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ABSTRACT

The aim of this study is to empirically investigate how transformational leadership (TL) practices
encourage innovation for competitive advantage within the specific context of Saudi large firms
and SMEs. Despite a profusion of studies noting that innovation strongly contributes to a firm’s
performance, there is a dearth of studies about how TL practically encourages organizational
innovativeness. Moreover, because many leadership studies are limited in their location to Western
nations, further research in a range of different cultural contexts is warranted. This study will address
these issues and suggest a conceptual framework that empirically tests the path-dependent influences of
TL, structural capital, relational capital, tacit knowledge sharing, and training on innovation outcomes.
This study will employ a mixed methods approach to examine the hypothesized relationships between
factors. The findings of this research may emphasize the importance of utilising TL style as a process
rather than through the study of leadership alone in facilitating innovation.
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INTRODUCTION

This study will draw on and intersect with two prominent areas of research: leadership and
innovation studies. The aim of this research is to interrogate and investigate the interrelation between
transformational leadership practices and innovation, for competitive advantage. The study will look
at how TL practices interact for producing and encouraging innovation. Large firms and SMEs were
chosen for this study because of their significant impact on economic growth; thus, enhancing their
innovation capability has an economy-wide importance.

RESEARCH BACKGROUND AND RESEARCH PROBLEM

Over the years, numerous research results have pointed out the positive relationship between leadership
and producing innovation in organizations. Thus, understanding how firms can encourage the role of
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leadership in facilitating innovation is crucial for survival in a competitive environment (Al Ahmad
et al., 2019; Le and Lei, 2019). With the increased use of leadership model concepts in firms, the
question naturally arises as to what style of leadership is most suitable to what outcome; in this case
what style is appropriate for promoting innovation (Zuraik and Kelly, 2019; Al-Husseini et al., 2019;
Currie et al., 2009). Bass (1985) points out that TL is considered an essential element in displaying
creative behaviors, serving as role models for innovation. In addition, they have the ability to provide
intellectual stimulation that may positively influence their followers to think differently (Jung et al.,
2003). Furthermore, the theory of TL focuses on the major role that leaders can play in encouraging
both personal and organizational change, and in supporting followers to meet and exceed expectations
regarding performance (Avolio et al., 2005). For this reason, many authors in the innovation literature
such as Nemanich and Keller (2007) and Gumusluoglu and Ilsev (2009) note the direct role that TL
can play in contributing to innovative behavior within organizations, as well as their role in indirectly
encouraging an organizational climate conducive to producing innovation. In this sense, TL can be
defined as: “Style of leadership in which the leader identifies the needed change, creates a vision to
guide the change through inspiration, and executes the change with the commitment of the members
of the group” (Jung, Chow, and Wu, 2003, p. 529).

Innovation in organizations can be viewed as an outcome of individual, team, and organizational
efforts connected to producing a new product, process, or service that is potentially required by a
market. Hence, innovation can be seen as the outcome of a number of activities and practices performed
at different levels of the organization (Silvestre and Tirca, 2019; Aagaard, 2017). Innovation is
viewed and appreciated as a core competence for contemporary organizations to maintain or enhance
effectiveness in rapidly changing and challenging environments (Chan et al., 2019; Owusu-Agyeman,
2019; Bledow et al., 2009; Hansen and Levine, 2009). Conventionally, innovation can be classified as
either radical or incremental depending on the processes used, extent and nature of the change (Tidd
et al., 1997). Radical innovation leads to major technological, economic and social change (Toner,
2011) and it has been designed to meet the needs of customers and markets (Benner and Tushman,
2003). Conversely, incremental innovation is achieved by exploiting present abilities of a firm and
looking for continuous developments that create positive and solid returns (Neito et al., 2013).

Despite the significant relationship between innovation outcome and TL, there is a dearth of
studies that investigate how TL actually invests and promotes processes through which followers are
positively influenced to create and adopt innovative outcomes (Yang et al., 2018; Aagaard, 2017;
Perra, Sidhu and Volberda 2017; Birasnav et al. 2013; Eisenbeiss et al. 2008; Zhang et al. 2013). In
a similar vein, Chan et al. (2019) also point out this lack, and note the need for additional research
especially into the factors and processes that explain how TL can influence and sustain higher levels
of innovation capability. This study will attempt to fill the above gaps by deeply interrogating and
investigating how TL practically facilitates innovation to sustainable competitive advantage.

To fill these research gaps, this study will propose and test a framework to answer the following
research questions:

1. To which extent do practices executed by TL affect the degree of innovation?
To which extent does social capital influence tacit knowledge sharing for innovation?
3. To which extent does training provided by TL influence innovation?

