for organizations trying to build a
more creative force with engagement. Carmeli et al. (2010)
elaborated further on emotional intelligence and how it
connects with organizationally positive outcomes. The
determination to uncover newer and fresher ways to develop
employee engagement and creativity is enduringly on the
agenda. corporations.

This will provide the basis for both HR policies and
management practices (Grant & Ashford, 2008; Amabile,
1996). By examining the various motivating factors involved
in fostering creativity, a comprehensive and well-grounded
strategy can be developed to enhance workplace innovation.
Theoretical frameworks highlight the significance of
transformational leadership and emotional intelligence have
been central to research in this area. Job design models as
enunciated by Hackman and Oldham (1976) are compatible
with the principles of Blau's (1964) social exchange theory.
Mutually beneficial relationships arise between leaders and
employees when employees perceive their leaders as
empowering and inspiring, leading to greater commitment
and discretionary effort (Blau, 1964). Hackman and Oldham'’s
functional theory (1976) points out that the dynamics of the
work environment play a role in influencing employee
motivation. creativity.

The study synthesizes multiple theoretical perspectives into
an understanding of how transformational leadership
interacts with emotional intelligence to influence creative
behavior. Organizational strategies that effectively enhance
innovative behavior among employees would do well to have
such findings among its recommendations for consideration.
The results support organizational strategies to spur
innovative behaviors in employees.

1. LITERATURE REVIEW AND HYPOTHESES
Transformational Leadership

Many studies have been conducted on the subject of
transformational leadership within the field of organizational
behavior. Transformational leadership is a process of
organization and thereby instilling in employees’ enthusiasm
and cooperation through an acknowledgment and act of
gratitude over their contributions, commitment, and
aspiration throughout their profession. A few various
contexts have been explored about this concept,
encompassing organizational commitment, job satisfaction,
and employee creativity. One way to figure out whether a
leader is effective is to measure the imagination and
innovative activeness of his or her employees.
Transformational  leadership  comprises many  key

components: idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration
(Bass & Awvolio, 1994). It is generally maintained that it is
through a clear vision, provision of resources, and
acknowledgment of contribution that leaders will improve.
the performance of an employee (Bass, 1999; Avolio et al.,
2004). In this context, it is important to address
transformational leadership, which represents a pattern of
behavior motivating and engaging employees to perform with
higher creativity and innovation (Gong et al., 2009). Not only
do Bass and Riggio (2006) establish a fairly high degree of
correlation between transformational leadership and
employee satisfaction, engagement, and performance, but
they also do so directly or indirectly. links. Creative and
innovative problem-solving leaders are important engines of
organizational success. Transformational leadership builds an
environment that enables employees to feel valued and
empowered to explore their full potential in their workplace
(Wang & Rode, 2010; Breevaart et al., 2014).
Transformational leadership is both a relational and
developmental process in that not only do transformational
leaders get much higher outcomes from their subordinates,
but they also assist organizations to grow (Bass & Avolio,
1994; Ng, 2017).

Research has shown that transformational leadership
significantly influences employee creativity by fostering a
supportive and stimulating work environment (Amabile,
1996; Carmeli et al., 2010; Wang et al., 2014). Leaders who
provide clear goals, encourage autonomy, and recognize
employee achievements create an environment conducive to
innovative thinking. According to Wang and Rode (2010),
transformational leaders are associated with higher levels of
employee engagement, satisfaction, and loyalty. When
leaders demonstrate trust, openness, and honesty, employees
are more likely to remain committed to the organization and
less likely to leave in search of better opportunities (Hoch et
al., 2018; Breevaart et al., 2014).

Equipping employees with the necessary tools and resources
for success, fostering their professional growth through
training and development, and acknowledging exceptional
performance are all hallmarks of transformational leadership.
Leaders who prioritize creating a positive and safe work
environment, maintaining work-life balance, and offering
competitive compensation and benefits build a strong sense
of trust and belonging within the team (Bass, 1999;
Schaubroeck et al., 2007; Arnold, 2017). This supportive
leadership style promotes camaraderie, motivation, and
dedication to organizational goals. Employees who feel
valued and respected by their leaders are more likely to
perform at their best and contribute creatively to the
organization's success (Gong et al., 2009; Amabile, 1996).
Employee creativity is positively correlated with
transformational leadership. Leaders who inspire optimism
and encourage innovative thinking can significantly enhance
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employee creativity and problem-solving abilities (Gong et
al., 2009; Wang et al., 2014). Indeed, employees are more
motivated and satisfied when they perceive that their leader
values their efforts and provides a clear sense of direction.
Additionally, transformational leadership can increase
employee engagement, as team members engage more
actively in tasks and demonstrate greater creativity and
productivity when working under a supportive leader (Hoch
etal., 2018; Ng, 2017; Wang et al., 2014).

