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Transformational Leadership
Innovative Work Behavior
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CHAPTER 1: INTRODUCTION
1.1 BACKGROUND OF THE STUDY

Leaders have important role in cultivating the environment which stimulates the process
of collecting and disseminating information . Transformational leaders have the capability to

generate knowledge and make it Elpplicable as well so that the real benefits of the knowledge can

be reaped (Innovation) which will ultimately lead to better organizational performance (Argyris &

Schon, 1996). Such behaviors of leaders build the proficiency which can help in personal and
professional development (Senge, 1990). Transformational leaders make significant contribution
in developing the aptitude of their followers. Efforts are also made to sustain such environment
which supports generation and sharing of knowledge causing an increase in the effectiveness

(Bass, 1999).

Without a. good leader innovation cannot be achieved in an organization since the leader’s
behavior and practices are directly proportional to their employee’s behavior. The behavior of the
head conveys the expectations to the subordinates. Good leaders always encourage and boost their
employees to push their limits and explore the un-explored, thereby resulting in creation of new
and vigorous ideas ( Anderson, de Dreu, & Nij stad, 2004). The encouraging and supportive
behavior of the leader instills in his subordinate the sense of group-belonging..This sense of group
belongingness results in increased employee cooperation and productivity (DcCremer &
Knippenberg, 2002; Eden, 1984). A leader who effectively leads his team is not only in a
position to create extraordinary innovations, but can also turn the performance into a more
consistent pattern leading to long term benefits of all those involved in the process of enhancing

organizational profitability (Charlton, 2000).
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For the running of a successful organization, presence of a continuous stream of new ideas
acts as a life line for the organization. This way an organization has the capability to bring in
innovative set of Vproducts and services by introducing new technology, management tools, and
administrative techniques by creating new elements in the organization. The process of bringing
in innovation to a setup requires a hands-on approach of the employees who have to work beyond
expectations by using their full potential and overcoming their personal work barriers. The
organizations aiming at maintaining their competitive edge, strive to maintain and instill an

innovative work behavior amongst their employees.

The innovation’s role in enhancing the performance of the organizational has also been
elaborated by a number of researchers (Hurley & Hult, 1998). Organizations relying greater on
innovati;)n are more likely to attain good results as compared to other organizations that do not
give proper attention to innovative techniques. Innovation allows organizations to develop the
capabilities which can help in enhancing the organizational performance and sustain the
compétitive advaﬁtage with less effort (Hurley &Hult, 1998). Absence of innovative environment
negatively affects organizational productivity (L66f & Heshmati, 2002) however, the examination
of innovation from other aspects (like design, innovation etc) can be linked with the

organizational improvement (Danneels & Klienschmidt, 2001).

Organization initiatives focused on innovation are primarily described as a means to
enhance the organizational performanée (Hurley &Hult 1998). Leaders can also motivate the
employees to make contributions in establishing an ambiance which thrives in innovation.” But ™~
Jeader traits and styles are fundamental elements which determine the occurrence of innovative
behavior within the organization. There is extensive evidence that mutual/joint; patticipatory”
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leadership style has better chances to foster organizational innovation as compared to
transactional leadership style (Kanter, 1983). Also transformational style of leadership can play
instrumental role in forming the common goals, provides opportunity to leaders to help and
encourage employees to generate new opportunities and face the challenges (Bass &Avolio,

2000).

Recently a large number of scholars and academicians have focused their studies on
determining factors that determine individual innovations in a particular frame of work in an
organization (Organ, 1988). Getz & Robinson gave a refreshing new rule of thumb in this regard
(Getz & Robinson, 2003) according to them nearly 80% of all improvement based ideas originate
in the minds of the employees who then present it to their heads whereas only 20% of all

innovations are the result of properly planned innovation based activities.