By answering these questions, this research will proffer a new way of thinking about relevant
management practices to large firms and SMEs. This study will encourage TL, and for firms to think
innovatively about their managerial practices; it will also provide information on effective strategies
for promoting a propensity for innovation.
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PRELIMINARY LITERATURE REVIEW

Many authors have pointed out that innovation is considered a main method for organizations to create
value and competitive advantage in rapidly changing environments (Bilton and Cummings, 2009).
Hence, innovation can be seen as a measure of the competence and efficiency of modern firms in
sustaining or improving their effectiveness in changing and challenging environments (Bledow et al.
2009; Choi et al. 2009; Hansen et al. 2009). Inevitably, organizations are bound to face some challenges
and opportunities posed by the increasingly more competitive world, hence creating a continuous
need for innovative ways of doing things. In this regard, one option for organizations to become more
innovative is to foster and encourage the roles and participation of leadership (Le and Lei, 2019).

Leadership has become a considerable concern for many scholars and managers. This is attributed
to the importance of effective leadership within organizations of all sizes to maintain profitability,
efficiency and customer relations (Kirkbride, 2006). Leadership is about influencing, motivation and
inspiring followers. It is also about coaching and developing followers and treating them with respect
(Keskes, 2013). Leaders seek to create strong teams with followers committed to the organization’s
overall goals (Dwyer and Hopwood, 2013). Actually, leadership is not an attribute nor a series of
action but rather a process. For instance, Tannenbaum et al., 1961; Yukl, 2008; Northouse, 2010)
define leadership as a process whereby an individual influences a group of individuals to achieve a
common goal. According to Bass and Avolio’s (2003), leadership styles can be sorted into three main
categories: transformational; transactional; and the laissez-faire (Ryan et al., 2013).

TL is a type of leadership that can inspire significant positive change in followers. According
to Burns (1978), who first introduced the concept, this style of leadership can be clearly seen when
leaders and their subordinates closely collaborate for mutual promotion to a higher degree of moral
worth and motivation. Also, leaders of this style have the ability to inspire followers to change
expectations, perceptions, and motivations and thereby work towards common goals.

Burns (1978) defines TL as the process of pursuing collective goals through the mutual tapping
of leaders’ and followers’ motive bases toward the achievement of the intended change. Years later,
Bass (1985) further developed Burns’ idea about leadership and created ‘transformational leadership
theory’ (Keskes, 2013). According to Bass (1985), TL can be determined based on the impact that it
has on followers. He describes TL as a style of leadership that transforms followers to rise above their
self-interest by altering their morale, ideals, interests, and values in the process, motivating them to
perform better than initially expected. This kind of leadership style does emphasise followers’ intrinsic
motivation and personal development. In addition, with regard to today’s global competiveness and
dynamic business environment, transformational leaders would be seen as high risk takers, ideal agents
of change and capable of guiding followers in times of uncertainties (Bass and Riggio, 2006; Avolio et
al., 2004; Analoui et al., 2013). Hence, TL can correlate with positive individuals and organizational
outcomes and they are idealized influence because of their awareness to follower requirements, such
that they support shared risk taking (Jung et al., 2008).

There is a real need to comprehend and understand how transformational leaders actually invest
and promote processes through which followers are positively influenced to create and adopt innovative
outcome (Le and Lei, 2019; Zuraik and Kelly, 2019; Chan et al., 2019) and how TL can clarify their
expectations, set goals and monitor the performance of their staff (Yang et al., 2019; Yukl, 2009).
This study, therefore, will attempt to fill the above gap by deeply interrogating and investigating how
TL practically facilitates innovation. In other words, the study will focus on exposing some effective
practices within organizations that can be implemented by TL in order to encourage organizational
innovativeness.

Despite the widespread nature of the discussion of social capital in the literature, there is still a
division on the significance and influence of the concept (Inkpen and Tsang, 2005; Roxas, 2008). The
notion of social capital was first developed from sociological theory as a way to understand community
and family relationships (Tsai, 2000), with the term being first used in 1916 by sociologists (Lin, 2001).
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However, it was not until the 1980s that the term became popular, when Bourdieu (1986) identified
social capital as the total potential and actual institutionalized relationships within social relationships.

Social capital is important in the relationships between individuals (Newell et al., 2004; Coleman,
1988), with all team members able to gain advantage from them both individually, and at large as a
team (Wendt et. al., 2009). In this regard, social capital can be considered as a resource that reflects the
character of social relations within an organization, realized through members’ levels of information
sharing, shared trust and collective goal orientation (Leana and Pil 2006). Nahapiet and Ghoshal (1998,
p. 243) define social capital as: “The sum of the actual and potential resources embedded within,
available through and derived from the network of relationships possessed by an individual or social
unit”. The authors also classify social capital into three main dimensions: structural, relational and
cognitive. Structural capital is a type of social engagement between network contacts, which leads
to improved application of data and resources (Roxas, 2008; Xerri and Brunetto, 2011). Relational
capital instead focuses on the nature of trust between different members of the network (Liao and
Welsch, 2005; De Carolis and Saparito, 2006). The last dimension, cognitive capital draws from
shared understandings and perspectives between specific members of a social network (De Carolis
and Saparito, 2006; Roxas, 2008). All of these three social capital dimensions are thought to be
interrelated, yet they each offer different views of how to capture social capital (Hu and Randell, 2014).

