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Abstract:  
Objectives: The present study aimed to investigate the relationship between 

active work behaviors, transformational leadership style, and work engagement 

of vocational school teachers with the mediating role of innovation culture using 

Structural Equation Modeling(SEM). Methods & Materials: This research is 

applied and correlational. The study population consisted of teachers of 

vocational school in Urmia city during the academic year 2021-2022, totaling 

309 individuals. A sample of 200 teachers was selected using stratified random 

sampling and Cochran's formula. The data were collected using the Zopiatis et 

al. work engagement questionnaire (2014), Tornau and Ferse's active work 

behaviors scale (2013), Bass and Avolio's transformational leadership style scale 

(1995) and Dobni's innovation culture scale (2008). The validity and reliability 

of the instruments were confirmed. Structural equation modeling (SEM) was 

used to analyze the data using SPSS and AMOS24 software. Results: In this 

study, a model of relevant variables affecting work engagement was examined. 

The findings showed that innovation culture and active job behaviors have a 

direct, positive, and significant effect on work engagement. The direct effect of 

active job behaviors, transformational leadership style on innovation culture is 

positive and significant. Moreover, the mediating roles of innovation culture on 

work engagement were confirmed. Active job behaviors, transformational 

leadership style, affect work engagement through the mediating variable of 

positive and meaningful innovation culture. Conclusions:The findings 

highlighted the importance and role of active job behaviors and transformational leadership 

style in increasing work engagement of vocational school’s teachers  through innovation 

culture.   
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Introduction 

Nowadays, work engagement has 

garnered significant attention from 

many organizations, which is associated 

with an individual's psychological 

attachment to their job and their high 

performance. Teachers, in the realm of 

education, need to possess enthusiasm 

and a positive feeling towards their 

work, essentially requiring a high level 

of work engagement. High work 

engagement indicates the experience of 

meaningfulness, enthusiasm, pride, and 

immersion in work, along with a 

positive feeling towards the job. Over 

time, in this state, an individual 

develops an attachment to their 

profession. If a teacher is passionate 

about their job, their creativity and 

talent in their field will flourish (Alami 

et al., 2022). 

Conflict at work refers to the 

relationship between employees and 

their jobs. As a positive state, work 

engagement is defined as work 

satisfaction and being related to work 

(Schaufeli, 2017). Work engagement 

refers to a stable emotional and 

cognitive state that focuses on a subject, 

event, individual or behavior. Work 

engagement is characterized by a high 

level of energy and mental flexibility. It 

also refers to effort and perseverance 

during work and an easy resilience in 

the face of challenges. Being absorbed 

in work, experiencing a sense of 

importance in one’s job, feeling 

enthusiasm about the job with complete 

focus, and experiencing joy at work to 

the extent that time passes quickly and 

one finds it difficult to detach oneself 

from work, are characteristics of work 

engagement (Schaufeli et al., 2002).  

Given the importance of human 

resources in the progress and success of 

organizations, it is crucial for them to 

create favorable conditions for their 

employees by encouraging and 

incentivizing them. Additionally, 

organizations should provide a platform 

that fosters positive work behaviors, 

such as creativity and innovation, 

among their employees (Kim et al., 

2019). 

1.2 Theoretical background 

1.2.1 Active work behavior 

To encourage positive work 

behaviors, managers have concentrated 

on fostering proactive behaviors among 

employees in the workplace (Huang, 

2017). Employees with active work 

behaviors achieve greater success in 

their work because they easily adapt 

themselves to existing conditions and 

strive to achieve their best performance 

(Yu & Davis, 2016). Active work 

behaviors in employees will lead to 

increased work engagement in the 

workplace (Kong & Li, 2018). When 

employees exhibit active work 

behaviors, it enhances creativity and 

innovation at both the individual and 

organizational levels (Segarra-Ciprés & 

Escrig-Tena, 2019). Active work 

behaviors positively influence 

workplace innovation, as individuals 

who demonstrate higher levels of these 

behaviors also show greater creativity 

and innovation (Fuller & Marler, 2009; 

Nourjam et al., 2019).  

