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Abstract 
This study examines how proactive and situational leadership styles 
influence employees’ creativity during crisis-induced lockdowns, with 
routine disruption as a moderating variable. Set in the information 
technology sector of Southern Punjab, Pakistan, during the COVID-19 
pandemic, the research addresses the challenge leaders faced in 
maintaining employee creativity amid disrupted work routines. 
Grounded primarily in trait activation theory and supported by 
cognitive energetics theory, the study adopts a quantitative, 
correlational design. Data were collected through an online survey from 
252 IT professionals who worked throughout the pandemic. The 
questionnaire measured proactive leadership, situational leadership, 
employee creativity, and routine disruption using established scales. 
Data were analysed using SPSS for descriptive statistics and SmartPLS 
for structural equation modelling. Results indicate that both proactive 
leadership (β = 0.101, p = 0.034) and situational leadership (β = 0.241, 
p = 0.001) have significant positive effects on employee creativity, with 
situational leadership exerting the stronger influence. However, routine 
disruption did not significantly moderate either relationship (p > 0.05), 
suggesting that employees’ creative performance remained largely 
unaffected by disruptions to their daily routines. The findings highlight 
the importance of flexible, situationally responsive leadership in 
sustaining creativity during crises and offer practical implications for 
human resource managers and organizational leaders in developing 
countries. Limitations and directions for future research are discussed. 
Keywords: Proactive Leadership, Situational Leadership, 
Employee Creativity, Routine Disruption 

1. Introduction 
In recent years, the COVID-19 pandemic epidemic has made it difficult for corporate executives and 

managers to maintain their market position (Kaushik & Guleria, 2020). It has had a significant effect on the 
world by destabilizing economies and compelling firms to innovate and diversify how they carry out their 
work activities (Hussain et al., 2021). To prevent the transmission of disease, most organizations have 
migrated to virtual or online work environments nowadays (Alsharef et al., 2021). There are many 
possibilities, but selecting the best one to withstand such a pandemic and increase productivity among staff is 
difficult (Omodan, 2022). In addition, they assign equal weight to all workplace characteristics and examine 
the leadership style most conducive to the achievement of organizational objectives (STUOnline, 2021). Both 
types of leadership are crucial for effectively confronting any uncertain scenario (Sugiarto, Lestari, & 
Fachlevi, 2021). Especially in the lockdown situation, where employees and managers have encountered 
numerous ordinary disruptions to their everyday activities (van Zoonen & Ter Hoeven, 2021). 

In Pakistan, due to the lockdown, this state's revenue and exports plummeted by one-third (50%) in 
2020 (Junaidi, 2020). However, some industries, such as information technology, were not significantly 
impacted by this global epidemic. Despite COVID-19 outbreak, China's IT industry generated 
approximately USD 190 billion in 2020-21 (Javaid et al., 2020). However, the prevalent disruption factor 
among employees posed a danger to senior management's ability to expand (Begum and Mobeen, 2020). 
These difficulties, in turn, inform the primary research topic of the study: “In a crisis, what type of 
leadership style is most effective for boosting the creativity of people within an organization?”  
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Javed (2020) has previously evaluated the impact of coronavirus on Pakistan's hotel, tourism, and 
transportation industries. However, he was unable to emphasize the significance of effective leadership in 
enhancing the creative performance of employees. During this pandemic, there is a paucity of study on how 
to promote smart working among personnel in this industry. No study has focused on Pakistani IT 
enterprises and their employees' concerns during this global recession. In addition, they did not compare 
proactive leadership styles to determine which style is effective for promoting creativity in lockdown 
situations. 

Concerning its contributions, it can be concluded that it has both theoretical and practical implications. 
This study's theoretical objective is to investigate new research avenues in crisis management and advanced 
leadership. In addition, Pakistani business leaders can utilize its findings regarding effective leadership in a 
globally evolving environment in their upcoming projects. This study directly helped the upcoming leaders to 
evaluate the employees’ perspective towards most effective leadership approach in crisis situation. Also, this 
research contributes to leadership and creativity literature. Moreover, this study underscores the role of leaders 
in influencing creativity.  This shows that its constructive results helped to evaluate how such routine 
disruption factor, within the lockdown, may affect the IT employees’ creativity. Such practical contribution 
will help the leaders to consider this factor in their upcoming strategies and decisions.  

