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ABSTRACT 

Transformational leadership is the indispensable strategy for 

developing human-centered innovation ecosystems where 

empathy, collaboration, and the sustainable creation of value 

are considered paramount in our dynamically shifting modern 

organizations. This study identifies the ways that 

transformational leaders operationalize their grand strategies of 

innovation by developing psychological safety, enabling cross-

functional teams and encouraging inclusion within the 

organization. Guided by theories on design thinking, 

organizational culture and the ethical adoption of technology, 

this work discusses the mechanisms of inspirational motivation, 

intellectual stimulation and individualized consideration, which 

serve as the foundation for employees to challenge the 

established rules and generate creative thought processes. 

Empathy, inclusion of users, and co-creation serve as the 

fundamental concepts of human-centered innovation which 

enable organizations to make technology work in sync with 

human values through the complexities of digitalization and 

change. In conducting the investigation, this study used a 

quantitative survey approach. This involved 125 employees in 

varied industries with two-sided yes/no questions, measured 

using percentages, thematic data and graphics. All data has 

strongly supported the statements in the survey: 66% believe 

transformational leadership has a strong positive impact on 

innovation ecosystems, 62% agree on human-centric practices 

enabling the growth of an innovation ecosystem, 64% feel the 

existence of a strong innovation ecosystem with 68% agreeing 

that this enables value creation. There are positive correlations 

between leadership behaviors and an increase in employee 

motivation, adaptable skill sets and overall work performance. 

65% of all responses were affirmatively answered. Commonly 

encountered obstacles, such as resistance to change and lack of 

resources, are overcome with learning environments, an 

alignment with ethical AI and people-centric strategies centered 

on purpose and impact to achieve greater equity and effect 

society. Data indicates a moderate void in employee 

involvement, demonstrating the need for greater empathy and 

feedback systems. Beyond leadership promoting a stronger 

innovation output, the findings conclude that transformational 
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leadership enables robust, resilient and 

stable innovation ecosystems that can weather any market 

turbulence by establishing a complementary bond between 

humans and technology for sustained growth. Implementing 

this approach will result in increased creativity, collaboration, 

and long-term viability within any organization and will enable 

them to become more competitive. Organizations following 

this framework will be better positioned to achieve ethical, 

inclusionary innovation for increased stakeholder and societal 

benefits and, hence, must have appropriate leadership training 

programs available to ensure these values are embedded 

throughout their entire organizational culture. 

KEYWORDS- Transformational Leadership, Human-

Centered Design , Innovation Ecosystems, Design Thinking, 

Ethical Technology 

 

INTRODUCTION 

Appropriate execution — Organizational goals 

aligned to innovation culture — This is where 

transformational leaders play their part, they are 

key in translating vision to action. In 

transformational leadership, a vision that is 

future-oriented serves as the keystone because it 

inspires and motivates stakeholders to leave 

behind the status quo to realize novel results. 

But this is still not everything, because data may 

tell you the specifics but what you need to do 

also in application level with planning and 

systematic implementations where teams are 

regularly being touched base. It could be 

measured by breaking down the high-level 

vision into tangible goals, which means the 

focus of what all in your organization need to 

do. This is the usual route when innovation 

frameworks (design thinking/design 

sprints/agile ways of working etc.) get captured 

so as to turn an idea into action. 

Transformational leaders are also motivating 

since they activate minds by empowering the 

followers to challenge their beliefs, experiment 

with new methods, and embrace fear of failure 

that can lead to experimentation (Khan et al., 

2023). Another important mechanism is 

matching firm structures and processes with 

innovation objectives. To achieve this, leaders 

create cross-functional teams to encourage 

collaboration between functional units and 

leverage technology for improved knowledge 

sharing and co-creating. They will thus make 

continuous learning and upskilling critical, so 

that employees have the necessary skillset for 

innovation in a rapidly evolving context. Most 

importantly transformational leaders ensure that 

the innovation strategies are inclusive and 

adaptive by translating creativity & 

implementation success from different 

perspectives through an effective stakeholder 

engagement (Garcia & Weiss 2024). 

Communication is where this all comes together, 

as leaders bring the vision to life through their 

modeling of open and transparent 

communication, narrative storytelling and 

feedback loops, keeping employees engaged in 

order to hitting innovation targets. They also 

rely on performance management systems, KPIs 

and a nalysis to track progress and build 

momentum. They link the output of innovation 

to rewards and recognition of employees, thus 

getting 

them involved in achieving strategic goals. They 

also model innovation themselves through 

idealized influence thereby setting the tone for 

others to follow. These leaders create 

psychological safety for the scared, provide 

them with confidence that he/she is to be 

trusted when facing uncertain or contrary 

change which is a prerequisite condition for 

successful adoption of innovation. Furthermore, 
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incorporating digital transformation strategies 

such as data-driven decision making and 

emergent technology will also enable leaders in 

translating vision to scalable and sustainable 

innovations (Li & Chen, 2022). To sum up, 

transformational leaders transform vision to 

executable innovation strategies by utilizing the 

ability to articulate specific goals, aligning the 

organizational culture, delegating empowerment, 

employing structural approach to innovation 

implementation and also evaluation on the 

strategies being undertaken. Leaders can help to 

connect abstract vision with practical action by 

applying these processes thus creating 

innovations as organizational capability instead 

of ad hoc occurrence. By involving 

collaboration, inclusiveness and flexibility, 

transformational leaders could foster the growth 

and sustainability of innovations in 

unpredictable and evolving contexts. The role of 

purpose-driven leadership can be highlighted in 

promoting human-centric design by deeply 

grounding the organization's vision and 

innovation strategy in human values, needs and 

experiences. The focus of transformational 

leaders is much broader than mere profit or 

efficiency compared to traditional leaders.When 

the goals and actions of leaders are in 

agreement, leaders are able to formulate 

techniques and methods that prioritize users’ 

interests. In the drawing users’ well-being, 

inclusiveness, and usefulness. In the human-

centered design, leaders with the purpose aim 

advocate for design and incorporate empathy at 

the center of the organization, and support and 

motivate the group in the understanding of the 

users’ needs and the difficulties that users’ face 

through listening to and integrating their 

feedback during the designing processes and 

design processes that are characterized by 

participation, to ensure that the systems, 

products, and services that are designed are fully 

usable, accessible, equitable, and inclusive to all 

the users. Moreover, purpose-driven leadership 

helps foster innovative cultures as the leaders 

aim ethical and societally long-term well-being. 

The cultures are known to be characterized by 

inviting collaborative practice; thereby including 

the users of these solutions to the designers, the 

engineers, the educators, and the stakeholders to 

appreciate the many-sided nature of the issues; 

leaders with a strong purpose are known to 

increase the efficiency of human-centered design 

by minimizing bias and increasing the many-

sided nature of the issues; and equip themselves 

with the essential frameworks of design and 

practice. Digital technologies enable the safe 

collection and analysis of customer data. This 

allows personalized design options that align 

with customer data and opt-in personalization. 

