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ABSTRACT: This article examines the significant role of successful leadership and change through
transformation and innovation in organizations. The researcher used descriptive research design for the study.
The population for the study was 50 employees from selected tertiary institutions in the Kumasi Metropolis.
Random sampling technique was used to select 22 participants for the study. Interview guide through focus
group discussions was the main instrument used to collect primary data. Each of the interview sessionswas
coded and transcribed. Thematic analysis was used for the discussion of the data. The study results held that, for
innovation to take place, leaders must insistently pursue attitudes that promote that phenomenon. Therefore, the
stimulus and essence of institutional creativity and innovation is leadership effectiveness. In essence, leaders
must create an environment conducive to regeneration and develop an institutional culture that facilitates
creativity in order for organizations to be able to achieve continuous innovation.

l. INTRODUCTION

Internal factors that influence creative performance in an organization are usually influenced by leader
or manager as Hunter and Cushenbery (2011) pointed out. These factors are environmental inspiration,
visualization,policy, expertise, assets and procedures to make the environment conducive. Additional, these
elements aid to generate ideas and effective collaboration amongst different categories of employees (Mumford,
Scott, Gaddis, and Strange, 2012a). The quantity of possessions according to Sonenshein (2014)cannot impede
or enhance creativity, since it is the creative actions of leaders and followers that can benefit from limited or
abundant resources to their advantage. Leaders can create this kind of culture and emotional atmosphere
(Leonard and Swap, 2011), which can improve inclusive occupational results (Kyrgidou and Spyropoulou,
2013). While comparative variables and structural culture in the organization are also key creative antecedents
this dissertation will omit them, and the focus on environmental factors will only be on transformational
leadership practices (Amabile, Conti, Coon, Lazenby, and Herron, 2016).

The ability to manage change and creativity has been said to be one of the main elements of
transformational leader effeteness (Bass, and Riggio, 2016; Walck, 2016). Research shows that there are several
positive findings that revels association between transformative leadership and organizational innovation (Khan,
Sarwar, Malik, and Ahmad 2014; Gumusluoglu and llsev, 2019). Transformational leaders are critical,
innovative, and industrial: they understand and respond to society's needs as well theentire company (Burns
2018).In addition, leaders themselves should be innovative in order to be able to serve as role models, to inspire
(Mathisen, Einarsen, and Mykletun 2012), to apply unusual results to problems and challenges, to encourage
innovations, and to cultivate and mentor others.

1. TALENTS AND ABILITIES OF CREATIVE AND INNOVATIVE
INDIVIDUALS IN AN ORGNATION

Artistic processes are frequently synonymous with innovation, as Derecskei, (2016) stated leaders
should transformas often as possible. The transformational phenomenon can become a springboard for constant
innovation. The position of the leader can be defined as the one who influence the environment (Torrance,
2015).1n all cases, a leader creates or shapes the group, communicates the vision, responds to ideas and failures,
and is successful in deciding what ideas are worth pursuing and can be involved in organizing others around a
fresh solution. As pointed out by Barron and Harrington (2011), a fairly stable society of personality charismas
associated with innovation had already been established long ago comprising, uncertainty and range of interests;
great dynamism and self-possession; instinct creativity creative; proficiencies; independence and handling
contradictory problems.
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Amabile et al. (2016) has theorized that the creativity of an individual consists of three separate
components: domain-specific skills, creativeproficiencies and task motivation. The domain important abilities
secure both truthful knowledge and technical expertise and competencies relating to the role at hand. These are
influenced by schooling and normal thinking capability, as well as motor abilities (Feist, 2018; Patterson and
Zibarras 2017).In an organizational context, an innovative idea becomes aoutcome, provision, or procedure that
enhances customer satisfaction, job efficiency, security, or something else desirable in the innovation phase.
Innovation requires people to commit to the product and sell it to others so that they are prepared to adopt it or
market it with a sufficiently strong network. Creativity also requires a voice and the capacity to build networks,
unlike creative, original ideas (Akrich, Callon, Latour, and Monaghan, 2012a).

Leaning on earlier research Dul, Ceylan, and Jaspers (2011), says that one explanation why some become
innovators can be found in the unusual combination of their growing up experiences and their traits. Others
perceive creative people as greatlytalented and do not differentiate between their imagination, intellect and
talent. While many feel that it is possible to be creative for all individuals, it seems apparent that it is easier for
others to create new ideas or introduce them to others. There are persistent creative individuals (Sandberg,
Hurmerinta, and Zettinig, 2013), inspired to embrace confusion, self-confident, open to practice, original and
autonomous.