The introduction begins with a critical examination of the study's context, issue statement, research 
objectives/questions, gaps, scope, and contribution. The second component of the literature review is devoted 
to evaluating the researchers' competing perspectives on the pertinent themes. In addition, the theoretical 
foundations of several pertinent concepts and the conceptual framework will be developed. In the 
methodology section, the research design, methodology, population, sampling process, and sample size will 
be explained. Both SPSS and PLS will be used to analyze the results of the study.  

This section will also elaborate on some practical recommendations, constraints, and implications for 
future study in the subject of crisis leadership. 
2. Literature Review 
2.1. Trait Activation Theory 

Trait Activation Theory explains how people express their personal traits when they encounter 
situational cues that are relevant to those traits (Tett et al., 2013). They further argued that, in general, 
employees look for intrinsic satisfaction in their work. Intrinsic motivation is viewed as an intrinsic personality 
attribute that motivates people’s happiness (Horng et al., 2016). Creativity refers to the production of 
innovative and beneficial ideas for processes and methods at work by people (Hirst et al., 2009). 

Proactivity is described as a stable tendency of a person to take prompt and decided activities (Du et 
al., 2021). Leaders with a proactive disposition tend to constantly question the status quo. They are less 
constrained by situational constraints and seek to generate change by influencing their environment (Peng et 
al., 2020). Their intrinsic desire inspires others to increase their creativity in order to accomplish 
organizational objectives (Crant, 1995). Situational leaders immediately improve employees’ drive to execute 
innovatively in pursuit of organizational objectives (Schweikle, 2014). It can be claimed that both of these 
leadership styles increase the intrinsic drive of employees to increase their degree of creativity in an 
unpredictable setting. The characteristic activation idea has been extensively referenced by numerous 
researchers. 
2.2. Cognitive Energetics Theory 

Cognitive energetics theory was introduced by Kruglanski in 2012. According to this view, the energy 
a person brings to a task matters more than anything else in reaching a goal, and the stronger that energy is, 
the faster the goal is achieved. Two kinds of energy make up this force: the first is the energy a person has on 
hand to devote to a purpose, and the second is the energy tied to an effective driving force, meaning the portion 
of that energy that is actually put to work toward the goal. 

Researchers hold that disruptions to normal routines slow employees down as they work toward their 
job goals (Kruglanski et al., 2012). Routine interruption refers to inevitable alterations to a working schedule. 
Its presence in the workplace enables individuals to automate their daily tasks, lowering the amount of energy 
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expended on planning and coordinating activities (Evans & Stanovich, 2013; Neal et al., 2013). Therefore, 
once regular patterns are established, staff may simply conserve their energies for non-routine tasks (Bargh et 
al., 1996). In brief, it has the ability to increase their available energy to devote to everyday work objectives 
(Kruglanski et al., 2012). 
2.3. Proactive Leadership and Employees’ Creativity 

Proactive personality referred to as “individual leaders who are unconstrained by the situational forces, 
and who impacts organizational change” (Bateman & Crant, 1993). A proactive personality is essential to 
creativity among these traits because it denotes a preference for difficult or risky actions, such as creative 
endeavors. Recent research has recommended analyzing a proactive personality measure as a proxy indicator 
of personality traits that support creativity (Tai & Mai, 2016). Further, several scholars confirmed that 
proactive leadership is a significant antecedent of workplace adjustment, productivity and performance. It has 
been associated with the increased productivity, job performance, and career success (Fuller & Marler, 2009). 
Therefore, it is highly relevant to consider the proactive leadership in understanding the employee creativity. 