1.2.2 Transformational Leadership 

style 
 According to research, if a 

transformational leadership style is 

prevalent in organizations, it will lead to 

an increase and promotion of active 

work behaviors in the organization, as 

well as increasing employees' self-

efficacy and intrinsic motivation 

(Chenani et al., 2017). 

While leadership is essential in any 

organization, it is important to note that 
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success in the education system depends 

on the implementation of effective 

leadership. Such leadership utilizes 

strategic activities and actions within 

the organization. Undeniably, 

leadership significantly impacts 

employees' behavior in the workplace 

(Christian et al., 2011). Particularly, the 

transformational leadership style, 

characterized by high support for 

employees, leads to increased 

motivation (Avolio & Yammarino, 

2013).  

Transformational leadership is a 

crucial and highly effective 

organizational leadership style in the 

workplace. This style involves a leader's 

capacity to understand and support 

employees within the work 

environment. Transformational 

leadership emphasizes the importance 

of employees' innovation, work values, 

beliefs, and collective interests, 

motivating them to attain new 

achievements (Mehrad et al., 2020).  

Furthermore, transformational 

leaders encourage employees to develop 

new approaches for efficiently 

performing their tasks and provide them 

with freedom and independence in 

doing so (Kovjanic et al., 2012). By 

doing so, transformational leaders 

prepare their employees to meet higher 

expectations and tackle challenging 

tasks. Consequently, this leadership 

style inspires followers to transform 

their beliefs, values, skills, and 

motivations, thereby improving their 

performance beyond personal interests 

for the organization's benefit (Avolio, 

1999). Transformational leaders inspire 

their employees to cultivate creativity 

and foster innovation. (Bass & Riggio, 

2006). The transformational leadership 

style in organizations influences work 

engagement (Rana et al., 2016; 

Manning, 2016). These organizational 

factors contribute to motivating 

employees, fostering positive behaviors, 

and enhancing work engagement 

(Mehrzi & Singh, 2016). Recent 

research indicates that leadership styles 

significantly influence employees' 

innovative and creative behaviors at 

work. Moreover, intrinsic motivation 

acts as a mediator in the relationship 

between leadership styles and 

innovation (Siyal et al., 2021). Studies 

indicate that active job behaviors, such 

as those exhibited in transformational 

leadership, have a significant impact 

(Xiong & King, 2019).  

In social science research, besides the 

direct effects of variables on each other, 

mediating variables also play a crucial 

role. 

1.2.3 Innovation Culture 

Another variable that affects teachers' 

work engagement is innovation 

(Dehghan, 2018). The cultivation of an 

innovation culture is most effectively 

achieved through a framework that 

encompasses seven key factors: 

innovation propensity, organizational 

structure, organizational learning, 

creativity and empowerment, market 

orientation, value orientation, and 

implementation domain (Dobni, 2008). 

A culture that promotes creativity and 

innovation is crucial for fostering 

innovation within an organization. The 

conducive environment for creativity 

and innovation hinges on various 

aspects of the organization's 

infrastructure that enhance innovation. 

Strategic planning, proactive initiatives, 

thoughtful decision-making, 

accountability in the workplace, and 

creating supportive environments are all 

pivotal in cultivating an innovative 

culture. Additionally, fostering 

teamwork and similar collaborative 

https://journals.sagepub.com/doi/abs/10.1177/0095399721997427#con1
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characteristics further contribute to 

establishing an environment conducive 

to innovation (Ahmadi & Moghaddam, 

2020). Research has shown that 

employees who have a creative 

environment in the workplace also have 

high work engagement (Greenier et al., 

2021).  

