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Abstract 
Globally rapid progress of the organizations can be enumerated with their adaptability to change. Therefore, change 
must be coherent with leadership styles and be well coordinated with employees’ willingness. It is comprehensible that 
organizations which did not familiarize and accept change could not survive and are no more in this business world. 
The target population of this study was permanent faculty members of the private universities in Sindh Province of 
Pakistan. Total 349 questionnaires were distributed to respondents of the Sindh province of Pakistan. Henceforth total 
89 usable questionnaires were received from respondents. Data collected from permanent faculty members through 
questionnaires survey. To analyze the data, Partial Least Squares (PLS) path modeling was used by using Smart-PLS 
2.0. The outcomes of this research work revealed a significant relationship between the transformational leadership 
and transactional leadership styles, furthermore transactional and transformational leadership styles mediate the 
relationship between employees’ commitment to change and employee’s creativity.  
Keywords: transformational leadership style, transactional leadership style, employees’ creativity, employees’ 
commitment to change 
1. Introduction  
Change brings a big and a remarkable progress what organization anticipates for an outstanding wonder that employees 
and organizations see each day (Battilana, Gilmartin, Sengul, Pache, & Alexander, 2010). Herold, Fedor, Caldwell and 
Liu (2008) and Martins (2008) showed that the probability of change has been observed and proved to be an 
outstanding conversion for the most critical difficulties seen in the organizations and for their pioneers to be vigilant at 
all levels. Furthermore, inside and outside influences such as: globalization, change or initiation of new businesses, 
economic viability and new innovation etc. compel organizations to react and make such innovations doable as their 
competitors carry for their betterment. Similarly, Herold et al. (2008) demonstrated that if the organization does not 
compete to day by day changes, it would not have the capacity to keep up its position in competitive age. Along with 
these lines, change is fundamental for the organizations to be legitimate and sincerely adopt it. The significance of 
hierarchical change explores has persistently been stressed by scholars and specialists, particularly the need, a superior 
comprehension of authoritative change from hierarchical and individual viewpoints. Employees’ willingness for 
commitment to change is a remarkable feature for a fruitful change that can be upgraded by a viable leadership style 
and with a strong impact of employees’ creativity. The present review was intended to analyze the relationship between 
leadership styles and employee’s commitment to change and employees’ creativity as an intervening variable. The 
review has some sort of suggestions for future practices, research and hypothesis. For practice, this examination may 
have direct and perpetual effect on the employees at private sector universities at Sindh province on the most proficient 
method to react to change execution. In a similar line, it can give pioneers a clear knowledge that how they can create 
an abnormal state of commitment for the change amongst the employees & competitors, which exhibits the 
significance of employees’ commitment to change. The review utilized transformational and transactional leaderships 
styles to decide employees’ commitment to change. A quantitative approach was basically directed and determined for 
this review. With a specific end goal approach to accomplish the principle targets of this review, information will be 
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gathered from employees of private sector universities at Sindh Province. Besides that, this exploration gives proof on 
the effect of employees’ commitment to change, which can encourage the employees in the general population sector 
on the advancement of leadership. Building up a decent relationship among individuals in the organizations or be 
straightforward on the choice of change and further convey the normal commitment plainly to accomplish large 
amounts of commitment of change. Transformational pioneers enable employees to think innovatively, resolve their 
day to day issues from various points and investigate new and better answers for issues by utilizing innovation. In this 
review interceding part of employees’ creativity between leadership styles and employees’ commitment to change will 
be examined, thoroughly. 
2. Literature Review 
2.1 Transformational Leadership 
Consumes (1978) brought up that transformational leadership can be seen as a way to raise an organization's 
requirement for change to a more elevated amount of inspiration and improvement. He additionally depicted 
transformational leaders as normal specialists, ready to enable subordinates to make a mission, culmination and gather 