H1: There is a significant positive impact of proactive leadership on employee creativity. 
2.4. Situational Leadership and Employees’ Creativity 

Situational leadership emerged as a reaction to trait-based leadership (Ghazzawi et al., 2017). This 
integrates both supportive and directive components. Situational leaders evaluate subordinates’ commitment 
in terms of task completion. Situational leaders address complexities creatively and promptly for success. 
According to studies, situational leadership is strongly associated with the increase in employee creativity and 
performance (Cnaff & Wright, 2013). Ridlwan et al. (2021) assert that organizational culture and situational 
leadership are significant from the perspective of creative performance. During COVID-19, Francisco and 
Nuqui (2020) explored the emergence of situational leadership. They maintained that this style of leadership 
style is better in promoting the efficiency in a crisis. Based on these studies, the following hypothesis has been 
postulated; 

H2: There is a significant positive impact of situational leadership on employee creativity. 
2.5. Moderating Role of Routine Disruption in Lockdown 

According to Majumdar et al. (2020), most individuals hold up their productivity because of the 
routine disruption. Another research examined the negative influence of COVID-based routine disruption on 
employees’ performance (van Zoonen & Ter Hoeven, 2021). They observed that there is a notable effect of 
work disruption on daily work procedures and innovation. Recently, analysts highlighted that creative 
performance is strengthened through a form of leadership, that overcomes organizational inertia (AlKayid et 
al., 2022). In such scenario, proactive leadership is a plausible approach to manage any uncertain situation. 
On the basis of aforementioned studies, the following hypothesis is proposed; 

H3: There is a significant negative moderating role of routine disruption between proactive leadership 
and employees’ creativity. 

Fernandez and Shaw (2020) found that during the COVID-19 crisis, a situational leadership approach 
facilitated employees strongly in terms of spotting opportunities within the disruption. These leaders were 
willing to decide on the spot and take calculated risks to protect teaching and learning. Leaders themselves 
faced heavy pressures at the time, including health safety, broken routines, and the need to re-energize their 
teams (Müller, 2020). Guan et al. (2021) later examined how employees adapted to limit service disruption 
and reported that situational leadership helped people find ways to blunt the effects of uncertainty. 

Drawing on event system theory across several studies, Chen et al. (2021) concluded that situational 
leadership cushions the impact of critical events and supports creativity. Gahan et al. (2021) similarly found 
that leadership capability and high-performance work systems both lift creativity and innovation, so 
situational leaders should build close relationships with employees. By contrast, Sahni (2020) showed that 
weak communication and remote work created confusion and fear that reduced creative output, and Gomes et 
al. (2021) found that poor connection and online classes weakened students’ sense of belonging. García-
Avilés (2021) described virtual newsrooms rebuilding collaboration. Given this literature, the following 
hypothesis is proposed: 
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H4: There is a significant negative moderating role of routine disruption between situational 
leadership and employees’ creativity. 
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Figure 1 
Theoretical Framework 

 
Note. The figure displays the hypothesized relationships among proactive leadership, situational 

leadership, employee creativity, and the moderating role of routine disruption. Adapted from the authors’ 
conceptual model. 
3. Methodology 
3.1. Research Design 

A quantitative design was chosen to determine which leadership style better enhances creativity among 
IT sector employees during a crisis. It suits the Pakistani context because it produces accurate findings from 
the target respondents. A correlational approach was adopted to measure the variables and describe the 
relationships between them, in line with the study’s objectives and questions. A positivist philosophy guided 
data collection, sampling, and analysis throughout. 
3.2. Study Population 

The participants in this study were IT professionals based in Southern Punjab, Pakistan, who had been 
employed throughout the COVID-19 outbreak. The inclusive criteria of choosing participants 
3.3. Sample Size and Sampling Technique 

To avoid overgeneralizing the findings, the study drew its sample in line with Yan et al. (2022). The 
final sample comprised 250 IT sector employees from Southern Punjab. A non-probability approach was used, 
specifically convenience sampling, in which respondents were chosen because they were easy to reach 
(Martinez-Mesa et al., 2016). Data were gathered only from employees who agreed to take part (Yan et al., 
2022). To apply this method effectively, respondents were profiled on four main demographic characteristics: 
gender, age, education, and work experience (Saeed et al., 2019). Overall, this approach gave IT employees 
who had struggled with performance-related problems during the COVID-19 pandemic a fair opportunity to 
be included. It was adopted mainly because it eased practical constraints, namely logistics, an unknown 
population size, limited time and budget, and ethical concerns (Amin & Aman, 2016). 
3.4. Data Collection Method 

Primary data were collected for this quantitative study to capture respondents’ views on leadership 
styles and their creative performance (Coe et al., 2021). An online survey was chosen as the data collection 
method. IT professionals who had worked through the pandemic and dealt with performance-related 
difficulties were sent the questionnaire by email. The instrument consisted of close-ended items hosted on 
Google Forms. Because it lets researchers reach the intended audience quickly and at low cost, this approach 
was considered practical (Siegfried, 2022). 

