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Abstract 

The pressure of competitive higher education has affected most universities, and whether the 

utilization of human capital as a resource to foster creativity, increase motivation, and boost 

innovation is an important topic to investigate. This study aims to explore the relationship between 
the elements of transformational leadership, affective trust, and intrinsic motivation and their impact 

on creativity to increase the performance of lecturers at Vietnamese universities, where most of them 

are also creators. Quantitative research is applied with data collected from full-time lecturers at 
Vietnamese universities from December 2023 to January 2024. The hypothesized correlations were 

investigated using structural equation modeling on a sample of 311 participants in Vietnam. The 

findings reveal substantial causal correlations between transformational leadership, affective trust, 
intrinsic motivation's determinants, and the creativity to improve performance and positive behavior 

from the lecturers' perspective. These results imply that leaders should focus on the prefix role of 

transformational leadership, which is the origin of affective trust, intrinsic motivation, and creativity, 
to raise the standard of higher education. In particular, affective trust needs more attention because 

it has the most vital mediating role in enhancing the impact of transformational leadership on 

lecturers' creativity. 
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1- Introduction 

Regarding human capital, it employs social exchange theory (SET) and transformational theory (TRT) to achieve 

these objectives. Universities are critical in creating and supplying high-quality, talented employees as the groundwork 

for establishing and growing creative and inventive capacities that serve the country's development and contribute to 

humanity's knowledge [1], which is the focus of the role of the instructor [2]. Over the past years, the university has 

undergone a process of expansion and transformation, facing domestic and international challenges of student loyalty 

[3], which should always be interested in innovating the training program and improving the instructor's quality and role 

[2, 3]. In the realm of higher education, these reforms were accompanied by a shift in both transactional and 

transformational leadership, which made lecturers' performance better and more efficient [4], which was a key factor 

affecting intrinsic motivation, creativity, and performance [5], and positively impacting the lecturer's competence as well 

as the lecturer's performance through capacity [6]. There are many leadership styles in non-education and education, 

from classical to modern [7]. 

Concerning leadership styles in recent decades, transformational leadership (TL) has become one of the most 

prevalent leadership theories in organizational behavior research [8]. It significantly impacts organizational learning and 
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knowledge management process capability [9]. Transformational leadership is a relationship-oriented leadership style 

[10], so the leader focuses on maintaining relationships between individuals with mental and material interests [11], 

inspires employees by raising awareness of the importance of organizational value, motivates employees, and encourages 

them to shift their interest from personal interest to the organization, as the organization's overall achievement to a greater 

level of motives and ethics [12]. Many studies have shown that the leader who creates the working environment 

influences the organization's success, which is the crucial source that impacts employees' affective trust, intrinsic 

motivation, and creativity [13]. Transformational leadership is the key factor, acting as an influence prefix for employees' 

affective trust, intrinsic motivation, and creativity [14, 15]. Transformational leadership has a favorable relationship with 

employees' creativity [16-18]. These studies showed that leaders' ability to practice transformational leadership enhanced 

employee creativity in different organizations. In higher education, most researchers agree that the transformational 

leadership style has an evident positive relationship with work performance, increasing lecturers' intrinsic motivation 

and creativity potential [19].  

The quality of lecturers affects students' grades and learning outcomes, so intrinsic motivation and creativity are 

critical factors in determining the quality of university training [20]. According to previous research, transformational 

leadership is directly linked to performance, intrinsic motivation, and creativity [2, 5, 21]. However, many studies have 

also discovered that transformational leadership is related to lecturers' performance through mediating factors such as 

intrinsic motivation and job satisfaction [4]. The leader's image is central to the university management structure [22]. 

Although universities usually highly possess high-quality human resources, without a proper leader, the organization 

can be chaotic and disoriented [23]. Transformational leadership is a leadership style that brings success in higher 

education [24], a vital and practical approach to higher education management [25], and has an important effect on 

higher education [22, 26].  

Most previous studies have confirmed that transformational leadership impacts individual creativity through the 

mechanism of a mediator [27]. Therefore, this study examines how transformational leadership affects intrinsic 

motivation, affective trust, and creativity. Further, some valuable discoveries have been made that other studies have not 

done before [28]. In fact, scientists are still debating the impact of transformational leadership style on creativity in many 

professions. Hence, there needs to be more specific research on this relationship with the expectation of narrowing the 

behavioral management gap in educational services, especially research in emerging markets like Vietnam, where 

creativity does not have enough environment to express and develop. 

