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Abstract 

This study aims to investigate how transformational leadership and empowering leadership influence employee creativity, with a focus 

on the roles of creative process involvement, intrinsic motivation, and psychological empowerment as mediators. Data were collected 

from 420 employees working in 21 telecommunication companies in Vietnam through a direct survey using questionnaires. Structural 

equation modeling (SEM) and confirmatory factor analysis (CFA) were used to analyze the data. The results show that both empowering 

and transformational leadership styles influence employee creativity indirectly through mediating factors. Specifically, these leadership 

styles positively correlate with psychological empowerment, which in turn affects intrinsic motivation and involvement in the creative 

process. Both intrinsic motivation and engagement in the creative process have a significant positive effect on creativity. The findings 

suggest that leaders in Vietnam's telecommunications sector should carefully consider their leadership approach, as fostering employee 

creativity is strongly associated with enhancing intrinsic motivation, psychological empowerment, and creative process engagement. 
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Introduction 

In today's highly competitive business environment, many managers are realizing the necessity of fostering innovation within 

their teams [1]. Creativity plays an essential role in helping organizations achieve long-term success and a competitive edge 

[2], with employee creativity driving innovation, efficiency, and overall survival [3, 4]. Studies of employee creativity suggest 

that it emerges from a dynamic interaction between environmental influences and individual employee characteristics [5]. 

According to Amabile et al. [6], leadership style stands out as a critical factor in shaping the work environment and 

significantly impacting employee creativity. As such, research has increasingly focused on how specific leadership styles can 

enhance creativity in the workplace [7-9]. 

Vietnam, being an Asian country, has leadership practices that are influenced by distinct cultural values. Leadership styles in 

the West and East differ significantly due to their unique cultural contexts [10]. In particular, Zhou [11] points out that 

leadership in many Asian nations, including Vietnam, is often characterized by aspects such as authoritarianism, benevolence, 
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and morality. By examining leadership styles in Vietnam and other Eastern countries, researchers can uncover unique 

leadership traits and their impacts on organizational operations that differ from Western practices. 

Empowering and transformational leadership are two significant theories in the field of leadership research [12]. While these 

are separate concepts, both have been shown to influence employee creativity positively. Empowering leadership is considered 

to have a crucial role in fostering creativity within organizations, enabling employees to better recognize opportunities and 

navigate challenges in ever-changing business environments [13]. It is seen as a motivator that energizes, directs, and sustains 

behaviors linked to higher employee performance [14]. This leadership style involves distributing power and authority, 

allowing employees to take more responsibility and operate with increased autonomy, and enhancing their sense of 

competence, meaning, agency, and impact [14, 15]. Empowered employees tend to be more motivated to innovate and engage 

in creative endeavors [16]. However, while the relationship between empowering leadership and creativity has been 

recognized, its exact impact remains underexplored and calls for further research [17]. 

On the other hand, transformational leadership involves leaders who are proactive, knowledgeable, and capable of guiding 

their teams effectively [18]. These leaders can inspire their subordinates by creating and communicating a clear vision and 

motivating them to pursue organizational goals [19]. Transformational leadership is strongly associated with fostering 

employee creativity and driving organizational success [20-23]. Transformational leaders prioritize the personal development 

of employees, articulate future goals clearly, and address their subordinates' needs through four key behaviors: individualized 

consideration, intellectual stimulation, inspirational motivation, and idealized influence [24]. However, unlike empowering 

leaders, transformational leaders do not typically share power with their subordinates, and employees are often excluded from 

the process of realizing the vision [25, 26]. This contrast offers a unique opportunity to explore how both empowering and 

transformational leadership influence employee creativity, specifically through the mediating roles of creative process 

engagement, intrinsic motivation, and psychological empowerment within the context of Vietnam’s telecommunication 

sector. 

Theoretical framework and hypotheses 

Transformational and empowering leadership 

Empowering leadership can be viewed through two interconnected lenses [14, 27]. The first perspective emphasizes 

empowering leadership as a collection of actions by a leader that allows subordinates to take greater control over their work. 

This view involves a shift in power from the leader to the subordinate [28]. However, some researchers contend that this 

definition does not fully encompass the concept of empowerment. From a self-efficacy perspective, empowering leadership 

is defined as a set of behaviors by a leader aimed at increasing the intrinsic motivation of subordinates concerning their tasks 

while diminishing their feelings of powerlessness [29, 30]. While researches on empowering leadership are more common in 

Western contexts across various sectors, such as telecommunications, healthcare, manufacturing, and education [15, 17, 31-

34], there is a lack of research in Eastern countries, including Vietnam. 