Proactive 
Leadership 

Situational 
Leadership  

Employees’ 
Creativity  

Routine 
Disruption 
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3.5. Measuring Instrument 
Data was collected from an online survey, which let us capture how respondents saw leadership 

(situational and proactive). Each participant received a link by email and needed only a click to open the form 
and answer (Kelley-Quon, 2018). Because it was flexible and reached many people, the tool suited the study. 
It had two parts (Yan et al., 2022). Part one asked about background: education, gender, job experience, and 
age. Part two covered the constructs under study: employee creativity, routine disruption, proactive leadership, 
and situational leadership. 

Proactive leadership, the independent variable, was gauged by ten indicators from Chen et al. (2021a). 
For situational leadership, the study adapted eleven indicators from Ghazzawi et al. (2017). Employee 
creativity was the dependent variable. Routine disruption acted as the moderator: respondents contrasted life 
during the coronavirus period with life before the outbreak to describe their experience as IT employees. A 
seven-point Likert scale from Yi-Feng Chen et al. (2021a) recorded their answers. 
3.6. Statistical Tests 

Statistical testing was handled with two programs, SPSS and PLS, which together covered the 
calculation, interpretation, and analysis of the results. SPSS ran the descriptive statistics, since it offers 
detailed analytical tools along with strong plotting, reporting, and presentation features (Baffoe-Djan & Smith, 
2019). PLS took over the testing of the variables, namely reliability, validity, and hypothesis testing. 
4. Results and Analysis 
4.1. Demographic Analysis 
Table 1 
Descriptive Statistics 

Variable N Mean Median SD Variance Skewness 
SE of 

Skewness 
Kurtosis 

SE of 
Kurtosis 

Range Min Max 

Gender 252 1.31 1.00 .463 .215 .829 .153 −1.323 .306 1 1 2 
Age 252 2.28 2.00 1.102 1.213 .693 .153 −.184 .306 4 1 5 
Education 252 4.45 4.00 .732 .536 −.510 .153 .953 .306 4 2 6 
Job 
Experience 

252 2.83 3.00 1.298 1.685 −.105 .153 −1.299 .306 4 1 5 

 
Table 2 
Demographic Analysis 

Demographic Category Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Gender Male 174 69.0 69.0 69.0 
 Female 78 31.0 31.0 100.0 
 Total 252 100.0 100.0  

Age 18–25 68 27.0 27.0 27.0 
 26–35 94 37.3 37.3 64.3 
 36–45 53 21.0 21.0 85.3 
 46–55 26 10.3 10.3 95.6 
 Above 55 11 4.4 4.4 100.0 

Education Graduate 111 44.0 44.0 50.8 
 Post Graduate 117 46.0 46.0 95.6 
 PhD 24 9.6 9.6 100.0 

Job Experience Less than 1 year 56 22.2 22.2 22.2 
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Demographic Category Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Over than 1 year, up-to 3 years 50 19.8 19.8 42.1 
 Less than 5 years 44 17.5 17.5 59.5 
 Over than 5 years, up-to 10 years 84 33.3 33.3 92.9 
 Over than 10 years 18 7.1 7.1 100.0 

Male respondents numbered 174, more than double the 78 female respondents. By age, 94 participants 
fell in the 26–35 bracket, 68 in the 18–25 bracket, 53 in the 36–45 bracket, and 26 in the 46–55 bracket, while 
only 11 were older than 55. Regarding education, graduates (44%) and postgraduates (46%) made up most of 
the active responses, with Ph.D. holders (9.6%) far behind. Finally, respondents with substantial work 
experience clearly outnumbered those with little. 
4.2. Measurement Model 