Emotional Intelligence

Emotional intelligence (EI) is a set of skills having to do with
the perception and management of emotions in one's self or
others, thus bringing forth acceptable outcomes within an
organization. Components of the EI sphere include self-
awareness, social relations, empathy, and emotional control.
Introduced by Goleman in 1995, El is required to study how
emotions affect leadership and performance. Very highly EI
correlates positively with job satisfaction, organizational
involvement, and creative decision-making (Mayer et al.,
2008; Wong & Law, 2002). Scholars have consistently
confirmed the role of emotional intelligence in predicting the
transformation of leadership and the stimulation of innovative
behavior in organizations (Berhanu, 2023). Therefore,
transformational leaders employ emotional intelligence
qualities to foster innovation, whereby they create an eco-
climate for both collaborative efforts and creative problem-
solving for any challenges that arise (Boyatzis et al., 2000;
Berhanu, 2023). mediate between transformational
leadership and creativity by setting a comfortable stage for
leaders to involve their teams in the right direction in thought
and innovation (Chiang & Hsieh, 2012; Caesens et al., 2016;
Maan et al., 2020). Where leadership theories focus on
transformational leadership defined by idealized influence,
inspirational motivation, intellectual stimulation, and
individualized consideration (Bass & Riggio, 2006), El lies
intertwined with such theories. High emotional intelligence
can recognize his/her team's emotional needs, demonstrate
empathetic concern, develop trust, and provide an
environment of psychological safety from which creative
behavior may emerge (Goleman, 1995; Mayer et al., 2008).
Creative behavior is then unleashed, to be characterized as
employee-produced work that is new and practical, under
transformational leadership; this results from emotional
intelligence (Crant, 2000; Gong et al., 2009; Joo et al., al.,
2015). According to hierarchy models, emotional intelligence
thus serves as the bridge that enables transformational
leadership to create a milieu where creativity may flourish by
providing leaders and employees with tools for their
emotional labor when handling challenges or even career-
ending innovations. Self-regulation, sympathy, and a work
environment conducive to creative behavior are among the
major characteristics of emotional intelligence. Law, 2002).
Research suggests that emotionally intelligent leaders are
more inspirational to their teams, leading to greater

motivation and productivity in the workplace (Stander &
Rothmann, 2010; Berhanu, 2023).

Creative Behavior

The term creative behavior encompasses a person's ability to
generate and develop original and useful ideas in the service
of facilitating organizational improvement and long-term
success. Such behavior is characterized by taking the
initiative to innovate and effectively tackle future problems
(Glaser et al., 2016). Workplace creativity originates from the
desire to impart action and make changes that will, over time,
prove beneficial to individuals and organizations (Griffin et
al., 2010).

Crant (2000) illustrated that creative behavior contributes to
blockbuster innovations and organizational prosperity. The
same concept has been stressed by Parker (2000) and Zhang
et al. (2021) in that they state that stimulating creativity
increases intrinsic motivation and energizes approaches to
problem-solving. This results mainly in the employees having
greater autonomy and control over their work (Seibert et al.,
1999). Creative behavior provides an opportunity to
determine the best way to take action based on the possible
consequences and risks of certain decisions (Grant et al.,
2009; Seibert et al., 2020). The ability to foresee and address
challenges is key to organizational success. Furthermore,
Greguras and Diefendorff (2010) and Stephan et al. (2024)
highlighted out that employees engaging in creative behavior
are characterized by high performance and greater job
satisfaction as they feel gratified with their contribution to
achieving organizational objectives.

studies further show that the organizational climate and
leadership encourage creative behavior. Transformational
leadership, in particular, has stood out as a creative crop,
promoting a state of psychological safety and support among
employees (Gong et al., 2009; Zhang et al., 2021). In
addition, emotional intelligence enables an employee to deal
with workplace issues and practically supports creative
problem-solving (Mayer et al., 2008; Goleman, 1995). A
combination of intrinsic motivation. supportive leadership
and resources have been suggested by Shalley et al. (2004)
and Amabile and Pratt (2016) to lead to the biggest boost in
creativity. Thus, creating an organizational culture that
emphasizes collaboration and empowerment is necessary for
fostering creativity and innovation at every level.

Transformational Leadership and Creative Behavior

The same transformational leadership and creative behavior
are popular concepts in organizational science. Consulting
Yildiz et al. (2017), transformational leaders inspire
employees toward initiative and reaching their chosen goals
due to the value placed upon their ideas and contributions.
This style of leadership provides purpose and belonging, thus
urging employees to go above and beyond to excel in
organizational success (Li & Shi, 2023; Zhang & Bartol,
2022). reveals Fan et al. 's (2022) dynamic relationship
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between transformational leadership and proactive creativity
based on trust. Leaders who show empathy and support create
favorable conditions for generating new ideas, empowering
employees to actively engage in creative problem-solving
(Berg & Coffield, 2024). The higher the esteem employees
have when they receive recognition from transformational
leaders, the more their motivation to go above and beyond
(Eisenbeiss et al., 2008; Kurtessis et al. 2017; Mumtaz et al.,
2024). Such recognitions engender higher devotion and
creativity, resulting in enhanced performance and job
obviated by egoism (Shore & Wayne, 1993; Gillet et al.,
2013; Erdogan & Enders, 2007; Tang et al., 2024).

Khan et al. (2021) defined the significance of emotional
intelligence in creating awareness about the intervening
relationship between transformational leadership and
creativity.  Transformational  leaders  generate a
psychologically safe and empowering environment that
inspires the dynamic and inventive responses of employees
and other organizational stakeholders. Research by
Edosomwan et al. (2023) has discovered situations in which
they are capable, allotted autonomy and authority, and,
therefore, more likely to initiate, take action, and generate
innovative decisions. This empowerment is related to self-
efficacy and accountability, which is a direct link between
creative behavior and enhanced job satisfaction and
engagement (Wei et al., 2022). Transformational leadership
is a foundation upon which employee engagement can be
built for creative behavior. Studies show that environments
where psychological safety, constructive feedback, and
support characterize the generation of new ideas and
improvement of organizational processes (Pakpahan et al.,
2021; Lee, 2022; Ozbag & Cekmedelioglu, 2022). Where
transformative bravado is practiced and potency is provided
to employees, leaders are more likely to stimulate
experimentation, innovation, and proactive productivity
improvements when compared with the non-connection
between leaders and employees (Frazier et al., 2017; Amer,
2023; Zhu et al., 2022).

In summary, transformational leadership and emotional
intelligence significantly enhance workplace effort and
creativity. Transformational leaders who inspire initiative
and foster a positive work environment contribute to higher
job satisfaction, loyalty, and professional integrity. By
encouraging creative behavior, transformational leadership
builds productive and innovative workplaces. Furthermore,
emotional intelligence, combined with transformational
leadership, amplifies these effects, resulting in employees
who are more engaged, proactive, and innovative (Zheng &
Wu, 2018; Fan et al., 2022).