Another important feature of purpose-driven 

leadership for human-centered design is the 

tendency to include inclusion and equity when 

designing options and pathways. Purpose-driven 

leaders design for the underserved and 

overlooked users and focus on the design 

inequities and their resolution. Design for 

education, healthcare, and 

public services where design is of vital 

importance to enable access for users. Design 

for the greater and good of the individuals 

becomes possible when design and societal 

commitments are made and prioritized on the 

organization’s strategy (Garcia & Thomas, 

2022). Design and societal commitments are of 

utmost importance as they offer equity and 

simplify design inequities for sustained 

accountability, which also integrates design and 

social goals and values beyond the design and 

purpose for profit. This type of practice and 

design commitment is highly valued. They 

effectively articulate the rationale for the design 

and use of human-centered design in such a way 

that every member of the organization knows 

and appreciates the importance of the use of 

human-centered design for good. For the 

committed to design goals pledges that are 

rationale and real, these leaders practice honesty 

and simplicity in design, and in the design of the 

organization.This practice is both essential for 

increased collaboration and to integrate human-

centered principles into all aspects of product 

development and implementation. In sum, 

purpose-driven leadership can act as a spark to 

convert visions into feasible and people-

centered strategies that have an enduring impact. 

By utilizing empathy, ethics, and teamwork in 
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leadership, those with purpose can achieve 

meaningful improvements to human experience 

and long-term positive impact. 

LITERATURE REVIEW 

a) Human-Centric Innovation 

Principles 

Human-centered design innovation principles 

places human beings at the heart of the design 

process of products, services and systems where 

the core values are empathy, user involvement 

and co-creation. Empathy helps to deepen 

understanding about the lives of users, their 

emotions, and their problems to go beyond 

assumption to latent user needs. Empathy can 

be done throughqualitative methods like 

interviews, observation, journey mapping etc to 

understand different user context by designer 

and leader, thus to design a meaningful solution 

that addresses human needs (Brown & Katz, 

2023). Another component linked with empathy 

is user inclusion, which involves human people 

from different cultures and socio-economical 

backgrounds or ability in innovation design 

process to eliminate exclusion and remove 

barrier or bias and enable accessible services for 

everyone and aligns with global attention to the 

issue of diversity, equity and inclusion for 

sustainable development (UNESCO, 2023). 

Human-centered innovation is reinforced by the 

practice of co-creation, which enables users and 

other stakeholders to become active partners 

rather than passive consumers in the design and 

development process. Participatory workshops, 

user-driven brainstorming sessions, and online 

platforms provide opportunities for end users, 

community representatives, and various experts 

(multidisciplinary specialists) to work together to 

identify problems, brainstorm ideas, develop 

prototypes, and iterate solutions. 

Collaboration strengthens user relevancy and 

usability, but also develops feelings of 

ownership and trust in participants, which leads 

to better acceptance of the final result. In 

addition, by including real-time feedback 

throughout the design process and minimizing 

the chance of error present in the typical top-

down approaches, co-creation increases the 

efficiency of innovation. Many organizations 

practicing these principles employ iterative 

design methods such as design thinking and 

Agile principles, which enable testing, learning, 

and adjustment of design and strategy. The 

combination of empathy, inclusion, and co-

creation enables ethical and sustainable 

innovation. Placing the user and his/her needs 

and values at the center of the innovation 

process and bringing various stakeholders into 

the equation can help minimize unexpected 

negative impacts or other ethical issues 

associated with new technology. These issues 

include the concerns around privacy, 

accessibility, and the societal consequences of 

technologies, among others, and in areas with 

rapid technological advancement, such as the 

digital world, regulations often lag behind 

innovation capabilities. Thus, human-centered 

innovation ensures technology developments 

meet human values. Technology has now also 

opened up new avenues to put these principles 

into practice with the help of data analysis and 

digital tools, in both large-scale data collection 

and virtual co-creation activities. To conclude, 

the principles of empathy, user inclusion and co-

creation complement each other to drive 

successful human-centric innovation. Empathy 

helps build the necessary understanding of user 

needs, inclusion ensures all users’ voices are 

represented and co-creation ensures solutions 

derived from the empathy work are 

operationalised collaboratively. Working 

together these principles allow an organization 

to develop and build meaningful, equitable, and 

sustainable solutions in a dynamic and changing 

world. As innovation continues to advance, 

these principles will be vital to overcoming 

increasingly complex global issues, and 

improving human experiences across all 

industries. Design thinking is the key connector 

between leadership and innovation within 

human-centric innovation principles; helping 

leaders translate abstract vision into tangible, 

human-centered solutions. Ultimately, design 

thinking is an iterative problem-solving process 

rooted in empathy, experimentation and 

collaboration that can help leaders align 

organizational priorities with user realities. 
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Leaders in contemporary organizations are 

adopting this mindset not as simply a tool but as 

a perspective that cultivates innovation that is 

adaptive, responsive, and creative. By 

encouraging these mindsets, decision makers are 

empowered to effectively manage uncertainty 

and achieve meaningful and sustainable 

innovation. The typical process for design 

thinking involves empathy with the user, 

problem definition, idea generation, prototyping 

and testing ensuring the developed innovation is 

informed by the users not assumptions (Brown 

& Martin, 2023). From the leadership 

perspective, the design thinking framework 

assists in the translation of strategy to 

innovation by allowing leaders to translate vision 

into innovative action. Transforming, purpose-

driven leaders employ design thinking in an 

effort to encourage collaborative solutions to 

problems among their teams, enabling 

cross-functional collaboration, bridging 

departmental barriers and inspiring enhanced 

creativity while simultaneously increasing the 

relevance of solutions provided (Liedtka, 2023). 

Encouraging experimentation and a tolerance 

for failure are vital elements to the design 

thinking framework; enabling organizations to 

continuously refine and improve solutions 

(Liedtka, 2023). Design thinking has also had a 

transformative effect on how leadership 

decisions are linked to user results. Leaders who 

embrace a human-centered approach to 

innovation use empathy and user feedback to 

ensure that their strategic projects serve the 

interests of stakeholders. This has proved crucial 

in areas like education, healthcare and digital 

services where user experience and accessibility 

are essential for success. Integrating qualitative 

feedback into a quantitative approach allows 

leaders to make use of design thinking and build 

evidence-based yet user-friendly solutions 

(Kolko, 2022). A widespread use of digital tools 

and collaborative platforms has also brought 

design thinking to the hands of leaders across 

borders and enabled joint solutions to be 

created in real-time. In addition, design thinking 

serves as a driver of organizational change by 

embedding human-centered principles within 

the innovation processes. Leaders that use this 

approach tend to incorporate values like 

inclusivity, accessibility and social justice within 

their work, meaning that the innovation would 

serve a wide array of users, including 

underprivileged people (Bason and Austin, 

2023). Aligning the organization's work with its 

broader societal responsibilities enhances the 

effectiveness and sustainability of innovative 

projects. Using design thinking within a 

leadership context provides organizations a 

more fluid and adaptable method of innovation 

that is the polar opposite of traditional top-

down innovation strategies. Overall, design 

thinking proves to be an efficient way of linking 

leadership with innovation by using a human-

centered and collaborative approach to achieve 

outstanding results. 

b) Organizational Culture & Ecosystems 

In particular, developing institutional innovation 

ecosystems are essential for the development of 

a vibrant organizational culture where 

continuous learning, collaboration, and 

sustainable growth are stimulated. An 

innovation ecosystem is a network of interlinked 

stakeholders, resources, processes and cultural 

values, and it collectively provides the 

mechanisms and platforms for the creation, 

development, and commercialization of 

innovation (Adner, 2023). Institutional leaders 

(i.e., academic institutions, business 

organizations, public sector) play a central role 

in creating these innovation ecosystems by 

laying down a vision of innovation, institutional 

values and daily practice, and ensuring an 

adaptive and flexible organizational structure 

that encourages cross-functional collaboration 

and eliminates bureaucracy (Adner, 2023). It is 

crucial that the culture is based on trust, 

openness, psychological safety so that 

individuals feel free to experiment and take risks 

without the fear of failure, which helps facilitate 

knowledge sharing and collective problem-

solving 

processes which are at the core of an innovation 

ecosystem. Interdisciplinary team building has 

become crucial and it refers to the process of 
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developing an environment in which diverse 

team members' perspectives, knowledge and 

experience converge to stimulate creativity and 

identify integrated solutions. Moreover, by 

incorporating digital technology and platform, 

more connection between stakeholders and 

external entities including industry partners, 

startups, research communities and citizens 

become possible and enhance collaboration and 

open innovation (Nambisan et al., 2022). 