1.3 Relationships among variables 

and research hypotheses 

In summary, it can be stated that work 

engagement is one of the most crucial 

elements of positive well-being in the 

workplace (Bakker & Oerlemans, 

2012). Studies have shown that active 

work behaviors in the workplace lead to 

initiative and goal-directed performance 

in employees. Additionally, employees 

seek new challenges and easily cope 

with work obstacles, and these dynamic 

work behaviors, reflecting their 

engagement, result in increased work 

engagement (Salanova & Schaufeli, 

2008; Zahoor, 2018; Dai & Wang, 

2023). It can be concluded that the 

transformational leadership style plays a 

critical role in cultivating strong 

relationships with employees (Hayati et 

al., 2014) and enhances employee work 

engagement (Lai et al., 2020). 

1.3.1 Active work behavior and 

work engagement 

Active work behaviors in employees 

will lead to increased work engagement 

in the workplace (Kong & Li, 2018). 

Research indicates that when a 

transformational leadership style is 

prevalent within organizations, it results 

in increased promotion of active work 

behaviors and enhances employee work 

engagement (Schmitt et al., 2016) in the 

organization. 

1.3.2 Transformational leadership 

style and work engagement 

Particularly, the transformational 

leadership style, characterized by high 

support for employees, leads to 

increased work engagement (Avolio & 

Bass, 1995). Based on conducted 

research, both transformational 

leadership styles in organizations have a 

significant impact on work engagement 

(Rana et al., 2016; Manning, 2016; 

Aboramadan & Dahleez, 2020). 

Moreover, a study conducted by 

Jangsiriwattana (2019) showed that the 

transformational leadership style has a 

stronger impact on the work 

engagement of teachers. In another 

study conducted by Edelbroek et al. 

(2019), it was observed that the 

transformational leadership style 

positively enhances work engagement. 

1.3.3 Innovation culture as 

mediator 

In the workplace, innovative 

behaviors encompass actions that 

introduce and promote new ideas with 

the goal of implementing them 

practically. One factor that contributes 

to innovation in the workplace is the 

dynamic and active behaviors of 

employees (Kong & Li, 2018). Studies 

show that active behaviors have a 

positive impact on innovative work 

behaviors, both directly and indirectly 

through increased work engagement. 

Additionally, transformational 

leadership positively moderates this 

relationship, strengthening the 

association between active behavior and 

work engagement, particularly at higher 

levels of transformational leadership 

behavior (Mubarak et al., 2021). 

According to conducted studies, the 

culture of innovation significantly 

influences work engagement (Gomes, 

2015), and organizations and 

individuals need to cultivate innovative 

behaviors in employees to foster work 

attachment (Soetantyo & Ardiyanti, 

2018). Transformational leadership 
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style influences the innovation culture 

(Sattayaraksa & Boon, 2016; David et 

al., 2023). In a study investigating the 

impact of transformational leadership 

style on innovation behaviors, Thingvad 

and Hansen (2019) concluded that 

transformational leadership style 

significantly affects innovative 

behaviors. Alrowwad et al. (2020) 

conducted a study investigating the 

influence of transformational leadership 

style on innovation. The findings 

revealed that transformational 

leadership style positively affects 

organizational performance. Innovation 

acts as a mediator in the relationship 

between transformational leadership 

style and organizational performance. 

Additionally, Edelbroek et al. (2019) 

discovered that transformational 

leadership style influences both 

employee engagement and innovation 

within the organization. 

Research shows that the work 

engagement status among vocational 

high school teachers in Urmia is not 

desirable. For instance, inadequate 

focus on comprehensive education and 

neglect of non-technical skills such as 

innovation and creativity pose 

challenges to technical and vocational 

education and training in Iran. 

Additionally, constraints related to 

attending professional development 

courses due to limited budget 

allocations and heavy workloads 

represent further obstacles for teachers' 

competencies. These challenges 

contribute to low occupational 

engagement among teachers in 

vocational schools, diminish their 

innovation, and hinder the emergence of 

dynamic work behaviors (Mousavi et 

al., 2020). 