This study will draw on the Social Capital Theory (SCT) because it provides another appropriate
theoretical lens to view this phenomenon and it can provide insights on the importance of tacit
knowledge sharing for creative innovation. In addition, the importance and relevance of social capital
theory emphasizes on the importance of a firm’s social network in the procurement of internal
knowledge by employees, and the importance of this knowledge in the innovation’s propensity
(Coleman, 1988). Therefore, this study is precisely to test empirically the effect of TL on social capital
for innovation outcomes through the mediating effect of knowledge sharing. There is a paucity in
the literature in regards to the role of TL in creating social network and its interaction for knowledge
possession (Chang et al., 2019; Mostafa and Bottomley, 2018; Yadav et al., 2019).

Many scholars argue that training is considered an essential human resource function since it
supports employees in developing fundamental abilities regarding the roles, knowledge and skills
needed to successfully perform their jobs (Suazo et al., 2009). For this reason, many organizations
spend a significant amount of money in developing their employee for learning. For instance, in
2011 employers in the United States spent approximately $156.2 billion on employees learning with
training activities at the core of this undertaking (Towler et al., 2014). This fact leads us to deeply
think about the impact of training on firms, leading to question about the way in which firms can
obtain maximum benefits from training to enhance innovation and performance within organizations.
Thus, training is regarded as a cornerstone on which innovation can be created (Schneider et al.,
2010). Although the significance of the role of training in supporting innovation is documented, few
studies have analysed the influence of TL on training for innovation outcomes (Kuvaas and Dysvik,
2010; Towler et al., 2014; Chiaburu et al., 2010). In the next section, the study hypotheses based on
the proposed conceptual framework will be presented and illustrated.

DEVELOPMENT OF HYPOTHESES

Transformational Leadership and Training

Previous study indicate that TL has a role to play in supporting training within organizations and is an
essential for trainees’ prioritisation of training, as well as innovation outcome (Chiaburu et al., 2010;
Kuvaas and Dysvik, 2010). Furthermore, TL has major responsibilities in defining and employing
human resource policies, practices and expectations that can shape employee’s participation in training
activities (Kuvaas and Dysvik, 2010; Towler et al., 2014). In a similar vein, Baldwin and Magjuka
(1991) point out that transformational leaders are influential; they can affect trainee perceptions



International Journal of R&D Innovation Strategy
Volume 3 ¢ Issue 1 « January-June 2021

regarding the significance of training within organizations and also further influence how trainees
prioritize training in order to enhance their work activities for improving innovation capability. In
addition, previous studies in human resource development indicate that there is a positive impact
on trainees when TL displays support for training by a motivation or rewards system (Baldwin and
Ford, 1988). This tends to encourage trainees to transfer the knowledge, skills and experience that
they have acquired during training (Chiaburu et al., 2010; Kuvaas and Dysvik, 2010). Moreover,
many authors affirm that TL has the capability to justify training programs, attract budget support,
recognise and utilise the most efficient training programs for innovation strategies (Dvir et al., 2002).
Based on the above, it is argued that TL is an important determinant in supporting training. Therefore,
it is possible to posit:
Hypothesis One: The transformational leadership is positively associated with training.

Transformational Leadership and The Structural Dimension

The structural dimension of social capital focuses on characteristics of the configuration of connections
among members within a network. This network ties thus reflects the nature and amount of interaction
across the parties involved (Bilhuber and Miiller, 2012; Leana et al., 2006). The structural dimension
of internal social capital reflects the extent to which people in an organization are interconnected and
have access to the intellectual capital of others and with whom and how often they share information
and resources (Nahapiet et al., 1998, Moran, 2005). This interaction (formal or informal) facilitates
knowledge exchange and sharing between parties and can generate greater opportunities to engage
in rich levels of interaction and knowledge exchange (Karahanna and Preston, 2013). In this regard,
several authors (Galli et al., 2012; Maak and Pless, 2006) point out that TL is a crucial factor in creating
the structural dimension of social capital in an organization, in integrating the interaction across the
parties involved and strengthen the network ties (Avolio, 2007). Furthermore, Maak (2007) mention
that previous empirical studies on responsible leadership emphasize on the significance role of TL in
building social capital dimensions and in creating whole-network map, particularly of complicated
relationships in firms. Through inspirational motivation, TL also can impact the efficacy of the
structural dimension by convincing followers of the importance of relationships between members.

Moreover, TL has a direct impact on psychological empowerment, organisational commitment and
higher level self-actualisation needs of employees (Bass, 1985). Thus, through the transformation of
followers’ values, behaviors, attitudes and beliefs, transformational leaders are intended to encourage
followers to achieve higher-order goals and to exert extraordinary effort in pursuit of an organisation’s
innovative ambitions (Bass, 1985; Avolio and Bass, 1999). That is to say, transformational leaders
based on their positions and abilities have the power and influence to form the structural dimension
on social capital in a firm (Baytok and Kurt, 2014; Adler and Kwon, 2002). Therefore, it is possible
to posit:

Hypothesis Two: The transformational leadership is positively associated with the structural
dimension of internal social capital.

