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Abstract - The importance of creativity to an organization and society is undeniable, simultaneously, leadership is a key 
factor affecting the creativity of followers within an organization. Based on the clarification of the concepts and dimensions 
of transformational leadership and transactional leadership, this paper examined follower identifications as a mediator and 
employees’ perceptions of organizational support as a moderator in the relationship between leadership and follower 
creativity. Using a sample of 242 employees from different industries in China, we found that most of our hypotheses were 
supported. Specifically, results showed that followers identification mediates the positive influence relationship between 
leadership on follower creativity, and follower’s perceived organizational support moderate both transformational leadership 
and transaction all leadership in the relationship with follower relational identification. Implications of the findings, 
Limitations of the study and directions for future research are discussed. 
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I. INTRODUCTION 
 
With the development of economic globalization and 
information technology, the concept of so-called 
boundary between enterprises gradually faded, and 
the high degree of transparency between consumers 
and enterprises makes the current business 
environment has been characterized as turbulence, 
chaos and uncertainty. Furthermore, in knowledge-
based economy, organizations face rising needs to 
persistently regain their forgotten entrepreneurial 
spirit and seek original creative avenues to maintain a 
competitive advantage[30]. Researchers have 
suggested that the critical notion-an individual’ s 
creativity-the production of novel and useful ideas in 
any domain[2][3]-is crucial adjective for 
organization's sustainability and 
competitiveness(e.g.,[29]). While empirical research 
has examined many determinants of follower 
creativity at individual level, such as personality, 
domain specific knowledge, and fluency of 
imagination[33][43],and at organizational level, such 
as cohesion[29], and organizational level, such as, 
organizational culture and climate[9], training 
programs[22], organizational environment[37], 
studies on leadership has been relatively insufficient 
despite its wide acceptance as being a key contributor 
to creativity[29]. 
In spite of the conceptual argument made by a 
number of researchers that transformational 
leadership is supposed to be positively associated 
with innovative organizational climate and may 
encourage follower tobe more creative, and 
transactional leadership may influence negatively 
because creativity is largely referto intrinsic 
motivation, there have been very limited empirical 

investigations confirming such an argument(e.g., 
[17][21][39][31]).For the intrinsic motivation 
perspective dominates the creativity literature, a rich 
body of research has largely used it to clarify the how 
transformational leadership is significantly related to 
follower’s creativity[17][39]. However, the recent 
studies have begun to explore the internal process and 
boundary conditions for leadership with beneficial 
work behaviors[41], and dig into the nature of 
creativity to overlook the underlying mechanisms of 
the impact that are embedded in the relationship 
between leader and follower[31][34]. The relational 
identification with the supervisor proved to be a 
mechanism to realize the effect of transformational 
leadership on followers’ performance[41]. 
Identification is well known as themental phenomena 
that people identity to organization or group, scholars 
have only recently begun to pay attention to it from 
different perspectives of identity with leaders(e.g., 
[41][42][31]). 
Nothing provides more inspiration for creative ideas 
than the opportunity to make a positive difference in 
work processes or outcomes and to be rewarded for 
it[1].Motivations, not only the reward-based 
creativity goals but the capability beliefs, effect 
significantly on follower’s creative action[15].It is 
supposed that the perceptions of followers’ work 
environment, specifically perceptions of support from 
their organizations are more valuable than monetary 
compensation. 
Therefore, it worth mentioning that the perceived 
organization support may plays a key role in shaping 
the psychological tendency of follower for creative 
behavior. Taken together, the purpose of this study 
can be summarized as explaining the relationship 
between leadership and follower creativity. And this 

http://iraj.in
mailto:xueni1202@gmail.com,
mailto:jkk@pusan.ac.kr


International Journal of Management and Applied Science, ISSN: 2394-7926                                              Volume-3, Issue-9, Sep.-2017 
http://iraj.in 

How Does Leadership Influence Follower Creativity? The Role of Follower Identifications and Perceived Organizational Support 
 

