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Abstract:- Leadership and Innovation have been both 

central to discussions within the academic literature. 

However, the number of empirical studies investigating the 

interaction between these two dimensions has been limited. 

This paper examined the mediating role of Trust in Leader, 

focusing on the influence of transformational Leadership 

(TL) on the Innovation of Palestinian universities. The 

study conducted a quantitative questionnaire data from 

(249) respondents representing the academic teaching staff 

of the universities in Palestine. Within this study the partial 

least squares-Structural equation model PLS-SEM for 

analyzing data and identifying the implications. Generally, 

the findings indicated that TL and trust in leader are 

significantly related to the innovation of universities in 

Palestine. A further result regarding the mediating role 

indicated that trust in leader mediates the influence of TL 

on innovation. Discussion on the findings and 

recommendations of this study were also provided. 
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I. INTRODUCTION 

 

In the competitive environment of today, where 

organizations expand globally, they face many challenges to 

achieve their objectives [1], [2]. The development of 

competencies of human resources is considered a main activity 

that organizations focus on which takes great efforts to 

overcome their competitors on regard to product quality, 

services, and development of new products [3]. In order to 

survive and successfully compete in this dynamic environment, 

organizations need effective resources, such as human 

resources that stay committed to performing at high standards 

[4]. Human resources are considered as the valued assets, they 

are inimitable and help to generate a sustainable competitive 

advantage by encouraging innovative ideas [5], [6]. In order to 

keep these human resources motivated for innovative work, 

people who are able to manage them efficiently are required 

[7], [8]. Accordingly, leaders have a great role in this mission 

[9], [10]. Leaders play a vital role in encouraging employees to 

learn, achieve their full potential and overcome learning 

boundaries [11]. Organizations also need to build an 

environment of trust, where employees can share their 

knowledge, experiences and innovative ideas. Trust is 

considered as a key element of effective communication and 

teamwork between leaders and followers, and among 

employees. It helps in reducing risk and increasing employees’ 

commitment and productivity [12]. Palestinian Universities are 

considered young; however they have an influence on all parts 

of the Palestinian life, wellbeing and cause. Today, Palestinian 

universities as other higher education institutions in the same 

region and worldwide struggle to fulfil the demands of students 

on education, and at the same time, try to maintain high quality 

of service and relevant education in order to survive by 

offering innovative products and services to compete in the 

market. Thus, this study aims at evaluating the relation between 

TL and innovation in universities in Palestine, in addition to 

examining the mediation effect of trust in leader on the 

relationship between TL and innovation in universities in 

Palestine; as such relations have not been investigated to date 

and especially in education sector in the Palestinian context. 
 

II. LITERATURE REVIEW 

 

A. Transformational Leadership  

Each style of leadership has its own advantages and 

shortcomings, however, the Full Range Leadership Theory by 

[13] indicates that the influence of transformational leadership 

(TL) is more significant than transactional leadership influence 

in promoting innovation, as TL is more important to 

organizations since it works towards firm innovation, 

contributing to organizational learning, and improving 

employees’ creativity skills [3], [14]. A transformational leader 

is the type of leader who satisfies the needs and moral values of 

his followers’, and encourages passion and commitment in his 

followers towards the vision and mission of their organization. 

In addition, this leader instills pride and faith deep inside his 

followers, encourages them to communicate their personal 

respect, as well as stimulating them intellectually, a 

transformational leader also urges his followers to think in a 

creative way and promote challenging aims [15], [16], and 

encourages them to achieve extraordinary expectations [17]. A 

central mechanism in practicing TL effectively is by 

developing the followers’ trust in leader [18]. Literature 

introduces four dimensions that reflect the style of TL [19]–

[22] as follows: 

 Idealized influence 

Happens when the transformational leader instills in his 

followers pride, vision, sense of mission and faith and 

simultaneously enables the followers to gain respect and trust. 

 Inspirational motivation 

Exists when the leader inspires followers to accomplish 

challenging goals, so he becomes engaged in collective goals, 
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bringing about team spirit by instilling enthusiasm and feelings 

of optimism between employees. 

 Individualized consideration 

It exists by the leader’s recognition of the individual 

distinctiveness, and relating the needs of those individuals with 

the needs of their organization, when a leader be a coach and a 

mentor who provides many growth opportunities. 

 Intellectual stimulation 

It happens when the leader helps followers to employ 

techniques of problem solving and perform their roles and 

responsibilities following novel and innovative ways. 