This study aims to investigate the relationship between transformational leadership style and creativity in higher 

education. Except for the first part introducing the issues to be researched, the following parts of the article are designed 

to address the above goal. Specifically, the second part of the literature review mentions concepts and proposes 

hypotheses, while the next part presents methodology. The following two sections illustrate the research results and 

discuss the findings of this study. The sixth part is the conclusion, and the final part presents limitations and future 

research directions based on the results achieved. 

2- Literature Review 

2-1- Transformational Leadership (TL) 

For modern organizations, the job of leaders can be viewed as a strategic goal [29]. The reason for this might be that 

productive leaders are required to foster followers' mindsets and etiquettes [30], regulate team proceedings and results 

[31], and the general performance of the organization [32]. Meanwhile, transformational leadership is based on a leader's 

characteristics, personality, and ability to inspire and change employees' perceptions of organizational values [9]. 

Transformational leadership occurs when leaders care about and support followers in achieving performance goals by 

encouraging them to challenge assumptions and consider independently for better performance [33]. Transformational 

leadership has adjusted employees' visions, modifying them to managerial visions and turning them into reality. 

In other words, certain transformational leadership behaviors, such as drawing attention, affecting, encouraging, 

and enhancing intellectual and personal judgment, can be considered part of the transformative process [34]. Yukl 

[35] states that transformational leadership can boost work productivity because it prospers employees' knowledge 

and potential. Transformational leadership has a considerable favorable impact on subordinates' mental health [36]. 

In other words, transformational leadership appears to assist individual managers in becoming stronger leaders, and  

the relative effectiveness of this approach is still being investigated [37]. A transformational leader will have 

transformational ideas that go beyond what others are thinking and an enthusiasm to communicate ideas and support 

employees in different ways that will energize them and instill meaning attached to transformational ideas. Notably, 

transformational leadership observes the people with organizational ambitions and aspirations, motivates them, and 

develops new working techniques for the employees to collaborate with the organizations more efficiently and 

creatively. 
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2-2- Creativity 

Creativity is making new and helpful ideas, products, procedures, and motivation [38, 39]. According to Greenberg 

[40] and Gong et al. [41], creativity develops new, valuable ideas that help improve work efficiency [41]. That means 

creativity originates from creative thinking, skill, and accumulated expertise of individuals based on mainstream 

education and experience. Shi [11] defined creativity as generating innovative and helpful ideas to solve workplace 

problems, resulting in real and meaningful outcomes for a business. Furthermore, creativity at work only arises more 

when there are conditions or support from the leader. Then, employees can focus on performing their job responsibilities 

without being dominated by feelings of fear and anxiety when devising new methods of operation [42, 43].  

Numerous studies have found that the transformational leadership style, inspirational leadership, and employee 

confidence are suitable for forming workplace creativity, which arouses employees' creativity potential [44, 45]. Leaders 

will recognize the employee's working context and create a space large enough for employees to promote their creativity 

[46]. Transformational leadership is an essential influence on innovation, driven by organizational change [26]. In higher 

education, transformational leadership promotes efforts to shape the culture of academic transparency, innovation, and 

increased competitiveness [47]. Transformational leadership is recognized as beneficial to knowledge management [26]. 

Changing the educational model to the new student-centered model requires lecturers to be more active, have high 

professional qualifications, possess creativity, and improvise to play multiple roles while teaching [24]. On that basis, 

hypothesis H1 is stated as follows:  

H1: Lecturers' creativity is enhanced by transformational leadership. 

2-3- Intrinsic Motivation 

According to STD, intrinsic motivation is one's work that is motivated by passion and commitment to work and also 

is one's efforts for intrinsic reasons such as enjoyment and concern [43, 48, 49]. Intrinsic motivation is defined as 

motivation that is motivated by the individual's positive responses to the job itself rather than by factors outside the job 

[23, 50, 51]. Individuals are motivated to engage in the creation process by intrinsic motivation because they appreciate 

their work [28, 48]. Interestingly, the leader's behavior is pivotal in employee attitudes and behavior [44]. Based on 

transformational leadership theory, transformational leadership is very interested in creating intrinsic motivation to 

promote employees' full potential, be concerned with the individual, respect autonomy, and understand employees' 

wishes. Employees do not introduce restrictive, pressured rules, and they increase the empowerment of employees as 

they get used to the job, respect, and sympathy with employees, generating and increasing employee intrinsic motivation 

[44]. The leader acts as the principal agent in the organization's impedance or intrinsic motivation creation of employees 

[52]. The transformational leadership style is relationship-oriented and focuses on maintaining relationships between 

individuals with mental and material interests while increasing employees' intrinsic motivation and helping them 

accomplish their assigned tasks [53]. In higher education, transformational leadership is a role model for increasing 

intrinsic motivation [2]. On that basis, hypothesis H2 is presented as follows: 

H2: The intrinsic motivation of lecturers is boosted by transformational leadership. 