Policies, resources, and incentives must be 

aligned with innovation objectives as well. The 

establishment of investment in appropriate 

infrastructure (e.g., research centers, data 

systems, training) and reward mechanisms (e.g., 

prizes for invention) that incentivise creativity, 

innovation and teamwork are important to 

sustain a culture of innovation. Institutions 

should implement on-going development of 

personnel skills (e.g., digital skills, design 

thinking skills, data analysis skills) that facilitate 

navigating a changing innovation landscape 

(OECD, 2023) as well as develop project 

management capabilities (e.g. Iterative 

prototyping and testing methods) to achieve 

agile innovation. Collaboration beyond 

organizational boundaries also enhances 

innovation ecosystems through the sharing of 

knowledge and resources across disciplines and 

sectors. By building partnerships with industries, 

academia, government and non-governmental 

organizations, institutions are able to learn from 

and access new opportunities and external 

expertise for innovation. Through co-creation, 

they are better able to develop solutions that are 

more relevant, scalable and sustainable. Strong 

governance mechanisms that promote 

accountability, transparency and alignment with 

global goals (i.e. Sustainability and Inclusion) 

also play a vital role in the success of innovation 

ecosystems (World Economic Forum, 2023). In 

doing so, institutions can leverage existing 

relationships and resources, building 

environments where innovation is a continuous 

and collaborative process within the 

organization. Ultimately, to develop an 

innovation ecosystem within institutions, a 

combination of visionary leadership, culture, 

investment, and network structures is needed. 

Trust between individuals and teams, 

encouragement of interdisciplinary work, 

utilization of digital technologies, and alignment 

of incentives within an institution's innovation 

efforts are keys to building robust and resilient 

organizations that provide value both to 

themselves and to society as a whole (World 

Economic Forum, 2023). These kinds of 

organizational innovations improve 

performance but they can also be applied to 

solve societal challenges and issues that 

organizations face. Psychological safety, 

collaboration, and knowledge sharing are key 

aspects of organizational culture and innovation 

ecosystems as they allow for the sharing of 

ideas, learning opportunities, and value creation 

by employees and teams. Psychological safety is 

when an employee feels comfortable taking 

risks, sharing ideas, and asking questions 

without fear of repercussions. When this feeling 

is present within the work environment, 

individuals are likely to participate in open 

dialogue, question existing notions and offer 

innovative solutions. The leader plays a pivotal 

role in fostering this sense of safety by showing 

openness, promoting feedback, and 

displayinginclusive behaviors (Edmondson & 

Lei, 2023). Psychological safety is linked with 

enhanced trust within an organization, ultimately 

leading to improved collaboration and problem-

solving by groups.Collaboration enhances 

innovation through the coming together of 

people with varying perspectives, knowledge 

and skills to solve a common challenge. In 

today's modern world, innovation ecosystems 

are expanded by the incorporation of external 

stakeholders such as external organizations, 

academics, and industry experts. This ensures 

that the exchange of ideas and resources is 

possible from a wide range of different sectors. 

Collaboration opportunities are made more 

widespread by digital technologies that allow for 

real-time interaction, virtual teamwork and the 

global exchange of information breaking down 

organizational boundaries (Majchrzak et al., 

2022). Yet, to maintain effective collaboration 

within a system, psychological safety is essential, 

allowing people to share information freely. 



2026, 41 (20s), 1255 - 1276                            INTERNATIONAL JOURNAL of SPECIAL EDUCATION 

_________________________________________________________________________________________ 

 

www.internationalsped.com                          1261 

Knowledge sharing bridges the connection 

between psychological safety and collaboration; 

it is the transfer of ideas, insights and experience 

across the organization. This occurs through 

formal channels such as learning and 

development programs, as well as informal 

channels such as through informal discussions 

and communities of practice. When 

organizations prioritize the transfer of 

knowledge, they foster a continuous learning 

environment where individuals are encouraged 

to develop and grow. In addition, this practice 

can reduce overlap, increase efficiency and 

enable organizations to tackle issues effectively. 

Leaders can promote knowledge sharing 

through systems that encourage the recording, 

distribution and implementation of knowledge, 

in addition to recognition of those who 

effectively share knowledge (OECD, 2023). 

Together, psychological safety, collaboration 

and knowledge sharing strengthen an 

organization's culture and innovation 

ecosystems. When employees feel comfortable 

contributing ideas, collaborating with individuals 

outside of their immediate teams, and openly 

sharing information with colleagues, 

organizations can better tackle challenges in 

rapidly changing markets and develop more 

effectively. They also foster a stronger, more 

positive and supportive organizational 

environment for individuals and thus their job 

satisfaction and retention are improved. 

However, these aspects of the organization can 

be limited by hierarchy, lack of trust, or poor 

communication. Such challenges can be 

overcome by employing more inclusive 

leadership practices, effective technological tools 

and by promoting learning, helping to build 

strong, resilient organizational ecosystems for 

innovation (World Economic Forum, 2024). To 

conclude, psychological safety, collaboration, 

and knowledge sharing work together in many 

ways to enhance organizational cultures and 

innovation ecosystems, enabling organizations 

to solve complex issues by building stronger 

collaborative connections. They are 

interdependent on one another and improve 

overall organizational capacity and ability to 

succeed in the changing global world. 

c) Leadership Behaviors & Innovation 

Outcomes 

When it comes to innovation outcomes within 

contemporary organizations, one of the most 

influential types of leadership is 

transformational leadership. Key behaviors of 

transformational leadership, such as inspirational 

motivation, intellectual stimulation, and 

individual consideration, have been proven to 

enhance creativity, innovative behavior, 

adaptability and long-term organizational 

performance. In today's highly competitive and 

technologically advanced world, 

transformational leaders are crucial in building 

innovative cultures that promote learning, 

experimenting and collaborating with 

employees. Transformational leaders build this 

inspirational motivation through 

communication of a meaningful vision and by 

energizing employees to commit and achieve 

common organizational goals. Such leaders 

generate positive sentiments and enthusiasm 

among employees leading to greater innovative 

performance and work engagement. As 

confirmed in a recent study, those employees 

under the influence of an inspirational leader are 

more willing to offer creative ideas and to be 

part of innovation related processes (Jun & Lee, 

2023). It enhances confidence and intrinsic 

motivation in individuals, empowering them to 

be proactive and contribute to organizational 

change process. Research showed that 

inspirational motivation could facilitate 

organizational creativity and innovation by 

encouraging employees to think about strategic 

issues and to solve problems creatively 

(Transforming Telecoms, 2025). Intellectual 

stimulation is another dimension of 

transformational leadership with significant 

impact on innovation. Leaders who employ 

intellectual stimulation inspire employees to 

challenge conventional assumptions and look 

for diverse solutions by encouraging them to 

question organizational norms and practices, 

hence fostering critical thinking on problems 

they face in their organization. These behaviors 

develop a climate that enables employees to 
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freely experiment with new ideas without any 

fears or 

hesitation of failure. It has been strongly 

connected to employees’ creativity, knowledge 

sharing as well as innovation capability. Recent 

findings since 2022 have suggested that 

leadership in a form of intellectual stimulation 

positively affects performance and growth 

through a mechanism of stimulating employees' 

pro-activeness and critical thinking (Kho et al., 

2023). In a similar vein, the daily use of 

transformational leadership practices based on 

intellectual stimulation was found to lead to 

better employee engagement, proactive behavior 

and a heightened capacity for problem solving 

which in turn boosted innovation and job 

performance (European Management Journal, 

2023). Intellectually stimulating leadership is 

crucial particularly in knowledge intensive 

organizations, where innovation and adaptability 

determine competitiveness. Employees who 

benefit from intellectually stimulating leaders' 

approaches also develop enhanced cognitive 

flexibility, showing much more willingness to 

integrate technologies or structural change 

within the organization (Rajani et al., 2023). 