1. LEADING CREATIVE AND INNOVATIVE INDIVIDUALS IN THE
STRUCTURAL SITUATION

Creative people's leadership is complicated because the traditional methods and processes of leading no
longer functions and the consequences are subjective (Mumford et al., 2012). The sense of creativeness is an
impotent attribute but difficult to peruse. The creative individual shows susceptible personal feelings in the
process of becoming creative (Koivunen, 2015).In order to understand how inventive and innovative individuals
can be guided, a leader can influence the process and individuals. It was found that the number of innovations
would increase when innovation is supported and promoted in an organization, and even people who lack the
natural capacity to become innovative.

Leaders are to exhibits the important concept to facilitate creativity and innovation (Woodman, Sawyer,
& Griffin, 2013). In an organizational setting it normal for the individual to expect favorable working
environment thus having leader-follower positive relationship (Yukl, 2012). In providing safe working situations
also leaders should cultivate good rapport with their followers (Shalley and Gilson 2014). First, the leader must
acknowledged creativity and innovation with the workers and become resourceful providing assistance to them
(Amabile et al., 2016).

Denti and Hemlin (2012), in their study, concluded that leaders and their followers can exert their
creativity in the most effective way in organizations that encourage innovation and creativity for a creation of
higher out put. In order to enhance organizational creativity, managers should be willing and enthusiastic to
ensure that employees work in a positive atmosphere and mood, which calls for relationship building skills
(Davis, 2019; Tierney et al., 2019). Collaboration, motivation, and adaptation to new pressures and innovations
were suggested to leaders in the insurance sector to improve leadership, among other things (P6llanen, 2018).
Leaders can create a supportive climate (Leavy, 2015) and, by doing so, will enhance general corporate
performance (Kyrgidou and Spyropoulou, 2013).  Mathisen et al., (2012) established that it would improve
employee creativity with supportive, encouraging, and non-controlling leadership. Leaders (Amabile et al.,
2014; Loewenberger, 2013) should also promote innovators by communicating their supporting values so that
they are realized in subordinate acts (Yukl, 2012). Stated inHunter and Cushenbery (2011) leaders have a
responsibility to encourage team members to communicate with external stakeholders and this will enhance
creativity.

Employee creativity can also be encouraged more effectively identifying regular creative trends,
distributingvarious tasks and appraisal (Tierney et al. 2019).In their study with regard to good leadership,
Hoffman et al. (2011) found major individual differences, namely creativity, energy, and trait-like constructs of
integrity. It was also found that communication, problem-solving, and leadership skills were also found to be
important components in organizations. Effective leaders frequently pay attention to the everyday behavior of
their subordinates, empathize with the subordinates' feelingsand show respect for their ideas and innovations
(Amabile et al., 2016).

In conclusion, the creativity process is complicated and it is easier for leaders to concentrate on
ensuring that creative individuals have the right kind of environment to achieve the superlativefairly relying on
their own undertakings. The practices and attitudes of leaders, however, have an immense impact on creativity,
and many of the guidelines are well associated with disruptive leadership behaviors. Next, to gain more insight
into what these individuals are like, these creative and innovative individuals are viewed more in depth.

V. METHODOLOGY
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The researcher used descriptive design for the study. Qualitative research approach was used. The
population for the study was 50 employees from selected tertiary institutions in the Kumasi Metropolis. Random
sampling technique was used to select 22 participants for the study. Interview guide was the main instrument
used to collect primary data. Focus group discussions were employed with the participants. The focus group
participants asked questions and generated discussion among the group of people. Each of the interviews session
were coded and transcribed. All the responses were collated, written and later typed. The emerging themes were
discussed with direct quotes from the focus group.

V. DISCUSSIONS

More than half of the respondents agreed “the role of leaders in fostering creativity must be understood
in order for originality and the essence of innovation to evolve in every organization. By designing the
institution to cultivate an atmosphere that is optimal for creativity to thrive, leaders will effectively facilitate
institutional creativity and innovation.By establishing responsive and inclusive working environments for the
institution's members, leaders will do this”. This implies that as the institution's social environment makes
workers feel comfortable and welcomed, it brings out their imagination.