Components of creativity theory [54] and self-determination theory [43, 48, 55] suggest that intrinsic motivation plays 

a critical role in promoting creativity, with employees willing to put forth a concerted effort and spend a significant 

amount of time engaged in creative activities despite the lack of monetary compensation [49]. When producing unique 

ideas, intrinsic motivation enhances employees' propensity to be curious, daring, and persistent [56]. Employees with 

intrinsic motivation are more adaptable in their cognitive performance and more determined to develop novel solutions 

previously unavailable [57]. Intrinsic motivation helps them enjoy doing their job by allowing them to find new ways in 

a new way compared to the usual ways of doing things in the past, and individuals are motivated to engage in the creative 

process by intrinsic motivation because they love creating things [28, 42, 48]. In organizational development, intrinsic 

motivation has always been a critical component that supports employees in performing their responsibilities well and 

is the basis for the impact of environmental factors on creativity [58]. Several investigations have concluded that intrinsic 

motivation influences creativity [42, 58]. In higher education, a lecturer's intrinsic motivation unleashes the creative 

potential of the lecturer, and the lecturer maximizes their capacity to perform the task, improving the lecturer's and 

students' capacity in universities [4]. On that basis, hypothesis H3 is expressed as follows: 

H3: The influence of intrinsic motivation on faculty creativity is favorable. 

2-4- Affective Trust 

Affective and cognitive trust are two types that influence how an employee reacts to a leader's behavior [59]. In it, 

cognitive trust refers to belief from reason, an objective assessment of employees about the leader's outstanding personal 

characteristics such as trustworthiness, competency, and morals [60]. The intense emotional relationship between leaders 

and employees when they engage in social exchange is called effective trust [59, 61], also known as faith from the heart 

[60]. This natural belief only develops when employees believe leaders act for their benefit. According to the SET [62], 

employees respond when leaders perceive positive signs [63, 64]. When a successful series of reactive exchanges can 
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transform a working relationship into a quality social mutual relationship, individuals can thus become emotionally 

committed to the organization [65]. Leaders always build employee trust in transformational leadership to improve 

effectiveness [66]. Leaders with the transformational leadership style strictly adhere to personal value systems, called 

ultimate values, with no material exchange between leader and employee, creating unity and, more importantly, 

employees' trust in the organization [52]. With transformational leadership, trust has the most decisive impact on 

employees—incredibly emotional trust [67]. In higher education, a transformational leader is viewed as capable of 

adapting to change, inspiring faculty members to continue to uphold and achieve outstanding achievements [20]. On that 

basis, the following is the H4 hypothesis: 

H4: Transformational leadership has a positive effect on faculty affective trust. 

People can be motivated to increase intrinsic motivation following SDT [48]. Intrinsic motivation is associated with 

a behavioral performance by the emotions of excitement directly related to the act of love and satisfaction. Meanwhile, 

extrinsic motivation arises from extrinsic means [43] such as money, fame, and accolades as the means to motivate 

individual action. Intrinsic motivation is a psychological factor arising from the perception of affective trust from the 

strong mutual relationship between leaders and employees when they participate in the exchange process of social change 

[59]. Affective trust leads to love and inspiration at work, creates intrinsic motivation, and stimulates employees' 

creativity so that they perform the assigned tasks beyond expectations [43, 48]. On that basis, hypotheses H5 and H6 

stated as follows: 

H5: Affective trust has a favorable correlation with lecturers' intrinsic motivation. 

H6: Affective trust has a good correlation with lecturers' creativity. 

From the theoretical basis and research overview, the author inherits and selectively adjusts to propose a model as 

shown in Figure 1, including (1) Transformational leadership, (2) Affective trust, (3) Intrinsic motivation, impact on the 

creativity of lecturers according to research by Deci & Ryan [48, 55], Ryan & Deci [43], Ritz et al. [68], Campbell et al. 