53 

study had three key goals: to investigate the effects of 
leadership (i.e., transformational leadership and 
transactional leadership) and perceived organizational 
support on follower creativity; elucidate follower 
identifications as a mediator of the influence of 
leadership and perceived organizational support on 
follower creativity; and test for this mediation using a 
sample of 242employees from different industries in 
China. It examined the impact of transformational 
and transactional leadership on creativity of 
employees who had relatively higheducation levels. 
Accordingly, this study complements the 
inadequacies of previous studies. First, it examines 
both transformational leadership and transaction 
leadership sampling followers who had relatively 
high education levelsfrom the same context in China. 
It also tests identification as a mediator of the 
influence of leadership on follower creativity. Finally, 
it verifies the perception organizational support as a 
moderator of the relationship between 
leadership,follower identifications and follower 
creativity.  

 
II. LITERATURE REVIEW AND HYPOTHESE 
 
2.1. Leadership and Follower Creativity 
Leadership has been considered as a significant factor 
that can stimulate followers to pursue collective 
values and aspirations, and to perform more 
creative[29][35]. Research on leadership has been 
carried out for almost a century, including a variety of 
theoretical and empirical studies, such as Charismatic 
leadership (e.g., [8][19]), servant leadership[40],and 
transformational leadership[6].Perhaps the most 
representative of the various theories of leadership 
was theframework proposed by Bass (1985), which 
distinguishes between transformational leadership 
and transactional leadership, and the former improve 
the goals and to promote the morality of followers, 
while the latter provide incentives to encourage 
individuals to achieve their existing goals. This kind 
of distinction was refined by Bass who regards 
transformational and transactional leadership as not 
necessarily mutually exclusive[6]. 
As noted early, transformational leadership has been 
most strongly suggested to be a positive force in the 
work context to facilitate followers to perform more 
creative. Transformational leadership refers to 
charismatic, considerate, inspirational and 
intellectually stimulating actions that achieves 
positive influence on followers’ confidence to 
perform beyond the expectations specified in the 
exchange agreement[5][10]. Specially,individualized 
consideration may promote follower creativity by 
supporting followers’ initiatives and encouraging 
personal expressions [44].Similarly, when provided 
intellectual stimulation, followers are encouraged to 
challenge the status quo and pursue their intellectual 
imagination[39]. And because transformational 
leaders are charismatic and inspirational, followers 

tend to learn from such leaders and thus creativity 
should be enhanced [17]. Jung et al. (2013) proved 
that transformational leadership positively influences 
followers’ support for innovation used data from 
Taiwanese[22], while Jaussi& Dionne reported that 
no significant relationships exists between 
transformational leadership and individual creative 
performance of the participating students in 
experimental settings[21]. 
In contrast, there is not much research on the link 
between transactional leadership and follower 
creativity. Transactional leadership establishes 
relationships as an exchange by rewarding goal 
achievement and clarifying goals [7]. Transactional 
leaders set a creativity goal and promise a contingent 
reward to stimulatefollowerto further efforts, thus, 
follower creative performance may increase[11][36], 
while other researchers question its availability about 
the opposite effect that if transactional leaders reward 
other aspects of performance, such as product 
quantity[17].Moss andRitossashowed that goal 
orientation has no influence on the association 
between leadership and creativity[28]. Though 
positive relationship between transactional leadership 
and creativity is not expected [35], the expectation 
will vary depending on the circumstances. Some 
researchersproposedthattransactional leadership 
promotes and improves existing knowledge and is 
more closely associated with exploitative activities in 
dynamic environments than with explorative 
activities, thus, it is important to apply proper 
leadership styles based on certain pursuit in turbulent 
environments[20]. 
However, since transactional leaders tend to 
emphasize process rather than substance and operate 
within the boundaries of the existing culture or 
system, and although they positively influence 
follower’s motivation, thus enhance individual 
creativity, they are unlikely to establish a deeper 
psychological connection with follower’s than 
transformational leaders do. Therefore, we expect that 
both transformational leadership and transactional 
leadership positively related to follower creativity, 
and the magnitude of the relationship between 
transactional leadership and follower creativity is 
smaller than that of the relation between 
transformational leadership and follower creativity. 
Based on the above reasoning, we examined both 
transformational leadership and transactional 
leadership on follower creativity and predict that: 
 
Hypothesis 1: Leadership positively related to 
follower creativity. 
 