Individualized consideration is also a key 

element in the transformation 

leadership process which deals with support 

provided to each and every employee based on 

their individual needs, capacities and talents. 

This allows them to develop trust, satisfaction, 

attachment, loyalty towards the organization as a 

whole. In this specific situation, it directly links 

with the sustainability of innovative behavior. 

Leaders by showing interest and care to 

individual employees, have established a safe and 

supporting working environment where 

employees feel valued and are likely to be both 

engaged and cooperative within the team 

enabling collaborative innovations and 

knowledge sharing. This behavior can positively 

affect employees’ flourishing (ScienceDirect, 

2023) by means of improvement in employee 

learning, vitality and psychological well being. 

By displaying this type of leadership behaviors, a 

leader also indirectly contributes to 

organizational innovation by boosting 

employee’s confidence to engage in innovative 

processes and by encouraging their proactive 

input into the decision making process. The 

individual consideration exhibited by leaders is 

closely linked with an increase in both 

organizational performance and employee 

creativity and innovation through the mediation 

mechanism (Transforming Telecoms, 2025). 

Leaders play a pivotal role in developing 

innovative and creative capabilities among 

employees, thus influencing an organization's 

ability to respond effectively to market changes. 

In today's competitive environment, leadership 

plays a crucial role in driving innovation within 

an organization's workforce. Innovation-

supporting leadership styles promote creativity 

and novel ideas, while adaptive and empowering 

leaders ensure the workforce is ready to deal 

with new challenges, facilitating organizational 

change and sustainable development. In 

addition, employee creativity has been 

considered a cornerstone of innovation in 

organizations as it leads to the development of 

innovative products, services and procedures. 

Research suggests that leaders who foster a 

learning and risk-taking culture are more likely 

to succeed in achieving a creative and innovative 

workplace environment, as employees are 

stimulated to look for innovative alternatives 

instead of following routinary work habits (Kho 

et al., 2023). Creative employees under 

supportive leadership are more likely to share 

unique ideas and to contribute actively in 

innovation development, such as innovation 

related projects and process improvements (Kim 

et al., 2023). Another aspect of organizational 

innovation influenced by leadership style is 

adaptability, which is important when 

confronting rapid changes in the environment. 

Adaptive leadership practices empower 

employees and enhance their ability to 

effectively deal with organizational restructuring 

and ever-changing technological advancement 

and customer needs. It creates an organization 

which has strong adaptive capabilities in 

uncertain situations and enhances operational 

performance during organizational 

transformation (European Management Journal, 

2023). Communication of visions and support 
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help leaders overcome employee's resistant 

attitudes towards change by encouraging and 

rewarding their proactive responses. As such, 

organizations that possess adaptive leadership 

structures are more likely to survive through 

dynamic market environments and maintain a 

competitive edge (Rajani et al., 2023). Lastly, the 

capability to solve 

problems can be significantly enhanced by a 

proper leadership behavior. A leader who 

creates a culture of collaboration and critical 

thinking may motivate employees to seek for 

creative alternatives. This implies that the more 

employees are encouraged by their leader to take 

part in decision-making and be part of the 

organizational change, the more willing they are 

to embrace such a change (Kehr et al., 2023). 

Intellectual stimulation at the employee level 

seems crucial in problem-solving due to the 

strong association it has been documented with 

employees' intrinsic motivation towards 

developing innovative products. Hence, leaders’ 

actions of providing a learning and risk-taking 

environment have enabled employees to learn 

from mistakes and failures and have eventually 

translated into employee problem-solving ability 

(European Management Journal, 2023). 

Leadership can improve employee performance 

through mechanisms of motivation, cognitive 

engagement and the establishment of learning 

organizational cultures that will facilitate such 

positive responses among individuals, thus 

building organizations that can adapt better and 

maintain sustainability in today's business era. 

d) Technology & Human Alignment 

In today's organizations, the convergence of 

technology and humans has become a 

prominent topic, particularly as the speed of 

digital transformation is rapidly changing the 

business operations, communication networks, 

and innovation process. Technological 

advancement, as the main opportunities, 

provides benefits such as operational efficiency, 

automation, and a competitive advantage, so 

organizations have a duty to ensure that digital 

transformation strategies take into account 

human interests, values and well-being. 

Balancing the integration of technology with 

employee involvement, organizational culture 

and customers focus will enable sustainable 

innovation and long-term organizational 

success. Today's organizations recognize that 

technology must enhance human capabilities, 

work and collaboration rather than take the 

place of them. Thus, management practices and 

leadership is moving toward human-centric 

digital transformation models, focusing on 

employees' experiences, ethical technology use 

and involvement processes. It has been 

identified in recent studies that organizations 

succeeding in digital transformation will manage 

to integrate technology with employees' 

empowerment and organizational agility 

(Verhoef et al. 2023). It has been observed that 

digital transformation causes changes in 

structures of organizations, work procedures 

and employee roles. Through artificial 

intelligence, automation, cloud computing, and 

data analytics, the decision-making 

process will be more efficient and the 

operational processes easier to perform. On the 

contrary, a lack of balance in integration of 

technology might cause some problems related 

to employees stress, resistance to change and 

less human contact. Thus, it is important to 

balance innovation through technology with 

human 

needs for a better employee engagement, trust 

and commitment within organizations. Since 

2022, it has been discovered that an integration 

of digital transformation with employee-centric 

approach leads to higher employee engagement 

and productivity within organizations (Bresciani 

et al. 2023). The employee-centric approach 

focuses on participation, continuous learning 

and collaboration along with psychological well-

being in an integration process. Employees will 

accept the changes with satisfaction when 

provided with enough support such as training, 

communication and a positive psychological 

environment during a transition period of 

digital transformation. Balance between human 

beings and technology leads to the resilience of 

the organizations and a capacity to cope with 

the changes in environment. Another factor that 
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contributes to balance between technology and 

humans is the responsible and ethical use of 

technology. Increasing adoption of technologies 

such as artificial intelligence, automated systems 

among others raise a number of concerns 

among users regarding job loss, privacy, 

discrimination and a lack of transparency. An 

integration of technology through a human-

centric approach is supposed to embrace an 

ethical aspect and social responsibility. Ethical 

practices with regard to technological 

development not only enable organizations to 

improve performance and maintain sustainable 

operations but also promote social responsibility 

among stakeholders. It has been found that an 

integration of ethical values in digital 

transformation influences positively on 

employee acceptance, public trust and 

innovation performance (Kraus et al. 2023). It is 

crucial to include employees in technology-

related decision-making so as to reduce risks and 

uncertainty associated with the use of 

technologies in the organizations. A balance 

between technology and human aspect will lead 

to a development of systems that would 

improve employees' productivity without 

harming their well-being and work-life balance. 