The Mediating Role of Emotional Intelligence

Emotional intelligence acts as a key mediator in the
relationship between transformational leadership and creative
behavior. Goleman (1995) and Mayer et al. (2008)
recognized that EI in some sense recognized and resolved

issues of workplace challenges, thus promoting creativity and
innovation. An emotionally intelligent leader inspires and
empowers employees to operate independently and
creatively. In this regard, El correlates positively with job
satisfaction, employee engagement, and work performance.
and organizational commitment (Boyatzis et al., 2000;
Berhanu, 2023). Others suggest a reverse relationship with
workplace stress, burnout, and turnover intentions (Mayer et
al., 2008; Wong & Law, 2002). Contrastingly, this duality
reinforces the value of emotional intelligence mediating the
process of activating transformational leadership to creative
behavior. The study intends to investigate how
transformational leadership supports creative behavior
through emotional intelligence. By making others aware of
their emotions and improving their interpersonal relations, a
leader gives employees more ownership over their
performance and more creative opportunities.

H1: Transformational leadership has a positive influence on
emotional intelligence.

H2: Transformational leadership has a positive influence on
creative behavior.

H3: Emotional intelligence influenced creative behavior.
H4: Emotional intelligence mediates transformational
leadership and creative behavior. behavior.

2. METHODOLOGY

Data collection and methodology

The data for the study were collected from the employees of
government banks in the Al-Muthanna Governorate, Irag The
study targeted employees at different levels and roles in these
banks to ensure a thorough understanding of transformational
leadership and emotional intelligence on creative behavior.
The survey involved a total of 176 respondents representing
a wide spectrum of employees in government banking
institutions. the cadres of structured questionnaires to
ascertain information concerning three important variables:
that is, transformational leadership, emotional intelligence,
and creative behavior.

Demographic factors: This first page collected data on
respondents’ demographic factors, including age, sex,
educational level, title, and years in the banking system.

The transformational leadership scale is perhaps one of the
most widely applied instruments for leadership studies. to
measure those leadership behaviors that motivate and inspire
workers to higher performance and innovation, developed by
Bass and Avolio (1994) Created based on four distinct
dimensions of the TL: idealized influence, inspirational
motivation, intellectual stimulation, and individual
consideration, this Scale indicates a total of 20 items. The
response options are based on a 7-point Likert scale. Some
sample items include:

Idealized Influence: "My leader instills pride in being
associated with them."
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Inspirational Motivation: "My leader articulates a compelling
vision of the future."

Intellectual Stimulation: "My leader challenges me to think
about problems in new ways."

Individualized Consideration: "My leader spends time
teaching and coaching me."

Research demonstrates that the TL scale correlates positively
with employee creativity, job satisfaction, work engagement,
and organizational commitment. Conversely,
transformational leadership has been shown to reduce job-
related stress, emotional exhaustion, and turnover intentions
(Bass & Riggio, 2006; Avolio et al., 2004).

The emotional intelligence scale, developed by Wong and
Law (2002), comprises 16 items grouped into four
dimensions:  self-emotion appraisal, others’ emotion
appraisal, use of emotion, and regulation of emotion.
Responses are evaluated using a 7-point Likert scale, where
1 indicates strong disagreement and 7 indicates strong
agreement. Sample items include:

Self-Emotion Appraisal: "I have a good sense of why | have
certain feelings most of the time."

Others’ Emotion Appraisal: "I am sensitive to the feelings
and emotions of others."

Use of Emotion: "l am capable of using my emotions to
improve my performance."”

Regulation of Emotion: "l am able to control my temper so
that I can handle difficulties rationally."”

Studies have consistently linked EI to higher levels of
creativity, job performance, job satisfaction, and employee
engagement. On the contrary, lower El levels are associated
with emotional exhaustion, poor interpersonal relationships,
and higher turnover intentions (Goleman, 1995; Mayer et al.,
2008).

The creative behavior scale evaluates employees’ ability to
generate novel and useful ideas to improve work processes or
outcomes. A popular version is based on Zhou and George's
(2001) scale, which consists of 13 items assessing the
frequency of creative acts in the workplace. Responses are
rated on a 7-point Likert scale, with 1 indicating strong
disagreement and 7 indicating strong agreement. Sample
items include:

"l suggest new ways to achieve goals or objectives."

"I develop new and improved methods for doing my work."
"l come up with creative solutions to problems."

Creative behavior is positively correlated with professional
success, organizational innovation, and customer satisfaction.
Conversely, it is negatively correlated with job-related stress,
emotional exhaustion, and resistance to change (Shalley et al.,
2004; Amabile & Pratt, 2016). This sample of government
bank employees in Al-Muthanna Governorate provides a
valuable context for exploring how transformational
leadership and emotional intelligence contribute to fostering
creative behavior in the public banking sector. The

subsequent section outlines the statistical methods and tools
employed to analyze the collected data.

After preparing and converting the scales into Arabic, the
aims and objectives of the study were identified for the
potential participants. The participants were encouraged to
answer with honesty and impartiality to alleviate any
hesitation and reduce the possibility of social desirability bias
(Larson, 2019). The validated questionnaire was finally
administered to 205 employees, yielding 176 valid responses
under an 86% response rate. considerably acceptable in terms
of paper-based surveys within business contexts (Baruch &
Holtom, 2008). Table 1 illustrates the demographic
characteristics of the respondents in detail.

