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Abstract 
 

This article investigated the influence of innovative leadership on employee 

engagement in Tanzanian public secondary schools. Specifically, the study 

explored whether innovative leaders could influence organisational 

commitment and job involvement among employees. Conducted in three 

regions of mainland Tanzania, the cross-sectional survey adopted a positivist 

philosophy suitable for hypothesis development. Data was gathered from 386 

teachers using structured, closed-ended questionnaires with a 5-point Likert 

scale. Structural Equation Modelling (SEM) with AMOS 23 was used for data 

analysis. The results revealed that innovative leadership significantly 

enhances both organisational commitment and job involvement among 

teachers. The study underscores the need for school heads to adopt innovative 

practices to engage teachers effectively. Social Exchange Theory (SET) is 

applicable in this context due to the reciprocity observed in teachers’ 

engagement and involvement. It is recommended that leaders in all sectors 

should innovate to enhance employee engagement, ensuring organisational 

sustainability and quality service delivery. 
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Introduction 
 
Many organisations have discovered the importance of engaging their employees 

in recent decades (Kumar, 2021) as it tends to improve individual performance, 

which results in job satisfaction (Garg & Mishra, 2018). Due to that impression, 

employees are said to be engaged when they have an inner drive to demonstrate 

willingly and put extra effort into the work to reach optimal performance (Budriene  
& Diskiene, 2020). This is because engaged employees help the organisation 

fulfil its mission and strategy and attain the intended business results as well as 
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business performance (Chanana & Sangeeta, 2020; Saks, 2017). In addition to that, 

engaged workers have more creative ideas, and they are more likely to innovate and 

become entrepreneurial (Gawke et al., 2017; Orth & Volmer, 2017). This results in 

commitment and dedication to their work roles cognitively, psychologically, and 

behaviourally (Sanneh & Taj, 2015). Parent and Lovelace (2015) assert that when 

employees are engaged, it is beneficial for employers and employees, hence motivating 

employees to use their talents and develop productive relations. 
 

Literature reports that employee engagement leads to good service provision; hence, in 

order for public service organisations to provide effective and quality services, they 

need engaged employees in order to achieve the desired performance objectives (Eldor 

& Gadot, 2013). This experience alerts employers to keep in mind that in good times 

or bad, workers’ engagement should be given a top priority for organisations (Al-

Dmour, 2023). Hence, leaders contribute much to the overall success of the 

organisation in the workplace (Akparep et al., 2019). Innovative culture plays a vital 

role in supporting leaders. Leaders will not perform well if the culture of the 

organisation does not support them. Therefore, innovative cultures can influence the 

way managers operate (M.Hazem & Zehou, 2019). Riza et al. (2020) suggest that 

utilising the innovative leader approach is a remarkable advantage for any organisation 

in the complex environments of today. This is because leaders who are innovative 

assist organisational members in adapting to new changes and creative work 

environments, such as teamwork, collaboration, stimulating conditions, flexibility, and 

resource utilisation (Dingler & Enkel, 2016). 
 

This argument was supported by Priyashantha (2022), who declared leadership to 

possess a significant influence on organisational performance. This implies that 

leadership is the capacity to affect performance and competence and inspire 

workers within an organisation toward objectives (Supriatna & Zulganef, 2023). 

Due to the managerial functions of an organisation, leaders ought to be fair and 

intelligent, giving acceptable directions and instructions in their leadership 

(Tamimi, 2022). However, Supriyanto (2020) had a different view, declaring that 

the leadership style does not greatly influence employee performance and that 

employees can work independently by following the work schedules and adhering 

to the regular work processes and standards. Consequently, to link innovative 

leadership and employee engagement, it is vital to determine which kind of 

leadership maximises employee engagement (Ferrell, 2020). Therefore, employee 

engagement with the support of innovative leaders remains significant for 

organisations to preserve their esteemed employees (Chanana & Sangeeta, 2020). 
 

Engaging employees is a challenge in certain organisations despite the importance 

of innovative leadership and employee engagement (Osborne & Hammoud, 2017). 

A 2011–2013 survey by Gallup (2013) revealed that 87% of workers worldwide 
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were disengaged from their jobs, which led to reports that the degree of 

engagement was low in several countries. According to reports, worldwide 

engagement has improved recently, rising from 56% to 62%. Retention rates were 

40% lower in companies with high engagement scores than in companies with low 

engagement scores (Gallup, 2019). As to the 2020–2022 Gallup World Poll, the 

United States of America accounted for 29% of the engagement, Rwanda (10%), 

Tanzania (11%), India (9%), and the Philippines (30%). According to Schaufeli’s 

(2018) analysis, North-Western European countries demonstrated strong levels of 

employee engagement when compared to other countries. However, there appeared 

to be a lack of engagement in developing nations. Akpesiri and Oshilim (2015), for 

instance, revealed low employee engagement in the public sectors of Nigeria and 

Uganda. Low employee engagement inhibits retention in Tanzanian workplaces 

(Mrope & Bangi, 2014). 
 

Consequently, various countries launched programmes to engage their workforce. 

For instance, the public sector in Indonesia attempted to engage its workforce by 

offering fair compensation packages (Guhanandan & Panchanatham, 2018). The 

Ugandan public sector used a similar tactic by providing its workers with 

competitive pay (Kayindu et al., 2020). This strategy was also used in the United 

States to foster a favourable attitude about teaching by offering fair compensation. 

Although a comfortable setting was provided to relieve teachers of tension, their 

level of participation did not improve (Knoster, 2016). Similarly, the Tanzanian 

government employed similar strategies to improve work conditions, career 

development, merit-based performance appraisal, and attractive compensation, 

which resulted in on- time promotions. Still, teacher turnout remained low 

(Nyamubi, 2017). There was low integrity, high absenteeism, and teachers 

changing schools even after only a brief period of employment (Aziz et al., 2017). 

This raises questions about the teachers’ commitment to the workstations and their 

participation in the teaching-learning process. 
 