Transformational leadership, which emerged from behavioral theory, was initially proposed by Burns [35] and further 

developed by Bass and Bass Bernard [36]. It is defined as a collection of leader behaviors that include (a) idealized influence, 

(b) inspirational motivation, (c) intellectual stimulation, and (d) individualized consideration, all of which elevate individuals 

by aligning their needs, aspirations, and values with the organization’s goals [37]. Transformational leadership is seen as 

applicable across different situations and is not bound to specific contexts, focusing instead on actions that inspire and drive 

changes within organizations [38]. 

Employee creativity 

Employee creativity refers to the ability of individuals to generate new, valuable ideas that contribute to the improvement of 

individual or group performance within the workplace [39, 40]. It is viewed as a human process that blends knowledge of the 

world with the creation of new ideas and solutions to address societal needs [41, 42]. 

Creativity is typically characterized by two key elements: novelty and usefulness. Novelty is the introduction of new concepts 

or the rearrangement of existing elements in a unique way to produce something innovative [40]. Novelty can take 3 forms: 

(1) creating something entirely new and distinct from previous ideas within the organization, (2) combining existing elements 

in new ways to produce previously unseen outcomes, and (3) improving or modifying existing concepts [43]. However, 

creativity that is impractical or disconnected from reality cannot be deemed truly creative [44]. 

The second key component, usefulness, refers to the value that creative ideas bring to the organization, both immediately and 

in the long term [4]. This aspect is seen in the ability to implement ideas that are practical, feasible, and bring tangible benefits. 

The value of a creative idea is reflected in its capacity to address organizational challenges, enhance task performance, and 

achieve desired outcomes. Successfully applied creative ideas can have a lasting impact by improving productivity, optimizing 
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processes, increasing quality, reducing costs, and creating a competitive advantage, thus contributing to long-term 

organizational success [45]. 

Effects of transformational and empowering leadership on employee creativity 

The connection between leadership styles and employee creativity has been a subject of extensive research, with leaders 

identified as critical factors influencing creativity in the workplace [1, 4, 46, 47]. Both transformational and empowering 

leadership styles have been linked to positive impacts on employee creativity [13, 22]. 

Empowering leadership enables employees to take greater responsibility for their work [48] and enhances intrinsic motivation, 

encouraging them to experiment and take creative risks [13]. By empowering individuals, they are more inclined to invest 

effort into problem-solving and are more likely to generate innovative and valuable ideas than their peers [13, 49]. Li and 

Zhang [50] emphasize that empowering leadership has a direct influence on individual creativity. First, leaders who foster a 

sense of purpose and significance in their employees' work inspire them to improve performance. Second, offering autonomy 

and involving employees in decision-making is essential for creativity [6]. Lastly, empowerment reduces constraints, creating 

an environment conducive to problem-solving and innovative thinking. 

The impact of empowering leadership on creativity is mediated by various factors. Zhang and Bartol [13] argue that 

empowering leadership boosts psychological empowerment, which, in turn, fosters engagement in the creative process and 

strengthens intrinsic motivation—both of which positively influence creativity. Slåtten et al. [51] also indicate that a humorous 

work environment combined with empowering leadership enhances creativity. Amundsen and Martinsen [52] show that 

empowering leadership has both direct and indirect effects on creativity, mediated by self-leadership, where psychological 

empowerment influences job satisfaction and work effort, but self-leadership is the key factor driving creativity. Additionally, 

Li and Zhang [50] suggest that both individual and team learning mediate the relationship between empowering leadership 

and creativity. Chow [33] further highlights the indirect role of learning motivation, particularly for employees with less 

experience, while trust in leadership strengthens the connection for employees with greater experience. 

Transformational leadership encourages employees to think critically and take initiative, often promoting creative risk-taking 

[53]. These leaders challenge the status quo and push for greater accomplishments, nurturing creativity through motivation 

and intellectual stimulation [54-56]. Sosik [57] found that transformational leadership is especially effective in motivating 

employees to think differently and generate innovative solutions, more so than other leadership styles. 

The relationship between transformational leadership and creativity is also mediated by various factors. Jyoti and Dev [58] 

identified a positive relationship between transformational leadership and creativity, mediated by a learning orientation. 