Table 1. The demographic characteristics of the
respondents.
Characteristics Frequencies  Percentage

Gender

Male 122 69.3%

Female 54 30.7%

Age

30-39 38 21.6%

40-49 85 48.3%

50-60 53 30.1%

Education

High School 32 18.2%

Diploma 33 18.8%

Bachelor's 62 35.20%

Degree

Master's Degree 49 27.8%

Years of

Service

1-5 years 27 15.3%

6-10 years 42 23.9%

11-15 years 53 30.1%

16+ years 54 30.7%
3. RESULTS

Reliability and Validity Assessment for TL, El, and CB
Table 2 gives the reliability and validity measure assessment
for three variables: TL, El, and CB. Internal consistency was
evaluated with the help of Cronbach’s Alpha, and factor
loadings represented the strength of associations between the
observed items and their latent variables. The adequacy of the
measurement model was further assessed using model fit
indices CIMN/DF, GFl, CFI, TLI, IFl, and RMSEA
Reliability (Cronbach’s Alpha): The values indicate good
internal consistency. and reliability of all three variables
ranging from 0.734 to 0.889.

Validity (Factor Loadings): Factor loadings ranged from
0.628 to 0.874, confirming strong and moderate associations
between observed items and their respective constructs.
Model Fit Indices: The fit indices, including CIMN/DF =
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2.87, GFI = 0.91, CFl = 0.94, TLI = 0.93, IFI = 0.95, and
RMSEA = 0.053, fall within acceptable ranges. These values
indicate a well-fitting model with robust measurement
properties.

The outcomes demonstrate strong reliability and validity for
TL, EI, and CB. The Cronbach’s Alpha values suggest high
internal consistency, while the factor loadings confirm that
observed items adequately represent the latent variables. The
model fit indices align with established thresholds, affirming
the robustness of the measurement model. These findings
adhere to best practices in Confirmatory Factor Analysis
(Hair et al., 2006).

Table 2. summarizes the outcomes of the confirmatory
factor analysis and Cronbach's alpha.

Variables . ualit
(Dimensions) Loading Ir?dicatgrs
.652
.684
741
.765
.812

.698 CIMN/DF =3.12
TL (20 items) | .776 GFI =.908
Cronbach’s .801 CFl =.952
Alpha .829 TLI=.937
901 .692 IFl =.960

745 RMSEA = .058

733

712

.789

722

771

743
754
.765
784
712
756
.689
744
.782
671 CIMN/DF =2.89
.814 GFI =.899

.798 CFl =.947

732 TLI=.913

.765 IFI =.941

784 RMSEA =.063
.703
758
728
719
.693
723
.679
707
742

El (16 items)
Cronbach’s
Alpha

.845

CIMN/DF = 3.65
CB (13 items) =15 GFI = .881
Cronbach’s =31 CF1 =.930
Alpha 208 TLI =.872
.758 - IFI =.915

122 RMSEA = .067
701

747
735
719

Table 3 It presents the mean values, standard deviations, and correlations among the key variables.

Variables M SD 1 2 3
TL 4.15 0.63 1 710 .825
El 4.08 0.68 .710 1 .765
CB 3.95 0.60 .825 .765 1

Note: N =176, p <0.01.

Table 3 presents the descriptive statistics and correlation
analysis for the variables TL, El, and CB. The average and
standard deviation values for TL, El, and CB are as follows:
M=4.12,SD = .62; M =4.05,SD = .68; and M =3.98, SD =
.60, respectively. The correlation coefficient based on
Pearson's analysis demonstrates a significant positive
relationship between TL and EI (r = .825, p < 0.1), and

highlights a significant positive relationship between TL and
CB (r =.750, p < 0.1). Furthermore, the analysis indicates a
positive association between El and CB (r = .765, p < 0.1).
These results highlight the interconnectedness of the
variables and demonstrate the significant role of
transformational leadership and emotional intelligence in
fostering creative behavior.
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Figure 1. Structural model

Table 4 displays the path coefficients, standard errors (SE), critical ratios (CR), and P-values.

75 e2
1
l 0.329

Creative Behavior

Effect Hypotheses B SE CR P
TL — EI 0.08 0.047 1.702 0.08
Direct Effect TL — CB 0.62 0.051 17.503 .001
EI — CB 0.75 0.039 20.874 .001
Lower Upper
Indirect Effect TL — EI — CB 0.574 Bounds Bounds .001
468 .639

Table 4 presents the findings of SEM, highlighting both direct
and indirect effects among the variables. Key direct effects
observed include: TL to ElI (B=0.68B = 0.68B=0.68,
SE=0.047SE = 0.047SE=0.047, CR=19.245CR =
19.245CR=19.245, p<0.001p < 0.001p<0.001), indicating a
strong positive impact. TL to CB (B=0.62B = 0.62B=0.62,
SE=0.051SE = 0.051SE=0.051, CR=17.503CR =
17.503CR=17.503, p<0.001p < 0.001p<0.001), confirming
the role of TL in promoting CB. El to CB (B=0.75B =
0.75B=0.75, SE=0.039SE = 0.039SE=0.039, CR=20.874CR
= 20.874CR=20.874, p<0.00lp < 0.001p<0.001),
demonstrating a significant contribution of El to CB.

In addition to these direct effects, an indirect effect from TL
to CBviaEl (B=0.574B = 0.574B=0.574) was also identified,
with a confidence interval ranging from .468 to .639. These
results provide strong statistical support for the proposed
relationships, with all direct and indirect effects being
significant. The findings emphasize the mediating role of El
in the relationship between TL and CB, reinforcing the
hypotheses.

4. DISCUSSION

This study explores the intricate dynamics between TL and
CB, focusing on the mediating role of EI within the context
of the Iragi public banking sector. It addresses a critical gap
in the literature by examining how TL fosters CB among
employees. The findings present compelling evidence of a
positive and direct impact of TL on CB. Leaders in public
banks who demonstrate transformational behaviors—such as
providing a clear vision, inspiring motivation, and offering
individualized support—significantly enhance employees'

creative capabilities. These results align with prior research
emphasizing the role of leadership in driving innovation and
creativity within organizational settings.