Transformational Leadership and The Relational Dimension

The relational dimension involves assets that accompany the connections between or among
individuals. Nahapiet and Ghoshal (1998) proposed trust, norms, obligations, and identification to
characterize the relational dimension of social capital. Inkpen et al. (2005) argue that for the purpose
of knowledge sharing in an organization, trust is a critical aspect of relational social capital. This is
because, trust allows for a freer exchange of information and for confidence in individuals’ intentions.
Karahanna and Preston (2013) contend that network ties also influence the level of mutual trust
between parties as two actors interact over time and learn more about each other. Therefore, leaders
who can inspire their employees with respect and foster trust from individuals to collective trust would
harvest great benefits regarding knowledge sharing and resources and can correlate with positive
individual and organizational outcomes. In this regard, authors (Adler and Kwon, 2002) argue that
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TL is a key factor in facilitating the relational dimension of social capital in an organization as he/she
has both power and influence. Additionally, TL can influence the extent and efficacy of the relational
dimension by establishing a positive common ethical ground in order to enhance trust, norms and
values among parties (Maak, 2007). Moreover, several authors affirm that a leader embodying TL
exerts the influence and has the capability to encourage the psychological aspects of employees such
as motivation, perceptions and confidence to influence the level of mutual trust between parties (Buil
et al., 2019). Based on the above, it is apparent that TL is a key factor in facilitating the relational
dimension of social capital in an organization. So, it is possible to posit:

Hypothesis Three: The transformational leadership is positively associated with the relational
dimension of internal social capital.

Social Capital Dimensions and Tacit Knowledge Sharing

Research has identified that strong community ties within organisations can lead to creation of
important environmental conditions for tacit knowledge exchange. Employees exist in a range of
networks, social and others, and they affect the extent to which interpersonal knowledge sharing
occurs (Hsu et al., 2007). Nahapiet et al. (1998) have claimed that network ties influence both access
to parties for combining and exchanging knowledge, as well as creating value through exchange.
Empirical research suggests that social interaction within organizations is considered the main
technique for sharing tacit knowledge (Teece, 2001). Therefore, social networks within firms have
a significant function in directing information flows (De Carolis et al., 2006). Through close social
interactions, individuals are able to increase the depth, breadth, and efficiency of mutual knowledge
exchange (Lane et al., 1998; Cummings, 2004).

Furthermore, Chiu et al. (2006) have said that members of virtual communities differ from
general Internet users as they are constituted as a community via shared goals, needs, interests or
practices. They also further claim that social capital influences knowledge sharing in terms of both
quantity and quality. In a similar vein, Yanga et al. (2009) and Foss et al. (2010) argue that with
social relationships potentially being the most important factor for creating tacit knowledge sharing
among an organization’s employees. Additionally, the structure of the social capital of a company can
increase the likelihood of having informal face-to-face interactions that minimize the potential for
misunderstanding and allow tacit knowledge to be effectively observed and understood (Davenport
et al., 2001). In this regard, Hu and Randel (2014) argue that the three dimensions of social capital,
which exist as structural, relational and cognitive components, are critical factors for tacit sharing in a
business interested in fostering team innovation. Based on the above discussion, it is possible to posit:

Hypothesis Four: The structural and relational dimensions of social capital are positively
associated with the tacit knowledge sharing.

Training and Innovation

Many researchers mention in their studies the positive connections between training and innovation
performance. For example, Leiponen (2005) mentions that investment in developing employees within
organizations through training is a crucial factor in improving skills, knowledge and learning. This in
turn, increases the innovation propensity of a firm and of the national economy as well. Ewers (2007)
and Glaeser (2000) argue that educating human capital throughout training enhances the skills and
capabilities to innovate and creates greater economic activity. Moreover, Amara et al. (2008) state
that acquired learning by training has a huge influence on the level of novelty of innovation within
a company. Furthermore, Freel (2005) confirms in his research that the most innovative firms were
observed to have the strongest employee training programs. Also, it was concluded that innovation
capability and training are strongly linked.

Additionally, Benoit (2014) argues that the firm’s stock of human capital is a significant
determinant of its ability for innovation. So, any improvement in this stock through training may lead
to greater innovation. In a similar vein, according to Canadian Statistics (2012), a lack of improving
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skills through training within an enterprise is one of the two most frequently reported obstacles to
innovation in Canadian firms. According to Bauernschuster et al., (2009) research findings in German
firms over the years of 1997-2001, training has had a positive and statistically significant impact on
innovation in these companies. Their findings suggest that a 10 percentage-point increase in training
intensity would lead to a 10 percentage-point higher propensity to innovate. Based on the above, it
is possible to posit:

Hypothesis Five: Training is positively related to increasing innovation.