Jaiswal and Dhar [59] extended this finding by showing how an innovative climate and creative self-efficacy mediate the 

relationship between transformational leadership and creativity. Henker et al. [60] confirmed that transformational leadership 

positively impacts creativity, with mediation through motivational focus and active participation in the creative process. This 

study examines the indirect effects of both transformational and empowering leadership on creativity, particularly through 

mediators such as intrinsic motivation, creative process engagement, and psychological empowerment. 

Mediating factors: Psychological empowerment, creative process engagement, and intrinsic motivation 

Psychological empowerment refers to a cognitive state characterized by four dimensions: impact, self-determination, 

competence, and meaning [14]. It describes the sense of power employees feel concerning their work [14, 61]. It is tied to 

employees' confidence in their ability to manage tasks and handle challenges effectively [30], and can be measured as a 

continuous variable representing the degree of empowerment perceived by employees [14]. 

Empowering leadership is a key driver of psychological empowerment, with leaders enhancing employees' understanding of 

the importance of their roles and the goals of the organization [29]. By delegating responsibilities and granting more 

autonomy, empowering leaders allows employees to exert greater influence over their work [25]. These leaders also provide 

emotional support, offer encouragement, and act as role models, helping employees feel more competent in their tasks [62]. 

Furthermore, empowering leadership promotes active participation in decision-making and values employees’ input, leading 

to a greater sense of ownership and empowerment [25]. 

Hypothesis development 

We hypothesize the following: 

H1: Empowering leadership positively influences psychological empowerment. 

Several studies have highlighted the strong link between transformational leadership and psychological empowerment [63-

67]. Transformational leaders inspire their followers by transforming their values and behaviors, enabling them to realize their 

full potential. These leaders foster empowerment by promoting a sense of autonomy and organizational impact, which 

enhances the psychological well-being of their followers [68]. By sharing a motivating vision and offering personal guidance, 

transformational leaders help employees feel a sense of purpose and competence, which contributes to psychological 

empowerment [69]. 
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Thus, based on these previous findings, we suggest the following: 

H2: Transformational leadership has a positive effect on psychological empowerment. 

Creativity studies traditionally emphasize the results of creative endeavors [70], but the processes leading to these results have 

often been overlooked [71]. These processes—such as problem identification, idea generation, and information analysis—

precede and are crucial for creativity [71]. Engagement in the creative process refers to an employee’s active participation in 

these stages, which includes tasks like problem-solving and idea development [7, 72]. Psychological empowerment is closely 

related to an employee's willingness to engage in these creative processes [13]. When employees perceive themselves as 

capable and empowered, they tend to focus longer on tasks and invest more effort into solving problems [14, 73]. Therefore, 

we propose: 

H3: Psychological empowerment has a positive impact on engagement in the creative process. 

Intrinsic motivation is characterized by an individual’s internal drive to engage in tasks for their satisfaction [74]. Empowered 

employees tend to experience greater intrinsic motivation, as their sense of autonomy and competence influences their 

motivation levels [75-77]. Empirical studies suggest that psychological empowerment positively impacts intrinsic motivation, 

which in turn drives creativity [3, 14]. However, limited empirical evidence exists to confirm this direct relationship [4, 13]. 

As a result, we hypothesize: 

H4: Psychological empowerment positively influences intrinsic motivation. 

The creative process begins with problem structuring—defining goals, methods, limitations, and necessary information [78]. 

The next phase involves gathering and processing relevant data to improve understanding of the issue at hand [55]. This phase 

of searching for and organizing information is crucial in enhancing the quality of solutions and promoting creativity [7, 78]. 

Finally, synthesizing this information fosters new insights and creative ideas [55]. Employees who participate in these creative 

activities tend to generate more innovative solutions [13]. Therefore, we hypothesize: 

H5: Participation in the creative process positively influences employee creativity. 

Intrinsic motivation plays a significant role in fostering employee creativity [3, 79]. Psychological mechanisms, such as 

intrinsic motivation, are key to driving creativity [80, 81]. Scholars have demonstrated that intrinsic motivation mediates the 

relationship between leadership and creativity [13, 82]. The importance of intrinsic motivation has been underscored in 

numerous studies, as it not only promotes creativity but also enhances learning, perseverance, and overall well-being [83]. 

Zhang and Bartol [13] further assert that intrinsic motivation serves as a crucial link between empowering leadership, 

psychological empowerment, and creativity. Based on these findings, we hypothesize: 

H6: Intrinsic motivation positively influences employee creativity. 