Hypothesis 1-1: Transformational leadership is 
positively related to follower creativity. 
 
Hypothesis 1-2: Transactional leadership is 
positively related to follower creativity but the 
magnitude of this effect will be significantly smaller 
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than the effect of transformational leadership on 
follower creativity. 

 
2.2. The Mediating Role of Follower 
Identifications 
Empirical research has confirmed that leadership may 
impose on the follower by activating the follower’s 
self-concept [25][27][38]. And research has 
highlighted that follower’s self-concept may mediate 
the influence process of leadership on follower’s 
attitude or behavior (e.g.[45]). According to the 
typological study of creativity, follower creativity can 
be divided into different types and levels, such as 
proactive and contributory creativity, 
responsive and expected creativity. Some researchers 
typified creativity as radical creativity and 
incremental creativity [26]. Different types of 
creativity have different degrees of difficulty and 
uncertainty, as well as different emphases, and thus 
may have different mechanisms of formation [3]. And 
the degree of motivation needed (both 
intrinsic and extrinsic) and key predictors will 
differ across types. For example, when creativity 
focuses on the dimension of novelty, the intrinsic 
motivation based on interest may be its main 
determinant; and when creativity focuses on the 
usefulness dimension, the external motive from 
utilitarianism may be its primary trigger factors [16]. 
Drawing mainly on theories of self-categorization, 
self-construal and social identity [47], research 
describes self-concept as multifaceted construct that 
the self may be defined not only in terms of 
individuating characteristics, but include their 
relationship with others at the collective level [45]. 
Research has been focused on the status of how 
individuals identify with collective entities (et. 
groups, departments, or organizations) from the 
perceptive of social identify theory [4], extremely 
ignored the emergence at the interpersonal level of 
identification[48]. As one of the most influential 
leadership style of contemporary research results, 
transformational leadership is thought to motivate 
followers mainly through "value guidance", while 
transactional leadership exchanges followers to the 
work mainly through "exchange of interests" [7]. 
Transformational leadership may exert influences 
both on the follower’s relational self with the leader 
and the collective self with an organization or a group 
[27]. We focus here on identification from the 
perspective of social identification and relational 
identification which is likely to buffer the relationship 
between leadership and follower creativity. 
 
2.2.1 Social identification 
Social identification exists in the circumstance that 
when followers define themselves as part of an 
organization or group [49]. Transformational 
leadership behaviors by inspiring a common vision 
and emphasizing the collective goals, thus make 
followers more likely to identify with the 

organization [25]. Kark et al. (2003) reported a strong 
correlation between transformational leadership and 
followers’ social identification[27]. Meanwhile, 
however, it should be noted that not all aspects of 
transformational leadership necessarily heighten 
follower’s social identification with the 
collective[50].Also, Epitropaki& Martin (2005) 
inferred that transformational leaders may likely to 
increase the perceived attractiveness of the 
organization through empowerment[18], but 
empowerment, in [22], proved to influenced 
negatively on follower creativity.  
Transactional leader sets up constructive expectations 
and establishes reward for achieving these 
expectations, that it exerts positively influence on 
follower satisfaction with the leader and leader 
effectiveness[51]. Based on the timing of the 
intervention, there exist active and passive 
management by expectation[46]. It is worth 
mentioning that humans are not only goal-oriented 
but are motivated by faith or leaders to maintain and 
enhance their self-worth [38]. Different with active 
management by expectation, passive leaders wait 
until the follower’s behavior has caused problems 
instead of monitor follower behavior, and negative 
relationship on follower motivation and performance 
only exist in the passive dimension [51]. Meanwhile, 
transactional leadership has a stronger positive effect 
on identifying self with organization (i.e., social 
identification) for follower characterized by a 
connected self-schema [18]. 