Tacit Knowledge Sharing and Innovation

Various researchers, such as Wanga et al. (2012) have noted the strong correlation between tacit
knowledge-sharing practices and innovation. Knowledge sharing has been found to be a key mediator
through which social capital influences organisational innovation (Maurer et al., 2011; Xie et al.,
2008). Tacit knowledge is thought to facilitate innovation when it is shared amongst individuals
(Hu et al., 2014). In addition, Perez-Luno et al. (2011) argue that tacit knowledge has been found
to result in innovation when accompanied by a high degree of social capital. Their findings suggest
that when tacit knowledge is shared amongst employees within organisations, innovation will occur.
Moreover, Bertels et al. (2011) argue that tacit knowledge sharing is a critical factor that leads to
better performance within the early stages of innovation. As tacit knowledge represents critical know-
how that offers a competitive advantage (Martin and Salomon, 2003), teams within businesses that
facilitate and utilise tacit knowledge sharing among team members are more likely to accomplish
innovative outcomes (Mohan and Venkatraman, 2001). Moreover, knowledge sharing is understood
as creating valuable input for innovation because of company specific, socially oriented and path-
dependent criteria (Chiang and Hung, 2010; Gachter et al., 2010). Therefore, a company can create
knowledge sharing practices for groups or businesses, leading to better opportunities for producing
new ideas or developing new business opportunities. Moreover, Marina (2007) mentions that a
company’s capacity to transform and exploit knowledge will shape its level of innovation, including
use of new problem-solving methods and products created to quickly respond to market demands.
Therefore, it is possible to posit:
Hypothesis Six: Tacit knowledge sharing practices are positively associated with innovation.

Proposed Conceptual Framework

Figure 1 illustrates all the expected correlations that form the basis of the hypotheses and reviews
the related literature on the constructs in relation to the tested research model.

Figure 1. The model of the role of TL in producing innovation in large firms and SMEs.
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METHODOLOGY

This study will use a mixed methods approach (quantitative and qualitative) to examine the
hypothesised relationships between TL, relational social capital, structural social capital, tacit
knowledge, training and innovation. In order to better explore the research questions, this approach
gains a significant benefit from methodological explanatory, allowing for a more effective analysis
of the research thesis (Ridenour and Newman, 2008). Mixed methods research may also result in
enhanced insightful knowledge not available through qualitative or quantitative methodologies alone
(Venkatesh et al., 2013). Therefore, the main research method used in this study is the quantitative
approach, supported by utilizing a qualitative method to affirm the content, and test the validity of
the measurement items. The sample for this study will consist of large Saudi firms and SMEs in
different sectors. The target population will include only employees who are working in innovative
activities. Data will be collected via an online survey. The hypotheses will be examined by employing
Structural Equation Modelling (SEM) with the statistical software program AMOS.

CONTRIBUTIONS OF THE STUDY

This study will contribute to the literature on innovation performance in the context of large firms and
SME:s. Previous studies predominantly focused on the relationship between TL and innovation, but
there is a dearth of empirical studies on how TL might practically promote a climate for encouraging
more innovative outcomes. This study, therefore, will emphasise the practicality of TL style as a
process, rather than through the study of leadership alone, in facilitating innovation. The findings of
this research may provide empirical evidence that TL practices have a positive influence on innovation
capability in large firms and SMEs. In addition, the research will add to the literature on innovation
by investigating the mechanisms and processes that affect innovation. More specifically, it will
provide a conceptual framework of TL and innovation in order to test the path dependent impacts of
TL, relational capital, structural capital, tacit knowledge, as well as training and innovation, on the
success of large firms and SMEs in gaining competitive advantage. Through my research, hopefully
firms, practically Saudi firms will gain a greater understanding of the role of TL style in encouraging
innovation and the factors that influence the implication for management practices to maintain a
competitive advantage. It will also provide numerous strategies in which to achieve this.

CONCLUSION

Basing on the above background and motives, this study has developed a theoretical framework for
understanding the way that TL impacts innovation in large firms and SMEs. Based on findings from
this literature review, six hypotheses on the relationship between constructs related to the tested
research model were presented. These hypotheses elucidate the causal correlation amongst these
variables. The hypotheses will be empirically tested by using a mixed methods approach. This study
will contribute to the literature on innovation performance in the context of large firms and SMEs.
Finally, the results of this study will suggest a set of practices that firms can use in searching for
innovation to maintain a competitive advantage.



International Journal of R&D Innovation Strategy
Volume 3 ¢ Issue 1 « January-June 2021

REFERENCES

Aagaard, A. (2017). Facilitating radical front-end innovation through targeted HRM practices: A case study
of pharmaceutical and biotech companies. Journal of Product Innovation Management, 34(4), 427-449.
doi:10.1111/jpim.12387

Adler, S., & Kwon, W. (2002). Social capital: Prospects for a new concept. Academy of Management Review,
27(1), 17-40. doi:10.5465/amr.2002.5922314

Agyeman, Y. O. (2019). Transformational leadership and innovation in higher education: A participative process
approach. International Journal of Leadership in Education, 1-23. Advance online publication. doi:10.1080/
13603124.2019.1623919

Al-Husseini, S., El Beltagi, I., & Moizer, J. (2019). Transformational leadership and innovation: The mediating
role of knowledge sharing amongst higher education faculty. European Research Studies Journal, 22(4), 215-240.