The most important factor affecting and influencing knowledge and innovation according
to the latest researches is the leadership itself (Nonaka & Takeuchi, 1995; Senge, Kleiner,
Charlotte, Ross, & Smith, 1994). Richard and Moger (2006) in his study stated leadership as a
process reinforcing creativity and innovation and discovered that there exist characteristics that
are altogether nine in number that overlap each other and in each of this leadership plays a crucial
part. Different outcomes, like performance (Kark & Shamir, 2002), employees’ job satisfaction
(Bass &Avolio, 1994) job involvement (Bass, Avolio, Jung &Berson, 2003), employees
organizational commitment (Bycio, Hackett & Allen, 1995), putting extra effort (Seltzer & Bass,
1990), turnover (Bycio et al., 1995), development project team innovations (Keller, 1992),

organizational and individual innovation (Gumusluoglu&llsev, 2009; Reuvers, Engen,
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Vinkenburg, & Evered, 2008; Janssen, 2002) have been associated with and preserved as a result

of the leadership style.

With increase in the pressure for attaining the top position in the market and to cut through
and come out as the winner the organizations as result of all the competition are forced to change
their policies and transform radically. This puts pressure on the leaders who are forced to go for
highest level of performance and explore transformational traits in themselves. According to
Howell and Avolio (1993) transformational leadership is further effectual in improving
innovation than transactional lead[ership. gThis kind of leadership is more long-term oriented:
therefore they plan, execute and perform vs}ith absolute open-mindedness. This makes them a role
model figure for their subordinates|who trust their leader fully. Such leaders explore new ways of

working around problems and encourage their subordinates to become even better performers and

reach for the unconventional approach.

Thus the organization must create an atmosphere that promotes transformational
leadership and innovation-friendly employee behavior./But to be able to do the creative work the
employees must culture their minds to have a creative aptitude towards problem solvihg‘and
secondly the organization must be elastic enough to accommodate and‘support (Kwasniewska &
Neeka, 2004) the unconventional set of mind-frame which is according to numérous studies has
proved to be profitable. As, individual innovative behaviors are vital for organizational success,
the study of what stimulates them is important (Scott & Bruce, 1994). |
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12 PROBLEM IDENTIFICATION/RESEARCH GAP
Extensive past researches provide empirical evidence which reveals the link between

transformational leadership and business/organization performance. Previous literature
10
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summariZes that there is a direct positive relationship between these two constructs (Kumar et

al., 2011; Mahmogc},_ 2011; Singh, @9; Zhou et MOO% Farrell et al., 2008; Martin-
Consuegra and E;teban, 2007; Langerak, 2002;Deshpandé and Farley, 1998; Avlonitis &
Gounaris, 1997 jaworski and Kohli, 1993). Some of past research ﬁndings support indirect
influences (Agarwal et al., 2003; Han.et al., 1998).Other researches depict no effects (Nwokah,
2008;Caruana et al., 2003; Greenley, 1995) between these two constructs. So, there is a need to

further investigate the relationship between transformation leadership and organizational

performance in-order to get a clearer picture.

The relationship of transformational leadership and organizational performarce does not
exist in isolation. There are numérous other factors that affect this relationship. Innovative work
behavior is one of the relationships that might come between these variables. Transformational
leadership help employees to boost their innovative behavior thus resulting into increased

organizational performance((Anderson, de Dreu, & Nijstad, 2004; Charlton, 2000).

1.3 PURPOSE OF THE STUDY"

The study focuses on the telecommunication sector of Pakistan which is the fastest
growing sector. This sector is under the immense pressure of competition which requires firms to
enhance their performance so the factors effecting performance gain importance. A number of
studies are conducted on the ways of enhancing organizational performance:c;specially the role of
transformational leadership in this regards. However, there is lack of empirical evidence of
intervention of any other variable in the said relationship. The present study fills the gap and
examines the mediated role played by innovative work behavior in the relationship between TL

e
and organizational performance.
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14  OBJECTIVES OF THE STUDY
The objectives of the pres;:nt study are
\)< To examine the impact of TL and Innovative Work Behavior on
Organizational Performance.
e To examine the impact of TL on Innovative Work Behavior.

e To explore the mediating role played by Innovative Work Behavior in the

-relationship of TL and Organizational Performance.