 
2.2.2Relational identification 
Relational identification exists in the circumstance 
when one defines oneself in terms of a given role-
relationship [48].The extent to which follower’s 
identification on the relationship with his or her 
leader depends on how desirability the role 
relationship is [31], and may significantly influence 
followers’ motivation and performance [27], which is 
related to follower creativity. According to 
transformational theory from Bass (1985), the major 
goal of transformational leaders is to set high 
performance expectation for their followers and 
attract them into creative ideas. Thus, followers may 
relationally identify with transformational leaders to 
reciprocate their leader’s encouragement and support 
[41]. In the contrary, transactional leadership is 
assumed to prime followers’ identity and be less 
likely to instill a strong link between the individuals 
and others. Whereas the core of transactional 
leadership lies an equitable exchange, leaders meet 
the needs of their followers in exchange for meeting 
performance expectations, and this form of leadership 
is more likely to influence the relational identification 
of the followers [18]. Accordingly, we formulated the 
following hypotheses:  
 
Hypothesis 2: follower identification mediates the 
relationship between leadership and follower 
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creativity. 
 
Hypothesis 2-1: Social identification mediates the 
positive effect of transformational leadership on 
follower creativity. 
 
Hypothesis 2-2: Social identification mediates the 
positive effect of transactional leadership on follower 
creativity  
 
Hypothesis 2-3: Relational identification mediates 
the positive effect of transformational leadership on 
follower creativity. 
 
Hypothesis 2-4: Relational identification mediates 
the positive effect of transactional leadership on 
follower creativity. 

 
2.3. The Moderating Role of Perceived 
Organizational Support 
Organizational support theorists have suggested that 
employees form general beliefs concerning how 
much the organization values their efforts and 
contributions and care about their well-being [12]. 
Such perceived organizational support acts as 
psychological encouragement to help employees 
maintain the positive self-image to obtain favorable 
treatment from the organization. Perceived 
organizational support was found positively related to 
organizational citizen behavior, affective 
commitment and retention [12], its underlying 
attribution-based explanation was the norms of 
reciprocation [32]. Empirical research has proved that 
perceived organizational support positively effects 
employee’s affective attachment to the organization 
and increases employee’s expectancy of the better 
reward by meeting the organizational goals [13]. 
Nevertheless, in the absence of direct incentives or 
personal recognition expected, the employees' 
perception of being valued and cared about by the 
organization revealed a positive relationship with 
innovation behavior [14]. Researchers suggested that 
perceived organizational support was found to 
strongly linked with employee’s emotional bond to 
the organization[24]. As employees’ perceptions of 
organizational dependability was enhanced, their 
appetence for achieving organizational goals would 
be stronger as one part of the organization. Building 
on this, we argue that the association of leadership 
and follower identification will be stronger in highly 
supportive organization compared with unsupportive 
relationships. 
 
Hypothesis 3: perceived organizational support 
moderates the relationship between leadership and 
follower creativity. 
 
Hypothesis 3-1: perceived organizational 
supportmoderates the relationshipbetween 
transformational leadership and follower relational 

identification. 
 
Hypothesis 3-2: perceived organizational 
supportmoderates the relationship between 
transformational leadership and follower social 
identification  
 
Hypothesis 3-3: perceived organizational 
supportmoderates the relationshipbetween 
transformational leadership and follower social 
identification. 
 