Materials and Methods 

Procedure and sample  

To obtain reliable data, the research team visited telecommunication companies directly, guiding employees to participate in 

the survey. The questionnaire was split into two sections: the first part addressed employees’ perceptions of empowering 

leadership, intrinsic motivation, creativity, transformational leadership, engagement in creative processes, and psychological 

empowerment; the second part collected demographic data including gender, age, education level, and job tenure. 

Data was gathered from 500 employees across 21 telecommunication companies in Vietnam, with 420 completed responses 

after screening. The participant pool consisted of 188 males (44.8%) and 232 females (55.2%). Age-wise, 64.5% were between 

twenty and thirty years old, 30.2% were aged 31 to 40 years, and the remaining age groups were marginal. The majority of 

participants (79.8%) held a college or university degree, with 55.6% having one to five years of job experience, and 17.9% 

with six to ten years. 

Measures 

Empowering Leadership: Empowering leadership was measured using a 12-item scale developed by Ahearne et al. [15], 

covering four key areas: enhancing work meaningfulness, encouraging decision-making participation, expressing confidence 

in performance, and offering autonomy from bureaucratic constraints (α = 0.856, 0.777, 0.867, 0.860). A typical item is, “My 

manager helps me understand how my goals align with the company’s objectives.” Respondents rated each item from 1 

(strongly disagree) to 5 (strongly agree). Confirmatory factor analysis (CFA) confirmed the model fit (χ²(50) = 121.146, P < 

0.001; CFI = 0.969, GFI = 0.955, RMR = 0.072, RMSEA = 0.058), validating the scale's construct. 

Transformational Leadership: Transformational leadership was assessed using a 20-item scale from Avolio [63], divided 

into four dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration 

(α = 0.812, 0.862, 0.833, 0.873). An example item is, “I feel proud to work with my team leader.” Each response was rated 

on a 1 to 5 scale. CFA results indicated a good fit (χ²(131) = 169.421, P < 0.001; CFI = 0.989, GFI = 0.958, RMR = 0.040, 

RMSEA = 0.026), supporting the scale’s construct validity. 
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Psychological Empowerment: Psychological empowerment was evaluated using Spreitzer’s [14] 12-item scale, covering 

impact, self-determination, competence, and meaning (α = 0.808, 0.762, 0.798, 0.829). An example item is, “The work I do 

is important to me.” Responses were rated from 1 (strongly disagree) to 5 (strongly agree). CFA confirmed the scale's model 

fit (χ²(50) = 67.303, P < 0.001; CFI = 0.990, GFI = 0.987, RMR = 0.065, RMSEA = 0.029), indicating construct validity. 

Creative Process Engagement: Creative process engagement was measured using Zhang and Bartol’s [13] scale, covering 

problem identification, information searching, and idea generation (α = 0.793, 0.770, 0.866). A sample item is, “I invest time 

in understanding the nature of the problem.” The scale was rated from 1 (strongly disagree) to 5 (strongly agree). CFA results 

showed good fit (χ²(41) = 45.712, P < 0.001; CFI = 0.997, GFI = 0.980, RMR = 0.052, RMSEA = 0.017), confirming the 

scale’s validity. 

Intrinsic Motivation: Intrinsic motivation was gauged using a 3-item scale (α = 0.758), adapted from Amabile [80] and 

Tierney et al. [84]. A sample item is, “I enjoy solving complex problems.” The scale was rated from one (strongly disagree) 

to five (strongly agree). 

Employee Creativity: Employee creativity was assessed with a 13-item scale (α = 0.885) developed by Zhou and George [85]. 

An example item is, “I suggest new methods to reach goals.” Respondents rated from 1 (strongly disagree) to 5 (strongly 

agree). 

Control Variables: Demographic variables were included as control factors based on prior studies. These variables included 

gender (coded as 1 for male, 2 for female), age (measured in years), education level (based on qualifications), and job tenure 

(number of years employed). These factors were selected as they could influence the statistical outcomes [13, 34, 78, 86-88]. 

Results and Discussion 

To evaluate the proposed model, structural equation modeling (SEM) was utilized with the software AMOS 22.0. Following 

the two-step approach outlined by Anderson and Gerbing [89], we first conducted a CFA to verify the validity of the 

measurement scales. In the second step, SEM was applied to assess how well the hypothesized model corresponded to the 

collected data. 