PLS regression extends and merges features of principal component analysis and multiple regression 
(Hair et al., 2021). Within PLS, the structural equation model is built from two submodels: the measurement 
model and the structural model. The measurement model examines how the latent variables relate to the 
observed data (Cho et al., 2022). 
Table 3 
Factor Loadings 
Construct Item Loading 
Employee Creativity EC1 0.769 
 EC11 0.73 
 EC12 0.753 
 EC13 0.791 
 EC2 0.642 
 EC3 0.629 
 EC4 0.644 
 EC5 0.73 
 EC6 0.703 
 EC7 0.718 
 EC8 0.714 
 EC9 0.75 
Proactive Leadership PL1 0.412 
 PL10 0.737 
 PL2 0.685 
 PL4 0.631 
 PL5 0.675 
 PL7 0.799 
 PL8 0.69 
 PL9 0.771 
Routine Disruption RD1 0.81 
 RD2 0.863 
 RD3 0.797 
 RD4 0.769 
 RD5 0.61 
Situational Leadership SL1 0.696 
 SL10 0.726 
 SL2 0.734 
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Construct Item Loading 
 SL3 0.723 
 SL4 0.611 
 SL5 0.585 
 SL8 0.63 

The results above show that most of the indicators for the tested variables load well in the model, as 
their values exceed 0.6. The exceptions are PL1 and SL5. The graphical representation follows below. 
Figure 4.1 
Graphical Display of Factor Loadings 

 
Note. The figure shows the outer loadings for each indicator in the measurement model. Adapted from 

the authors’ PLS analysis. 
The absence of a multicollinearity issue between its variables is proved by the fact that the variance 

inflation factor (VIF) values for all of their indicators fall under the threshold range (less than 3) as highlighted 
in below table. 
Table 4 
Multicollinearity Results 
Construct Factor VIF 
Employee Creativity EC10 2.967 
 EC11 2.653 
 EC12 2.311 
 EC13 2.789 
 EC2 1.666 
 EC3 1.66 
 EC4 2.054 
 EC5 2.507 
 EC6 2.11 
 EC7 2.4 
 EC8 2.159 
 EC9 2.354 
Proactive Leadership PL1 1.09 
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Construct Factor VIF 
 PL10 2.055 
 PL2 2.04 
 PL4 1.446 
 PL5 1.697 
 PL7 2.552 
 PL8 1.854 
 PL9 2.194 
Routine Disruption RD1 2.229 
 RD2 2.913 
 RD3 1.968 
 RD4 1.888 
 RD5 1.567 
Situational Leadership SL1 1.53 
 SL10 1.541 
 SL2 1.72 
 SL3 1.639 
 SL4 1.388 
 SL5 1.435 
 SL8 1.28 

All variables’ values are within their threshold range, as mentioned in Table 5. For instance, the alpha 
value of each variable according to Cronbach is more than 0.60. In addition, both rho A and composite 
reliability values exceed 0.7. AVE readings likewise fall inside their respective threshold range (e.g., 0.5 or 
greater than 0.5). This demonstrates that all respondents provided valid and reliable results for each measuring 
indicator. 
Table 5 
Construct Reliability and Validity 
Construct Cronbach’s Alpha rho_A Composite Reliability AVE 
Employee Creativity 0.913 0.916 0.926 0.513 
Proactive Leadership 0.835 0.826 0.873 0.5 
Routine Disruption 0.831 0.849 0.881 0.6 
Situational Leadership 0.801 0.808 0.853 0.5 

Table 6 
Convergent Reliability and Validity 
Construct Item Loading α Composite Reliability AVE 
Employee Creativity EC10 0.769 0.913 0.926 0.513 
 EC11 0.73    
 EC12 0.753    
 EC13 0.791    
 EC2 0.642    
 EC3 0.629    
 EC4 0.644    
 EC5 0.73    
 EC6 0.703    
 EC7 0.718    
 EC8 0.714    
 EC9 0.75    

Proactive Leadership PL1 0.412 0.835 0.873 0.5 
 PL10 0.737    
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Construct Item Loading α Composite Reliability AVE 
 PL2 0.685    
 PL4 0.631    
 PL5 0.675    
 PL7 0.799    
 PL8 0.69    
 PL9 0.771    