As a result most of the respondents indicated that, “institutional leaders must appreciate, value, and
leverage the diversity of every employee's ideas, backgrounds, and insights and empower them to work for the
organization using their unique personal assets and experiences”. This indicates that, the institution's top
management must respect innovation and be enthusiastic about promoting new innovations on their own. This
offers the requisite challenge and opportunities to be innovative for individuals in the organization. Vision and
tacticalsignificanceson whether the institution successfully nurtures innovation, will depend on the leaders style
of leading.

Consequently, a little more than half of the respondents revealed that, “an exciting vision helps
establish a working atmosphere where everybody actively engage in the pursuit of a shared vision for the
organization and achieve professional and personal development”. Adding that, “by developing a common
vision of the type of organization they can create, by allows the rest of the people in the institution to nature
their creativity. The leader, with an intent “and with a greater sense of innovation, inspires the followers”.
Sarros, Cooper, and Santora, (2018) confirms the clam that this kind of work environment is conducive to
innovation, “while this style of leadership brings changes in followers that eventuallylead them to
becomeeffective and innovative future leaders”.

In addition majority of the respondents indicated that, “by seeing organizations as living
structuresoccupied with the inventivedifficulties and possibilities of their members andnurturing innovation”.
The leaders should bedevoted to tackling and addressing systemic challenges with this innovative capacity ”.
Leaders must, in turn, avoid treating individuals in the organization as robots, but rather as living people
operating in institutions that are living structures. This worldview enables leaders to build organizations full of
supporters that are able to adapt, alert to changes in their community and be able to innovate deliberately
(Wheatley, 2018).

More than half of the respondents said that “the only way leaders can take advantage of this creative
spirit, however, is by encouraging everyone to be involve in the improvement of institutional procedures”. The
leaders must engage the entire structure.In addition,leaders can help their organizations attain innovation by
questioning and allowing followers to develop new answers to problems arising with and outside the
organization. “Leaders ask questions that lead their followers to openly think. The motivating leader creates
problems that make work creative in the institutions ”.Indicating that, this style of leadership loosens up others
and in new ways focuses their intellect and ingenuity on solving systemic challenges and objectives. The
corporate culture that battles creativity and innovation is the most daunting roadblock for creativity to conquer.
This kind of society encourages the belief that the old ways ofmethod of establishmentshould not be changed.

A little less than half of the respondentspointed, “innovative and creative leaders are willing to
contain change and inspire followers to challenge why in a certain way the organization does things, and then
search for better ways of doing things”. As part of the learning process, these leaders treat failures and don't
discipline followers who pursue creativity and are not successful. Creative leader help develop institutional
environments where individuals can take chances and not afraid of errors (Wang, 2019). Therefore, by creating a
more favorable atmosphere for diversity to flourish, leaders must actively foster creativity and innovation.

The goal of managing leaders' creativity is to leverage the transformations of the groups for the
institution's effective running. This infers that leaders needto build the institution's collective systems in manner
that the followers feels aappreciated.Many organizations have challenges that prohibit individuals from
contributing all their expertise, emotions, and energy to the success of the institution. However, by identifying
and eliminating obstacles to creativity and innovation, organizations will achieve the full participation and
commitment of their entire workforce. Where an organization has real diversity, it becomes easier for creative
ideas to take place.
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VI. CONCLUSION AND RECOMMENDATIONS

To conclude, the most critical component of the dynamics of institutional creativity and innovation is
institutional leadership. Until leaders set the mechanism in motion and maintain it, no organization can
transform or renew itself. Therefore, to handle the process of creativity, organizations require innovative leaders.
Therefore, an institution's creativity depends on how the leader structures the institutions and creates the
atmosphere that enables the creation of creativity. Also depend on how diversity in the institution is promoted
and handled by the leader. Finally, how the leader allows others to carry out their best innovative selves and use
it to help direct and transform the organization.

It is possible for the institutions to generalized that different expectations and leadership behaviors by
comparing visionaries and creative leaders among individuals who are more familiar with standards and
procedures. It can be inferred from the study that innovative and imaginative people have some characteristics
and abilities that differentiate them from other people, and even the majority of people. Innovative individuals
can be identified over time by noticing the above-mentioned qualities and talents, the problems is if the
environment do not accept these potentialscreativity of the individual, then there will not be room for creativity.
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