[69], Kuvaas & Dysvik [70], Kuvaas et al. [71]. The following is the proposed research model: 

 

Figure 1. The conceptual framework 

3- Research Methods 

An online questionnaire survey was constructed to obtain primary data from full-time lecturers working in universities 

in Vietnam. Most of them are universities with significant training in economics. Therefore, the actual number of 

lecturers in economics employed by the universities was unknown, and non-probability sampling was adopted. The 

questionnaires were sent through emails, telephone calls, and personal visits to collect data from December 2023 to 

January 2024. From 625 questionnaires distributed to lecturers, this study only received 343 responses, for a response 

rate of 54.88 percent. By discarding 32 incomplete or inconsistent responses, 311 questionnaires can be used for further 

tests and analysis. Notably, only 29% had their doctoral degree, but it appropriately reflects the status of lecturers' 

qualifications at Vietnamese universities. In addition, more than 78% are over 35 years old, and 84% have worked as 

lecturers for over ten years.  

All observed variables are measured using a 5-level Likert scale. Respondents were asked to rate how strongly they 

agreed with the statements in the questionnaire (See Table 1). Transformational leadership is measured by five observed 

variables designed from the scale of Ritz et al. [68] and Campbell et al. [69]. Affective trust is measured by five observed 

variables inherited from Park et al. [59]. Five observed variables estimate intrinsic motivation adjusted from the scale of 

Kuvaas & Dysvik [70] and Kuvaas et al. [71]. Creativity is measured by five observed variables built by Soda et al. [72] 

and Houghton and Diliello [73]. 
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Table 1. Questionnaire 

Code Content Source 

Transformational Leadership (TL) 

TL1 My leader talks excitedly toward what would be achieved. 

[68,69] 

TL2 My leader communicates a vision that motivates me to work hard. 

TL3 My leader always suggests new ways to do work. 

TL4 My leader often discusses his vision for the future of the organization 

TL5 My leader can the ability to lead organizational change. 

Affective Trust (AT) 

AT1 I trust leadership to listen fairly to my concerns. 

[59] 

AT2 I trust leadership to clearly communicate ethical expectations. 

AT3 I trust my direct superiors to have integrity. 

AT4 I trust my direct superiors to be unbiased. 

AT5 I feel comfortable talking with leaders about conflicts in the workplace. 

Intrinsic Motivation (IM) 

IM1 I feel very inspired by the work of lecturers. 

[70,71] 

IM2 I find the teaching profession very interesting. 

IM3 I feel that the teaching profession is a meaningful profession. 

IM4 Sometimes I become so inspired by my lecturer's work that I forget everything around me. 

IM5 I intend to stick with the teaching profession for a long time. 

Creativity (CR) 

CR1 I come up with new ideas to improve work efficiency. 

[72,73] 

CR2 I show you how to optimize your workflow. 

CR3 I offer new methods to improve the quality of lecturing and training. 

CR4 I come up with creative solutions to problems that arise. 

CR5 I have many opportunities to participate in professional groups. 

The research hypotheses were tested using the covariance-based structural equation modeling (CB-SEM) method 

using a two-step process [74]. Structural equation modeling is an appropriate method to test complex models [74], 

especially testing mediation effects. To use this method, the minimum sample size must be ten times the number of 

observed variables [75]. This study uses four scales with 20 observed variables, so the minimum sample size is 200. 

Thus, the number of samples is 311, which satisfies the conditions for performing CB-SEM. AMOS 24 was used to 

perform the analyses. The two-step analysis process includes measurement model assessment (reliability, data validity, 

and model fit) and structural model assessment (path coefficient and P value assessment). 

4- Results 

4-1- Measurement Model Assessment 

The Cronbach's α of transformational leadership, affective trust, intrinsic motivation, and creativity are 0.829, 0.834, 

0.839, and 0.863, respectively. The corrected item-total correlation of the observed variables of the scales is over 0.3. 

Thus, each scale has satisfactory requirements, satisfying the internal consistency [76]. The Principal Axis Factoring 

method with Promax rotation is used when exploring factor analysis. The KMO coefficient is 0.938, and the Bartlett test 

has a significant level of Sig. = 0.000, according to the results, 20 observed variables of the scales are extracted into four 

factors at eigenvalue = 1.280, with a total variance extracted of 52.66%. The factor loadings for each element are all 

more than 0.5. As a result, the scales are both convergent and discriminant in their validity [77].  