 

B. Organizational Trust 

[23] Define organizational trust (OT) as “having trust in 

one's organization and their leaders by creating an intra-

organizational value chain both horizontally and vertically for 

realizing organizational goals”. The field of OT includes the 

concepts generated from the relationships between colleagues, 

between employees and their leaders, and between employees 

and the organization within social exchange or within 

cooperative relationships. 

 

Literature has widely recognized the importance of trust 

in the leadership. In this study, trust in leaders is considered as 

an effective power for the organization’s management [24]. 

Trust also promotes good leadership [25]. Literature related to 

trust and innovation sometimes overlaps in different points. 

When trust is viewed from the point of view of the organization 

and organizational behavior, the relation between trust and 

innovation is reflected in organizational culture, in leadership, 

in the climate, learning, in change and creativity [25]. Trust 

also has effects on organizations in different ways, as 

influences information and knowledge sharing which in turn 

enhances innovativeness, promotes commitment, and identity 

[25], [26].  

 Trust in Leader 

Trust is considered one of the most studied constructs in 

organizational literature recently [27]. The familiar definition 

of trust by [28] says that trust reflects the beliefs and 

expectations of someone on the way a trustee behaves. In this 

study, the researcher will focus on trust in the leader, thus, a 

specific definition will be presented to the concept. Rousseau, 

[29] refer to trust in leadership as the positive expectations of 

the followers towards their direct leader according to the 

mutual relations between them where the leader gains the trust 

of his followers if he has competence, merit, morals and 

openness to the followers, and if he respects their interests and 

needs. It is indicated in literature that Trust is a very important 

concept in the theories of TL, as transformational leaders 

emphasize the building of trust with the followers [30]. 

 

Trust constitutes a base for relationships in any 

organization, where employees build trustworthiness towards 

their leaders through the skillful performance of their daily 

tasks [24]. It has been observed that followers who show high 

level of trust in the leader perform effectively and they obtain 

high levels of commitment to their work place. Furthermore, 

they will have the desire to share their ideas, knowledge, and 

experiences with others [31]. Instilling trust is seen as a vital 

activity in leadership management. Though, the aim of building 

trust and maintaining a trustworthy environment is considered 

complex and challenging [24], [32]. Literature shows that the 

traits of a leader, the style, and the skills influences trust 

building and showing trustworthiness [25]. 

 Innovation  

The rapid changes in the economic environment in the 

field of science and technology, the phenomenon of 

globalization and its challenges, the changing demands of 

customers, the work in unstable markets, and the increasing 

competition on products all have forced the organizations to 

improve their performance for competition [33]. This has made 

innovation in the product and process as one of the basic 

concepts of today. One of the most important prerequisites of 

contemporary administration is that it is no longer enough for 

organizations to do their work in traditional ways. This leads to 

failure in many cases, so organizations that strive to succeed 

need to make innovation and change as distinctive features for 

them. Many definitions have been introduced for the concept of 

innovation by researchers; for instance, [34] presented a 

definition that reflect innovation as the organization’s 

introduction of new or developed products and methods for 

marketing. Another definition by [35] indicates that innovation 

is the process of applying new knowledge by an organization in 

order to improve and produce new products or services. 

Accordingly, there are various   definitions for the concept, but 

they all agree on that innovation means to reach something 

new, whether in idea or in products or services. 

 

Literature have discussed different types of innovation, 

[36] distinguished between five different types of innovation, 

reflected in new production methods, new organizing methods, 

new markets, new products and resources. While [37]–[40] 

indicated that there are two types of innovation known as 

technological innovation and administrative innovation. Many 

other studies introduced the concept through product and 

process innovation as done by [41], [42]. These two types of 

innovation have been recognized as the most essential for 

organizations which aim to succeed and achieve a competitive 

position and they have gain greater attention by researchers 

than other types of innovation [43]–[45]. Innovation of product 

reflects developing new products by an organization for 

achieving its goals [46], while innovation of process refers to 

increasing the effectiveness of processes to develop the 

production of new goods and the delivery of services to satisfy 

the customers [47]. It can be concluded that innovation helps 

organization to achieve their goals, produce new products or 

services that satisfy the customer, and consequently enable 

them to survive in the competitive environment [48].  

 

The definition of innovation in the context of education 

does not differ too much from the definitions introduced in 

literature. It was defined as the development of new products 

such as curricula and teaching materials as well as 

implementing new processes to deliver education services 

through the use of new technology and improved skills [49]. 