Analoui, D., Doloriert, H., & Sambrook, S. (2013). Leadership and knowledge management in UK ICT
organisations. Journal of Management Development, 32(1), 4-17. doi:10.1108/02621711311286892

Avolio, B.J., Bass, B. M., & Jung, D. I. (1999). Re-examining the components of transformational and transactional
leadership using the Multifactor Leadership. Journal of Occupational and Organizational Psychology, 72(4),
441-462. doi:10.1348/096317999166789

Avolio, J. (2007). Promoting More Integrative Strategies for Leadership Theory-Building. American Psychologist,
62(1), 25-33.

Avolio, J., Gardner, W., Walumbwa, F., Luthans, F., & May, D. (2004). Unlocking the mask: A look at the
process by which authentic leaders impact follower attitudes and behaviours. The Leadership Quarterly, 15(6),
801-823. doi:10.1016/j.leaqua.2004.09.003

Avolio, J., & Yammarino, J. (2002). Transformational and Charismatic Leadership: The Road Ahead. Elsevier
Science.

Avolio, J., Zhu, W., Koh, W., & Bhatia, P. (2004). Transformational leadership and organizational commitment:
Mediating role of psychological empowerment and moderating role of structural distance. Journal of
Organizational Behavior, 25(8), 951-968. doi:10.1002/job.283

Bass, M. (1985). Leadership and Performance beyond Expectations. Free Press.
Bass, M. (1998). Transformational leadership: Industry, military, and educational impact. Erlbaum.
Bass, M., & Avolio, J. (1995). The Multifactor Leadership Questionnaire. Mind Garden.

Bass, M., & Riggio, E. (2006). Transformational Leadership. Lawrence Erlbaum Associates.
doi:10.4324/9781410617095

Baytok, A., Kurt, M., & Zorlu, O. (2014). The Role of Transformational Leader on Knowledge Sharing Practices:
A Study about International Hotel Chains. European Journal of Business and Management, 6(7), 115-122.

Bilhuber, G., & Miiller, S. (2012). How to build social capital with leadership development: Lessons from
an explorative case study of a multibusiness firm. The Leadership Quarterly, 23(1), 176-201. doi:10.1016/j.
leaqua.2011.11.014

Bilton, C., & Cummings, S. (2009). Creative strategy: From innovation to sustainable advantage. John Wiley
and Sons Ltd.

Birasnav, M., Albufalasa, M., & Bader, Y. (2013). The role of transformational leadership and knowledge
management processes on predicting product and process innovation: An empirical study developed in Kingdom
of Bahrain. 10.1016/j.tekhne.2013.08.001

Bledow, R., Frese, M., Anderson, N., Erez, M., & Farr, J. (2009). A dialectic perspective on innovation: Conflicting
demands, multiple pathways, and ambidexterity. Industrial and Organizational Psychology: Perspectives on
Science and Practice, 2(3), 305-337. doi:10.1111/j.1754-9434.2009.01154.x


http://dx.doi.org/10.1111/jpim.12387
http://dx.doi.org/10.5465/amr.2002.5922314
http://dx.doi.org/10.1080/13603124.2019.1623919
http://dx.doi.org/10.1080/13603124.2019.1623919
http://dx.doi.org/10.1108/02621711311286892
http://dx.doi.org/10.1348/096317999166789
http://dx.doi.org/10.1016/j.leaqua.2004.09.003
http://dx.doi.org/10.1002/job.283
http://dx.doi.org/10.4324/9781410617095
http://dx.doi.org/10.1016/j.leaqua.2011.11.014
http://dx.doi.org/10.1016/j.leaqua.2011.11.014
http://dx.doi.org/10.1111/j.1754-9434.2009.01154.x

International Journal of R&D Innovation Strategy
Volume 3 « Issue 1 « January-June 2021

Bourdieu, P. (1986). The forms of capital. In J. G. Richardson (Ed.), Handbook of Theory and Research for the
Sociology of Education, 241 (p. 258). Greenwood Press.

Buil, I., Martinezb, E., & Matute, J. (2018). Transformational leadership and employee performance: The role
of identification, engagement and proactive personality. International Journal of Hospitality Management, 77,
64-75. doi:10.1016/j.ijhm.2018.06.014

Burns, J. (1978). Leadership. Harper and Row.

Chan, W., Fang Ang, S., Andleeb, N., Ahmad, F., & Zaman, 1. (2019). The Influence of Transformational
Leadership on Organization Innovation in Malaysian Manufacturing Industry. International Journal of Supply
Chain Management, 8(2), 2051-3771.