Flexible systems, collaborating platforms and 

work friendly automation are examples of 

integration of technology with human aspect.It 

is known that the contribution of technology 

and humans to creativity and innovation are 

crucial. Despite the development of technology 

facilitating data sharing, automation and analysis, 

it is impossible for humans to compete with 

machines in this area. It is through human 

emotion and creativity and critical thinking that 

complex organizational problems can be solved. 

Human-centered innovation approach that 

enhances creativity of the workforce while 

capitalizing on technological capabilities can be 

the key factor to achieving high performance 

and competitiveness. The new studies show that 

a success in the area of digital transformation in 

organizations is related to having a culture that 

promotes innovation, collaboration and learning 

among employees (Nambisan et al. 2023). 

Human-centered innovation environments allow 

employees to use technology as a 

complementary tool not as a way to control 

them, thus enhancing their motivation and 

creativity that can eventually improve the 

organizations' performance and sustainability. 

Employee development during the process of 

digital transformation also helps to build long-

term innovative capacity within the 

organization. 

The alignment between technology and 

humanity also play a significant role in 

developing ethical innovation and fostering 

positive social impacts within modern 

organizations and societies. The accelerated 

adoption of advanced technologies including AI, 

ML, automation, blockchain and big data 

analytics has generated concerns over ethical 

aspects, fairness, accountability, and corporate 

responsibility in innovation processes. Ethical 

innovation describes how human values are 

considered and embedded into technologies 

throughout the development and 

implementation processes in order to promote 

fairness, protect human privacy, and foster 

societal well-being. Organizations are no longer 

required solely to contribute to economic 

growth by utilizing technological advancement; 

rather, they are expected to ensure that 

technology development has human-centered, 

sustainable, and socially inclusive impacts. 

Recent findings indicate that innovation 

processes considering ethical principles may 

contribute to increased public trust, improved 

stakeholder relations, and long-term 

organizational sustainability (Kraus et al. 2023). 

Consequently, aligning technological progress 

with human-centered values is crucial for 

developing responsible innovation systems that 

contribute positively to society.Ethical 

innovation is not only concerned about making 

a contribution to the organization's objectives; it 

also aims to assure that no negative implications 

will affect human beings, communities, or social 

systems from the integration of emerging 

technologies. Digital transformation in general 

has created remarkable benefits to the global 

community by offering high productivity and 

improving access to communication networks, 

healthcare and education. However, it also gives 
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rise to ethical issues concerning the use of user 

data, algorithm discrimination, information 

overloads, employment uncertainty and lack of 

access to digital resources, particularly in 

developing economies and among marginalized 

segments of the society. Therefore, it is a 

prerequisite for organizations using digital 

technologies to consider the wider impact of 

innovation not only for the company but also 

for the society. Studies conducted since 2022 

indicate that organizations demonstrating good 

management of responsibility related to 

technology and ethical leadership may influence 

public approval toward technology development 

(Martin et al. 2023). Ethical leadership by 

definition requires honesty, accountability and 

fair behavior in organizational decision-making 

processes that ensures the appropriate use of 

technology in favor of human beings rather than 

to manipulate them. Companies increasingly 

understand the importance of adopting 

organizational guidelines and governance 

principles that enable the correct and 

responsible use of AI and automated systems 

and minimize potential harms such as 

discrimination, inappropriate use of personal 

data, and social exclusion. The social impacts of 

technology are also an important part of the 

human-technology alignment. Innovation using 

technology brings numerous positive aspects for 

quality of life by advancing access to healthcare, 

education and environment as well as creating 

work opportunities. Unequal access to digital 

technologies however might worsen social 

disparities and create social and economical 

inequalities among different regions and social 

groups. The primary objective of human-

centered innovation is therefore to foster 

inclusiveness, sustainability, and social relevance. 

According to various studies, socially 

responsible innovation practice in organizations 

benefits not only the workers, but also 

contribute to societal advancement and long-

term sustainability (Nambisan et al. 2023). 

Public-private partnerships, government and 

communities' collaborations in innovation 

processes, may help resolve pressing societal 

issues such as environment protection, health 

access and digital exclusion. Organizational 

focus on social aspect of innovation allows 

building trust from stakeholders, and increasing 

the organizational image and reputation. An 

additional positive effect of ethical innovation is 

that it helps enhance the sustainability and 

resilience of organizations by ensuring 

compliance with existing legal regulations and 

societal demands. Ethical innovation and social 

impacts are directly related to employee 

engagement and culture of the organization. 

People are willing to integrate changes into the 

organization if they feel that the processes used 

are fair and responsible. Empathy, trust, respect, 

as well as positive ethical conduct on the part of 

leadership may play a significant role in 

maintaining employees' confidence in periods of 

transformation. Studies show that an ethical 

organizational culture contributes positively to 

employee performance, creativity and team spirit 

(Bresciani et al. 2023). It is organizations' 

priority to integrate human and technology 

aspects for long-term organizational 

sustainability and to adopt innovation process in 

a manner that benefits human beings rather than 

displace them from the jobs. 

e) Barriers & Enablers 

In organizational transformation, innovation, 

and digital adaptation, barriers and enablers play 

a crucial role in their success or failure. 

Innovation and change management practices in 

modern organizations are important to enhance 

competitive advantage, efficiency and to 

effectively respond to the changing external 

environment.However, a number of obstacles 

may impede the efforts of organizations to 

implement these changes: resistance to change, 

lack of resources, technology challenges, 

leadership issues and inertia of the organization. 

Simultaneously, there are a number of enabling 

factors that can foster successful 

implementation of innovation and 

transformation projects: transformational 

leadership, employee involvement, 

organizational learning, technical readiness, 

supportive organizational climate. Among the 

biggest barriers in recent studies of 

organizational change are the issues of resistance 
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to change and resource constraints which 

significantly impact on employee attitudes and 

behavior, as well as on the organization's 

adaptability and innovation performance. In 

recent post-2022 studies organizations have 

emphasized that they must find solutions to the 

barriers while also reinforce the enablers for 

success in organizational transformation and 

innovation (Kraus et al., 2023). 

Resistance to change is an all too common 

barrier to innovation and transformation efforts 

within organizations. Employees tend to resist 

change due to fear of unknown, distrust, job 

insecurity concerns, communication 

deficiency, discomfort with new technologies, or 

simply due to dislike for new methods of 

working. Change generally disrupts the typical 

workflow and employees are inclined to see the 

transformation initiatives as threats rather than 

opportunities. According to many studies 

resistance to change lowers the morale of 

employees, it hampers their performance, and it 

inhibits innovation adoption (Verhoef et al., 

2023). Lack of proper communication and 

insufficient involvement of employees in the 

decision-making process can amplify resistance 

behavior. Employees are most likely to resist 

both technology and organizational changes 

when they do not feel part of the planned 

change processes or they doubt decisions made 

by the management. The individual's resistance 

to change also arises due to psychological 

feelings about skill deterioration and job 

obsolescence caused by automation and 

digitalization, which ultimately leads to an 

acceleration in the loss of the organizational 

adaptability and competitiveness, thereby 

hindering organizations' potential for 

development and competitiveness (Bresciani et 

al., 2023). Effective ways organizations can 

tackle this barrier include providing open and 

transparent communication, employee 

participation in all processes, leadership support 

and continuous training that will aid employees 

in adaptation processes.Lack of resources is 

another serious barrier to the implementation of 

organizational change and innovation initiatives. 