As mentioned, high work 

engagement is identified as a positive 

factor that affects individual and 

organizational performance. Teachers 

who have high work engagement are 

creative and innovative, contributing to 

the improvement of the organization's 

goals. In any organization, especially in 

education and training, there are various 

factors that are effective in its progress, 

including transformational leadership 

style. This style has significant effects 

on creativity and innovation in the 

organization, active participation, 

especially work engagement of 

teachers. 

A literature review to date indicates 

that relationships between variables 

have been investigated in various 

societies. Considering the significance 

of the performance of educational 

organizations in society, and 

acknowledging the importance of work 

engagement and its implications within 

organizations, it is noteworthy that this 

model has not been examined with all 

variables and based on proposed 

pathways in educational organizations. 

However, we consider that 

transformational leadership style, active 

work behaviors, and fostering an 

innovative culture within schools can 

enhance work engagement in vocational 

schools. Therefore, the aim of this study 

is to investigate the structural equations 

of active work behaviors, 

transformational leadership style with 

work engagement among teachers of 

vocational school, with the mediating 

role of innovation culture in Urmia 

County. 

The research hypotheses derived 

from these theoretical foundations and 

results are as follows: Hypotheses: 1- 
Active work behaviors are related to 

work engagement. 2-Transformational 

leadership style is related to work 

engagement. 3- Innovation culture is 
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related to work engagement.  4- 

Innovation culture plays a mediating 

role in the relationship between 

transformational leadership style and 

work engagement. 5- Innovation culture 

plays a mediating role in the relationship 

between active work behaviors and 

work engagement. 

2. Methodology and methods 

The research methodology for this 

study is correlational and involves 

structural equation modeling. The 

statistical population for this research 

consists of all teachers of vocational 

high school in Urmia city in the 

academic year 2021-2022, totaling 309 

individuals. A random stratified 

sampling method was used, and a 

sample size of 200 was selected using 

the Cochran formula.  

The following questionnaire was 

used to collect research variables: 

To examine work engagement, the 

standardized Zopiates questionnaire 

(2014) with 8 items was used, based on 

a 5-point Likert scale. In Borhani-Nia's 

research (2014), the overall reliability 

coefficient of the questionnaire was 

reported to be 0.871. To assess the 

reliability of the questionnaire, 

Cronbach's alpha was used, and its value 

was calculated to be 0.876. 

The active work behavior 

questionnaire, developed by Tornau and 

Frese (2013), consists of 18 questions 

on a Likert scale ranging from 1 

(completely disagree) to 5 (completely 

agree). The reliability of the 

questionnaire has been confirmed by 

Tornau and Frese (2013) with a 

coefficient of 0.765. The questionnaire 

is designed in three dimensions of 

organizational active behavior 

(questions 1 to 5), coworker active 

behavior (questions 6 to 12), and 

individual active behavior (questions 13 

to 18). To measure the overall reliability 

of the questionnaire, Cronbach's alpha 

was used, and its value was calculated to 

be 0.917. In addition, the reliability of 

organizational active behavior, 

coworker active behavior, and 

individual active behavior was found to 

be 0.838, 0.826, and 0.859, respectively. 
The Multifactor Leadership 

Questionnaire (MLQ) was developed by 

Bass and Avolio (1995) as a 

standardized questionnaire to measure 

leadership style. The questionnaire 

contains 20 questions measuring 

transformational leadership style. The 

response scale of this questionnaire is a 

five-point Likert scale with options 

ranging from "Never" to "Almost 

Always," and the value of options is 

scored as 0, 1, 2, 3, or 4, respectively. 

The validity and reliability of a 

measurement tool depend on how well it 

measures what we think it does 

(Saramad et al., 2011). The validity of 

the Multifactor Leadership 

Questionnaire has been confirmed by 

experts and specialists in this field. The 

reliability of this questionnaire has been 

reported as 0.88 by Kianfar (2013). In 

this study, the reliability of the 

transformational leadership style was 

calculated as 0.959. The 

transformational leadership style has 

four dimensions: Idealized Influence, 

Inspirational Motivation, Intellectual 

Stimulation, and Individualized 

Consideration, with reliabilities of 

0.913, 0.812, 0.824, and 0.793, 

respectively. 