Chang, Y., Liu, P., & Chang, Y. (2019). A Multilevel Examination of Entrepreneurial Orientation and Corporate
Entrepreneurship: The Joint Impact of Unit-Level Social Capital and Firm-Level Transformational Leadership.
Entrepreneurship Research Journal, 9(4). Advance online publication. doi:10.1515/erj-2018-0130

Choi, N., & Chang, Y. (2009). Innovation implementation in the public sector: An integration of institutional and
collective dynamics. The Journal of Applied Psychology, 94(1), 245-253. doi:10.1037/a0012994 PMID:19186909

Coleman, S. (1988). Social Capital in the Creation of Human Capital. American Journal of Sociology, 94,
95-120. doi:10.1086/228943

Coleman, S. (1990). Foundations of Social Theory. Harvard University Press.

Cummings, J. (2004). Work Groups, Structural Diversity, and Knowledge Sharing in a Global Organization.
Management Science, 50(3), 352-364. doi:10.1287/mnsc.1030.0134

Currie, G., Lockett, A., & Suhomlinova, O. (2009). The institutionalization of distributed leadership: A ‘Catch-22’
in English public services. Human Relations, 62(11), 1735-1761. doi:10.1177/0018726709346378

De, M., & Saparito, P. (2006). Social Capital, Cognition, and Entrepreneurial Opportunities: A Theoretical
Framework. Entrepreneurship Theory and Practice, 30(1), 41-56. doi:10.1111/j.1540-6520.2006.00109.x

Eisenbeiss, A., Knippenberg, V., & Boerner, S. (2008). Transformational leadership and team innovation:
Integrating team climate principles. The Journal of Applied Psychology, 93(6), 1438-1446. doi:10.1037/
20012716 PMID:19025260

Foss, N., Husted, K., & Michailova, S. (2010). Governing Knowledge Sharing in Organizations: Levels of
Analysis, Governance Mechanisms, and Research Directions. Journal of Management Studies, 47(3), 455-482.
doi:10.1111/1.1467-6486.2009.00870.x

Gumusluoglu, L., & Ilsev, A. (2009). Transformational leadership, creativity, and organizational innovation.
Journal of Business Research, 62(4), 461-473. doi:10.1016/j.jbusres.2007.07.032

Hansen, T., & Levine, M. (2009). Newcomers as change agents: Effects of newcomers’ behavioural style and
teams’ performance optimism. Social Influence, 4(1), 46—61. doi:10.1080/15534510802280827

Hu, L., & Randel, A. (2014). Knowledge Sharing in Teams: Social Capital, Extrinsic Incentives, and Team
Innovation. Group & Organization Management, 39(2), 213-243. doi:10.1177/1059601114520969

Inkpen, A., & Tsang, E. (2005). Social capital, networks, and knowledge transfer. Academy of Management
Review, 30(1), 146-165. doi:10.5465/amr.2005.15281445

Jung, D. (2001). Transformational and transactional leadership and their effects on creativity in groups. Creativity
Research Journal, 13(2), 185-195. doi:10.1207/S15326934CRJ1302_6

Jung, D., Chow, C., & Wu, A. (2003). The role of transformational leadership in enhancing organizational
innovation: Hypotheses and some preliminary findings. The Leadership Quarterly, 14(5), 525-544. doi:10.1016/
S1048-9843(03)00050-X

Jung, D., Wu, A., & Chow, C. (2008). Towards understanding the direct and indirect effects of CEOs’
transformational leadership on firm innovation. The Leadership Quarterly, 19(5), 582-594. doi:10.1016/].
leaqua.2008.07.007

10


http://dx.doi.org/10.1016/j.ijhm.2018.06.014
http://dx.doi.org/10.1515/erj-2018-0130
http://dx.doi.org/10.1037/a0012994
http://www.ncbi.nlm.nih.gov/pubmed/19186909
http://dx.doi.org/10.1086/228943
http://dx.doi.org/10.1287/mnsc.1030.0134
http://dx.doi.org/10.1177/0018726709346378
http://dx.doi.org/10.1111/j.1540-6520.2006.00109.x
http://dx.doi.org/10.1037/a0012716
http://dx.doi.org/10.1037/a0012716
http://www.ncbi.nlm.nih.gov/pubmed/19025260
http://dx.doi.org/10.1111/j.1467-6486.2009.00870.x
http://dx.doi.org/10.1016/j.jbusres.2007.07.032
http://dx.doi.org/10.1080/15534510802280827
http://dx.doi.org/10.1177/1059601114520969
http://dx.doi.org/10.5465/amr.2005.15281445
http://dx.doi.org/10.1207/S15326934CRJ1302_6
http://dx.doi.org/10.1016/S1048-9843(03)00050-X
http://dx.doi.org/10.1016/S1048-9843(03)00050-X
http://dx.doi.org/10.1016/j.leaqua.2008.07.007
http://dx.doi.org/10.1016/j.leaqua.2008.07.007