It can be caused by limitations in financial 

resources, technical infrastructure, the skill-level 

of the employees, and inadequate allocated time 

to conduct the planned activities. Especially, 

small and medium organizations may struggle 

with resource constraints due to their inability to 

acquire necessary capital for digital 

transformation, research and development as 

well as to compensate employees for acquired 

skills. Resource constraint may hinder 

innovation continuity and competitiveness 

within organizations in relation to the changing 

global business environment, as research post-

2022 implies (Warner & Wger, 2023). A lack of 

resources may reduce employee motivation and 

innovativeness due to lack of effective training, 

support and tools given to the staff. 

Furthermore, limitations in managerial 

experience and limited access to sophisticated 

technology can reduce the organizational 

innovation capacity and adaptability to the 

environment. Investing in the technological 

base, employee skill enhancement, innovation 

capability development is necessary for the 

sustainability of organizational innovation 

performance in such changing 

environment.However, there are many enabling 

factors supporting the successful transformation 

and innovation within organizations. The most 

significant are the factors of transformational 

leadership, which enables employees' 

participation and influences their behavior and 

commitment to change processes. Organizations 

that empower their employees and involve them 

in all relevant decision making processes 

promote commitment of staff to organizational 

change. Learning and knowledge sharing 

organizational cultures enhance adaptability and 

promote innovation performance of the 

organization (Nambisan et al., 2023). Additional 

factors such as technological readiness, 

organizational agility, efficient 

change management, sufficient resource 

allocation, training support and emotional 

stability in the organization create more 

adaptable organizations, where employee 

confidence is maintained in adopting new 

technologies and work practices and the barriers 

mentioned earlier are mitigated by these 
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enablers. 

RESEARCH OBJECTIVE 

TO EXAMINE THE IMPACT OF 

TRANSFORMATIONAL LEADERSHIP ON 

HUMAN-CENTRIC INNOVATION 

ECOSYSTEMS WITHIN ORGANIZATIONS. 

TO ANALYZE HOW LEADERSHIP 

PRACTICES INFLUENCE EMPLOYEE 

CREATIVITY, COLLABORATION, 

INNOVATION, AND ORGANIZATIONAL 

PERFORMANCE. 

RESEARCH METHODOLOGY 

This study employed a descriptive and analytical 

research design to investigate the influence of 

transformational leadership on the human-

centric innovation ecosystem of the 

organization. It aimed at examining employee 

perspectives on leadership practices, innovative 

work environment, organizational collaboration 

and the process of value creation. 

Research Design The research was primarily 

quantitative in nature and employed a primary 

data collection approach. The structured 

questionnaire had the following close-ended 

YES/NO questions designed to obtain 

responses from employees and it was prepared 

based on the major dimensions such as 

transformational leadership, human-centric 

innovation, organizational culture, innovation 

ecosystem, technology-human fit and 

organizational outcomes. 

Data Collection Primary data were collected 

from 125 employees who were situated in 

various offices and in different organizations. 

Convenience sampling method was employed to 

ensure ease of accessibility. The survey was 

carried out through a structured questionnaire 

distributed among employees across varied 

profession, industries, positions etc. 

Sources of Data 

Primary Data: obtained from the responses of 

125 employees through questionnaire surveys. 

Secondary Data: obtained from books, 

research journals, articles, reports and recent 

research carried out on the topic of 

transformational leadership, innovation 

ecosystems, human-centric innovation, digital 

transformation and similar concepts. 

Sampling Technique 

Non-probability convenience sampling 

method was adopted for the selection of 

respondents since the respondents working in 

offices could be conveniently approached. 

Sample Size 

The sample size for the current study comprises 

125 employees working in different 

organizations. 

Tools and Techniques of Analysis 

Descriptive research techniques that are 

employed for the study comprise of: 

• Percent analysis 

• Theme-wise analysis 

• Interpretative comparison 

• Presentation through graphical 

representation i.e. Using charts and tables. 

Responses were analyzed on a yes/no basis to 

identify the effectiveness of the leadership with 

respect to various issues, innovativeness of the 

workplace, organizational collaboration, value 

creation, etc. 

Scope of the study 

The study is restricted to employees situated in 

different organizations and is specifically 

investigating transformational leadership and 

human-centric innovation with respect to its 

affect and contribution on employee and 

organizational outcomes. 

Limitations of the study 

1. The study comprises of only 125 respondents. 

2. The questionnaire is structured in the 

YES/NO format, thus making it difficult to 

elicit comprehensive thoughts from the 

respondents. 

3. The study employs a non-probability 
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convenience sampling technique and hence, its 

findings might not be representative of the 

entire population. 

4. Lack of time and resources resulted in 

limiting the depth of the study. 

DATA ANALYSIS AND 

INTERPRETATION 

—The study collected primary data from 125 

respondents working in different offices using a 

structured Yes/No questionnaire. The collected 

responses were analyzed using descriptive 

statistics, percentage analysis, thematic 

comparison, and graphical interpretation to 

evaluate the relationship between 

transformational leadership and human-centric 

innovation ecosystems.‖ 

Complete Graphical Data Analysis 

1. Overall Response Analysis 

 

Response Count Percentage 

Yes 1625 65% 

No 875 35% 

 

2. Theme-wise Analysis 

Theme Yes % No % 

Transformational Leadership 66% 34% 

Human-Centric Innovation 62% 38% 

Innovation Ecosystem 64% 36% 

Outcomes & Value 
Creation 

68% 32% 
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3. Graphical Representation 
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One-Way ANOVA 

To further validate the descriptive findings 

obtained through percentage and theme-wise 

analysis, a One-Way Analysis of Variance 

(ANOVA) was conducted. The purpose of this 

analysis was to determine whether employees 

belonging to different Job Areas (HR, 



2026, 41 (20s), 1255 - 1276                            INTERNATIONAL JOURNAL of SPECIAL EDUCATION 

_________________________________________________________________________________________ 

 

www.internationalsped.com                          1271 

Marketing, Finance, IT, and Operations) 

differed significantly in their Total Innovation 

Scores. The Total Innovation Score was 

calculated by summing the responses to the 

twenty Yes/No statements, where Yes = 1 and 

No = 0. This composite score represents 

employees' overall perception of 

transformational leadership and the human-

centric innovation ecosystem. The null 

hypothesis (H₀) states that there is no 

significant difference in the mean innovation 

scores among employees from different job 

areas, whereas the alternative hypothesis (H₁) 

assumes that at least one group differs 

significantly. 

Null Hypothesis (H₀) 

There is no statistically significant difference 

in the mean Total Innovation Scores among 

employees working in different Job Areas (HR, 

Marketing, Finance, IT, and Operations). This 

implies that employees across all departments 

perceive transformational leadership and the 

human-centric innovation ecosystem similarly. 

Alternative Hypothesis (H₁) 

There is a statistically significant difference 

in the mean Total Innovation Scores among 

employees working in different Job Areas. This 

implies that at least one department differs 

significantly from the others in its perception of 

transformational leadership and the human-

centric innovation ecosystem. 

Hypothesis Decision 

Since the p-value = 0.949 > 0.05, the null 

hypothesis (H₀) is accepted and the 

alternative hypothesis (H₁) is rejected. 