Factor analysis 

We carried out exploratory factor analysis (EFA) to examine six core factors: employee creativity, creative process 

engagement, intrinsic motivation, transformational leadership, psychological empowerment, and empowering leadership. The 

results indicated a satisfactory KMO value of 0.834 and a significance level of P < 0.001, confirming the appropriateness of 

the data for factor analysis. Kaiser’s criterion was applied, leading to the retention of 17 factors, with all eigenvalues exceeding 

1.170, explaining 68.042% of the variance. 

Next, a CFA was performed to assess the fit of the six-factor model, which consisted of 17 components: employee creativity, 

creative process engagement, intrinsic motivation, transformational leadership, psychological empowerment, and 

empowering leadership. The fit indices revealed that the hypothesized model was well-supported by the data (χ² = 2,431.294, 

df = 2008, RMSEA = 0.022, CFI = 0.966, TLI = 0.963), indicating that the model adequately represented the data. The CFA 

results are summarized in Table 1. 

Structural equation modeling 

To validate the research hypotheses, three different SEM models were evaluated. Model 1, the six-factor model, examines the 

impact of both transformational leadership and empowering leadership on employee creativity, with intrinsic motivation, 

creative process engagement, and psychological empowerment as mediators. Model 2, a five-factor model, focuses on the 

effects of empowering leadership alone on employee creativity through the same mediators. Model 3, also a five-factor model, 

looks at the influence of transformational leadership on creativity, mediated by the same factors. 

The comparison of models, as shown in Table 1, reveals that model 1, the six-factor model, provides the best fit for the 

data. It outperforms models 2 and 3, with significant differences in the χ² values, indicating a stronger alignment with the 

data. 

 

Table 1. Comparison of measurement models 

Models Factors χ2 df CFI TLI RMR RMSEA 

Model 1  2,831.120 2123 0.953 0.950 0.073 0.028 

Model 2  1,584.561 1111 0.947 0.943 0.075 0.032 

Model 3  1,883.233 1414 0.943 0.941 0.077 0.028 

 
Table 2 provides the descriptive statistics along with the correlation results for the variables in this study. It reveals that 

empowering leadership and transformational leadership have a positive impact on psychological empowerment (r = 0.248 and 

0.447, respectively). Additionally, psychological empowerment is significantly associated with both creative process 
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engagement and intrinsic motivation (r = 0.302 and 0.178, respectively), and these factors are strongly related to employee 

creativity (r = 0.292 and 0.305, respectively). 

 

Table 2. Means, standard deviations, and correlations 

Variables Mean SD 1 2 3 4 5 6 7 8 9 10 

1. Gender 1.550 0.498 1          

2. Age 1.410 0.597 -0.209** 1         

3. Education 2.030 0.449 0.062 -0.030 1        

4. Job tenure 2.340 0.944 -0.179** 0.667** -0.019 1       

5. Empowering leadership 3.564 0.565 -0.033 0.009* -0.031 -0.048 1      

6. Transformational leadership 3.320 0.520 -0.060 -0.036 -0.016 -0.034 0.056 1     

7. Psychological empowerment 3.504 0.694 0.018 -0.007 -0.045 0.006 0.248** 0.447** 1    

8. Creative process engagement 3.203 0.737 -0.001 0.017 -0.017 0.010 0.437** 0.134** 0.302** 1   

9. Intrinsic motivation 3.673 0.871 -0.045 0.088 0.050 0.112* 0.378** 0.032 0.178** 0.473** 1  

10. Employee creativity 3.655 0.516 -0.010 0.025 0.070* 0.017 0.227** 0.093 0.120* 0.292** 0.305** 1 

Notes: n = 420; *P < .05; **P < .01 

 
The structural model analysis confirms that the proposed model is a good fit for the data (χ2 = 2,831.120, df = 2123, CFI = 

0.953, TLI = 0.950, RMR = 0.073, RMSEA = 0.028). Three different models were assessed, with the proposed model, based 

on its coefficients, emerging as the most suitable. It demonstrates the connections between empowering and transformational 

leadership and employee creativity, with psychological empowerment acting as a mediator. 

Figure 1 illustrates the full structural model along with the standardized path estimates. All hypotheses, including H1, H2, 

H3, H4, H5, and H6, were supported. Both empowering and transformational leadership showed significant effects on 

psychological empowerment (β = 0.274 and 0.580, respectively, P < 0.01). Psychological empowerment, in turn, was 

positively related to both creative process engagement and intrinsic motivation (β = 0.321 and 0.224, respectively, P < 0.01). 