Situational Leadership SL1 0.696 0.801 0.853 0.5 
 SL10 0.726    
 SL2 0.734    
 SL3 0.723    
 SL4 0.611    
 SL5 0.585    
 SL8 0.63    

Routine Disruption RD1 0.81 0.831 0.881 0.6 
 RD2 0.863    
 RD3 0.797    
 RD4 0.769    
 RD5 0.61    

To evaluate its discriminant validity, the Fornell–Larcker criterion has been implemented. The results 
were displayed in Table 7, which demonstrated that all diagonal values are bigger than the lower values. It 
indicates that no discriminant validity issue has persisted in the tested items. 
Table 7 
Fornell–Larcker Criterion-Based Discriminant Validity 

Construct 
Employee 
Creativity 

Proactive 
Leadership 

Routine 
Disruption 

Situational 
Leadership 

Employee Creativity 0.716    

Proactive Leadership 0.258 0.684   

Routine Disruption 0.601 0.219 0.775  

Situational Leadership 0.475 0.221 0.452 0.675 
Its R-squared value is 0.423, which indicates that the dependent variable (i.e., employee creativity) is 

42% off its mean position as a result of the independent variables (i.e., proactive leadership and situational 
leadership) and moderator (i.e., routine disruption). 
4.3. Structural Model Direct Effect-Based Hypotheses Testing 

The SEM model is used to analyze the direct link between independent and dependent variables, and 
its results are presented in the table below; 
Table 8 
Direct Effects 

Path 
Standard 

Beta 
Standard 

Error 
t Value p Value Result 

Proactive Leadership → Employee Creativity 0.101 0.048 2.125 0.034 Supported 
Situational Leadership → Employee Creativity 0.241 0.072 3.36 0.001 Supported 

A p-value of 0.034 indicates a substantial and favorable link between proactive leadership and 
employee creativity (lower than 0.05). Additionally, situational leadership considerably and positively 
increased employee creativity with a 0.001 coefficient (within the threshold range). In contrast, situational 
leadership has a far greater effect on the inventiveness of Pakistani employees. 
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4.4. Moderating Effect-Based Hypotheses Testing 
Table 9 
Moderating Effects 
Path Standard Beta Standard Error t Value p Value Result 
PL × RD → EC 0.012 0.061 0.196 0.845 Not Supported 
SL × RD → EC −0.012 0.049 0.237 0.813 Not Supported 

The results above show that neither moderating effect is statistically significant, since both p-values 
exceed 0.05 (0.845 and 0.813). Routine disruption (RD) had a small positive but nonsignificant effect on the 
link between proactive leadership (PL) and employee creativity (EC), with a beta of 0.012, and a small 
negative but non-significant effect on the link between situational leadership (SL) and EC, with a beta of 
−0.012. In other words, RD does not significantly moderate either relationship. Hypotheses 3 (H3) and 4 (H4) 
are therefore rejected. The figures below illustrate these results. 
Figure 2 
Structural Equation Modeling (SEM) 

 
Note. The figure displays the path coefficients and moderating effects estimated in the PLS-SEM 

model. Adapted from the authors’ analysis. 
The graphs below illustrate the non-significant moderating effect of routine disruption (RD) on the 

relationships between proactive leadership (PL) and employee creativity (EC), and between situational 
leadership (SL) and EC. In both plots the lines run parallel to one another, and neither the green nor the blue 
slope shows any noticeable steepness. 
Figure 3 
Moderating Effect of Routine Disruption Between Proactive Leadership and Employee Creativity 
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Note. The figure plots the interaction effect of proactive leadership and routine disruption on employee 
creativity. Adapted from the authors’ analysis. 
Figure 4 
Moderating Effect of Routine Disruption Between Situational Leadership and Employee Creativity 

 
Note. The figure plots the interaction effect of situational leadership and routine disruption on 

employee creativity. Adapted from the authors’ analysis. 
5. Discussion and Conclusion 
5.1. Discussion 

After a thorough examination of the statistical results, it is evident that the two principal hypotheses 
(H1 and H2) of this study have been justified. In the context of the IT industry in Southern Punjab, for 
example, a considerable positive association emerged between employee creativity and proactive leadership. 
Especially in the context of the COVID-19 epidemic, where a complete lockdown created a difficult scenario 
for the employed class to timely finish their routine responsibilities. Bason (2018) similarly supported the 
favourable relationship between proactive personality and creativity, albeit in a Western environment. This 
demonstrates that such advanced and intelligent attributes of leaders were crucial to the improvement of 
society in both developing and established states. 