Hypothesis 3-4: perceived organizational 
supportmoderates the relationshipbetween 
transactional leadership and follower social 
identification 

 
III. METHODS 
 
3.1. Research setting, sample, and procedures 
In this study, employees from different industries in 
China were participated (N = 280) through email 
andthe internet. The questionnaire distribution and 
collection activities were conducted from March 24, 
2017 to April 26, 2017 for about one month. To 
ensure the accuracy of the results, we excluded 
untrustworthy questionnaire and questionnaires with 
a time shorter than 200 seconds. After excluding 
those questionnaires, a total of 242 questionnaires 
were used as valid data for final statistical analysis (a 
86.4 percent response rate). 
For this study, we analyzed the frequency of the 
demographic characteristics of the respondents. 
According to the analysis results, of the total 242 
respondents, 33.9% were maleand 66.1%were 
female. The highest frequency of people in their 30s 
is 85.1%, which is 206 people. About 43% had 
university educations, and 63.6% worked less than 
three years. 

 
3.2.Measures 
The measurement items of the variables in this paper 
is adapted and reorganized according to China’s 
context. The questionnaire items were set as Likert 
5point scale excluding the demographic 
characteristics variables and were measured as 1 
point (strong negative) and 5 points (strong positive). 
The questionnaire was composed of the leadership, 
creativity, follower identification and perceived 
organizational support, and the questionnaire 
consisted of 5 parts. 
We aimed at examining the relationship of the whole 
construct of transformational leadership on follower 
creativity instead of differential relationships for the 
different dimensions, we created a single index for 
transformational leadership using the average of 8 
items of the Multifactor Leadership Questionnaire 
(MLQ) Form5X—Short previous research (e.g., [17] 
[31] [39])[5]. The 4-item transactional leadership 
scale of the MLQ Form 5X was used to measure 
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transactional leadership[5]. Because this research is 
intended to examine the effect of reward on follower 
creativity, only one of the three dimensions, that 
Contingent reward dimension was used as a one-
factor solution in this research.Eight items were 
adopted from identification measures developed 
byAshforthand Mael (1989) and Shamir et al. (1998) 
to measure the follower social identification. 10-items 
adopted from Walumbwa and Hartnell (2011) were 
used to measure the extent to which individual 
followers identified with their leaders. Six highest 
factor loading items from the original 36-item scale 
of Survey of Perceived Organizational Support 
(SPOS) were used to examine the perceived 
organizational support of followers[13]. 
 
IV. RESULTS AND DISCUSSION 
 
4.1. Results 
The descriptive statistics and Cronbach’s α 
coefficients for all variables, as well as the inter-
correlations are presented in Table I.  The bivariate 
correlation analysis revealed that transformational 
leadership and transactional leadership were 
positively correlated with creativity(r=.488, r=.449, 
p<0.01), which the gender was negatively correlated 
with (r=-.262, p<0.01). And the older leaders of the 
transformational leadership tend to be weaker(r=-
.208, p<0.01). As forperceived organizational 
support, it exhibited the most significant 
positivecorrelation with relational 
identification(r=0.666, p<0.01).As Table 1 shows, all 
the standardized path coefficients for the 
hypothesized mediation model are significant. To test 
the relationship between leadership and follower 
creativity (Hypothesis 1), the mediation effect of 
social identification and relational identification 
between leadership and follower creativity 
(Hypothesis 2), and the moderating effect of 
perceived organizational support (Hypothesis 3), we 
use PROCESS Procedureto complete the hypothesis 
verification process.  
When test the effect of one of the leadership style on 
follower creativity, we controlled the other one. Table 
2 shows that the total effect of transformational 
leadership on follower creativity was 
significant(t=5.525, p<.001, 95%CI=.190 ~.436). 
Transactional leadership, as we expected, was 
positively related to follower creativity (t=3.970, 
p<.001, 95%CI=.117~.348). And as it shows, 
transformational leadership has a greater impact than 
transactional leadership. The result supported 
Hypotheses 1.  Using the Sobel test and the Bootstrap 
confident interval to assess mediation, it showed that 
all the indirect relationship between leadership and 
follower creativity were significant. As Table 
2shows, the indirect effect of transformational 
leadership to creativity through follower relational 
identifications was significant(indirect effect=.113, 
Sobel z= 4.172, p<.001, 95% CI= .059~.238), 