The saturated model has 164 degrees of freedom, Chi-squared = 212,318; Chi-squared/df = 1.295 < 2; p= 0.007; GFI 

= 0.937; CFI = 0.982; TLI = 0.980; RMSEA = 0.031. The confirmatory factor analysis outcomes show that the model is 

well-suited to actual data [78]. There is no association between the observed variables' errors, so the set of observed 

variables achieves unidimensionality [79]. The standardized weights are all bigger than 0.5 and have statistical 

significance (Sig. = 0.000), thus confirming the convergence value of the scales used in the research model [77]. The 

correlation coefficients between concepts show that these coefficients are less than one and statistically significant (Table 

2). Therefore, the concepts in the model have discriminant validity [80]. The composite reliability [80], the total variance 

extracted [81], and the Cronbach's Alpha coefficient are greater than 0.5. Therefore, the scales of research concepts meet 

reliability requirements. 
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Table 2. Discriminant validity 

Relationships R Standard Error T-value P-value 

Transformational leadership ↔ Creativity 0.692 0.051 6.00 0.000 

Transformational leadership ↔ Affective trust 0.688 0.052 6.05 0.000 

Transformational leadership ↔ Intrinsic motivation 0.643 0.055 6.66 0.000 

Creativity ↔ Affective trust 0.701 0.051 5.90 0.000 

Creativity ↔ Intrinsic motivation 0.674 0.052 6.21 0.000 

Affective trust ↔ Intrinsic motivation 0.686 0.052 6.07 0.000 

4-2- Structural Model Assessment 

The structural equation modeling tests the research hypotheses of the model. Although the Chi-square value = 

212,318; Chi-squared/df = 1.295 < 2; P-value = 0.007, but other indicators are satisfactory: GFI = 0.937; CFI = 0.982; 

TLI = 0.980; RMSEA = 0.031. SEM results show that this model achieves compatibility with actual data. It should be 

noted that the structural and saturated measurement models have the same degrees of freedom, and the Heywood 

phenomenon does not appear in the estimation process. 

Table 3 presents the remaining parameters' estimates, and Figure 2 presents the standardized estimates, which show 

six statistically significant relationships (p < 0.001). The hypotheses from H1 to H6 about the relationship between 

concepts in the theoretical model are accepted as expected. 

Table 3. Hypothesis test 

Hyp. Relationships 
Estimates 

T-value P-value 
Standardized Unstandardized 

H1 Creativity ← Transformational leadership 0.317 0.286 3.842 0.000 

H2 Intrinsic motivation ← Transformational leadership 0.307 0.259 3.486 0.000 

H3 Creativity ← Intrinsic motivation 0.267 0.285 3.300 0.000 

H4 Affective trust ← Transformational leadership 0.688 0.624 8.790 0.000 

H5 Intrinsic motivation ← Affective trust 0.475 0.442 5.088 0.000 

H6 Creativity ← Affective trust 0.300 0.298 3.375 0.000 

 

Figure 2. SEM results 
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The bootstrapping method tested the indirect effect [82]. The model of research that has two mediating variables that 

affect the relationship between transformational leadership, affective trust, intrinsic motivation, and creativity should 

analyze the specific indirect effects that are continued by engineering using a sub-plugin bundled with an estimand on 

AMOS 24. In the association between transformational leadership, affective trust, intrinsic motivation, and creativity, 

affective trust and intrinsic motivation are mediator variables, as shown in Table 4. 

Table 4. The indirect effects 

Path β P-Value 

Transformational leadership → Affective trust → Intrinsic motivation 0.327*** 0.001 

Transformational leadership → Affective trust → Creativity 0.206** 0.003 

Transformational leadership → Intrinsic motivation → Creativity 0.082** 0.003 

Affective trust → Intrinsic motivation → Creativity 0.127** 0.002 

Note: ***p < 0.001; **p < 0.010. 

5- Discussion 

In this study, transformational leadership has the most decisive positive impact on affective trust (β = 0.688, p < 

0.001). So, transformational leadership considerably influences the perception of the faculty [83]. The most 

significant aspect for the faculty is affective trust, which influences how lecturers react to the leader's actions, 

demonstrating a deep emotional relationship between the leader and the instructor since they are involved in the 

social exchange process. This result is consistent with a study by Campbell et al. [69] on transformational leadership, 

which found that trust, especially affective trust, has the most decisive impact on employees. Not only that, affective 

trust poses a solid positive impact on intrinsic motivation (β = 0.475, p < 0.001) and creativity (β = 0.300, p < 0.001). 

Previous studies also confirmed these results [84-87]. These results indicate that the lecturer's intrinsic motivation 

was derived from affective trust. Affective trust leads to passion and interest in work,  creating intrinsic motivation 

and stimulating creativity.  