objectives during the time spent in its execution. This style of leadership can improve employees’ commitment to 
change. Bass (1985,1990a) recognized that transformational leadership concentrates on the conduct of employee that 
may influence their conduct towards the organizations as it can change the fundamental qualities, convictions and 
states of mind of the subordinates. Consumes (1978) expressed that transformational leaders endeavor to bring 
subordinates, supporters, customers or electorates to a more noteworthy mindfulness about the issues of outcome. Thus, 
the point is to associate with employee’s commitment to change by making devotees more mindful of the goals and 
expected commitments from them. What's more, Burns (1978) characterized a transformational leader as at least one 
people connected with others in any case that leaders and adherents increment the level of inspiration and ethical 
quality. This style of leadership dependably urges devotees to search for better approaches to their employment 
execution from persuasive inspiration to intellectual stimulation.  
H1: There is a significant relationship between transformational leadership style and employees’ commitment 
to change. 
2.2 Transactional Leadership 
As indicated by Burns (1978), this leadership guarantees that conduct is focused on an exchange procedure in which 
the leader gives prizes and disciplines as an end-result of the subordinate's endeavors and execution. It can be viewed 
as leaders who concentrate on achieving the objective and completing the undertaking; they ordinarily give careful 
consideration to the necessities of the organizations. (Avolio, 1999). In addition, Bryant (2003) expressed that 
transactional leaders have three primary qualities. Right off the bat, transactional leaders work with their gathering 
individuals and attempt to get a reward for their objectives. Furthermore, they exchange these prizes and guarantees of 
the reward for work exertion and for long lasting, they are responsive to the prompt self-interests of specialists. 
Transactional leadership exchanges what leaders expect and set up amongst objectives and prizes (Bryant, 2003). In 
addition, they include an exchange which is a basic component amongst leaders and devotees. Moreover, the leader 
relies upon the unforeseen prizes and on administration by special case. Accordingly, Bass (1985) proclaimed that this 
sort of leadership incorporates practices, for example, monitoring execution, giving unexpected individual rewards and 
giving unforeseen material rewards with the goal that assignments are done on time. Some doubtful issues that 
accomplished by powerful authoritative change that leaders require more than appeal; they should likewise show 
transactional practices, for instance illuminating objectives, setting up execution measures and applying prizes and 
disciplines (Nadler and Tushman, 1990).  
H2: There is a significant relationship between transactional and transformational leadership styles and 
employees’ commitment to change. 
2.3 Employees’ Commitment to Change and Creativity  
Moreover, scholars have studied the correlation of employees’ commitment to change and creativity. Jafri (2010) and 
eventually found that creative behavior is positively interconnected to an effective commitment to change and 
negatively correlated to continuance of commitment to change. Extending such understandings to creativity of the 
employees, we may expect that although organizational commitment to change is generally beneficial to creativity, 
afar from this opinion, it gradually adds up a less to an individual’s commitment to generate creative solutions for the 
problems being faced in routine workability. Indeed, creativity by its virtue involves a growth of new ideas, but in 
applied and routine functioning it is not so much about idea generation, an open and unbound practical concerns but 
about the ideas that serve goal-oriented needs and organizational requirements. Accordingly, under the conditions of 
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high commitment which has a relationship with creativity: the stronger commitment to change the higher creativity of 
employees. Furthermore, they endeavored to clarify how certain leaders could prompt large amounts of inspirations, 
trust and commitment among devotees. Thirdly, they focused on the typical or enthusiastic parts of the interest utilized 
by specific leaders and finally they determined the consequences for supporters, for example, expanded self-regard, 
inspiration and recognizable proof with the leader's vision. Bass (1985) created things depicting leaders' practices, 
subjected them to test and thought of three factors of transformational leadership which he later extended to four 
factors that described the practices, procedures and properties of the transformational leaders and their styles (Bass and 
Avolio, 1994).  
H3: Employees’ Creativity mediates the relationship between transactional leadership styles and 
transformational leadership styles and employees’ commitment to change. 
2.4 Model 