Despite the government’s efforts to provide reasonable remuneration, career 

development, performance appraisal systems, timely promotion and improving 

work conditions for public secondary school teachers, the provided services were 

not satisfactory due to societal complaints and unsatisfactory student performance 

(Lufunyo, 2015; Mosha, 2011). There was high absenteeism and low integrity of 

teachers in their workstations (Mdee & Thorley, 2016; Matto, 2017). This situation 

creates questions and leaves a gap in the literature concerning employee 

engagement in the public sector (Broughton & Ikram, 2012), especially in public 

secondary schools. 
 

According to Osborne and Hammoud (2017), creative teams are built with the aid 

of innovative leadership, which inspires workers to put in a lot of effort for the 
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benefit of the organisation. This is because knowledge is innate to each 

individual. It is typically stimulated inside an organisation based on the 

leadership’s capacity to assign and manage resources (Teece, Peteraf & Leih, 

2016). Soken and Barnes (2014) provided evidence for the idea that acceptable 

behaviours that either promote or inhibit involvement are reflected in leadership 

practices. Consequently, workers’ positive engagement with employers and the 

organisation is a result of leaders’ innovative behaviour (Weng et al., 2010). 
 

Unlike earlier research, which connected leadership to idea generation, financial 

and operational performance and employee engagement, this study looks 

specifically at whether innovative leadership affects employee engagement in 

public secondary school teachers. Contextually, the current research is being 

undertaken in a developing country, notably in public secondary schools. In 

contrast, most previous studies were carried out in private organisations and in 

high-income countries. Thus, the study intends to investigate the degree to which 

leaders, particularly heads of schools in public secondary schools, engage their 

teachers through innovative leadership. Employee engagement in private and 

developed countries may differ from that in developing countries. The results of 

the study can be used to inform various stakeholders, such as administrators of 

educational institutions, scholars, and policymakers, when making decisions. 

Therefore, the study aims to examine the influence of innovative leadership on 

employee engagement, particularly in public secondary schools. 
 

Two concepts serve as the study’s guiding hypotheses: 
 

H1: Innovative leadership positively influences employees’ organisational 

commitment 
 

H2: Innovative leadership positively influences employees’ job involvement 

 

Theoretical Framework 
 

The study adopts Social Exchange Theory (SET) as a common theory in social 

studies and among the most powerful and popular theories for considering 

workplace conduct (Davlembayeva & Alamanos, 2023). Its foundation lies on 

assumptions like reinforcement mechanisms, exchange mechanisms, reciprocity, 

social structures and social capital elements to motivate employees (Blau, 2017; 

Foa & Foa, 1980; Thibaut & Kelly, 2017; Cropanzano & Mitchell, 2005). SET in 

this study provides a theoretical explanation as to why teachers are more or less 

engaged in their work and their schools. The theory is based on trusting others to 

reciprocate and believes in maintaining exchange relationships with others with the 

expectation of getting rewards (Blau, 1964; Gouldner, 1960). It assumes that two 

parties exchange with each other in order to accomplish outcomes that could 
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not be achieved by an individual on their own (Lawler & Thye, 1999) and that 

the exchanges would cease if they seemed not to benefit the two parties (Blau, 

1964). When teachers receive appropriate treatment, such as encouragement, 

recognition, praise and innovative goals from the head of the school, they will 

feel the need to reciprocate and repay their schools. This repayment can be 

achieved through a greater level of engagement in their work (Kahn, 1990), and 

they feel obliged to go deeper into their role performance through hard work 

and commitment to their schools (Saks, 2006). If the school administrators do 

not offer fair treatment to the teachers, they will not feel a need to reciprocate 

positively with the organisation, and hence, low engagement. 

 

Innovative Leadership and Employee Engagement 
 
The importance of innovative leadership has been considered imperative in some 

studies as it leads to organisational success through innovative leaders (Alharbi, 2021; 

Alsolami et al., 2016; Muttaqin, 2022). So, innovative leadership refers to strategies 

and principles that combine different leadership philosophies to persuade and inspire 

staff to develop innovative goods, services, and ideas (Anand & Saraswati, 2014). 

Hence, the performance of the organisation and its employees depends on innovative 

leadership and culture (Supriatna & Zulgane, 2023). For that reason, leaders are said to 

be innovative when they apply innovative ideas in managing their subordinates by 

providing challenging tasks, encouraging risk-taking, and praising the employees when 

they perform well. As a result, utilising the innovative leader approach is a tremendous 

benefit for any company in today’s challenging environments (Riza et al., 2020). Şen 

and Eren (2012) added that innovative leadership is determined by the application of 

innovative approaches, tools, processes, or concepts to address specific customer needs 

and discover answers to both immediate and long-term issues. Direct encouragement 

and setting innovative goals for the employees lead to improvement in their innovative 

behaviour (Riza et al., 2020). The implication is that leaders who positively consider 

both workers’ and organisational needs increase employees’ engagement (Saks, 2006). 
 

Aman-Ullah et al. (2022) examined the moderating influence of innovative leadership 

on the relationship between human capital and organisational performance. Human 

capital was measured in terms of capacity, knowledge and skills. The results indicated 

that innovative leadership weakens the strength of the relationship between human 

capital knowledge and organisational performance. However, innovative leadership 

does not undermine or moderate the relationship between human capital capacity and 

skills in organisational performance. This study was also supported by Supriatna and 

Zulganef (2023), who contend that innovative leadership plays an important role in 

facilitating employees’ performance so as to respond to some external challenges. 

Therefore, the more helpful the boss’s leadership style and organisational culture are, 
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the more supportive the organisation’s innovative work style and employee 

performance will be. The findings also coincide with previous research (Naguib & 

Naem, 2018; Prameswari et al., 2020; Zuraik & Kelly, 2019). 
 
Additionally, employee performance is considerably influenced by innovative work 

behaviour. This was supported by Şen and Eren (2012), who found that global 

challenges such as hunger, corruption, poverty, lack of quality, inequality, health, 

unemployment, corruption, terrorism, wars, population growth and environmental 

destruction can be solved through radical changes rather than incremental changes 

through innovative leadership. Moreover, during Covid- 19 pandemic, employers 

supported their workers who were working from home during the lockdown by 

assigning challenging jobs to reduce psychological distress, sending motivational e-

mails and using employees’ creativity during that idle time (Kumar, 2021). Therefore, 

the exercise of engaging workers to perform their normal official duties when they 

were at home was a good example of innovative leadership. Contrary to these studies, 

the present study examines the direct influence of innovative leadership on employee 

engagement. This means that the aim is to find out whether the presence of innovative 

leaders can influence or motivate teachers to engage well in their teaching activities 

and be attached to their schools. 