The Dabney (2008) model is used to 

measure innovation culture. This 

questionnaire consists of 18 items and 4 

dimensions. Using Cronbach's alpha, 

the reliability of the innovation culture 

questionnaire was found to be 0.821, 

and for the intention for innovation, 
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infrastructure for innovation, market 

orientation for innovation, and 

implementation context for innovation 

dimensions, the values were 0.822, 

0.852, 0.795, and 0.821 respectively 

(Shokri, 2017). The overall reliability of 

the questionnaire was calculated as 

0.894, and Cronbach's alpha for 

intention for innovation (questions 1 to 

4), infrastructure for innovation 

(questions 5 to 8), market orientation for 

innovation (questions 9 to 12), and 

implementation context for innovation 

(questions 13 to 18) were 0.704, 0.7, 

0.81, and 0.7, respectively. 

3. Results: 

The study population consisted of 

111 men with a prevalence rate of 

55.5% and 89 women with a prevalence 

rate of 44.5%. The majority of the 

sample (91 individuals and 45.5%) were 

between the ages of 31 and 40. 95 

individuals, equivalent to 47.5%, had a 

bachelor's degree and 98 individuals, 

equivalent to 49%, had between 11 and 

20 years of work experience. 

In casual modeling, which includes 

path analysis, confirmatory factor 

analysis, and structural equation 

modeling, the distribution of variables 

must be normal both in univariate and 

multivariate forms. To check the 

normality of univariate distributions, the 

absolute values of skewness and 

kurtosis of variables should not exceed 

3 and 10, respectively (Kline, 2011). 

3.1 Descriptive statistics 

 We present the descriptive statistics 

of the research variables, indicating that 

the data have the necessary dispersion 

for conducting path analysis. Moreover, 

the skewness and kurtosis of the 

research variables have been reported. 

According to this data, the absolute 

values of skewness and kurtosis of all 

variables are less than 3 and 10, 

respectively. Therefore, the distribution 

of variables is normal. Active work 

behavior (Mean=73.15, Standard 

Deviation=9.78, Skewness=-0.46, 

Kurtosis=0.03), Transformational 

Leadership Style (Mean=69.53, 

Standard Deviation=19.94, Skewness=-

0.78, Kurtosis=-0.21), Innovation 

culture (Mean=69.34, Standard 

Deviation=10.02, Skewness=-0.38, 

Kurtosis=-0.42), Work engagement 

(Mean=29.71, Standard Deviation=7.5, 

Skewness=-0.27, Kurtosis=-0.71). 

3.2 Preliminary analyses 
Since the Cronbach's alpha 

coefficients for the entire questionnaire 

were obtained to be 0.96, the reliability 

of this questionnaire is acceptable. 

Moreover, due to its appropriate 

theoretical foundation, this 

questionnaire has obtained content 

validity approval from subject matter 

experts. Confirmatory factor analysis 

was also used to validate the structure 

and items of each variable, as well as the 

corresponding items, and the absolute fit 

indices are presented as below: 

Absolute Fit Indices for Active work 

behavior (CFI=0.93, GFI=0.91, 

X2/df=1.89, RMSEA=0.06, 

Transformational Leadership Style 

(CFI=0.96, GFI=0.92, X2/df=1.98, 

RMSEA=0.06), Innovation culture 

(CFI=0.93, GFI=0.9, X2/df=1.79, 

RMSEA=0.06), Work engagement 

(CFI=0.98, GFI=0.96, X2/df=1.66, 

RMSEA=0.06). 