Leadership Styles

Transformational 

 Transactional

Employee Creativity

Employee Commitment to Change

Affective Commitment to Change
Continuous Commitment to Change
Normative Commitment to Change

 

3. Methodology 
Ghauri & Grǿnhaug, (2005) proved that the type of research is totally based upon the research design of any study 
(either be quantitative, qualitative or mixed), it further depends upon the problem to be countered and answered. 
Therefore, all the approaches are dissimilar regarding the nature of the data. Qualitative research is purely depending 
upon the data which contains sentences, observations, words, photos and symbols. But on the other hand, quantitative 
research data comprises numbers and numeric (Cooper, Schindler, & Sun, 2006). Whereas, mixed research 
methodology is founded on both the types, quantitative and qualitative approaches as defined by Creswell, Clark, 
Gutmann, & Hanson (2003). In this study, the quantitative research methodology has been adopted, which is 
constructed on the justifications and also deliberated in the subsequent paragraphs. Quantitative research design is 
most appropriate methodology as confirmed the Cooper et al., (2006) and to further examine the relationship between 
the variables and for applying theories, models and hypotheses. And moreover quantitative research design is an 
appropriate to analyze the organizations between groups and dependency of rationalization among variables and it is 
the most suitable way of testing hypotheses. (Creswell et al., 2013) Therefore, survey methodology approach will be 
employed to meet the objectives of the study. It also includes the use of questionnaires as the main data collection 
technique for statistical analysis. Sampling process begins with the identification of the population, as illustrated by 
Sekaran (2009) who describes that, “population relates to the overall group of people or organization which might be 
the interest to the researcher”. The population-target for this study is permanent faculty members of the private 
universities in Sindh province. The present study examined how leadership styles impact employee’s commitment to 
change with mediating role of employee’s creativity. In the current study, selection of permanent faculty members 
(lecturers) as the unit of analysis is most appropriate for a number of Population of this study are all the faculty 
members of private sector universities at Sindh Province. Participants include permanent faculty members (male and 
female). 
3.1 Data Analysis and Findings 
Survey was run by using convenience sampling. Numbers of questionnaire floated were 349 whereas 175 were 
returned which make it 50% return rate. However, while entering data rest of the questionnaires were rejected due to 
incomplete response by the respondent, therefore only 98 questionnaires were usable for data analysis. 
3.2 Measurement Model 
The measurement model was undertaken in this model evaluation as to ensure validity and reliability of the model. In 
line with arguments of Vinzi et al., (2010) the rule of thumb has been given for outer loading. Agreeing to their rule of 
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thumb, outer loading should be up to 0.5 and above, as far as average variance extracted is concerned, it should be 
above 0.5. Based upon the following argument all the items in outer loading which is below 0.5 should be deleted one 
by one with lowest value, (Hair et al., 2013; 14) because it improves the quality and reliability of the data and required 
result. 
3.3 Measurement Model (Figure 5.1) 

 

 
Table 1. 
Constructs Items Loadings AVE CR R-square 
Employee’s Creativity 0.567 0.838 0.492 
 ECI 0.847    
 EC2 0.634    
 EC3 0.823    
 EC4 0.686    
EMPLOYEE’S COMMITMENT TO CHANGE  0.586 0.924 0.226 
 ECC1 0.740    
 ECC2 0.838    
 ECC3 0.826    
 ECC4 0.786    
 ECC5 0.790    
 ECC6 0.713    
 ECC7 0.310    
 ECC8 0.898    
 ECC9 0.829    
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TRANSFORMATIONAL LEADERSHIP   0.521 0.867  
 TS1 0.737    
 TS2 0.726    
 TS3 0.750    
 TS4 0.684    
 TS5 0.647    
 TS6 0.780    
TRANSACTIONAL LEADERSHIP   0.538 0.948  
 TSL1 0.609    
 TSL2 0.799    
 TSL3 0.633    
 TSL4 0.842    
 TSL5 0.647    
 TSL6 0.856    
 TSL7 0.677    
 TSL8 0.611    
 TSL9 0.860    
 TSL10 0.834    
 TSL11 0.632    
 TSL12 0.684    
 TSL13 0.622    
 TSL14 0.647    
 TSL15 0.812    
 TSL16 0.861    
 