This concept has gain a clear attention from researchers in the 

field if higher education, who indicated that innovation is very 
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essential for universities [50]. As it enables them to improve 

their learning outcomes and enhance the quality of education 

provided by universities [51]. This concentrates on the 

importance of innovation for educational institution in their 

development and success.  

 

C. Transformational Leadership, Trust in Leader, Innovation 

Transformational leaders have to instill high levels of 

trust in their followers by showing support, reassurance, 

concern and respect for the followers [18], [52], [53]. When 

followers trust their leaders, they will exert extra efforts in 

order to finish their tasks on time and they will become more 

willing to engage in activities that benefit the organization even 

if it is not a specified role for them perform these activities 

[27], [54]. Behaviors of transformational leaders help them to 

make emotional bonds with followers, and create high levels of 

mutual trust. Thus, followers will be able to perceive the 

actions of their leaders to improve their experience at work, 

resulting in positive attitudes for their jobs [18]. 

 

The transformational leader with idealized influence 

stands as a role model and prompt high levels of trust in his 

followers [53]. On the other hand, the one who shows 

intellectual stimulation engenders high trust in their followers. 

By encouraging and boosting creativity, followers are allowed 

to take part in the decision making process, which may have an 

influence on them. This makes the followers feel that their 

leaders respect them [55]. By showing inspirational motivation 

through creating a common vision among individuals, and by 

ensuring good realization of this vision, this would rise the trust 

of followers [56]. When a followers has a strong understanding 

of the vision of his leader and understands that their individual 

actions contributes to the achievements of followers, they will 

have a desire to be part of the process of social exchange [57]. 

Another vital trait by transformational leaders is that they 

promotes creativity while encouraging employees to think out 

of the box and to be innovative [58]. On the other hand, 

individualized consideration behavior of the leader instills high 

degrees of trust in the followers. As trust results when the 

follower realizes that his leader really cares about him, and 

takes his interests in consideration. Thus, transformational 

leaders that shows attention to the needs, interests and security 

of the followers can strengthen the emotional bond between 

them and his followers, thus, inducing high levels of trust [52], 

[53]. 

 

When followers recognize that their leader place good 

efforts to solve problems, trust will increase and their attitude 

towards work will be affected positively in turn [59]. It is 

indicated that when a person has trust in his/her leader, he/she 

will likely feel more empowered by his leader and 

consequently will find it easy to be innovative [60]. As trust 

makes employees have a desire to depend on leaders, disclose 

visions and opinions, and freely share information and mistakes 

done at work with their leaders so as to solve then innovatively 

[60]. 

 

The direct relationships between the concepts of TL and 

different outcomes in an organization has been addressed in 

literature, such as organizational commitment, innovation and 

job performance [61]–[63]. In this study, the mediation role of 

trust in leader on the relation between TL and innovation will 

investigated. 

 
Fig 1:- Conceptual Framework 

III.      RESEARCH HYPOTHESES AND 

CONCEPTUAL MODEL 

 

This study aims to investigate the relations between TL 

and innovation with Trust in Leader as a mediator by teaching 

staff of Palestinian Universities. The following hypotheses are 

presented based on the study purpose: 

 

 H1: Transformational Leadership has a significant positive 

effect on Trust in Leader in Palestinian universities. 

 H2: Trust In Leader has a significant positive effect on 

Innovation in Palestinian universities. 

 H3: Transformational Leadership has a significant positive 

effect on Innovation in Palestinian universities. 

 H4: Trust in Leader has a significant mediating effect on the 

relationship between Transformational Leadership and 

Innovation in Palestinian universities. 

 

Based on the hypotheses of the study, the conceptual 

framework is presented in Figure 1. 

 

IV. RESEARCH METHODOLOGY 

 

A. Data Collection 

The data needed for this research were collected using a 

questionnaire survey. Based on previous literature and 

empirical reviews, the questionnaire was developed in order to 

study the relationships. The self-administered questionnaire 

included 39 items targeted the faculty members of universities 

to evaluate their leaders. The questionnaire included statements 

to measure TL, Trust in Leader, and innovation using a Likert 

scale of five points. The questionnaire was developed in 

English Language then Back translation was made to translate 

this questionnaire survey from English to Arabic. Then, three 

academics specialized in the field of Management at Al-Aqsa 

University reviewed the questionnaire in both languages and 

some changings were done depending on their 

recommendations and comments to ensure the clarity of the 

questionnaire’s wording in order to finalize the questionnaire 

for data collection process and achieving the study objectives. 