The goodness of fit indices for the 

tested model are as follows: The 

Goodness of Fit Index (GFI) is 0.94, 

which is higher than 0.90. The Adjusted 

Goodness of Fit Index (AGFI) is 0.91, 

which is higher than 0.80. The 

Comparative Fit Index (CFI) is 0.98, 

which is higher than 0.90. The chi-

square to degree of freedom ratio 



    59   The Relationship Between Active Work Behaviors, Transformational … 

 
 

(X2/df) is 1.59, which is less than 3. The 

Parsimony Normed Fit Index (PNFI) is 

0.71, which is higher than 0.60. Finally, 

the Root Mean Square Error of 

Approximation (RMSEA) is 0.05, 

which is lower than 0.08. Based on these 

findings, it can be concluded that the 

tested model has a good fit. 

3.3 Measurement model 

A conceptual model was proposed 

and examined using maximum 

likelihood path analysis to predict work 

engagement among teachers. In this 

study, active job behaviors, 

transformational leadership style, 

innovation culture, and work 

engagement were the variables included 

in the theoretical model. Innovation 

culture, and work engagement are 

endogenous variables in the model, 

meaning their variance is explained by 

the variables within the model, while 

active job behaviors, transformational 

leadership style are exogenous variables 

in the model, and their variance is 

explained by variables outside of the 

model that are unknown to the 

researcher. The tested model is reported 

in Figure 1. The AMOS 24 software was 

used to test this model. 

Fig 1: Tested model for work engagement among vocational high school teacher. 
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According to Figure 1, active job 

behaviors, transformational leadership 

style and innovation culture together 

explain 49% of the variance in work 

engagement. Additionally, active job 

behaviors, transformational leadership 

style predict 38% of the variance in 

innovation culture.  

 

3.4 Correlation 

In Table 1, the correlation matrix of the research variables is presented. 

Table 1: The correlation matrix of the research variables. 

4 3 2 1 Variable Number 

   1 Active work 

behavior 

1 

  1 0.32** Transformational  

Leadership Style 

2 

 1 0.41** 0.4** Innovation culture 3 

1 0.56** 0.49** 0.52** Work engagement 4 

**p<0.01 

 

Based on Table 1, there is a significant 

positive relationship (0.52) between 

active job behaviors, (0.49) 

transformational leadership style and 

(0.56) innovation culture with positive 

work engagement at the 0.01 

significance level. 

3.5 Direct, Indirect and Total Effects 

of Research Model 

Table 2 reports the direct effects, 

indirect effects, total effects and the 

variance explained by the variables are 

reported. 

Table 2: Direct Effects, indirect effects, total effects and the variance of the Tested 

Research Model 

Variance Total effect Indirect Effect Direct Effect Pathway 
0.49    On Work engagement 

via 
 0.45*** - 0.45*** Innovation culture 

 0.47** 0.17* 0.30*** Active Work Behavior 

 0.25** 0.17** 0.08 Transformational  

Leadership Style 
0.38    On Innovation 

culture via 
 0.37*** - 0.37*** Active Work 

Behavior 
 0.37*** - 0.37*** Transformational  

Leadership Style 
*p<0.05, **p<0.01, ***p<0.001 

According to Table 2, the direct effects 

of innovation culture (0.45) and active 

work behaviors (0.30) on positive and 

meaningful work engagement are 
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significant (p<0.001). However, 

transformational leadership style 

doesn’t have a direct and significant 

effect on work engagement (0.08). The 

indirect effects of active job behaviors 

(0.17) and transformational leadership 

style (0.17) are positively and 

significantly related to work 

engagement (p<0.05). This effect enters 

through innovation culture on work 

engagement. Therefore, innovation 

culture plays an intermediary role in the 

relationship between active work 

behavior and transformational 

leadership style. Additionally, the direct 

effects of active job behaviors (0.37) 

and transformational leadership style 

(0.37) are positively and significantly 

related to innovation culture(p<0.001).  

4. Discussion 

In this study, a model of relevant 

variables affecting work engagement 

was examined. The findings showed 

that innovation culture and active job 

behaviors have a direct, positive, and 

significant effect on work engagement. 