The study results are consistent with self-determination theory and social exchange theory and the conclusions of 

Okello & Gilson [88] and Chen et al. [89] on the close connection between transformational leadership, intrinsic 

motivation, and creativity. The outcomes of hypothesis testing H1 and H2, transformational leadership poses a 

substantial impact on creativity (β = 0.317, p < 0.001) and intrinsic motivation (β = 0.307, p < 0.001). This result shows 

that the leader is interested in stimulating the intellectual of the lecturer, the leader in the subject of creating the working 

environment, giving rise to the lecturer's intrinsic motivation. This result is consistent with the theory of transformational 

leadership in many previous studies, such as Mittal & Dhar [90] on the positive relationship between transformational 

leadership and creativity and the study of Masa'deh et al. [5] on the positive relationship between transformational 

leadership and intrinsic motivation. However, it contradicts the findings of Joo et al. [91]. Unlike empowering leadership, 

transformational leadership gives employees confidence in their work and motivates them to be creative and perform 

their jobs efficiently. 

The results show that intrinsic motivation positively affects creativity (β = 0.267, p < 0.001). Intrinsic motivation has 

the lowest impact among the factors influencing creativity. However, this is still a contrary result to previous research, 

when intrinsic motivation did not directly impact creativity [28]. In that study, intrinsic motivation only moderated the 

relationship between transformational leadership and creativity. This result shows that more research is needed to 

determine intrinsic motivation's impact on employee creativity accurately. However, this result can be explained by 

Vietnam's culture and working environment. Due to their collective culture, Vietnamese lecturers often solve problems 

based on collective consensus [92]. Therefore, they need more stimulation from leaders to increase their motivation, 

leading to work creativity. In addition, the test results of the mediator variables show that intrinsic motivation and 

affective trust mediate the relationship between transformational leadership, affective trust, intrinsic motivation, and 

creativity. This indicates that transformational leadership plays a key role, being the origin of affective trust, intrinsic 

motivation, and creativity. This result is consistent with the theory of components of creativity, in line with previous 

studies such as Gumusluoglu & Ilsev [93], Duc & Lam [94], Majeed & Ghazali [95] on the role of turning the mediating 

of intrinsic motivation in concerning transformational leadership. 
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6- Conclusion 

This study examines the influence of transformational leadership on affective trust, intrinsic motivation, and creativity 

in public universities with primary economics training in the South of Vietnam. Research findings indicate that 

transformational leadership and affective trust positively correlate with intrinsic motivation and creativity. Moreover, 

transformational leadership and affective trust have a favorable connection and intrinsic motivation, and creativity have 

a positive link. On the other hand, intrinsic motivation is a mediating variable influencing transformational leadership 

and affective trust's impact on creativity. In contrast, affective trust is a mediating variable influencing transformational 

leadership's effect on creativity. In Vietnam and other countries, teaching and research are always the core goals that 

create the quality and reputation of a university. In the process of realizing this core goal, most schools face challenges 

in promoting motivation to work and unleashing the creative potential of the lecturers so that they can develop their 

professional and research capabilities in scientific research. Since then, it has set the stage for the organization's 

sustainable development and, more importantly, for fulfilling society's rising expectations for educational excellence and 

responding to the continuous change in the higher education environment. In addition, the competitive environment 

constantly forces managers to search for creativity for the organization. Creativity is a factor that provides firms with a 

long-term competitive advantage that they may employ to adapt to the ever-changing business environment. 

Transformational leadership is a leadership style that adapts and leads change, considered essential and practical in 

higher education management as an influential employee factor in higher education. It is the leadership style that leads 

to success in higher education. Leaders with transformational leadership are expected to create a new work environment, 

motivating and stimulating the creative potential of their faculty to improve the quality of higher education and thereby 

also contributing to the motivation of civil servants to serve in a financially self-reliant public education. 

6-1- Limitations and Future Research Directions 

This study looks at relationships from a different perspective among economics lecturers at universities in Southern 

Vietnam. However, the limitation of the small sample size (311) may affect the model's generalizability. Because 

Vietnam's terrain has the characteristic of extending along the meridian, regional culture dramatically affects the 

relationships in the model. In the future, it is necessary to have further studies with a large sample and in different regions 

to assess the overall assessment relationships. Furthermore, in universities, teaching administrators are often high-quality 

human resources. However, the study only surveyed from the point of view of lecturers on pure teaching tasks; therefore, 

further groundwork is required to investigate the wide range of relationships between staff members as managers and 

lecturers as pure teaching staff. 
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