 

B. Measures 

The questionnaire included 20 items measuring the 

behaviors of TL adapted from Multifactor Leadership 
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Questionnaire (MLQ) [64]. An example of questions was: “My 

Leader considers me as having different needs, abilities and 

aspirations to others”. For measuring Trust in Leader items 

adapted from [65] were used and they included six items. An 

example question was: ‘I believe my leader cares about the 

welfare of the staff”. For measuring Innovation, items were 

adapted from previous studies [37], [66]–[68] and modified so 

as to be suitable for the Palestinian context. Five items measure 

product innovation and a further eight items measure process 

innovation. An Example question was: “My University is 

delivering new courses for members of staff”.  

 

C. Sample Size 

 The research was conducted in the cities of Gaza Strip 

which is located in the south of Palestine. The reason behind 

selecting education sector for conducting the research is that 

HEIs are considered the main productive instrument of 

societies, and universities specifically, as being HEIs, have 

always assisted the needs of their society and should remain 

doing so. Additionally, the role of the leaders or managers is 

obvious in this sector and in the structure of universities. Two 

public universities were selected for the study which are. Al 

Azhar University and Islamic University in Gaza Strip.  A 

suitable sample was selected according to [69] as to get the 

data needed from the respondents. The respondents of the 

survey questionnaire are the teaching staff of the universities in 

Gaza strip- Palestine. A total of 270 questionnaires were 

distributed on respondents in the selected universities out of 

which 254 questionnaires were returned and 249 questionnaires 

were completely filled out by respondents. 

 

D. Questionnaire Validity and Reliability 

To ensure the validity of the questionnaire and to make 

sure that there are no biases regarding the multiple 

interpretations or the inappropriate and not clear wording, all 

items of the survey instrument have been extracted from 

previous literature related to the study variables, the survey 

instrument was translated from English to Arabic then it was 

back translated then evaluated and revised by three specialized 

academics in the field of Management. Their recommendations 

and comments were taken into consideration in order to 

enhance the questionnaire and present it in a way that fits the 

study.  

 

Reliability was established by values of Cronbach’s' 

Alpha coefficient. All variables showed values more than (0.7), 

so they are considered accepted values. 

 

V. RESULTS AND ANALYSIS 

 

A. Analysis on Respondent’s Profile  

The final dataset after data screening process consists of 

249 respondents. The gender ratio shows that the respondents 

are 81.7% males, age ratio shows 69.1% are aged between 31 

and 50 years, 47% have an experience up to 10 years, 82.5% 

have a qualification of master degree and PhD degree, 80.2% 

of them are faculty members, and the respondents are from two 

working Universities in Gaza-Strip of Palestine. 

 

 

B. Validity and Reliability of Constructs 

As the research use PLS analysis, it is necessary to 

perform some validity and reliability tests for  the measurement 

model which includes composite reliability, outer loading, 

convergent validity, and discriminant validity [70], [71]. Cross 

loading is tested based on the rule of thumb of 0.708 or higher 

values, two items were deleted and all the remaining 28 items 

have proper level of loading without cross loading. Reliability 

assessment of internal consistency values is reported in Table 

1, where all the composite reliability and Cronbach’s alpha are 

above the threshold of 0.7.  In addition, as seen in Table 1, the 

average Variance Extracted (AVE) values are above 0.5 with 

the rage of 0.63 to 0.75, therefore convergent validity is 

achieved. VIF values are between 1.00 and 1.18, which shows 

that there is no collinearity between variables of different levels 

as all the VIF value are between 0.2 and 5.0, which satisfies the 

threshold value (Table 2).  Finally, Table 3 shows the matrix of 

Fornell-Larcker criterion, which indicates that no discriminate 

validity issues are. This study satisfies the rule of thumb 

proposed by [70]. 