 

Innovative Leadership and Organisational Commitment 
 

Organisational commitment (OC) is the situation where a worker is attached to the 

working station by being committed and maintains his permanent membership with 

the organisation without leaving (Greenberg & Baron, 2008). Bierema (2016) also 

added that organisational commitment refers to an emotional sense developed by a 

closer relationship between employees and employers. Normally, employees are 

committed to the organisation depending on the inputs they receive from the 

employers, and this impacts the relationship between the two parts. This 

commitment reflects the organisation’s values, attitudes, loyalty and beliefs. 

Roncesvalles and Gaerlan (2021) found that employees with high organisational 

commitment perform their jobs more satisfactorily and productively. To prove this 

statement, Sutiyatno, Santoso and Susilo (2022) found that innovative leadership 

influences organisational culture, and organisational culture influences teacher 

engagement through commitment to their schools. Therefore, human resource 

managers in any organisation play a major role in making sure that the workers’ 

environment, worker welfare and job satisfaction are esteemed, which results in 

strengthening employees’ organisational commitment (Kurtessis et al., 2017). 

 

Innovative Leadership and Job Involvement 
 
Job involvement is defined as the degree to which a person psychologically identifies 

with and is related to the work motivation that a person has with a job (Ambekar et al., 
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2016). Here, there is internalisation of values about the work or the importance of 

work according to the individual. It is believed that employees are involved in their 

jobs when the organisation socialises them through a clear understanding of the 

values, abilities, behaviours and social knowledge vital for an organisational role 

and participation as a member (Ambekar et al., 2016). When employees are 

committed to their jobs, there is an assurance that an organisation will possess 

members who are more emotionally engaged, dedicated, persevering, intrinsically 

motivated, proactive, and willing to make extraordinary efforts to achieve the 

objectives and increase their performance. Job involvement increases employees’ 

happiness and health, enjoyment in performing tasks, life contentment, and 

improvement in work and family issues (Omar et al., 2018). 
 

Figure 1 
 

A Conceptual Model 
 

Innovative Leadership Employee Engagement  
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Source: Saks (2006) 

 

Methodology 
 

Using a cross-sectional research approach, the study investigated how innovative 

leadership affects teachers’ engagement in Tanzanian public secondary schools that 

have embraced positivism. This means the researcher uses observable facts that 

allow for generalisation (Remenyi et al., 1998); as a result, experiments, scientific 

methods and quantitative approaches are utilised in conjunction with a deductive 

approach to test hypotheses (Neuman, 1997). Therefore, only observable 

phenomena can generate reliable data (Saunders, Lewis & Thornhill, 2009). The 

unity of analysis and inquiry are the public secondary school teachers. A sample 

size of 386 teachers was drawn at random from a population of 87,493 secondary 

school teachers across 26 regions on the Tanzanian mainland (PORALG, 2017). 
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Closed-ended structured questionnaires were employed to acquire data. Structural 

Equation Modeling (SEM) with AMOS 23 was used since it was acceptable for the 

study and allowed for distinct associations for each set of dependent variables. 

 

Measures 
 
Independent variable was measured by innovative leadership adopted from (Teece, 

Peteraf & Leih, 2016; Wang et al., 2013). Employee engagement as a dependent 

variable was divided into organisational commitment and job involvement adopted 

(Bai & Liu, 2018; Schaufeli et al., 2006). To ensure reliability, internal consistency 

was measured by Cronbach’s alpha. Cronbach’s alpha was suggested by (Creswell, 

2012) to be 0.8 and above. However, a Cronbach’s alpha that is greater than 0.7 was 

acceptable for internal consistency (Nunnally, 1978). Therefore, innovative leadership 

had a Cronbach’s alpha α = 0.87, organisational commitment α = 0.91 and job 

involvement α = 0.88. Hence, the instruments used were reliable enough for the study 

as the values were within an acceptable range. Construct Reliability (CR) was used to 

measure the overall reliability of a set of items loaded on a latent construct. Values 

should range between zero and one. Thus, values that are greater than 0.70 reflect good 

reliability. Values that range between 0.60 – 0.70 are also acceptable if other indicators 

of the construct’s validity are good (Hair et al., 2010). The study indicated a good CR 

as all the constructs were greater than 0.8, as indicated in Table 1. 
 

Table 1 

Reliability and Validity Tests  
 

Variable AVE Construct Reliability Alpha Coefficient 
    

Innovative Leadership 0.67 0.8589 0.871 

Organisational 

0.60 0.8167 0.911 
Commitment    

Job Involvement 0.61 0.8249 0.881 
    

 

Validity was also tested to explain the degree to which the tool measures what it was 

supposed to test (Healy & Perry, 2000). Model evaluation was measured by convergent 

validity. Convergent validity was used to show a relationship between construct 

measures. It was assessed by the Average Variance Extracted (AVE). Convergent 

validity is therefore attained when every item in the measurement associates well with 

the supposed theoretical construct with standardised regression weights for reflective 

indicators of 0.70. However, 0.60 is also considered to be a satisfactory level 

(Henseler, Ringle & Sarstedt, 2015). In testing validity, convergent validity for 

innovative leadership was 0.67, organisational commitment was 0.60, and job 

involvement was 0.61. Hence, all of them were within the acceptable values of > 0.60. 
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Multivariate assumptions 
 
SEM was applied as a data analytical technique for testing hypotheses. Different 

multivariate assumptions were performed before testing the hypotheses. This was 

preceded by observing missing data, outliers, normality, linearity and 

homoscedasticity. There were no missing data in the data set. Outliers were checked by 

using both univariate and multivariate outliers. Univariate outliers were examined by 

using Q3+2.2(IQR) and Q1-2.2(IQR). Multivariate outliers were detected by using 

SPSS Mahalanobis distance (Mahalanobis D2), and six out-of-range values were 

detected. Still, they were not deleted from the data set due to their minimal impact in 

detecting the significant influence during data analysis. Normality for all variables 

revealed a fairly bell-shaped normal distribution curve portrayed on the histograms. 