However, transformational leadership 

style does not have a direct, significant 

effect on work engagement. The indirect 
effects of active job behaviors and 
transformational leadership style are 
positively and significantly related to 
work engagement via innovation 
culture. Based on the results of this 

study, it can be said that the tested 

research model has a good fit. The 

findings of this study are consistent with 

the results of several previous studies, 

including Ahmadifard's study (2017) 

which showed that transformational 

leadership encourages employee work 

engagement by emphasizing the 

importance of their job. These leaders 

focus on goals and motivate employees, 

resulting in work engagement. Yang 

Ping Ji and colleagues (2019) illustrate 

that the transformational leadership 

style effectively fosters an innovative 

environment within organizations. The 

findings of the study conducted by 

Omar Farooq and colleagues (2014) 

regarding transformational leadership 

style align with fostering innovation. 

Establishing an innovation culture 

through suitable leadership styles is 

recommended. Furthermore, Frese & 

Fay (2001) confirm a relationship 

between transformational leadership 

and active job behaviors, such as 

innovation. Schmit colleagues (2016) 

found that work engagement mediates 

the relationship between 

transformational leadership and active 

work behaviors. Kong and Li (2018) 

concluded in their research that active 

work behaviors are related to work 

engagement.  In line with the current 

research, Segera's study (2019) 

demonstrated that the presence of active 

job behaviors among employees leads to 

increased creativity and innovation in 

the organization. Multiple factors 

contribute to creativity and innovation 

in employees, including 

transformational leadership style, 

teamwork, and employee engagement 

(Tan et al., 2019; Zhang & Zhou, 2019). 

In line with the present research, the 

studies of Dehgan (2018), Mokhtari 

(2019), and Grineer et al. (2021) showed 

that teachers who are creative in their 

work have a high level of job 

engagement. 

One critical factor influencing the 

work engagement of teachers in 

vocational high schools is cultivating 

positive emotions and motivational 

states that internally energize them. 

When teachers possess adequate 

internal motivation, they exhibit 

dynamic and active work behaviors. 

This motivation encourages them to 
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invest more time and effort into their 

work, fosters a strong sense of 

attachment to their profession, and 

enhances their enjoyment of their work. 

Teachers with high levels of work 

engagement actively influence their 

environment. Teachers with active work 

behaviors tend to change their work 

environment, including the physical 

environment. Additionally, teachers 

who receive organizational support and 

are satisfied with their job have active 

work behaviors, offer new ideas, and 

have creativity and innovation. 

Creativity and innovation lead to growth 

and development, and create new 

opportunities. Teachers need to be 

equipped with work engagement and 

organizational innovation culture. It is 

noteworthy that the innovation culture 

variable is significantly influenced by 

transformational leadership style. The 

transformational leadership style can be 

more useful for promoting innovation 

because transformational leaders focus 

more on a shared vision and help team 

members feel supported and enhance 

the innovation culture. Leaders can have 

a strong emotional impact on their 

employees, which creates a stronger 

emotional connection between 

individuals and their work environment 

and job.  

5. Limitations 

Like any other research, the present 

study has some limitations. The use of 

self-administered questionnaires as a 

data collection tool and the selection of 

the sample only among vocational high 

school teachers in one province limit the 

generalizability of the findings to other 

provinces and the entire country. 

6. Conclusions 

Based on the results of this study, 

considering that the innovation culture 

plays a mediating role in the relationship 

between work engagement and active 

job behaviors and transformational 

leadership style interact. To ensure that 

teachers have high work engagement 

and job attachment, managers should 

improve their leadership style by 

emphasizing social relationships, 

strengthening teachers' dynamic 

behaviors by promoting creativity and 

innovation in vocational high schools. 

Managers can use organizational new 

ideas and new idea production to solve 

organizational problems and increase 

teachers work engagement in technical 

and vocational schools and 

apprenticeships by implementing these 

ideas. 

Some suggestions for presenting 

more comprehensive results in the field 

of research, expanding the scope of 

research to other provinces and regions 

of the country, which future research 

can investigate other statistical 

communities. The present study has 

examined quantitative data. In the 

future, researchers can study qualitative 

data. 
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