   AVE 
Composite 

Reliability 
Cronbach’s Alpha 

IN_PS 0.758914 0.926378 0.893839 

IN_PT 0.637048 0.897615 0.857245 

OT 0.794359 0.92053 0.870376 

TL_IC 0.639255 0.876093 0.811183 

TL_II 0.737056 0.918091 0.881463 

TL_IM 0.679732 0.894516 0.842785 

TL_IS 0.666461 0.888707 0.832842 

Table 1. Internal Consistency and Convergent Validity 

 

  OT IN 

  Tolerance VIF Tolerance VIF 

(Constant)         

TL 1.000 1.000 .847 1.180 

OT     .847 1.180 

Table 2. Collinearity Assessment of the research Variables 
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Table 3. Discriminant validity – Fornell-Larcker criterion 

 

C. Structural Model 

To measure the overall power of the mode, predictive 

power R2 and predictive relevance are  used [70]. Figure 2 

demonstrate the structural model based on the PLS algorithm 

analysis which shows the predictive power and the path 

coefficient values of the paths within the proposed model. It 

can be seen that the proposed determinants can explain 57.5% 

of the variance in the innovation. The results are supported 

with Predictive relevance Q2 of 0.567 (Table 5). The model is 

moderate in predictive power and has a large predictive 

relevance.  

 

Table 6 shows the path coefficient values of the direct 

relations associated with the proposed hypothesis based on the 

PLS bootstrapping analysis. The rule of thumb as [70] is T 

statistic must have a value of 1.96 or higher which is equivalent 

to the significant value of 5%  or less. The three proposed 

relations H1, H2, and H3 are accepted. H1 propose the positive 

relationships between transformational leadership and trust in 

leader (Beta = 0.391; T-statistics = 9.59). H2 propose the 

positive relationships between trust in leader and Innovation 

(Beta = 0.266; T-statistics = 5.79). H3 propose the positive 

relationships between transformational leadership and 

Innovation (Beta = 0.613; T-statistics = 17.56). 

 
Fig 2:- PLS Algorithm Path Model 

 

  
Predictive Power Predictive Relevance 

R Square Status Q Square Status 

IN 0.575 Moderate 0.567 Large 

Table 4. Predictive Power and Predictive Relevance 

 

 

 

 

 

  
Path 

Coefficient 

T 

Statistics 

Sig 

Value   

(1 tailed) 

Status 

OT -> 

IN 
0.26618 5.78806 0.00001 Accepted 

TL -> 

IN 
0.613271 17.559292 0.00001 Accepted 

TL -> 

OT 
0.390952 9.596284 0.00001 Accepted 

Table 5. Structural Relationships of the Proposed Model 

 

As the three direct relations hypothesis are accepted 

based on level of significance at 1%. The precedence of the 

approved determinants of the Innovation variance are 

transformational leadership, followed by trust in leader. 

 

The fourth hypothesis is for the mediation of trust in 

leader between transformational leadership and innovation. In 

statistics, the mediation model is the model which explains the 

process involving the relationship taking place between two 

variables through the role of a third variable called a mediator. 

Thus, the mediator variable helps in explaining the relationship 

between the independent variable and dependent variables [72] 

In mediation analysis, it is essential to evaluate the direct , 

indirect and total effect between variables. All the effects are 

calculated based of the actual path coefficient values from the 

model. The significant and status of the mediations are based 

on Sobel mediation procedure. As shown in Table 7, the values 

of the direct, indirect, and total effect are all presented. The 

values show that there is a significant mediation effect at level 

1%, where the mediation is partial because the direct effect is 

still significant. 

 

 

Direct 

Effect 

Indirect 

Effect 

Total 

Effect 

Significance 

of 

Mediation 

T Statistics 

of 

Mediation 

TL -> 

OT -> 

IN 

0.613271 0.10406307 0.71733307 0.00000036 4.95691104 

Status Approved (Partial) 

Table 6. Structural Relationships of the Proposed Model 

 

VI. CONCLUSION 

 

Findings on the relationship between TL and trust in 

leader indicate that this relation is established and positive. The 

same results were supported by the previous studies [73]–[75]. 

Trust in leader encourages employees to accomplish tasks far 

better than the way they perform without having a feeling of 

trust in their leader. Trust also helps to create strong 

relationships between employees and the leaders [52]. It also 

means that the less employees trust their leaders and top 

managers of organization, the more feeling of fear and 

redundancy in expressing their ideas or presenting 

recommendations to achieve the organization’s goals and bring 

up innovation. TL also allows employees to perform in a 

friendly environment, where they accomplish the tasks clearly 

and achieve all the defined targets. It also urges employees to 
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work and perform effectively and help them accept the 

challenges and overcome them. It is also indicated that 

innovative policies are welcomed by everyone, thus, the overall 

performance will be increased. The mediating role of trust is 

also approved which provides new directions for managers, 

leaders and organizations to instill a trustworthy environment 

so as employees will have trust in their leaders which in turn 

will increase their acceptance of innovative schemes and ideas 

so they will show far better performance.  
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