This indicates that data was fairly and normally distributed. Linearity was presented by 

using P P Plots where the results showed a concentration of values in a straight line. 

This indicates that there is a constant unit change of employee engagement for a 

constant change of innovative leadership. Lastly, homoscedasticity was presented by 

scatter plots where the dispersion of employee engagement values indicated a 

relatively equal at each value of the predictor variable (innovative leadership), and 

hence, there was no problem with homoscedasticity. 

 

Confirmatory factor analysis 
 

Confirmatory Factor Analysis (CFA) was performed before testing hypotheses so 

as to make sure that data would fit well with the study. For a model that fits data, 

the standardised regression weight of each item should be above 0.50, and the 

squared multiple correlations of each item should be above the 0.40 cut-off point, 

as recommended by Wolfinbarger and Gilly (2003). Chi-Square and degree of 

freedom (CMIN/DF) should be less than 5 (Bollen, 1989; Ullman, 1996), the 

Goodness of fit index (GFI) should be > 0.90 (Byrne, 2010), the Adjusted 

Goodness of fit index (AGFI) should be > 0.80 (Chau & Hu, 2001), Comparative 

fit index (CFI) should be > 0.90 (Hair et al., 2010) and Root Mean Square Error of 

Approximation (RMSEA) should be < 0.08 (Hoe, 2008). 
 

Therefore, innovative leadership had 11 items (LEI1-LEI11) before confirmatory 

factor analysis. Items with poor factor loadings were deleted, and 3 items (LEI4, 

LEI6 and LEI8) were retained for further analysis. Through modification indices, a 

model fit was attained where CMIN/DF was 1.133, GFI was 0.984, AGFI was 

0.972, CFI was 0.998, and RMSEA was 0.019. As explained earlier, for a model 

that fits data well, the standardised regression weight of each item should be above 

0.50, and the squared multiple correlations of each item should be above 0.40 cut-

off point. With these results, there is no doubt that the data as model fit indices 

were in the recommended values. 
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Employee engagement with its sub-divisions of organisational commitment and 

job involvement attained the following results in CFA: Organisational 

commitment with 10 items (OC1-OC10) had initial results as follows: 

CMIN/DF was 4.650, GFI was 0.920, AGFI was 0.875, CFI was 0.939, and 

RMSEA was 0.099. To obtain better results, items with poor factor loadings 

were deleted and remained with 3 items (OC4, OC7 and OC8) for further 

analysis. Model fit indices yield the following: CMIN/DF was 1.999, GFI was 

0.969, AGFI was 0.948, CFI was 0.986, and RMSEA was 0.052. All these 

indices were within the recommended values and, hence, fit the model well. 
 

Initially, job involvement had 10 items (JOI1-JOI10) with the following 

indices: CMIN/DF was 24.407, GFI was 0.551, AGFI was 0.295, CFI was 

0.613 and RMSEA was 0.251. These results did not illustrate a model fit. 

Hence, through modification indices, items with poor standardised regression 

weights and squared multiple correlations were deleted and remained with 3 

items (JOI2, JOI3 and JOI5) that yielded the following results: CMIN/DF was 

2.233, GFI was 0.993, AGFI was 0.985, CFI = 0.974 and RMSEA = 0.058. 

Therefore, these values fit well for further analysis. 

 

Analysis and Results 
 

Hypothesis testing 
 

Two hypotheses were developed: H1: Innovative leadership positively influences  

employees’ organisational commitment, and H2: Innovative leadership 

positively influences employees’ job involvement. To attain model fit, the 

following model fit indices were recommended where CMIN/DF should be < 5, 

GFI should be > 0.90, AGFI should be > 0.80, CFI should be > 0.90, and 

RMSEA should be < 0.08. The goodness of fit indices was assessed, and 

obtained the following results: CMIN/ DF was 2.807, GFI was 0.928, AGFI 

was 0.892, CFI was 0.971, and RMSEA was 0.070. Therefore, the values 

indicated a good model fit. The model that suggests the influence of innovative 

leadership and employee engagement is illustrated in Figure 2. 
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Figure 2 
 

Structural Model Indicating the Influence of Innovative Leadership and 

Employee Engagement 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Source: Field data (2020) 
 

The hypothesised model indicates that both hypotheses have a significant 

influence on employee engagement. 
 

Table 2 
 

Hypotheses Testing Results  
 

Path 
  

Estimate 
Standard Critical 

p-value 
Standardised 

  
Error Ratio Estimates      

        

OC <--- LEI .986 .080 12.301 *** 0.988 

JOI <--- LEI .330 .052 6.375 *** 0.371 
        

 

Source: Field data (2020) 
 

*** means it is significant at 0.001 
 

The results illustrate that innovative leadership has a positive significant 

influence on both organisational commitment and job involvement for 

employees. Both hypotheses were supported as H1 indicates that innovative 

leadership has a positive significant influence on OC with a β coefficient of 

0.98 and p-value of 0.001. H2 also suggests that innovative leadership has a 

positive significant influence on job involvement with a β coefficient of 0.37 

and a p-value of 0.001. With these results, it is clear that innovative leaders play 

a major and significant role in engaging their employees, particularly teachers, 

in the organisation as well as the tasks assigned to them. 
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Discussion of the Findings 
 

The study’s findings indicate that innovative leadership has a significant influence 

on employee engagement, as shown by the application of social exchange theory. 

As explained earlier, SET provides a theoretical explanation as to why employees 

are more or less engaged in their work and their organisation (Saks, 2006). 

 

H1: Innovative Leadership positively influences employees’ Organisational 

Commitment 
 
Innovative leadership positively influences employees’ organisational commitment. 

This hypothesis prediction reveals a significant influence on engaging teachers 

through commitment to their schools. This is a clear implication that teachers get 

innovative support from the school administrators who are the heads of schools, 

particularly Headmasters and Headmistress, as well as other educational 

practitioners. Innovative leaders can stimulate or arouse innovative behaviour 

among employees and be more attached to their workstations; in this case, it is a 

school. Teachers maintain a permanent membership with their schools depending 

on the treatment they get from the head of the school; hence, reciprocity comes 

here. This was supported by Kurtessis et al. (2017), who suggested that leaders are 

supposed to create a supportive environment for the workers and ensure 

employees’ welfare and satisfaction with their jobs. All these factors related to the 

conducive working environment, employees’ welfare and job satisfaction proved to 

strengthen employees’ organisational commitment (Kurtessis et al., 2017). This 

means that teachers will stop moving from one school to another or working on 

moonlighting activities outside the school. The outcome is total attachment to the 

workstation, which might have a greater impact on students’ performance. 