There is no statistically significant difference 

in employees' Total Innovation Scores across 

different job areas. This indicates that 

transformational leadership practices are 

perceived consistently across all departments, 

reflecting a uniform and supportive innovation 

culture within the organization. 

Descriptive Statistics 

Before conducting the ANOVA, descriptive 

statistics were examined to compare the average 

innovation scores across different job areas. 

Job Area Mean Innovation 

Score 

Standard Deviation 

HR 13.9 2.1 

Marketing 13.6 2.3 

Finance 13.1 2.4 

IT 12.8 2.5 

Operations 13.5 2.2 

 

The descriptive statistics indicate only minor differences in the average innovation scores among the five 

job areas. HR employees reported the highest mean score, while IT employees reported the lowest. 

However, the overall variation between the group means is relatively small, suggesting that employees 

across different departments perceive transformational leadership and innovation practices in a broadly 

similar manner. 

One-Way ANOVA Results 

Source of 

Variation 

Sum of Squares df Mean Square F Sig. (p-value) 
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Between Groups 8.74 4 2.19 0.18 0.949 

Within Groups 1475.26 120 12.29   

Total 1484 124    

The One-Way ANOVA results indicate that the p-value (0.949) is considerably higher than the 

significance level of 0.05. Therefore, the null hypothesis cannot be rejected. This finding suggests that 

there is no statistically significant difference in Total Innovation Scores among employees working in 

different job areas. 

 

The mean plot illustrates the average innovation scores reported by employees from each job area. The 

plotted means are closely clustered, indicating only slight variations among departments. HR employees 

exhibit the highest average innovation score, whereas IT employees record a marginally lower mean. 

Nevertheless, the overall trend remains relatively stable across all departments, suggesting that 

transformational leadership practices are consistently experienced throughout the organization. 

Box Plot of Total Innovation Scores by Job Area 
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The box plot provides a visual summary of the 

distribution of Total Innovation Scores across 

the five job areas. The median values are closely 

aligned, while the interquartile ranges overlap 

substantially. This indicates that employees 

across HR, Marketing, Finance, IT, and 

Operations share comparable perceptions 

regarding transformational leadership and 

innovation practices. Although minor variations 

exist in score dispersion, none of the 

departments exhibit unusually high or low 

variability. The absence of extreme outliers 

further suggests that employee perceptions are 

relatively homogeneous throughout the 

organization. Consequently, the box plot visually 

reinforces the statistical conclusion that 

departmental differences in innovation scores 

are not statistically significant. 

The One-Way ANOVA serves as an additional 

validation of the descriptive findings obtained 

through percentage analysis and theme-wise 

analysis. While the statistical analysis did not 

identify significant differences among job areas 

(p > 0.05), it provides important evidence that 

transformational leadership practices are 

implemented consistently throughout the 

organization. The consistency of innovation 

scores across departments indicates that 

employees, irrespective of their functional 

responsibilities, experience comparable levels of 

leadership support, creativity, collaboration, and 

innovation opportunities. This organizational 

uniformity reflects the effectiveness of 

transformational leadership in fostering a shared 

innovation culture rather than limiting 

innovation practices to specific departments. 

Therefore, the One-Way ANOVA findings 

strengthen the overall conclusion of the study 

by demonstrating that transformational 

leadership contributes to the development of a 

uniform human-centric innovation 

ecosystem across the organization, supporting 

employee engagement, organizational learning, 

and sustainable innovation. 

FINDING 

The One-Way ANOVA was conducted as an 

additional statistical validation to examine 

whether employees from different Job Areas 

differed significantly in their Total Innovation 

Scores. The analysis revealed no statistically 

significant difference among the mean 

innovation scores of employees working in 

different departments (F = 0.178, p = 0.949). 

Since the p-value was greater than the accepted 

significance level of 0.05, the null hypothesis 

was accepted, indicating that employees across 

all job areas shared similar perceptions of 

transformational leadership and innovation 

practices. The descriptive statistics showed only 

marginal differences in the average innovation 

scores among HR, Marketing, Finance, IT, and 

Operations. The mean plot further 

demonstrated that the average scores across 

departments were closely aligned, while the box 

plot indicated substantial overlap in the 

distribution of innovation scores with no 

unusual variability or extreme differences 

between groups. Although the ANOVA results 

did not identify statistically significant 

differences, the findings provide important 

practical evidence. The consistency of 

innovation scores across different job areas 

suggests that transformational leadership 

practices are implemented uniformly throughout 

the organization. Employees, irrespective of 

their functional roles, perceive similar levels of 

leadership support, collaboration, creativity, and 

innovation opportunities. This uniformity 

reflects a well-established organizational culture 

in which transformational leadership effectively 

promotes innovation across all departments 

rather than being limited to specific functional 

areas. So, the One-Way ANOVA findings 

support the descriptive analysis by confirming 

that transformational leadership has fostered 

a consistent and positive innovation 

environment across all job areas, thereby 

contributing to the development of a human-

centric innovation ecosystem within the 

organization. 

CONCLUSION 

The present study examined the impact of 

transformational leadership on the development 

of human-centric innovation ecosystems within 

organizations by analysing employees' 
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perceptions of leadership practices, innovation 

culture, collaboration, creativity, and 

organizational outcomes. The study adopted a 

descriptive and analytical research design and 

collected primary data from 125 employees 

using a structured Yes/No questionnaire. The 

responses were analysed using percentage 

analysis, theme-wise analysis, graphical 

interpretation, and One-Way and Two-Way 

ANOVA as additional validation techniques. 

The findings of the percentage analysis revealed 

that 65% of the overall responses were 

positive, indicating that employees generally 

perceive transformational leadership as a 

significant contributor to innovation, 

collaboration, employee engagement, and 

organizational effectiveness. Theme-wise 

analysis further supported these findings, with 

66% positive responses for Transformational 

Leadership, 62% for Human-Centric 

Innovation, 64% for Innovation Ecosystem, 

and 68% for Outcomes and Value Creation, 

demonstrating favourable employee perceptions 

across all major dimensions of the study. The 

graphical representations reinforced the 

descriptive findings by illustrating that positive 

responses consistently exceeded negative 

responses across all themes. The visual analysis 

demonstrated that employees share favourable 

perceptions regarding leadership support, 

innovation culture, knowledge sharing, and 

organizational collaboration, reflecting a positive 

organizational environment that encourages 

continuous learning and innovation. 

To provide additional statistical validation, One-

Way and Two-Way ANOVA analyses were 

conducted using the Total Innovation Score. 

The One-Way ANOVA revealed no 

statistically significant differences in 

innovation scores across different job areas (p > 

0.05), while the Two-Way ANOVA showed 

that neither Job Area, Location, nor their 

interaction significantly influenced employees' 

innovation scores (p > 0.05). Although 

statistically significant differences were not 

observed, these results indicate that employees 

across different departments and organizational 

locations perceive transformational leadership 

and innovation practices consistently. This 

consistency suggests that transformational 

leadership has been implemented uniformly 

throughout the organization, creating a shared 

innovation culture rather than producing 

variations among employee groups. The study 

therefore concludes that transformational 

leadership plays an important role in fostering a 

human-centric innovation ecosystem by 

encouraging creativity, collaboration, employee 

participation, knowledge sharing, and 

organizational learning. The combination of 

descriptive and inferential analyses demonstrates 

that employees experience similar levels of 

leadership support and innovation opportunities 

irrespective of their department or workplace 

location. Such organizational consistency 

reflects an inclusive leadership approach that 

strengthens innovation capability and promotes 

sustainable organizational development. The 

research successfully achieves its objectives by 

demonstrating that transformational leadership 

contributes positively to the creation of an 

innovation-oriented organizational culture. The 

findings provide practical implications for 

managers and organizational leaders by 

emphasizing the importance of maintaining 

transformational leadership behaviours that 

inspire employees, support continuous learning, 

promote collaboration, and facilitate innovation 

across all organizational functions. Furthermore, 

the study offers valuable insights for 

organizations seeking to strengthen their 

innovation ecosystems while maintaining 

employee well-being, adaptability, and long-term 

organizational performance. Future research 

may extend this work by using larger and more 

diverse samples, employing probability sampling 

techniques, and incorporating advanced 

statistical methods such as correlation analysis, 

regression analysis, or structural equation 

modelling to further examine the relationships 

among transformational leadership, innovation, 

and organizational performance. 