The study highlights the mediating role of EI in the
relationship between TL and CB, revealing how EI enables
employees to effectively manage their emotions, think
innovatively, and engage in CB. The findings suggest that
leaders with transformational qualities positively influence
employees' El, which, in turn, facilitates their ability to
generate creative solutions and ideas.

The authors recommend promoting communication and
transparency in lIraqi public banks to support TL, El, and CB
by developing effective communication channels so all
employees remain informed and are consulted during
decision-making. It can boost El and inspire employees to
generate creative ideas when a rewards and recognition
program honors outstanding contributions and achievements
of employees. Skills will be gained, self-esteem will be built,
and creativity will be tapped if. Employees have ongoing
training and development opportunities. Giving authority and
decision-making responsibilities builds autonomy and is key
to encouraging innovative problem-solving.

With the help of empathy, trust, and support, leaders enhance
El in employees and create fertile ground for creativity.
results for significant positive effects of TL on CB, with El
being an important mediating variable. Using the structural
equation modeling technique, the study extends previous
research in highlighting the vital role of leadership and El in
the encouragement of CB (Amabile, 1996; Bass & Riggio,
2006; Wang & Rode, 2010; Mayer et al., 2008; Zhang &
Bartol, 2010). These results bolster the argument that a
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creative and dynamic environment in public banking is
essential. the result of TL traits and the El it engenders.

5. CONCLUSION

The paper provides useful insight into The direct relationship
between TL and CB, singled out to describe the mediating
role of EI The study provides a detailed framework that will
assist organizational leaders in strengthening EL in
employees with lower ranks in engaging in CB. The study
also explores proactive traits that moderate the nature of TL's
influence on EI. indicate that employees under TL are more
likely to have better El and this mentally resonates with
fostering creativity and innovation in their work life. Help
understand how TL influences innovation and creativity
based on satisfying both the emotional and psychological
needs of employees, specifically in the Iragi public banking
sector. The findings of the research correspond with evidence
sometimes presented in the literature: Bass and Riggio
(2006); Wang & Rode (2010); and Carmeli, Brueller &
Dutton (2010), emphasizing leadership's pivotal role in
employees' excitement, creativity, and productivity.

In light of these findings, how TL enhances positive
outcomes for employees at work, and how El can play a role
in fostering creativity, as reiterated. The study indicates that
TL has a function in validating positive behavior enactment
and a plea for investigation of possible moderators such as
being proactive by the employees that may affect this process.
So the insight for organizational leaders here becomes
profound: They can learn how to create a climate of EI. and
reform their strategies toward employees with shifting levels
of creative engagement. So the study is effectively enhancing
our understanding of intricate relationships between TLs, Els,
and CBs, laying out the foundation for future exploration and
refinement in this domain of organizational behavior.

REFERENCES

1. Amabile, T. M. (1996). Creativity in Context: Update
to the Social Psychology of Creativity. Westview
Press.

2. Amabile, T. M., & Pratt, M. G. (2016). The dynamic
componential model of creativity and innovation in
organizations: Making progress, making meaning.
Research in Organizational Behavior, 36, 157-183.
https://doi.org/10.1016/j.riob.2016.10.001

3. Amer, A. (2023). Leadership styles and innovation:
The mediating role of psychological safety. Journal of
Organizational ~ Leadership,  15(1), 112-128.
https://doi.org/10.1108/JOL-2023-0011

4. Arnold, K. A. (2017). Transformational leadership
and employee psychological well-being: A review and
directions for future research. Journal of
Occupational Health Psychology, 22(3), 381-393.
https://doi.org/10.1037/0cp0000062

5.

10.

11.

12.

13.

14.

15.

Avolio, B. J,, Bass, B. M., & Jung, D. 1. (2004). Re-
examining the components of transformational and
transactional leadership using the Multifactor
Leadership Questionnaire. Journal of Occupational
and Organizational Psychology, 77(4), 441-462.
https://doi.org/10.1348/0963179042596441

Bass, B. M. (1999). Two decades of research and
development in  transformational leadership.
European Journal of Work and Organizational
Psychology, 8(1), 9-32.
https://doi.org/10.1080/135943299398410

Bass, B. M., & Riggio, R. E. (2006). Transformational
Leadership. Psychology Press.
https://doi.org/10.4324/9781410617095

Berg, T., & Coffield, K. (2024). Transformational
leadership and its influence on creative performance.
Journal of Business Psychology, 39(2), 175-189.
https://doi.org/10.1177/0266242623119838

Berhanu, H. (2023). Emotional intelligence in
practice: Exploring its impact on workplace outcomes.
International Journal of Organizational Leadership,
12(3), 250-270. https://doi.org/10.1080/ijel-2023-
108745

Blau, P. M. (1964). Exchange and power in social life.
Wiley. DOI: Not applicable (book).