Supriatna and Zulganef (2023) were not far from others, as their study supported 

the importance of innovative leaders in engaging employees so as to cope with the 

external challenges they face. A slightly different study but related to the present 

research declares that benevolent leaders positively influence employees’ 

commitment to the organisation (Grego-Planer, 2022). At the same time, they bring 

positive changes to the whole community. Sutiyatno et al. (2022) conquered with 

the former researchers as it was declared that innovative leadership influences 

organisational culture and teacher commitment. 

 

H2: Innovative Leadership positively influences employees’ Job Involvement 
 

This hypothesis also proves to have a significant influence on engaging teachers 

through involvement in the teaching task. Innovative leaders are the key pioneers in 

motivating employees to perform their tasks well. In relation to this study, heads of 

schools and other educational practitioners play an important innovative role in 

engaging teachers to be involved well in their teaching activities. Teachers’ 
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involvement in their jobs is evidenced by working with extended time apart from 

the normal working hours, teachers’ willingness to help slow learners for extra 

hours or remedial classes, providing enough exercises to the students and making 

sure that they are marked. In addition to that, provisions of enough assessments for 

the students enable teachers to have a clear evaluation of their students as well as 

the effectiveness of the teaching pedagogy. This will be enabled through different 

types of evaluations given to the students, such as formative, diagnostic, and 

summative evaluations. The outcome of those evaluations, which is students’ 

performance, is an indicator of teachers’ involvement in the teaching task. 
 

Malik and Rana (2016) concurred with the present study as they declared that 

leadership styles influence teachers’ job involvement in Punjab. However, their 

measurement was slightly different in terms of leadership styles and their influence 

on job involvement. At the same time, the present study focuses on innovative 

leadership and its influence on employee engagement. In addition to that, this study 

goes beyond Malik and Rana’s (2016) study by broadening the dependent variable, 

which is engagement in terms of both organisational commitment and job 

involvement. Total employee engagement occurs when there is employees’ 

organisational commitment and job involvement (Saks, 2006). Moreover, 

innovative leaders help organisations build a creative team that helps to motivate 

employees to work hard for the organisation’s positive outcomes (Kurtessis et al., 

2017). Therefore, teachers repay their schools by performing their duties well and 

maintaining attachment to the workstation. 
 

Similarly, studies by Grego-Planer (2022), Sutiyatno et al. (2022), Supriatna and 

Zulganef (2023), Omar et al. (2018), and Malik and Rana (2016) align with the current 

research. However, investigations into the influence of innovative leadership on 

employee engagement remain limited. Thus, it is crucial to encourage employees, 

particularly teachers, by assigning challenging tasks and promoting innovative 

activities that enhance their ability to act innovatively, effectively perform their 

teaching duties, and address students’ problems. This stems from the assumption that 

knowledge resides within individual employees’ minds, and its activation depends on 

the innovative leaders they have (Teece, Peteraf, & Leih, 2016). The present study 

addresses this knowledge gap by demonstrating that innovative leadership significantly 

influences employee engagement, particularly in terms of organisational commitment 

and job involvement. 

 

Conclusions and Theoretical Implications 
 
The study concludes that teachers’ engagement is greatly impacted by innovative 

leadership. Innovative goals that are demanding and motivating and show gratitude for 

their teachers’ excellent work can be achieved by leaders who possess sufficient 

innovation. All of these encourage teachers to put in long hours and a lot of effort 
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into their teaching-learning process. There will be fewer transfer cases when 

teachers are dedicated to the schools. Teachers’ dedication to the schools, this 

study shows that they are patriotic and willing to defend the reputation of their 

workstations. By working overtime without getting paid, coming up with 

creative solutions to student’s challenges, and using cutting- edge teaching 

techniques, teachers demonstrate a high level of engagement with their work. 

The outcome is that the students perform well. This downplays the complaints 

made by parents and the public at large about the poor performance of students. 
 

In contrast to earlier research by Mosha (2011), Lufunyo (2015), Knoster (2016), 

and Aziz et al. (2017), which found poor teacher involvement, the current study 

yields different results. This may be a result of the complicated and ever-changing 

nature of human behaviour. Engaging teachers is another benefit of innovative 

leadership. Furthermore, the study clearly demonstrates the deployment of SET in 

Tanzanian public secondary schools. Heads of schools that employ creative 

strategies inspire their staff to give back by being dedicated to and involved in the 

teaching-learning process, thereby leading to engagement. 
 

This study suggests practically that the kind of leaders an organisation has, 

particularly creative leaders, affects employee engagement. Thus, leaders across 

all industries must adopt an innovative approach to motivate their workforce, 

which includes those who render services to the public. It is the type of service 

provider, particularly public secondary school teachers, that determines whether 

the service is good. Teachers’ participation impacts students’ performance, 

thereby producing a future generation of creative individuals. 
 

For various policymakers in the public and commercial sectors, this study is 

essential. These policies may include those related to retirement, training, 

motivation, and promotion. Employee engagement increases when workstation 

attachment and commitment result from well-implemented policies. Academicians 

and researchers can both benefit from the study’s findings. Subsequent research 

endeavours may involve investigating employee involvement in private secondary 

schools or doing a comparison analysis between public and private secondary 

schools. Research can also be done in the health sector because it has been said in 

the literature that health and education are the two areas where public sector 

efficiency is measured. As a result, this study is not comprehensive. 
 
 
 
 
 
 

 

94 Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024 
Indexed by African Journals Online (AJOL) 



Innovative Leadership and Employee Engagement in Tanzanian Secondary Schools  
 

References 
 
Al-Dmour, H., Al Hasan, R., Thneibat, M., Masa’deh, R., Alkhadra, W., Al-Dmour, 

R., & Alalwan, A. (2023). Integrated model for the factors determining the 

academic’s remote working productivity and engagement: an empirical study. 