additionally, the direct effect was significant (direct 
effect=.169), thus follower relational identification 
has a partial mediation effect. Relational 
identification partially mediating the relationship of 
transactional leadership and follower creativity 
(indirect effect=.091, Sobel z= 3.809, p<.001, 95% 
CI=.055~.147, direct effect=.142). Similarly, follower 
social identification also has a partial mediation effect 
between leadership and follower creativity. The 
results provided support toHypothesis 2.As Table 
3shows, thoughall the moderating model were 
statistically shows the significance, only the 
adjustment factor of Hypothesis 3-1 
(coeff=.194(.098), 95%CI=.002~.386, t=1.986, 
p<0.05) and Hypothesis 3-2(coeff=.120(.054), 
95%CI=.115~.226, t=2.243, P<0.05)were significant. 
Hypothesis 3-1 and 3-2 were, therefore, supported. 

 
4.2. Discussion 
The presentstudy was motivated by three goals: 
advance the understanding how different leadership 
behaviors influence follower creativity; assess 
follower identification as a mediator of the influence 
of leadership and follower identification on follower 
creativity; investigate the effect of followers’ 
perceived organization support on the relationship 
between leadership and follower identification as a 
moderator. As expected, the results showed that the 
indirect relationship between leadership 
(transformational leadership, transactional leadership) 
and follower creativity through follower 
identification was found to be partially significant. 
followers’ perceptions for organization supportwas 
significantly moderate the relationship of leadership 
and follower relationship identification.  
The present study has several theoretical implications. 
We answered the call from inconsistent results [35] to 
rethink the simplified relationship between leadership 
and follower creativity by exploring the potential 
conditions that transformational leaders might 
promote followers to participate in innovative work. 
By integrating insights from Sluss and 
Ashforth’s(2007) theory on relationship identification 
and Ashforth and Mael’s(1989) theory on social 
identification, we proposed and found the mediated 
relationship between transformational leadership, 
follower relational identification, follower social 
identification and followers’ creativity.  
Furthermore, the study supplements the shortcomings 
of the current literature on the different effects 
oftransformational leadership and transactional 
leadership (e.g., [39][17]) by examine the 
transactional leadership.We have confirmed that both 
relational identification and social identification are 
important intervening factors in leadership effects to 
follower creativity. But we tested only one element of 
transactional leadership(contingent reward), in 
subsequent studies, three other elements of 
transactional leadership need to be explored in 
relation to the creativity of followers.  
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The present study also has several managerial 
implications. The present study showed that followers’ 
perceived organization support doesn't enhance the 
positive relationship between leadership and 
follower’s social identification. This implies that 
managers can easily promote followers to treat 
themselves as part of the relationship with their 
leaders by providing organizational support such as 
cares about followers’ well-being, show concern for 
them and provide help when they need a special favor. 
Managers can stimulate followers’ identification with 
organization by improving the reputation and prestige 
of the group[4]. So that the sense of follower identify 
of the organization and leaders can further maximize 
the followers’ intrinsic creativity to engage in 
creative activities. 
No doubt there are other mediators that not examined 
in this study, such as the intrinsic motivation [39] and 
domain specific knowledge [3] are also key 
ingredients for follower creativity. Prior research has 
suggested that the group which received prior 
knowledge about brainstorming, bring forward higher 
quality of ideas [23]. Thus, creativity skill 
development maybe an important mediator linking 
leadership and follower creativity.Although this study 
is not aimed at the same leader, it is envisioned that 
the co-ordination between the two leadership will 
give the organization more desirable results.As Bass 
elaborated in 1985,the coexistence of 
transformational leadership and transactional 
leadership can occur in varying degrees on the same 
individual [6]. By exerting effective leadership, 
managers may help followers to acquire creativity 