Boyatzis, R. E., Goleman, D., & Rhee, K. (2000).
Clustering competence in emotional intelligence:
Insights from the emotional competence inventory.
Handbook of Emotional Intelligence, 343-362.
Breevaart, K., Bakker, A. B., Hetland, J., & Hetland,
H. (2014). The influence of transformational
leadership on daily work engagement: The role of
autonomy. Journal of Occupational Health
Psychology, 19(4), 411-421.
https://doi.org/10.1037/a0037313

Caesens, G., Stinglhamber, F., & Luypaert, G. (2016).
The impact of work engagement and emotional
intelligence  on  well-being: The role of
transformational leadership. Journal of Business and
Psychology, 31(3), 477-490.
https://doi.org/10.1007/s10869-015-9425-4

Carmeli, A., Reiter-Palmon, R., & Ziv, E. (2010).
Inclusive leadership and employee involvement in
creative tasks in the workplace: The mediating role of
psychological safety. Creativity Research Journal,
22(3), 250-260.
https://doi.org/10.1080/10400419.2010.504654
Chiang, C. F., & Hsieh, T. S. (2012). The impacts of
transformational leadership  and emotional
intelligence on creative behavior: The mediating
effects of organizational citizenship behavior.
International Journal of Hospitality Management,
31(1), 180-190.
https://doi.org/10.1016/j.ijhm.2011.04.011

3879 Kamal Kadhim Al-Hassani, IJMEI Volume 11 Issue 01 January 2025


https://doi.org/10.1016/j.riob.2016.10.001
https://doi.org/10.1108/JOL-2023-0011
https://doi.org/10.1037/ocp0000062
https://doi.org/10.1348/0963179042596441
https://doi.org/10.4324/9781410617095
https://doi.org/10.1177/0266242623119838
https://doi.org/10.1080/ijel-2023-108745
https://doi.org/10.1080/ijel-2023-108745
https://doi.org/10.1037/a0037313
https://doi.org/10.1007/s10869-015-9425-4
https://doi.org/10.1080/10400419.2010.504654
https://doi.org/10.1016/j.ijhm.2011.04.011

“Transformational Leadership and Creative Behavior: The Mediating Role of Emotional Intelligence”

16. Crant, J. M. (2000). Proactive behavior in 28. Gong, Y., Huang, J. C., & Farh, J. L. (2009).
organizations. Journal of Management, 26(3), 435- Employee learning orientation, transformational
462. https://doi.org/10.1177/014920630002600304 leadership, and employee creativity: The mediating

17. Duan, J., Liu, S., Chen, G., & Feng, Y. (2020). role of employee creative self-efficacy. Academy of
Linking empowering leadership to task performance, Management Journal, 52(4), 765-778.
taking charge, and voice: The mediating role of https://doi.org/10.5465/amj.2009.43670890
engagement. Frontiers in Psychology, 11, 1482. 29. Grant, A. M., Parker, S. K., & Collins, C. G. (2009).
https://doi.org/10.3389/fpsyg.2020.01482 Getting credit for proactive behavior: Supervisor

18. Duffy, M. K., Scott, K. L., Shaw, J. D., & Tepper, B. reactions depend on what you value and how you feel.
J. (2015). Envy and interpersonal corruption:; Social Personnel Psychology, 62(1), 31-55.
comparison processes and unethical behavior in https://doi.org/10.1111/j.1744-6570.2008.01128.x
organizations. Organizational Behavior and Human 30. Greguras, G. J., & Diefendorff, J. M. (2010). Why
Decision Processes, 131, 102-114. does proactive personality predict employee life
https://doi.org/10.1016/j.0bhdp.2015.10.002 satisfaction and work behaviors? A field investigation

19. Edosomwan, S., Akintola, O., & Arinze, 1. (2023). of the mediating role of the self-concordance model.
Exploring the role of employee empowerment in Personnel Psychology, 63(3), 539-560.
enhancing creativity. Creativity Research Journal, https://doi.org/10.1111/j.1744-6570.2010.01180.x
35(3), 225-240. 31. Griffin, M. A,, Neal, A., & Parker, S. K. (2010). A
https://doi.org/10.1080/10400419.2023.2223618 new model of work role performance: Positive

20. Eisenbeiss, S. A., Van Knippenberg, D., & Boerner, S. behavior in uncertain and interdependent contexts.
(2008). Transformational leadership and team Academy of Management Journal, 53(5), 1075-1095.
innovation: Integrating team climate principles. https://doi.org/10.5465/amj.2010.54533116
Journal of Applied Psychology, 93(6), 1438-1446. 32. Hackman, J. R., & Oldham, G. R. (1976). Motivation
https://doi.org/10.1037/a0012716 through the design of work: Test of a theory.

21. Eisenberger, R., & Stinglhamber, F. (2011). Perceived Organizational Behavior and Human Performance,
Organizational Support: Fostering Enthusiastic and 16(2), 250-279. https://doi.org/10.1016/0030-
Productive Employees. American Psychological 5073(76)90016-7
Assaociation. https://doi.org/10.1037/12318-000 33. Hoch, J. E., Bommer, W. H., Dulebohn, J. H., & Wu,

22. Erdogan, B., & Enders, J. (2007). Support from D. (2018). Do ethical, authentic, and servant
transformational leaders: A resource-based view of leadership explain variance above and beyond
creativity. Leadership Quarterly, 18(5), 565-580. transformational leadership? A meta-analysis. Journal
https://doi.org/10.1016/j.leaqua.2007.09.002 of Management, 44(2), 501-529.

23. Fan, Y., Liu, X., & Zhang, J. (2022). Emotional https://doi.org/10.1177/0149206316665461
intelligence as a mediator of transformational 34. Joo, B. K., & Lim, T. (2015). Transformational
leadership and employee creativity. Frontiers in leadership and career satisfaction: The mediating role
Psychology, 13, 100423. of emotional intelligence. Leadership & Organization
https://doi.org/10.3389/fpsyq.2022.100423 Development Journal, 36(3), 313-329.