1.5 THEORETICAL FRAMEWORK

Past literature have examined the direct impact by Transformational Leadership on
organizational performance, but this study attempts to investigate the role of other factors like
IWB and its mediating effect in relationship between TL and organizational performance. The
proposed model (see figure 1) focuses on the role of TL and IWB as predic;ors of organizational

2, w
performance and the mediating role of IWB in enhancing the relationship betwéen TL and

organizational performance.

Innovative work behavior ¥
) . . £
Transformational Leadership -
i) ATTRIBUTIVE CRISMA
i) IDEALIZED INFLUENCE Organizational
jiii) INSPIRATIONAL MOTIVATION ) Performance

iv)INTLELLECTUAL STIMULATION

V)INDIVIDUALIZED CONSIDERATION

Figure 1: Diagrammatic presentation of theoretical framework
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CHAPTER 2: REVIEW OF LITERATURE

2.1 INTRODUCTION

Twenty first century has brought a paradigm shift in the business environment by
introducing an environment characterized by imimense competition. In order to survive, the

organizations need to change their traditional management practices. Organizational Leaders also

feel pressurized to develop characteristics of high performance in them. Transformational leaders

are considered as.energetic, open-minded, future oriented and concerned about plarining. Such

leaders develop their subordinates/employees thinking_ﬁlggyond themselves and their individudl

performance towards becoming high performers and high achievers (Bass, 1985).

In the current challenging era, innovation is not limited for only researchers, development
scientists and professionals, but today's organizations pursuit of long-term sustainability and the
development of the innovative potential of all employees. In order, to create a thought-provoking
working environment, all the employees must be involved in innovative behaviors and activities.
Employees are relied maximally upon by the organizations to bring something néw in their
processes/methods and operations (Ramamurthy, Flood, Slattery, & Sardessai, 2005). The work is
becoming knowledge based so, the focus is ‘'on the employees who are encouraged to exhibhit
innovative work behavior to increase the overall performance of the organization in order to
ensure organizational success (Ramamurthy et al., 2005; Axtell, Holman, Unsworth, Wall,

Waterson, & Harrington, 2000).

"The present study focuses on a relatively new concept innovative work behavior i.e. the
intentional creation ‘of novel ideas and would investigate the mediating role played by innovative

work behavior (IWB) in the relationship between transformational leadership (TL) and
13
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need or b0nding‘ individual as well as collective interests. Transformational leadership and
charismatic leadership are subsets of strategic leadership, and they are bound by the subsidiary
features that define the charisma-building and transformational proéesses: In addition, although
there is a mutual benefit assured charismatic leadership and TL structure, including the unique

and distinct features, they are distinguished from each other

As revealed’ from the early literature, six forms highlight the description of
transformational leadership behavior i.e. discover and communicate the vision, to provide an
acceptable proposal, to promote the goal of the group, to accept a high level of probability
performance, providing individual backup to subordinates and encouragement. TL consists of the
following behavior: (1) communication through vision, (2) the development of‘ the staff, (3)
support subordinates, (4) empower subordinates; (5) innovation focused (6) lead by setting

examples, (7) Charisma (Yulk, 1994).

Yammarino and Bass (1985;1990) distinguished two wide aspects that encompass the
transformational model: the transactional leadership and transformational leadership
(1)Transactional Leadership: defined as a process focused , attaches great importance to work on
daily basis which results in smooth functioning of organization departments; regulating reward
system and behavior of management by exception are essence of transactional leadership (2)
Transformational leadership: aspires to practice beyond the direct operational procedures so
that the team members or subordinates' may be helped to revolutionize their works and the ever-
changing needs of the clientele may be fulfilled. Transformational aims are obtained through
inspiration, idealized influence, individual consideration and intellectual stimulation of staff
interests (Brownell, 1983; Ricketts & Nelson, 1987).
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want; they have clarity of thought and know what to gain from every meeting. Their visions give
l;ower to other rather than bluffing or blinding them. Such types of leaders have awareness and
work for the goodwill of the system and sense of developing lbng term strategies which further
leads to right direction. They also know what type of norms, values, believes that overall develop
a culture is needed in the organization to achieve the goals of the orgaﬁization that results in

personal and organizational development.