During coronavirus outbreaks, an employee’s creativity in the Pakistani Higher Education industry is 
boosted directly by a proactive attitude (Shabbir & Ali, 2021). According to them, such a leadership style 
enhances their radical innovation far more than their incremental creativity. Moreover, a proactive leadership 
style increases employee engagement inside a company (Mubarak et al., 2021). In coronavirus scenarios, if 
organizational leaders are modest and proactive in decision-making, they considerably improve the 
inventiveness and even social sustainability of their employees. Proactive leadership has a crucial role in 
sustaining the performance effectiveness of frontline employees during critical crises (Alessa et al., 2021). 

On its second key hypothesis, the study found a significant positive link between situational leadership 
and employee creativity in Pakistan. Wuryani et al. (2021) explain why: situational leaders make decisions in 
a semi-structured way, and this strengthens employees’ drive to perform creatively. They also reported that 
better technology made such unstructured decisions easier in difficult circumstances. Self-reported creativity, 
meanwhile, usually tracks closely with a person’s psychological capital and the features of their job (Cai et 
al., 2019). 

A supervisor who recognizes what subordinates are capable of can therefore build a workplace that 
rewards creative performance with relative ease, even in a local or global crisis such as lockdown. Situational 
motivation tied to task routinization likewise lifts creativity in adverse conditions, because that awareness 
helps form a high-quality leader–member exchange (LMX) relationship, which protects the company’s 
standing through internal and external crises (Yoon & Choi, 2019). Tan et al. (2021) backed this argument 
with evidence from three large Chinese manufacturing firms. Ghazzawi et al. (2017) had earlier shown that 
situational leadership encourages employees to demonstrate innovative performance. 

Leaders in Pakistan now need to strengthen their entrepreneurial skills if their companies are to stay 
productive through a global crisis like the coronavirus pandemic and also during the lockdowns. Mehmood 
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and colleagues made the same case in a 2020 study centred on Pakistan’s manufacturing sector and its 
management. They also showed that knowledge sharing plays an important part in linking situational 
entrepreneurial leadership to employee innovation (Mehmood et al., 2020). The present study, by contrast, 
looked at the creativity of IT sector employees during the recent coronavirus outbreak in Pakistan. Its results 
indicate that leaders’ situational style boosted employees’ creative performance, even under lockdown. Good 
communication with their staff allowed IT executives and managers in this developing country to keep 
employee productivity up. 

The lockdown crisis is disruptive and poses a direct danger to occupational and organizational 
practices, particularly in lower and middle level management (Seidl & Whittington, 2020). In this instance, 
the intelligent decisions to deploy digital assistants in human resources contributed to the maintenance of 
positive relationships between managers and employees (Gkeredakis et al., 2021). This study result 
demonstrates that the IT-focused Pakistani leadership utilized clever digital technology in their daily 
activities, which allowed them to maintain performance efficiency (i.e., innovation) despite the lockdown. 
Consequently, during the first three waves of the COVID-19 epidemic, its employees did not encounter any 
substantial disruptions to their routines. 
5.2. Conclusion 

This study set out to examine and highlight how two leadership styles, proactive and situational, shape 
the creativity of IT sector employees in Pakistan during pandemic lockdowns that disrupted normal routines. 
To pursue this aim, a quantitative design built around an online survey was adopted, and a convenience sample 
of 252 employees was drawn from the IT sector of Southern Punjab. Primary data were gathered through a 
structured questionnaire. SPSS was used for demographic profiling, while Smart PLS was applied to the 
analytical work, namely reliability testing, validity testing, and hypothesis testing. The demographic profile 
showed that most of the active respondents were young, well-educated, and experienced men. All of them had 
worked through the COVID-19 lockdown period, so they were well placed to judge how their leaders 
approached the crisis strategically. 