Additionally, both creative process engagement and intrinsic motivation exhibited significant positive relationships with 

employee creativity (β = 0.134 and 0.127, respectively, P < 0.01). 

 

 
Figure 1. Results of a structural equation modeling  

Note: ** P < 0.01 

The main aim of this research was to examine the impact of leadership styles on employee creativity, focusing on the mediating 

factors. All the proposed hypotheses were confirmed, with statistical significance (P < 0.01). 

The results indicate that both empowering and transformational leadership styles influence employee creativity through 

mediators. Empowering and transformational leadership both have a positive effect on psychological empowerment, but the 

effect of transformational leadership is stronger. This finding supports the conclusions of prior studies by Amundsen and 

Martinsen [52], Chen et al. [90], Dust et al. [86], Joo and Lim [91], Kundu et al. [92], Raub and Robert [34], Tung [93], and 

Zhang and Bartol [13]. Additionally, psychological empowerment was found to positively correlate with both intrinsic 

motivation and creative process engagement, although the impact on creative process engagement was not significantly 

stronger than on intrinsic motivation. Zhang and Bartol [13] observed a similar positive relationship, noting that the effect of 

psychological empowerment on intrinsic motivation is more pronounced than on creative process engagement. Both intrinsic 

motivation and creative process engagement were found to positively influence employee creativity, with no major difference 

in their level of influence. This is consistent with the findings of Zhang and Bartol [13], who suggested that both factors play 

a significant role in creativity, with creative process engagement having a slightly stronger impact. 

On demographic factors, empowering leadership was found to be linked to age [34, 86], and employee creativity was found 

to be associated with education level [94]. 
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Theoretical implications 

The study makes valuable contributions to leadership and creativity theories. It provides a deeper understanding of how 

empowering leadership and transformational leadership influence employee creativity. Both leadership styles promote 

behaviors conducive to a culture of innovation and experimentation [95]. 

The research also highlights the importance of considering leadership styles as contextual elements when studying employee 

creativity. In line with Bandura's social cognitive theory (1986), intrinsic motivation and cognitive processes are shaped by 

environmental factors, including leadership characteristics. This finding expands on previous research that emphasized the 

importance of leadership in fostering creativity [40, 84], with a particular focus on transformational leadership [82]. 

Moreover, this study extends the work of Zhang and Bartol and [13] by incorporating both empowering and transformational 

leadership styles. The study shows that these two leadership styles have a significant impact on employee creativity through 

mediating variables such as creative process engagement, intrinsic motivation, and psychological empowerment. 

Practical implications 

In practice, leaders need to recognize that their leadership style has a significant effect on employee creativity through the 

mediating factors. This is particularly important in industries like telecommunications, where innovation is key to staying 

competitive [96]. 

Leaders can enhance employee creativity by influencing psychological empowerment, intrinsic motivation, and creative 

process engagement. Adjusting leadership styles can shift psychological empowerment, which in turn influences creative 

engagement and intrinsic motivation, ultimately boosting employee creativity. The study confirms that both empowering 

leadership and transformational leadership styles have a positive impact on psychological empowerment, with 

transformational leadership having a more substantial effect. Thus, leaders in the telecommunications industry should 

prioritize these leadership styles, especially transformational leadership, to foster creativity and innovation among their 

employees. 

Limitations 

This study has three key limitations. First, it focused on two leadership styles—empowering leadership and transformational 

leadership—among various other leadership approaches, and examined their influence on employee creativity through several 

mediators. Future research should explore additional leadership styles to determine their effect on employee creativity. 

Second, the study didn't examine the direct impact of empowering leadership and transformational leadership on employee 

creativity, despite existing studies, such as those by Jyoti and Dev [58], Özarallı [97], and Slåtten et al. [51], which have 

highlighted direct relationships between these leadership styles and creativity. Third, the research did not cover all 

telecommunication companies in Vietnam, as it focused on approximately 20% of the currently operating firms in the sector. 

Conclusion 

This study has enhanced our understanding of how empowering and transformational leadership indirectly influence employee 

creativity through mediators like creative process engagement, intrinsic motivation, and psychological empowerment. Based 

on the findings regarding the impact of each leadership style on employee creativity, leaders in the telecommunications sector 

can consider adjusting their leadership approaches to align with future innovation and creativity goals. Additionally, the 

interrelationships among the mediating variables and their link to employee creativity emphasize the indirect effect of 

leadership styles on fostering creativity. 
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