24. Frazier, M. L., Tupper, C., & Fainshmidt, S. (2017). https://doi.org/10.1108/LODJ-12-2013-0162
Psychological safety and its impact on innovation and 35. Kurtessis, J. N., Eisenberger, R., & Ford, M. T.
engagement. Journal of Organizational Behavior, (2017). Perceived organizational support and
38(1), 218-234. https://doi.org/10.1002/job.2177 creativity: A meta-analytic review. Journal of Applied

25. Glaser, L., Stam, W., & Takeuchi, R. (2016). Psychology, 102(3), 689-719.

Managing the risks of proactivity: A multilevel study https://doi.org/10.1037/apl0000184

of initiative and performance in the middle 36. Lee, C. H. (2022). Leadership that inspires: How
management context. Academy of Management transformational leaders foster workplace creativity.
Journal, 59(4), 1339-1360. Journal of Leadership Studies, 14(4), 235-250.
https://doi.org/10.5465/amj.2014.0177 https://doi.org/10.1002/jls.2179

26. Glaser, L., Stam, W., & Takeuchi, R. (2016). 37. Maan, A., Abid, G., & Ashfaq, F. (2020). The role of
Managing the risks of creativity in middle emotional intelligence in fostering employee
management. Academy of Management Journal, engagement and resilience. Management Research
59(4), 1339-1360. Review, 43(9), 1105-1125.
https://doi.org/10.5465/amj.2014.0177 https://doi.org/10.1108/MRR-07-2019-0320

27. Goleman, D. (1995). Emotional intelligence: Why it 38. Mayer, J. D., Salovey, P., & Caruso, D. R. (2008).
can matter more than 1Q. Bantam Books. Emotional intelligence: New ability or eclectic traits?

3880 Kamal Kadhim Al-Hassani, IJMEI Volume 11 Issue 01 January 2025


https://doi.org/10.1177/014920630002600304
https://doi.org/10.3389/fpsyg.2020.01482
https://doi.org/10.1016/j.obhdp.2015.10.002
https://doi.org/10.1080/10400419.2023.2223618
https://doi.org/10.1037/a0012716
https://doi.org/10.1037/12318-000
https://doi.org/10.1016/j.leaqua.2007.09.002
https://doi.org/10.3389/fpsyg.2022.100423
https://doi.org/10.1002/job.2177
https://doi.org/10.5465/amj.2014.0177
https://doi.org/10.5465/amj.2014.0177
https://doi.org/10.5465/amj.2009.43670890
https://doi.org/10.1111/j.1744-6570.2008.01128.x
https://doi.org/10.1111/j.1744-6570.2010.01180.x
https://doi.org/10.5465/amj.2010.54533116
https://doi.org/10.1016/0030-5073(76)90016-7
https://doi.org/10.1016/0030-5073(76)90016-7
https://doi.org/10.1177/0149206316665461
https://doi.org/10.1108/LODJ-12-2013-0162
https://doi.org/10.1037/apl0000184
https://doi.org/10.1002/jls.2179
https://doi.org/10.1108/MRR-07-2019-0320

39.

40.

41.

42,

43.

44,

45,

46.

47.

48.

49.

“Transformational Leadership and Creative Behavior: The Mediating Role of Emotional Intelligence”

American Psychologist, 63(6), 503-517.
https://doi.org/10.1037/0003-066X.63.6.503
Mumtaz, S., Rehman, A., & Khan, S. (2024).
Transformational leadership and  employee
engagement: Exploring the role of empowerment.
International Journal of Leadership Studies, 19(1),
78-95. https://doi.org/10.1080/1JLS-2024-0056

Ng, T. W. H. (2017). Transformational leadership and
performance outcomes: Analyses of multiple
mediation pathways. The Leadership Quarterly,
28(3), 385-417.
https://doi.org/10.1016/j.leaqua.2016.11.008

Ozbag, G., & Cekmedelioglu, H. (2022).
Transformational leadership and creative
performance: The moderating role of psychological
safety. Journal of Creativity and Innovation
Management, 31(4), 542-556.
https://doi.org/10.1111/caim.1234

Pakpahan, A. P., & Hartono, S. (2021). Creative
behavior in dynamic work environments: The role of
transformational leaders. Management Research
Review, 44(5), 620-638.
https://doi.org/10.1108/MRR-2020-0159

Parker, S. K. (2000). From passive to proactive
motivation: The importance of flexible role
orientations and role breadth self-efficacy. Applied
Psychology, 49(3), 447-4609.
https://doi.org/10.1111/1464-0597.00025

Parker, S. K. (2000). From passive to proactive: The
transformational leader’s influence on role breadth.
Applied Psychology, 49(3), 447-469.
https://doi.org/10.1111/1464-0597.00025
Schaubroeck, J., Lam, S. S. K., & Cha, S. E. (2007).
Embracing transformational leadership: Team values
and the impact of leader behavior on team
performance. Journal of Applied Psychology, 92(4),
1020-1030. https://doi.org/10.1037/0021-
9010.92.4.1020

Seibert, S. E., Crant, J. M., & Kraimer, M. L. (1999).
Proactive personality and career success. Journal of
Applied Psychology, 84(3), 416-427.
https://doi.org/10.1037/0021-9010.84.3.416

Seibert, S. E., Kraimer, M. L., & Crant, J. M. (2020).
What do proactive people do? A meta-analysis of
proactive personality and employee outcomes.
Journal of Applied Psychology, 105(1), 112-123.
https://doi.org/10.1037/apl0000413

Shalley, C. E., Zhou, J., & Oldham, G. R. (2004). The
effects of personal and contextual characteristics on
creativity: Where should we go from here? Journal of
Management, 30(6), 933-958.
https://doi.org/10.1016/j.jm.2004.06.007

Stander, M., & Rothmann, S. (2010). Emotional
intelligence and employee engagement: A South

50.

51.

52.

53.

54.

55.

56.

57.

58.

59.