SAGE Open, 13(3). https://doi.org/10.1177/215824440231194393. 
 
Alharbi, I. B. A. (2021). Innovative leadership: a literature review paper. Open 

Journal of Leadership. 

Alsolami, H. A., Guan Cheng, K. T., & M. Ibn Twalh, A. A. (2016). Revisiting 

innovation leadership. Open Journal of Leadership, 05(02), 31–38. 

https:// doi.org/10.4236/ojl.2016.52004. 
 
Aman-Ullah, A., Mehmood, W., Amin, S., & Abbas, Y. A. (2022). Human 

capital and organisational performance: a moderation study through 

innovative leadership. Journal of Innovation and Knowledge, 7(4). 

https://doi. org/10.1016/j.jik.2022.100261. 
 
Anand, P., & Saraswati, A. K. (2014). Innovative leadership: a paradigm in modern  

HR practices. Global Journal of Finance and Management, 6(6), 497–502.  

Retrieved from http://www.ripublication.com. 
 

Asiimwe, S., Vincent, K., Specioza, A., Ritah, B., & Sarah, N. (2020). 

Association between remuneration and employee performance: the case 

of teachers in private secondary schools in Buikwe District, Uganda. 

International Journal of Research and Innovation in Social Science 

(IJRISS), 4(3), 2454–6186. Retrieved from www.rsisinternational.org. 
 
Bai, J., & Liu, J. (2018). A study on the influence of career growth on work 

engagement among new generation employees. Open Journal of 

Business and Management, 06(02), 300–317. https://doi.org/10.4236/ 

ojbm.2018.62022. 
 

Bierema, L. L. (2016). Women’s leadership: troubling notions of the “ideal” 

(male) leader. Advances in Developing Human Resources, 18(2), 119–

136. https:// doi.org/10.1177/1523422316641398. 
 
Blau, P. (1964). Exchange and power in social life. Wiley. 
 

Blau, P. (2017). Exchange and power in social life. Routledge. 
 

Bollen, K. A. (1989). Structural equations with latent variables. New York: 

John Wiley N. 

Budriene, D., & Diskiene, D. (2020). Employee engagement: types, levels and 

relationship with the practice of HRM. Malaysian E-Commerce 

Journal, 4(2), 42–47. https://doi.org/10.26480/mecj.02.2020.42.47. 
 

 
Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024  

95 
Indexed by African Journals Online (AJOL)  



Kimaryo, Kessy & Sanga  
 

Chanana, N., & Sangeeta. (2021). Employee engagement practices during 

COVID-19 lockdown. Journal of Public Affairs, 21(4). 

https://doi.org/10.1002/ pa.2508. 
 
Chau, P. Y. K., & Hu, P. J. H. (2001). Information technology acceptance by 

individual professionals: a model comparison approach. Decision Sciences, 

32(4), 699–719. https://doi.org/10.1111/j.1540-5915.2001.tb00978.x. 
 
Creswell, J. (2012). Educational research: planning, conducting, and 

evaluating quantitative and qualitative research (4th ed.). 

Pearson/Merrill Prentice Hall. 
 
Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: an 

Interdisciplinary review. Journal of Management, 31(6), 874–900. 

https:// doi.org/10.1177/0149206305279602. 
 
Davlembayeva, D. & Alamanos, E. (2023). Social exchange theory: a review. In S.  

Papagiannidis (Ed.), TheoryHub Book. Available at https://open.ncl.ac.uk. 
 

Ferrell, B. D. (2020). A quantitative study: the effect of authentic leadership on 

employee engagement [Doctoral dissertation]. The Chicago School of 

Professional Psychology. 
 
Foa, U. G., & Foa, E. B. (1980). Resource theory: interpersonal behaviour as  

exchange. In: K. J. Gergen, M. S. Greenberg, & R. H. Willis (Eds.), Social  

Exchange: Advances in Theory and Research. Plenum. 
 

Gallup. (2013). The state of the American workplace: employee engagement 

insights for U.S. business leaders. Retrieved from 

http://employeeengagement. com/wp-content/uploads/2013/06/Gallup-

2013-State-of-the-American-Workplace-Report.pdf. 
 
Gallup. (2019). Engagement report. Retrieved from https://www.gallup.com/ 

home.aspx. 

Garg, K., Dar, I. A., & Mishra, M. (2018). Job satisfaction and work engagement: a 

study using private sector bank managers. Advances in Developing Human 

Resources, 20(1), 58–71. https://doi.org/10.1177/1523422317742987. 
 
Gawke, J. C., Gorgievski, M. J., & Bakker, A. B. (2017). Employee intrapreneurship 

and work engagement: a latent change score approach. Journal of Vocational 

Behaviour, 100, 88–100. https://doi.org/10.1016/j.jvb.2017.03.002. 
 
Godfrey Oshilim, N. (2015). Governance, employee engagement and improved 

productivity in the Public Sector: The Nigerian Experience. Journal of 

Investment and Management, 4(5), 141. https://doi.org/10.11648/j. 

jim.20150405.12. 
 
Gouldner, A. W. (1960). The norm of reciprocity: a preliminary statement. American

 

96 Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024 
Indexed by African Journals Online (AJOL) 



Innovative Leadership and Employee Engagement in Tanzanian Secondary Schools  
 

Sociological Review, 25(2), 161. https://doi.org/10.2307/2092623. 
 

Grego-Planer, D. (2022). The relationship between benevolent leadership and 

affective commitment from an employee perspective. PLoS ONE, 17(3 

March). https://doi.org/10.1371/journal.pone.0264142. 
 
Gruman, J. A., & Saks, A. M. (2011). Performance management and employee 

engagement. Human Resource Management Review, 21(2), 123–136. 

https://doi.org/10.1016/j.hrmr.2010.09.004. 
 
Hair, J. F., Black, W. C., Babin, B.J. & Anderson, R. E. (2010). Multivariate 

data analysis (7th ed.). Prentice Hall. 

Healy, M., & Perry, C. (2000) . Comprehensive criteria to judge validity and 

reliability of qualitative research within the realism paradigm. 

Qualitative Market Research: An International Journal, 3(3), 118–126. 

https://doi. org/10.1108/13522750010333861. 
 
Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing 

discriminant validity in variance-based structural equation modelling. 

Journal of the Academy of Marketing Science, 43(1), 115–135. https:// 

doi.org/10.1007/s11747-014-0403-8. 
 
Hoe, S. L. (2008). Issues and procedures in adopting structural equation modelling 

technique. Journal of Applied Quantitative Methods, 3(1), 76–83. 
 
Hope, K. R. (2001). The new public management: Context and practice in Africa.  

International Public Management Journal, 4(2), 119–134. https://doi.  

org/10.1016/S1096-7494(01)00053-8. 
 

Indriyani, A. U. (2017). The effect of organisation brand on employee engagement 

through compensation and benefit in startup business. Jurnal Manajemen 

Teori Dan Terapan | Journal of Theory and Applied Management, 10(2), 

109. https://doi.org/10.20473/jmtt.v10i2.4383. 
 

Kahn, W. A. (1990). Psychological conditions of personal engagement and 

disengagement at work. Academy of Management Journal, 33(4), 692–

724. https://doi.org/10.5465/256287. 
 
Knoster, K. C. (2016). Strategies for addressing student and teacher absenteeism:  

a literature review. North Central Comprehensive Center, (November),  

22. Retrieved fromhttp://search.ebscohost.com/login.aspx?direct=true& 

db=eric&AN=ED584860&site=ehost-live. 
 
Kumar, P. (2021). V-5 Model of employee engagement during COVID-19 and 

post lockdown. Vision, 25(3), 271–274. https://doi. 

org/10.1177/0972262920980878. 
 
 

 

Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024  
97 

Indexed by African Journals Online (AJOL)  



Kimaryo, Kessy & Sanga  
 

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & 

Adis, C. S. (2017). Perceived organisational support: a meta-analytic 

evaluation of organisational support theory. Journal of Management, 

43(6), 1854–1884. https://doi.org/10.1177/0149206315575554. 
 
Lawler, E. J., & Thye, S. R. (1999). Bringing emotions into social exchange 

theory. Annual Review of Sociology, 25, 217–244. 

https://doi.org/10.1146/ annurev.soc.25.1.217. 
 
Lufunyo, H. (2015). Decentralisation and human resource development documented 

challenges in local government authorities in Tanzania. International Journal 

of Current Research and Academic Review, 3(6), 352–365. 
 
M.Hazem, S., & Zehou, S. (2019). Organisational culture and innovation: A 

literature review. https://doi.org/10.2991/icecsd-19.2019.58. 

Matto, M. C. (2022). Explaining procurement performance in local government 

authorities in Tanzania: Do external environmental factors matter? The 

Accountancy and Business Review, 13(2), 64–82. 

https://doi.org/10.59645/ abr.v13i2.32. 
 

Mdee, A., & Thorley, L. (2016). Good governance, local government, 

accountability and service delivery in Tanzania: exploring the context 

for creating a local governance performance index. ESRC Research 

Project, 3–19. Retrieved from https://www.intrac.org/wpcms/wp-

content/uploads/2016/11/ WP2_Local-governance-and-accountability-

in-Tz_Mzumbepaper_ FINAL_311016.pdf. 
 
Mosha, H. (2012). The state of quality of education in Tanzania: a candid 

reflection, presented at the symposium of education. University of Dar 

es Salaam School of Education Symposium. 
 
Mrope, G., & Bangi, Y. I. (2014). Examining the influence of management practice 

and attitudes on employee turnover: a case of Kibaha District Council: The 

International Journal of Business & Management, 2(9), 11–18. 
 
Muttaqin, G. F. (2022). The influence of leadership and innovation on 

operational performance. Jurnal Riset Akuntansi Terpadu, 15(1), 100. 

https://doi. org/10.35448/jrat.v15i1.14515. 
 
Naguib, H. M., & Naem, A. E.-H. M. A. (2018). The impact of transformational 

leadership on organisational innovation. International Journal of Social 

Sciences and Humanities Invention, 5(1), 4337–4343. https://doi. 

org/10.18535/ijsshi/v5i1.15. 
 
Neuman, W. L. (1997). Social research methods: qualitative and quantitative  

approaches. (3rd ed.). Boston: Allyn and Bacon. 
 
 

98 Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024 
Indexed by African Journals Online (AJOL) 



Innovative Leadership and Employee Engagement in Tanzanian Secondary Schools  
 

Nunnally, J. C. (1978). Psychometric theory (2nd ed.). New York: McGraw-Hill. 
 

Nyamubi, G. J. (2017). Determinants of secondary school teachers’ job 

satisfaction in Tanzania. Education Research International, 2017, 1–7. 

https://doi. org/10.1155/2017/7282614. 
 
Omar, A. … Urteaga, F. (2018). Psychometric properties of Colquitt’s organisational 

justice scale in Argentine workers. Liberabit. Revista Peruana de Psicología, 

24(1), 61–79. https://doi.org/10.24265/liberabit.2018.v24n1.05. 
 
Orth, M., & Volmer, J. (2017). Daily within-person effects of job autonomy and 

work engagement on innovative behaviour: The cross-level moderating 

role of creative self-efficacy. European Journal of Work and 

Organisational Psychology, 26(4), 601–612. https://doi.org/10.1080/13 

59432X.2017.1332042. 
 
Osborne, S., & Hammoud, M. S. (2017). Effective employee engagement in the 

workplace. International Journal of Applied Management and 

Technology, 16(1). https://doi.org/10.5590/ijamt.2017.16.1.04. 
 
Prameswari, M., Asbari, M., Purwanto, A., Ong, F., Kusumaningsih, S. W., 

Mustikasiwi, A., … Sopa, A. (2020) . The impacts of leadership and 

organisational culture on performance in Indonesian public health: The 

mediating effects of innovative work behaviour. International Journal 

of Control and Automation, 13(2), 216–227. 
 
Rana, S. S., Malik, N. I., & Hussain, R. Y. (2016). Leadership styles as 

predictors of job involvement in teachers. Pakistan Journal of 

Psychological Research, 31(1), 161–182. 
 
Raza, S., Ansari, N. U. A., Humayon, A. A., Hussain, M. S., & Aziz, K. (2017). 