3.4 Structural Model 
There are three structural models in this study, which are: direct relationship structural model, mediation structural 
model and structural model includes moderating variables. This segment deals with structural model after the 
evaluation of measurement model which is in direct relationships, (Hair et al., 2006) whereas, structural model deals 
with the dependency of the relationship in hypothesized model of the study. In PLS, structure model stretches inner 
modeling analysis of the direct relationship among the constructs of the study and their t-values, as far as path 
coefficients are concerned. Henseler et al. (2009), argued that the path coefficient is similar like the standardized beta 
coefficient as in the regression analysis. Whereas, beta values of the coefficient of the regression and t-values are 
scrutinized to further choose the significance. Following the rule of thumb as suggested by Hair et al., (2014), t–value 
greater than 1.64 is considered to be as significant, which is further used for making decisions on the purposed 
hypothesis. Firstly, the basic purpose of this study is to focus on model evaluation with examination of direct 
relationship, secondly test of the hypothesized relationships among the constructs through structural model. In this 
study three (03) hypothesis have been resulted which have direct relationships with employees’ creativity and 
commitment to change were tested, all were proven to be supported. The Figure 4.1 displays the output results from the 
SmartPLS 2.0 M3 (Ringle et al., 2005) which shows the path coefficient values, t-values, p- values as well as standard 
error. On the basis of these standard values, the hypothesis was supported or not by the researcher. The t-values in this 
study derived from bootstrapping (with 500 sampling iterations for 270 cases / observations. As argued by Hair et al. 
(2013), bootstrapping will serve as a proxy of parameters empirical standard error. According Hair et al. (2014), 
mediation test was done mainly to know whatever mediating variable enhance the impact of independent variable to 
the dependent variable. There are several techniques that have been used for mediation test such as baron and kenny 
(e.g. Baron & Kenny, 1986), sobel test (e.g. Sobel, 1982) and bootstrapping (e.g. Preacher & Hayes, 2004; Hayes, 
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2009). So, as for current study point of view, re-sampling mediation technique (bootstrapping) was used by researcher 
to test the indirect effect of each potential variable. Likewise, majority of the researcher revealed that Bootstrapping a 
non-parametric re-sampling procedure was getting more attention for prospective researcher because this is one of the 
most rigorous and powerful procedure for testing the mediation effect (Hayes, 2009; Zhao et al., 2010). This 
bootstrapping for mediation analysis is said to be best suited for PLS-SEM because it can be applied to small sample 
size. In line with suggestion of Hair et al., (2014), when testing the mediation effects the researchers must follow 
(Preacher and Hayes 2004, 2008) bootstrap the sampling distribution of the indirect effects that works for simple and 
multiple models. This method is followed by determining the path coefficients by running PLS algorithm first of all, 
secondly running the bootstrapping as to get the t-values to determine if there is a direct relationship between the 
independent variables and dependent variable, before testing the mediation effect.  
 
Structural Model (Figure 6.1) 

 