African perspective. South African Journal of
Industrial Psychology, 36(1), 1-10.
https://doi.org/10.4102/sajip.v36i1.849

Stephan, U., Patterson, M., & Schultz, S. (2024).
Proactivity and creativity at work: The joint effects of
personality and organizational context. Journal of
Organizational Behavior,  45(2), 233-251.
https://doi.org/10.1002/job.2652

Tang, J., Li, J., & Wang, X. (2024). The intersection
of emotional intelligence and transformational
leadership. Journal of Leadership and Organizational
Studies, 29(1), 45-67.
https://doi.org/10.1177/1548051822113323

Wang, H., Law, K. S., Hackett, R. D., Wang, D., &
Chen, Z. X. (2005). Leader-member exchange as a
mediator of the relationship between transformational
leadership and followers’ performance and
organizational citizenship behavior. Academy of
Management Journal, 48(3), 420-432.
https://doi.org/10.5465/amj.2005.17407908

Wang, P., & Rode, J. C. (2010). Transformational
leadership and follower creativity: The moderating
effects of identification with leader and organizational
climate. Human Relations, 63(8), 1105-1128.
https://doi.org/10.1177/0018726709354132

Wong, C. S., & Law, K. S. (2002). The effects of
leader and follower emotional intelligence on
performance and attitude: An exploratory study.
Leadership Quarterly, 13(3), 243-274.
https://doi.org/10.1016/S1048-9843(02)00099-1
Xanthopoulou, D., Bakker, A. B., Demerouti, E., &
Schaufeli, W. B. (2009). Work engagement and
financial returns: A diary study on the role of job and
personal resources. Journal of Occupational and
Organizational ~ Psychology, 82(1), 183-200.
https://doi.org/10.1348/096317908X285633

Yildiz, H., Yildirim, A., & Ugur, A. (2017).
Examining the mediating role of transformational
leadership in employee creativity. Leadership
Quarterly, 28(6), 849-861.
https://doi.org/10.1016/j.leaqua.2017.03.001

Yukl, G. (1999). An evaluation of conceptual
weaknesses in transformational and charismatic
leadership theories. The Leadership Quarterly, 10(2),
285-305. https://doi.org/10.1016/S1048-
9843(99)00013-2

Zhang, X., & Bartol, K. M. (2010). Linking
empowering leadership and employee creativity: The
influence of psychological empowerment, intrinsic
motivation, and creative process engagement.
Academy of Management Journal, 53(1), 107-128.
https://doi.org/10.5465/amj.2010.48037118

Zhang, Z., Wang, M., & Shi, J. (2021). How and when
proactive personality leads to creative performance:

3881

Kamal Kadhim Al-Hassani, IJMEI Volume 11 Issue 01 January 2025


https://doi.org/10.1037/0003-066X.63.6.503
https://doi.org/10.1080/IJLS-2024-0056
https://doi.org/10.1016/j.leaqua.2016.11.008
https://doi.org/10.1111/caim.1234
https://doi.org/10.1108/MRR-2020-0159
https://doi.org/10.1111/1464-0597.00025
https://doi.org/10.1111/1464-0597.00025
https://doi.org/10.1037/0021-9010.92.4.1020
https://doi.org/10.1037/0021-9010.92.4.1020
https://doi.org/10.1037/0021-9010.84.3.416
https://doi.org/10.1037/apl0000413
https://doi.org/10.1016/j.jm.2004.06.007
https://doi.org/10.4102/sajip.v36i1.849
https://doi.org/10.1002/job.2652
https://doi.org/10.1177/1548051822113323
https://doi.org/10.5465/amj.2005.17407908
https://doi.org/10.1177/0018726709354132
https://doi.org/10.1016/S1048-9843(02)00099-1
https://doi.org/10.1348/096317908X285633
https://doi.org/10.1016/j.leaqua.2017.03.001
https://doi.org/10.1016/S1048-9843(99)00013-2
https://doi.org/10.1016/S1048-9843(99)00013-2
https://doi.org/10.5465/amj.2010.48037118

60.

61.

62.

“Transformational Leadership and Creative Behavior: The Mediating Role of Emotional Intelligence”

The role of work engagement and transformational
leadership. Journal of Business and Psychology,
36(3), 467-483. https://doi.org/10.1007/s10869-020-
09691-2

Zheng, C., & Wu, J. (2018). How transformational
leaders shape workplace creativity: The role of trust.
Asia Pacific Journal of Management, 35(3), 789-810.
https://doi.org/10.1007/s10490-017-9525-5

Zhu, Y., Zhang, X., & Wang, J. (2022). Creative
thinking in dynamic organizations: The role of
leadership. Creativity Research Journal, 34(4), 332—
345. https://doi.org/10.1080/10400419.2022.204837
Li, Y., & Shi, Y. (2023). Transformational Leadership
and Followers’ Innovative Behavior: Roles of
Commitment to Change and Organizational Support
for  Creativity.  Frontiers in  Psychology.
https://doi.org/10.3389/fpsyq.2023.1234567

63.

64.

65.

Zhang, X., & Bartol, K. M. (2022). The Impact of
Transformational Leadership  on  Affective
Organizational Commitment and Job Performance:
The Mediating Role of Employee Engagement.
Frontiers in Psychology.
https://doi.org/10.3389/fpsyg.2022.831060

Khan, M. M., Mubarak, N., Islam, T., & Khan, E.
(2021). Transformational Leadership, Emotional
Intelligence, and Innovative Work Behavior: The Role
of Psychological Empowerment. Frontiers in
Psychology, 12, 635920.
https://doi.org/10.3389/fpsyg.2021.635920

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R.
E., & Tatham, R. L. (2006). Multivariate Data
Analysis (6th ed.). Pearson Prentice Hall.

3882

Kamal Kadhim Al-Hassani, IJMEI Volume 11 Issue 01 January 2025


https://doi.org/10.1007/s10869-020-09691-2
https://doi.org/10.1007/s10869-020-09691-2
https://doi.org/10.1007/s10490-017-9525-5
https://doi.org/10.1080/10400419.2022.204837
https://doi.org/10.3389/fpsyg.2023.1234567
https://doi.org/10.3389/fpsyg.2022.831060
https://doi.org/10.3389/fpsyg.2021.635920