To meet the needs of the environment and the internal needs they change or sometimes
shape the culture by stimulating, motivating, innovating and modeling with respect of their need.
This analysis is what makes a transformational leadership, further simplified by the (House,
1988), which describes the role of transformational leadership ", as having confidence on
follower’s skills to accomplish tasks to fulﬁll the expectations of the leader by showing their
performance and the leader on the other hand provides followers with clear visions of the
future”. More than 7,500 people across the country throughout 1990 (Kouzes and Posner, 1999)
carefully observed and the management of various industries. Asked a lot of people they are
looking for the quality of their leaders. The founding was quiet intereéting, they found top rated
qualities that people look in their leaders were that the leader should be intelligent, leader should
be honest, leader should be inspiring, forward looking and must be competent and all these are
the qualities of an effective transformational leader. Legﬁiaggwglg_@g}gﬁ(2009), explain that an
effective leader motivates the followers and the coworker’s potential to increase efficiency which
overall form a process which leads to dchievement of organizational goals. Fry (2003) explains
leadership as a plan to motivate the potential of the staff that results in the development and
growth of the organization as well as personal career development. With the help of appropriate

leadership strategies an organization performance can be achieved which include completion of
19
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instrumental (Scott and Bruce, 1994). A number of researches disclose a constructive association
between leadership and work/organizational outcomes. Despite, these researches, the association

between leadership and innovative behavior entails further research.

Today in a very challenging environment, innovation is a necessary goal. Excellence in
innovation, enterprise might succeed and progress at a higher speed, smarter than your
competitors. In recent years, due to the changes in a variety of environmental changes around

the global trade organization, most people trying to achieve innovation performance.

With the rapid development of technology, and the gradual globalization of the market,

in this highly competitive business environment, the traditional organization and management

is considered to be acceptable tactics. Today, businesses must survive competition through
continuous improvement in process and innovation in methods, and maintain a competitive
advantage. In other words, companies need innovation probability of survival. Drucker (1993)
innovation is not just a process, but on the basis of innovative changing demands. the
environmental factors needs of the production process, changing industry and market, and the
amalgam of the composition of the population require TL. Innovative prodﬁcts in today's
competitive business environment, manufacturers need to ensure the fertility value in a very
.
short time. These manufacturers, therefore more focused on the need for performance rather
than the traditional size. In addition, manufacturers need to provide innovative products and
innovative custom (Buzacott, 1994, . 1997, Lamb, Suarez, Cusumano, precision, 1995).

Therefore, manufacturers must also realize the dimensions of innovation and innovation

performance.
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basis for the organization's dynamic capabilities, in fact the basis of competitiveness (Zerenler,
g y P P

Hasiloglu, Sezgin, 2008). Therefore, performance of the workers is a very important aspect of

the innovation performance (Dundon, 2005).

Afterwards, Dundon, (2005) differentiates creativity from innovation, and suggests that
innovation construe four elements named as creativity, strategy, implementation, and

profitability. Some researchers have suggested the two dimensions of innovation. Nilakanta

Subramanian, (1996) divided Ol into two categories.
(1) Technical innovation, products, services and processes, and

(2) The management of innovation, including organizational design/structure,

management processes/methods and programs.

Pacharn and Zhang (2006) proposed two types, namely of OI innovation and
technological innovation. In fact, if (Desouza et. al., 2007), researchers believe that there are

two forms of innovation in an enterprise environment for example, user and Innovation.