skills and it may be helpful for followers to identify 
with both the leaders and organizations.  
Furthermore, evidence from China[31], Korea[39] 
and USA[41]have showed that transformational 
leadership positively related to follower creativity, 
and cross-cultural researches relatively scanty. Since 
the Western scholars have traditionally regarded the 
East as a cultural whole, I propose that cross-cultural 
studies should not be simply interpreted as a cultural 
difference between the East and the West, but rather 
should be distinguished from each other. Therefore, it 
is essential for subsequent researchersto reexamine 
the relationship between leadership and follower 
creativity by sampling employees of the same 
organization from different cultural backgrounds.  
 
CONCLUSIONS 
 
The influence of leadership on follower creativity 
through the follower identification along with the 
effect of followers’ perceived organization support 
was studied and major conclusions are as follows: 

1. Both transformational leadership and transactional 
leadership were positively related to follower 
creativity. 

2.  
3. Follower social identification and follower relational 

identification mediate the effect of leadership on 
follower creativity. 

4.  
5. Followers’ perceived organization support was 

confirmed to have only moderating between 
leadership and relational identification.  
 

Variables M SD 1 2 3 4 5 6 7 8 9 10 
1. Gender 1.66 .475 -          

2.Ages 1.19 .488 -.151 -         
3. 

Educations 
2.90 .907 .125 -.153 -        

4. Tenure 1.56 .855 -.061 .580 

*** 
-

.284*** 
-       

5. TFL 3.67 .705 -.009 -
.208*** 

.104 -
.129** 

(.907)      

6. TSL 3.60 .753 -.035 -.099 .006 -
.136** 

.621 

*** 
(.788)     

7. 
Creativity 

3.72 .667 -.262 

*** 
-.016 -.079 .051 .488 

*** 
.449*** (.844)    

8. RI 3.61 .810 .031 -.097 .040 -.054 .550*** .495 

*** 
.532*** (.845)   

9. SI 3.87 .773 .013 -.077 .007 -.085  .526*** .429 

*** 
.535*** .517*** (.858)  

10. POS 3.42 .787 .005 -.082 .125 -
.154** 

.672 

*** 
.556 

*** 
.452*** .666*** .503*** (.839) 

Note: N= 242.*p<.1 **p<.05, *** p ˂ 0.001.TFL=transformational leadership; TSL=transactional leadership; 
RI=relational identification; SI=social identification; POS=perceived organizational support. Reliability 
coefficients appear along the diagonal. 

Table I: Means, Standard Deviations, Correlations, And Reliabilities of Measures 
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Route Indirect 
effect 

Direct 
effect 

Sobel test Indirect Boot 
CI 

Total 
effect 

t p Direct Boot CI 

z p LLCI ULCI LLCI ULCI 
TFL-
>(RI)->C 

.113 .201 3.809 .000 .063 .187 .313*** 5.025 .000 .190 .436 

TFL-
>(SI)->C 

.134 .179 4.172 .000 .059 .238 

TSL-
>(RI)->C 

.091 .142 3.499 .005 .055 .147 .233*** 3.970 .000 .117 .348 

TSL-
>(SI)->C 

.064 .169 2.718 .007 .030 .122 

Note: N= 242.Bootstrap samples n=1000; *p<.1 **p<.05, *** p ˂ 0.001.TFL=transformational leadership; 
TSL=transactional leadership; RI=relational identification; SI=social identification; C=creativity. 

Table 2: Results of Bootstrap Testing Hypothesis 1-2 
 
Note: N= 242, Bootstrap samples n=1000; *p<.1 **p<.05, *** p ˂ 0.001.TFL=transformational leadership; 
TSL=transactional leadership; RI=relationship identification; SI= social identification; POS=perceived 

organizational support.       
Table3:Results of Bootstrapp Testing Hypothesis 3
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