 
Table 1 shows that there is strong relationship between Transformational Leadership and Employee’s Commitment 
to Change, mediator at r=.978 (value of p≤.01**) and with Employee’s Creativity r=.816** (value of p). 
4. Discussions 
This study pursued further to explore the process underlying the relationship of leadership styles and employee’s 
commitment to change by considering the mediating role of employee’s creativity. Particularly, this study was 
intended to empirically test the integrated model of the relationships and to broaden the understanding of literature in 
each field as well as to comprehend the influence of leaders over employees’ commitment to change. However, results 
of the study are reflected and connected to related theories and further adding scientific understanding to leadership 
style, employees’ commitment to change, and employee’s creativity. Each hypothesis is discussed separately 
respecting to how the results put impacts over leaders, employees and moreover implications over the workplace. As 
per hypothesis, there is a significant relationship between transformational leadership style and employee’s 
commitment to change. The results show that the transformational leadership style was positively related to employees; 
commitment to change. This is because transformational leadership style is one of the dominant leadership styles 
which affect employee’s commitment to change has been extensively discussed within the extant leadership literatures. 
In this study, the empirical result indicates that transformational leadership is positive and significantly related to 
employee’s commitment to change. Thus, the finding in this study is consistent with existing arguments in support of a 
positive relationship between transformational leadership and employee’s commitment to change (Herold et al., 2008). 
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It thus practically indicates that the faculty members of private sector universities at Sindh Province are responsive and 
more obedient to leaders who care about their individual and collective needs. It was found that transactional 
leadership had a positive significant relationship with employee’s commitment to change. The findings, therefore, had 
confirmed the hypothesis. However, this finding in line with previous studies such as Lo et al., (2009) found that 
transactional have positive significant relationship toward the employee’s commitment to change, the context of study 
where employees in private sector universities at Sindh Province City are more likely to have work in a tough way and 
therefore, favor the transactional management of doing work. 
5. Contributions of the Research 
This study has mainly contributed to the body of knowledge of the change management and leadership. The finding of 
this study has a significant contribution to the theory which comprises the field of the study, i.e. the commitment to 
change, leadership style, and employee’s creativity; methodological contribution also has been discussed and finally, 
the practical contribution which included the managerial implication. This research has been contributed to the change 
management as general and in practical employee’s commitment to change as well leadership style. The research was 
set to find clarity over earlier inconsistent finding of research in the same topic and further effort was taken by the 
current researcher to overcome the limitation highlighted by pervious researchers. Hence, the research finding has 
contributed to advance the body of knowledge concerning to the relationship between leadership style and employee’s 
commitment to change. It has been affirmed by the researcher that, the area in which the researchers explored is 
empirically rare. Furthermore, it has been evidenced that leadership style was as the most important main factor of 
determinants the employee’s commitment to change, which would contribute the theoretical foundation in the area of 
the change management. The findings of the relationship of the leadership styles and employee’s commitment to 
change could add to the related literature, hence to compensate the weaknesses in such previous studies. In addition, 
the researcher focused on previous studies have empirically tested the mediating effect of employee’s creativity on the 
relationship between leadership styles and employee’s commitment to change. Hence, our findings emphasized that 
employee’s creativity could play an important role towards the employee’s commitment to change, which provides a 
significant contribution to the current literature on the change management. With a detailed review of the extant 
literatures and empirical findings, the current study has theoretically contributed to the body of knowledge on how 
individuals and organizational respond to the change. Importantly, it was developed a theoretical framework which has 
empirically assisted in establishing the relationships among leadership style, employee’s creativity and employee’s 
commitment to change. Similarly, each of the measures used in this study are relatively new within the research 
context. Finally, the present research contributes to the literature by investigating the issue of employee’s commitment 
to change within the context of private sector universities of Sindh province. 
6. Methodological Contribution 
This study contributes to the methodological perspective in different ways. The quantitative method was used in this 
study in order to examine the relationship between the leadership styles and employee’s creativity and employee’s 
commitment to change. That would add value and significant contribution to the current finding on the change 
management phenomena. Moreover, the scales of the variables were adapted from previous research; they were 
applied in a different culture. We suggest that future research cross-validates our findings in different industries and 
cultures to verify their generalizability. Therefore, this provides a clear insight into change management in general and 
how leadership style affects employee’s commitment to change as well as employee’s creativity, in particular. 
7. Conclusion and Recommendations  
As the organizations struggles to develop, a pressure also develops which requires to understand the factors that may 
directly or indirectly affects people behaviors in organizations. However, this study was concerned with two important 
issues in the field of organizational change, leadership and employee’s commitment to change as well as employee’s 
creativity. The literature revealed that, both the subjects were considered as major contributors to the success of any 
change and alteration. In addition, the findings of this study showed that the transformational and transactional 
leadership styles were significant and positively related to the employee’s commitment to change. Additionally, the 
findings exhibited that the employee’s creativity was mediating the relationship between the leadership styles and 
employee’s commitment to change. Thus, in terms of employee’s commitment to change, these results provide support 
for the cross cultural applicability of Bass's augmentation theory of leadership, which claims that most successful 
leaders are both the transformational and the transactional. Equally important, the outcomes exposed that the 
employees’ creativity play a significant role of mediating the relationship between the leadership styles and employees’ 
commitment to change. Concluding the outcomes, we found that the employee’s creativity was significant and 
positively changing the relationship between the leadership styles and employees’ commitment to change, and it was 
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revealed that once the employees’ creativity increased the relationship was also increased. Therefore, the findings have 
confirmed the previous studies about the importance of employee’s creativity for determinate and emphasized the 
relationship between the leadership style and employees’ commitment to change. The results of this study were based 
on data collected from employees of private sector universities at Sindh Province. Future research is recommended to 
conduct similar studies in other organizational settings. Finally, future research is recommended to be focused on the 
other dimensions of the transformational and transactional leadership styles and employee’s commitment to change 
results. 
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