Technical innovation is discriminated from administrative innovation. The innovations
which befall in an organization under technical classification are known as technical innovation
and it is straightforwardly linked with the elementary operations of organization. It can be in
different form like introducing a fresh idea for a unique product or service, or it can be a new
installation of a fresh part in an organizations production system or operations. It is anticipated
that technical innovations will enhance the efficiency of technical system in organization
D S
( anl::npour and Evan, 1984). The Innovations that affect the socia] system in an organization
are known ini i i i

as administrative innovations, The kinship that exists between the people who

24
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Fundamental type of organizational innovation attribute the invention of fresh corporate
practices that includes supply chain management, thin production, re-enginéering and TQM for
the purpose to stfuctur’e work and methods (Nguyen-Van, 2011).Second type of organizational
innovation attribute to the beginning of a system known as knowledge management that consists
of complementary practices like skillsrfor management, extra training to employees, systematic
arrangement of employees, allocation and participation, and saving knowledge which results in
elasticity, adaptability, one-upmanship and organizational effectiveness (Prahalad and
Hamel,1990; Grant,1996; Spicer and Sadler-Smith, 2006). Thirdly, a type of organizational

innovation attribute to manipulating operations or simply manipulating work in organization.

To achieve great rivalry "on the bases of great skills, conﬁdence!and character it 1s
essential to adopt organizational innovation as discuss above (European Commission’s Green
Paper, 1997). Fourthly, the organizational practice attribute to the kinship and affiliation with
other organizations or general businesses and companies through conjunctions, collusion,
combination, union, outsourcing or subcontract. The networking of organizations’ innovation
competence results in formation of a worldwide economy based on knowledge (Caroline Mothel

UyenT. Nguyen—12mPhu Nguyen-Van 2011).

In addition, some researchers OI position is divided into three categories. Same
(Popadiuk and choo, 2006 ) OI classified into three categories: technologic;l innovation, market
innovation and management innovation. Lim (2005) identified four levels of OI, including
innovation environment, innovation, teamwork, innovation and personal. There are numerous
studies on how the management of innovation is related to corporate strategy. Chandler (1993)

analyzed how corporations could develop new products and new markets, as well as expands
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a large degree of (Rosenbusch et al, 2011) organizational performance. According to the
forecast, Han et al. (1998), a market-driven company is likely to be innovative, which, may lead

to better performance. It has been found through the literature, is a positive relationship between

innovation and performance (Jimenez Jimenez and Sanz Valley, 2011; 2006 Thornhill).

The literature summary submitted plans, financial incentives and government internal
incentive and humility certainly impact on manufacturing performance (Cook, 1994). There is a
lack of studies; however, exploring financial incentives and intrinsic motivation combine to help
manufacturers in the size of tradition and innovation. (Cameron and Pierce, 1994 Koestner, and
Ryan, 1999 Eisenberg, Lodz, and Cameron, 1999).Prevailing position of surrounding (e.g.
irresolution, lofty imperil and instability) demands the production of innovation by the

organizations to continue and prolong their rivalry.

Competenpy in innovation is an incompqrable ingredient that leads to organizational
effectiveness (Hurley &Hult, 1998). Innovativeness gives pliancy to organizations to pick
various opportunities to comfort their clients to preserve them which helps in continuation of
business (Banbury& Mitchell, 1995). The procedure of transforming the opportunities into
practical utilization is known as innovativeness (Tidd, Bessant, &Pavitt, 1997) and when it is

literally utilized in exercise (Schumpeter, 1934).

It is a communication process which provides opportunities to organizations to
communicate with clients, suppliers and also with informative academies and businesses
(Freeman, 1987; Kline & Rosenberg, 1986). Innovation is acknowledged as a fundamental
component of progressive competency and rivalry of markets (Schumpeter, 1934). Currently,

organizations are facing rivalry and everlasting altering state. In this climate the effectiveness
30
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Figure 6 CFA for “INTELLECTUAL STIMULATION”

Chi-square= 7.845

Chi-square/df=3.922

AGFI=.891

TLI= .711

RMSEA=.172

df=2
p-value= .060
GFI= .812

CFI=.904

CFA shows a slight adjustment. x2/df value is 3.922, which is slightly greater than 3.