Situational leadership likewise exerted a significant positive influence on the creativity of Pakistani 
employees. Both H1 and H2 are therefore supported by the analytical results. These findings suggest that most 
IT personnel recognized both leadership styles in their managers, and that each style directly improves how 
effectively they perform. Overall, however, situational leadership was found to be considerably more common 
among leaders in Southern Punjab than proactive leadership. This implies that most of these leaders are highly 
efficient and flexible in their strategic decisions and plans, whether the circumstances are routine or urgent. 
Leaders are also described as approachable toward their followers and receptive to their input when conditions 
are uncertain, and this encourages team members to think creatively and perform at a higher level. 

Regarding its routine disruption-based moderation, it can be determined that routine disruption plays 
no major moderating role between proactive leadership and employee creativity, hence its H3 is not supported. 
Its PLS results also indicated that routine disruption plays no moderating role between situational leadership 
and employee creativity. Ultimately, it is proven that frontline employees in the IT industry who worked in 
this developing nation during the lockdown did not experience any usual disruptions. They may encounter 
additional socioeconomic challenges, such as pay deduction, inflation, health issues, network issues, work–
life imbalance, and so on. 

Employee viewpoints indicate that creative performance was not significantly affected by routine 
disruption. Leaders’ flexible, durable decisions and advanced capabilities are credited with this outcome. 
Decisive and supportive leadership also fostered close relationships with employees and eased their heavy 
workloads, which in turn nurtured their creativity. Overall, the constructive findings of this study deserve the 
attention of Pakistani leaders, HR managers, decision-makers, and legislators, who can draw on them in future 
business projects and during crises. Its data can be incorporated into their background research, literature 
reviews, and discussion sections to strengthen later work. Taken together, these points show that the study 
carries substantial practical, theoretical, and policy implications. 
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5.3. Theoretical Implications 
The results extend earlier research in several significant ways. Also, it carried some theoretical 

implications for the upcoming scholars and business analysts, for example; 
This research contribute to the literature on creativity by concurrently comparing proactive and 

situational leadership styles. Second, this study emphasizes the influence of leadership on employee creativity 
in a lockdown situation. Third this study confirms the positive impact of situational leadership style on 
employees’ creativity. 
5.4. Practical Implications 

Based on the aforementioned findings, there are a number of practical implications for Pakistani 
leaders and managers seeking to increase the efficiency and productivity of their followers in uncertain 
conditions; 

If Pakistani leaders become proactive in their everyday interactions, there is an opportunity to attain 
financial benefits and broader societal results. In addition, leaders must be quick-witted enough to deal with 
any unforeseen and unfavourable event. In such a situation, they must involve followers in crisis-oriented 
decision making. Pakistani leaders must encourage their supporters to contribute fresh and original ideas for 
environmental protection. This deep link between leader and member will inspire followers to accomplish a 
specific duty on leader’s behalf. Management needs to provide staff with a variety of perks to encourage 
innovation in tackling any other lockdown circumstance. Under the next years, their leadership will help foster 
job motivation in crisis/lockdown scenarios. In uncertain scenarios, it is strongly suggested that Pakistani HR 
managers and IT leaders adopt strategic judgments that meet the needs of every individual. Future managers 
can incorporate this knowledge into their crisis-oriented plans and policies. Its outputs will assist them in 
adopting a situationally and pro-actively oriented, directed leadership style to achieve superior performance 
outcomes in both crisis and regular circumstances. In addition, Pakistani leaders and members must 
thoroughly assess the degree of the interruption in order to plan, choose, and implement successful methods 
for future lockdowns. 
5.5. Limitations and Direction for Future Research 

Some major methodological, contextual, and theoretical limitations of this study is given below; 
There is a potential to fill this methodological gap by incorporating a dyadic approach, which will be 

considered by both Pakistani management and service sector employees for the purpose of data collecting. 
Future researchers can use the mixed method approach using online or in-person interviews. Future experts 
may take into account other developing nations, such as India, Bangladesh, and other states, while examining 
pertinent subjects. Such a comparative analysis on a large scale will aid in the development of highly 
beneficial outcomes. This growing state lacks comparison research between different service industries. 
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