(2017). Factors affecting millennials employee engagement in 

government sector. International Journal of Management Excellence, 

10(1), 1195–1200. https://doi.org/10.17722/ijme.v10i1.947. 
 
Remenyi, D., Williams, B., Money, A. & Swartz, E. (1998). Doing research in 

business and management: an introduction to process and method. 

Sage Publication. 
 
Riza, M. F., Nimran, U., Musadieq, M. Al, & Utami, H. N. (2020). The effect 

of innovative leadership and creative leadership to organisational 

learning, organisational adaptation and adaptive performance. Journal 

of Public Administration Studies, 005(02), 51–55. 

https://doi.org/10.21776/ ub.jpas.2020.005.02.2. 
 
 
 
 
 
 

Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024  
99 

Indexed by African Journals Online (AJOL)  



Kimaryo, Kessy & Sanga  
 

Roncesvalles, M. C. T., & Gaerlan, A. A. (2015). The role of authentic 

leadership and teachers’ organisational commitment on organisational 

citizenship behaviour in higher education. International Journal of 

Educational Leadership and Management, 9(2), 92–121. 

https://doi.org/10.17583/ ijelm.2021.7194. 
 
Saks, A. M. (2006). Antecedents and consequences of employee engagement.  

Journal of Managerial Psychology, 21(7), 600–619. https://doi.  

org/10.1108/02683940610690169. 
 

Saks, A. M. (2017). Translating employee engagement research into practice.  
Organisational Dynamics, 46(2), 76–86. https://doi.org/10.1016/j.  

orgdyn.2017.04.003. 
 

Sanneh, L., & A.Taj, S. (2015). Employee engagement in the public sector: a 

case study of Western Africa. International Journal of Human 

Resource Studies, 5(3), 70. https://doi.org/10.5296/ijhrs.v5i3.8088. 
 
Saunders, M., Lewis, P., & Thornhill, A. (2009). Research methods for business 

students.: Pearson Education Limited. 

Schaufeli, W. B. (2018). Work engagement in Europe: relations with national 

economy, governance and culture. Organisational Dynamics, 47(2), 

99–106. https://doi.org/10.1016/j.orgdyn.2018.01.003. 
 
Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of 

work engagement with a short questionnaire: a cross-national study. 

Educational and Psychological Measurement, 66(4), 701–716. https:// 

doi.org/10.1177/0013164405282471. 
 
Şen, A., & Eren, E. (2012). Innovative leadership for the twenty-first century.  

Procedia - Social and Behavioral Sciences, 41, 1–14. https://doi.  

org/10.1016/j.sbspro.2012.04.001. 
 

Soken, N. H., & Barnes, B. K. (2014). What kills innovation? Your role as a 

leader in supporting an innovative culture. Industrial and Commercial 

Training, 46(1), 7–15. https://doi.org/10.1108/ICT-09-2013-0057. 
 
Supriatna, N., & Zulganef, Z. (2023). The influence of innovation leadership on 

employee performance. International Journal of Business, Economics, and 

Social Development, 4(1), 20–24. https://doi.org/10.46336/ijbesd.v4i1.365. 
 
Supriyanto, A. S., Ekowati, V. M., Idris, I., Susminingsihc, & Iswanto, B. 

(2020). Leadership styles as a predictor of the voluntary work 

behaviours of bank employees. International Journal of Economics and 

Management, 14(1), 1–11. 
 
 

 

100 Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024 
Indexed by African Journals Online (AJOL) 



Innovative Leadership and Employee Engagement in Tanzanian Secondary Schools  
 

Sutiyatno, S., Santoso, K. I., & Susilo, G. (2022) . The Role of innovation 

leadership in teacher commitment: a study of organisational culture. 

International Journal of Educational Methodology, 8(3), 595–607. 

https:// doi.org/10.12973/ijem.8.3.595. 
 

Tamimi, M., & Sopiah, S. (2022). The influence of leadership style on 

employee performance: a systematic literature review. International 

Journal of Entrepreneurship and Business Management, 1(2), 128–138. 

https://doi. org/10.54099/ijebm.v1i2.360. 
 

Teece, D., Peteraf, M., & Leih, S. (2016). Dynamic capabilities and 

organisational agility: Risk, uncertainty, and strategy in the innovation 

economy. California Management Review, 58(4), 13–35. 

https://doi.org/10.1525/ cmr.2016.58.4.13. 
 

Thibaut, J. W., & Kelley, H. H. (2017). The social psychology of groups. The Social 

Psychology of Groups, 1–342. https://doi.org/10.4324/9781315135007. 
 

Vigoda-Gadot, E., Eldor, L., & Schohat, L. M. (2013). Engage them to public service: 

conceptualisation and empirical examination of employee engagement in 

public administration. American Review of Public Administration, 43(5), 518–

538. https://doi.org/10.1177/0275074012450943. 

Wang, D. S., & Hsieh, C. C. (2013). The effect of authentic leadership on 

employee trust and employee engagement. Social Behavior and 

Personality, 41(4), 613–624. https://doi.org/10.2224/sbp.2013.41.4.613. 
 

Weng, Q., McElroy, J. C., Morrow, P. C., & Liu, R. (2010). The relationship between 

career growth and organisational commitment. Journal of Vocational 

Behavior, 77(3), 391–400. https://doi.org/10.1016/j.jvb.2010.05.003. 
 

Win, M. K. (2016). The impact of leadership styles on employee performance: analysis 

of the intervening effect of employee retention on the relationship between 

leadership styles and employee performance. University of Ruhuna, 

(September 2016), 111. https://doi.org/10.13140/RG.2.2.24206.64327. 

Wolfinbarger, M., & Gilly, M. C. (2003). eTailQ: Dimensionalizing, measuring 

and predicting retail quality. Journal of Retailing, 79(3), 183–198. 

https:// doi.org/10.1016/S0022-4359(03)00034-4. 
 

Zuraik, A., & Kelly, L. (2019). The role of CEO transformational leadership 

and innovation climate in exploration and exploitation. European 

Journal of Innovation Management, 22(1), 84–104. 

https://doi.org/10.1108/EJIM-10-2017-0142. 
 
 
 
 

Papers in Education and Development (PED) Volume 42, Issue Number 1 of June, 2024  
101 

Indexed by African Journals Online (AJOL)   