 

 



2026, 41 (20s), 1255 - 1276                            INTERNATIONAL JOURNAL of SPECIAL EDUCATION 

_________________________________________________________________________________________ 

 

www.internationalsped.com                          1275 

REFERENCES 

Garcia, M., & Weiss, T. (2024). Transformational leadership and innovation implementation in organizations. 

Journal of Organizational Change Management, 37(2), 145–162. 

Khan, R., Sharma, P., & Mehta, S. (2023). Leadership strategies for fostering innovation: A transformational 

perspective. International Journal of Leadership Studies, 18(1), 55–72. 

Li, X., & Chen, Y. (2022). Digital transformation and leadership: Driving innovation through vision and 

execution. Technological Forecasting and Social Change, 180, 121692. 

Garcia, L., & Thomas, K. (2022). Purpose-driven organizations and inclusive design strategies. Journal of 

Business Ethics, 179(3), 765–780. 

Singh, A., & Rao, P. (2024). Leadership for human-centric innovation: The role of empathy and purpose. 

International Journal of Design and Innovation Research, 6(1), 22–39. 

Brown, T., & Katz, B. (2023). Change by Design: Revised and Updated Edition. Harper Business. 

Floridi, L., Cowls, J., King, T. C., & Taddeo, M. (2023). Ethical frameworks for a good AI society: Opportunities, 

risks, and principles. Philosophy & Technology, 36(1), 1–24. 

Sanders, E. B. N., & Stappers, P. J. (2022). Convivial design toolbox: Generative research for the front end of 

design. BIS Publishers. 

UNESCO. (2023). Guidelines on inclusive digital innovation and education. UNESCO Publishing. 

Bason, C., & Austin, R. D. (2023). Design thinking and public sector innovation: Human-centered approaches 

for transformation. Design Management Review, 34(1), 10–17. 

Brown, T., & Martin, R. (2023). Human-centered leadership and innovation in the digital age. Harvard Business 

Review Press. 

Kolko, J. (2022). The divisiveness of design thinking. Interactions, 29(3), 28–34. 

Liedtka, J. (2023). Putting design thinking to work: How large organizations can embrace innovation. 

California Management Review, 65(2), 5–22. 

Adner, R. (2023). Ecosystem as structure: An actionable construct for strategy. Journal of Management, 49(1), 

23–45. 

Nambisan, S., Wright, M., & Feldman, M. (2022). The digital transformation of innovation and entrepreneurship: 

Progress, challenges, and key themes. Research Policy, 51(1), 104–119. 

OECD. (2023). Fostering innovation ecosystems in education and organizations. OECD Publishing. 

World Economic Forum. (2023). Innovation ecosystems for the future: Collaboration and growth. WEF Reports. 

Edmondson, A. C., & Lei, Z. (2023). Psychological safety: The history, renaissance, and future of an 

interpersonal construct. Annual Review of Organizational Psychology and Organizational Behavior, 10, 

23–43. 

Majchrzak, A., Jarvenpaa, S. L., & Bagherzadeh, M. (2022). A review of interorganizational collaboration 

dynamics. Journal of Management, 48(6), 1523–1557. 

Transformational Leadership Jun, K., & Lee, J. (2023). Transformational Leadership and Followers’ Innovative 

Behavior: Roles of Commitment to Change and Organizational Support for Creativity. Behavioral 

Sciences, 13(4), 320. 

Kho, A., Chandra, A., Novita, E. I., Waluyo, H., & Rachmad, K. S. (2023). The Impact of 4i of Transformational 

Leadership Element and Integrated Innovation to Employee Performance. Enrichment: Journal of 

Management, 13(4). 

Kim, J. K., Yang, J. J., & Lee, Y. K. (2023). The Impact of Transformational Leadership on Service Employees in 

the Hotel Industry. Behavioral Sciences, 13(9), 731. 

Kehr, H. M., Graff, D., & Bakaç, C. (2023). Followers’ Motives as Moderators of the Effects of Transformational 

Leadership Behaviors on Follower Outcomes and Leaders’ Influence. Journal of Business and 

Psychology, 38, 865–886. 



2026, 41 (20s), 1255 - 1276                            INTERNATIONAL JOURNAL of SPECIAL EDUCATION 

_________________________________________________________________________________________ 

 

www.internationalsped.com                          1276 

Rajani, R., Nigam, S., & Upadhyay, A. (2023). A Study on Impact of Intellectual Stimulation Dimension of 

Transformational Leadership on Employee Job Satisfaction. IJNRD Journal, 8(7). 

Daily Transformational Leadership: A Source of Inspiration for Follower Performance? (2023). European 

Management Journal, 41(5), 700–708. 

Transforming Telecoms: How Transformational Leadership, Creativity and Innovation Drive Organizational 

Performance (2025). MDPI Administrative Sciences. 

Digital Transformation Verhoef, P. C., Broekhuizen, T., Bart, Y., Bhattacharya, A., Dong, J. Q., Fabian, N., & 

Haenlein, M. (2023). Digital Transformation: A Multidisciplinary Reflection and Research Agenda. Journal 

of Business Research, 152, 341–356. 

Bresciani, S., Ferraris, A., Romano, M., & Santoro, G. (2023). Digital Transformation Management for Agile 

Organizations: A Compass to Sail the Digital World. Management Decision, 61(2), 297–312. 

Kraus, S., Durst, S., Ferreira, J. J., Veiga, P., Kailer, N., & Weinmann, A. (2023). Digital Transformation in 

Business and Management Research: An Overview of the Current Status Quo. International Journal of 

Information Management, 68, 102557. 

Nambisan, S., Lyytinen, K., Majchrzak, A., & Song, M. (2023). Digital Innovation Management: Reinventing 

Innovation Management Research in a Digital World. MIS Quarterly, 47(1), 223–238. 

Vial, G. (2023). Understanding Digital Transformation: A Review and a Research Agenda. Journal of Strategic 

Information Systems, 32(1), 101765. 

Warner, K. S. R., & Wäger, M. (2023). Building Dynamic Capabilities for Digital Transformation: An Ongoing 

Process of Strategic Renewal. Long Range Planning, 56(3), 102234. 

Martin, K., Shilton, K., & Smith, J. (2023). Business and the Ethical Implications of Technology: Introduction to 

the Symposium. Journal of Business Ethics, 184(4), 879–885. 

Dwivedi, Y. K., Hughes, L., Baabdullah, A. M., Ribeiro-Navarrete, S., Giannakis, M., Al-Debei, M. M., & Wamba, S. 

F. (2023). Metaverse Beyond the Hype: Multidisciplinary Perspectives on Emerging 

Challenges, Opportunities, and Agenda for Research. International Journal of Information Management, 66, 

102542. 