(Joreskog and Sorbom) 1993 presumed value between 0 and 3 shows better suited to a smaller
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AGFI=.919 GFI= 814

TLI= .968 CFI=.984

RMSEA=.072

CFA shows a slight adjustment.y2/df value is 1.51, which is less than 3. (Joreskog and Sorbom)
1993 speculated that range from 0-3 better suited to a smaller value of what it should be. The
GFI, TLI, and CFI values were 0.81, 0.96 and 0.98, which is close to the value of the reference
0.9. RMSEA value equal to 0.07, and is greater than the reference value of 0.08, while Cudeck
(Browneand, 1993), values below 0.08 RMSEA is a suitable guarantee. The idealized influence
estimated coefficients are 0.61, 0.58, 0.84, 0.72 and 0.71. All of these values are above the
acceptable level of 0.3, therefore, is considered to be good with a P <0.001. R 2 values are
0.37.0.34,0.71,0.51 and 0.50 these values for IWB6, IWB7 IWB14 IWB22 and IWB23

represents the difference of the percentage of each pointer in the IDEAG..

All values are very close to the value ag g reference mode] is accepted
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Figure 10 CFA for “IDEA PROMOTION”

Chi-square= 4.598 df=2
~
Chi-square/df=2.299 - p-value=.000
AGFI=.890 GFI=.978
‘TLI= .934 CFI=.978
RMSEA= 115

CFA shows a slight. adjustment.y2/df value is 2.99, which is less than 3. Joreskog and

Sorbom (1993) speculated that range from 0-3 is more suitable in a smaller value should be. The -

GFI, TLI, and CFI values were 0.97, 0.93 and 0.97, which is close to the value of the reference

0.9. RMSEA value is equal to 0.11, is greater than the reference value of 0.08, under
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AGFI=0.849 GFI=0.851

TLI= 0.966 CFI=0.989

RMSEA=.057

CFA shows a slight adjustment.y2/df value is 1.326, which is slightly greater than 3.
(Joreskog and Sorbom 1993) presumed value between 0 and 3 shows better suited to a smaller
value of what it should be. The GFI, TLI, and CFI values were 0.85, 0.9 and 0.98, which is close
to the value of the reference 0.9. RMSEA value equal to 0.05, higher than the reference value of
0.08, while (BrowneandCudeck, 1993) the value is less than said RMSEA 0.08, good choice.
The estimated coefficients are 0.47, 0.64, 067, 0.65, 0.68, 0.68, 0.74, 0.73 and 0.78. All of these
values are 0.3 or more, the proper level, therefore, is considered to be acceptable, with a p
<0.001. R2 value is 0.22,0.41,0.45,0.42,0.47,0.47,0.55,0.53 and 0.60 IWB1 the IWB5 IWRB9,
IWB10 IWB11 IWB19 IWB25 IWB26 IWB27 respectively, these values show that in IDI these
percentage of changes are brought by each pointer. All values are very close to the value as a

reference model is accepted.
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Chi-square/df= 4.243
AGFI= 976
TLI= .963

RMSEA= .11

p-value=.000

GFI= .957

CFI=.989

The psychometric measurement x2/df value (Chi-square/Df), according to the analysis is 4.243,

which is slightly higher than the reference values, but less than 5. GFI, TLI and CFI the value

0.957, 0.963 and 0. 989 respectively, to meet the requirements of 0.9. , RMSEA value of 0. 11

and the value of 0.10 are slightly higher than the benchmark.

4.6 RESEARCH FINDINGS

4.6.1 REGRESSION COEFFICIENTS (DIRECT EFFECTS)

After determining a suitable model, the next step is the model of the evaluation by the

regression coefficients. The structure of the model is shown in Figure 10.A. with the conceptual

framework of the relationship between all variables is mentioned in Table 5.
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f; Figure 13 Structural Equational Modeling
ATTC positivel}'l affects IWB (0.65), IDI positively affects IWB (0.80), INM positively affects

1 IWB (0.71), INS positively affects IWB (0.72) and INC positively affects IWB (0.72). All the
facets of Transformational leadership facets positively affect innovative work behavior.IWB
- positively effects organizational performance (0.70), values of coefficients and significance are

mentioned in the table below.
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Organizational

Performance

Figiire 14 Structural Modeling (Direct effects) ;
ATTC positively affects ORGP (0.55), IDI positively affects ORGP (0.69), INM

positively affects OP (0.78), INS positively affects OP (0.70) and INC positively affects OP
(0.68). All the facets of TL facets positively dffect OP; values of coefficients and significance are

mentioned in the table below.
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previous one (Jung et al., 2003) found IWB to be one of the most important factor in enhancing

the relationship between TL and IWB.
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[i_ 32 | I mobilize support from colleagues for my new ideas and solutions. 1 2 3 \4\\5
;—I 33 | I actively engage in gathering information to identify deviations from rules and, 1 2 3 4 5=
o regulations within my department.
Fl: 34 | I think that new ideas facilitate new learning. I 2 3 4 5
3 35 | I emphasize on enforceability of work rules and procedures. 12 3 4 5
f 36 | Ido professional activities to bring innovative ideas from outside the organization. 1 2 3 4 5
‘: 37 | I'try to make my novel ideas as a significant contributing factor in organizational 1 2 3 4 5
t effectiveness.
_ 38 | I discuss matters with my colleagues concerning my work. I 2 3 4 5
=,
F«'Eo'ilowing statements are designed to assess the ways of your supervisor/immediate boss adopts in work set-up.
"-‘Iease think of your immediate boss and encircle the items that best match you, according to the following scale.
i
[{ Never Seldom Sometimes - Often Always
,;ql 1 2 3 4 5
1
-| S.No. | STATEMENTS RATINGS
=i 1 He instills pride in me for being associated with him 1 2 3 4 5
R He goes beyond self interest for the good of the group I 2 3 4 5
4

3. He acts in ways that build other’s respect for him 1 2 3 4 5
= 4. - He displays a sense of power and confidence 1 2 3 4 5
= 5. He talks about the most important values and beliefs 1 2 3 4 5
Y
"6, He specifies the importance of having a strong sense of purpose 1 2 3 4 5
7 He considers the moral and ethical consequences of decisions 1 2 3 4 5
-y
- 8 He emphasizes the importance of hdving a collective sense of mission 1 2 3 4 5
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E’:Q He talks optimistically about the future “ itl 2 3 4 35,%
=| 10. He talks enthusiastically about what needs to be accomplished 41 2 3 5 n
=
T He articulates a compelling vision of the future 1 2 3 "5 =
=
|12 He expresses confidence that goals will be achieved 1 2 3 5
i 13 He reexamines critical assumptions to question whether they are appropriate 1 2 3 5
t‘ "
=y 14. He seeks differing perspectives when solving problems ) V 1 2 3 5
=1 15. He gets others to look at problems from many different angles 11 2 3 5
16. He suggests new ways of looking at how to complete assignment _ 1 2 3 5
| 17. He spends time in teaching and coaching 1 2 3 5
-l 18. He treats others as individuals rather than just the member of the group | 1 2 3 5
i '
:1 19. He considers the individuals as having different needs, abilities and aspirations 1 2 3 5
, from others.
L
{l 20 He helps others to develop their strengths 1 2 3 5
£ 21 He provides others with assistance in exchange for their efforts ' 1 2 3 5
‘ =
-,
u?‘
lg, SECTION-II
: N,
o Please also complete the following information for our statistical record
I Name (optional): Gender: -
E—" Age: —---man Education: ----==--s-eeenemn Professional education :( if dny) ---e---ememmeeemv
] Experience: ---------emmmmemeame Experience in this organization:
E
T Functional area: —
; Marketing/ sales Finance/ Accounts Personnel
\]
v General Management Production Others’
N
Organizational Size:  Large / Medium /Small Management Level: Low /' Middle/Top ~
r Training Received: Yes / No
Total number of employees within your organization:
e . 85
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