International Journal of R&D Innovation Strategy
Volume 3 ¢ Issue 1 « January-June 2021

Karahanna, E., & Preston, D. (2013). The Effect of Social Capital of the Relationship between the CIO and
Top Management Team on Firm Performance. Journal of Management Information Systems, 30(1), 15-55.
doi:10.2753/MI1S0742-1222300101

Keskes, I. (2013). Relationship between leadership styles and dimensions of employee organizational commitment:
A critical review and discussion of future directions. Intangible Capital., doi:10.3926/ic.476

Kirkbride, P. (2006). Developing transformational leaders: The full range leadership model in action. Industrial
and Commercial Training, 38(1), 23-32. doi:10.1108/00197850610646016

Kuvaas, B., & Dysvik, A. (2010). Exploring alternative relationships between perceived investment in employee
development, perceived supervisor support and employee outcomes. Human Resource Management Journal,
20(2), 138-156. doi:10.1111/j.1748-8583.2009.00120.x

Le, P., & Lei, H. (2019). Determinants of innovation capability: The roles of transformational leadership,
knowledge sharing and perceived organizational support. Journal of Knowledge Management, 23(3), 527-547.
doi:10.1108/JKM-09-2018-0568

Leana, C. R., & Pil, K. (2006). Social capital and organizational performance: Evidence from urban public
schools. Organization Science, 17(3), 353-366. doi:10.1287/orsc.1060.0191

Liao, J., & Welsch, H. (2005). Roles of Social Capital in Venture Creation: Key Dimensions and Research
Implications. Journal of Business and Management, 43(4), 345-362.

Lin, N. (2001). Social capital: A theory of social: Structure and action. Cambridge University Press. doi:10.1017/
CB09780511815447

Maak, T. (2007). Responsible Leadership, Stakeholder Engagement, and the Emergence of Social Capital In.
Journal of Business Ethics, 74(4), 329-343. doi:10.1007/s10551-007-9510-5

Maak, T., & Pless, M. (2006). Responsible leadership in a stakeholder society—A relational perspective. Journal
of Business Ethics, 66(1), 99-115. doi:10.1007/s10551-006-9047-z

Moran, P. (2005). Structural vs. relational embeddedness: Social capital and managerial performance. Strategic
Management Journal, 26(12), 1129-1151. doi:10.1002/sm;j.486

Mostafa, S., & Bottomley, A. (2020). Self-Sacrificial Leadership and Employee Behaviours: An Examination
of the Role of Organizational Social Capital. Journal of Business Ethics, 161(3), 641-652. d0i:10.1007/s10551-
018-3964-5

Nahapiet, J., & Ghoshal, S. (1998). Social capital, intellectual capital, and the organizational advantage. Academy
of Management Review, 23(2), 242-266. doi:10.5465/amr.1998.533225

Nemanich, L., & Keller, R. (2007). Transformational leadership in an acquisition: A field study of employees.
The Leadership Quarterly, 18(1), 49-68. doi:10.1016/j.leaqua.2006.11.003

Newell, C., Tansley, C., & Huang, J. (2004). Social Capital and Knowledge Integration in an ERP Project Team:
The Importance of Bridging and Bonding. British Journal of Management, 15(S1), 43-57. doi:10.1111/j.1467-
8551.2004.00405.x

Northouse, G. (2010). Leadership, theory and practice (5th ed.). Sage.

Perra, D. B., Sidhu, J. S., & Volberda, H. W. (2017). How do established firms produce breakthrough innovations?
Managerial identity-dissemination discourse and the creation of novel product-market solutions. Journal of
Product Innovation Management, 34(4), 509-525. doi:10.1111/jpim.12390

Ridenour, S., & Newman, 1. (2008). Mixed Methods Research: Exploring the Interactive Continuum. Southern
Illinois University Press.

Roxas, G. (2008). Social capital for knowledge management: The case of small and medium-sized enterprises
in the Asia-Pacific region. Asian Academy of Management Journal, 13(2), 57-77.

Silvestre, B., & Tircd, D. (2019). Innovations for sustainable development: Moving toward a sustainable future.
Journal of Cleaner Production, 208, 325-332. doi:10.1016/j.jclepro.2018.09.244

1"


http://dx.doi.org/10.2753/MIS0742-1222300101
http://dx.doi.org/10.3926/ic.476
http://dx.doi.org/10.1108/00197850610646016
http://dx.doi.org/10.1111/j.1748-8583.2009.00120.x
http://dx.doi.org/10.1108/JKM-09-2018-0568
http://dx.doi.org/10.1287/orsc.1060.0191
http://dx.doi.org/10.1017/CBO9780511815447
http://dx.doi.org/10.1017/CBO9780511815447
http://dx.doi.org/10.1007/s10551-007-9510-5
http://dx.doi.org/10.1007/s10551-006-9047-z
http://dx.doi.org/10.1002/smj.486
http://dx.doi.org/10.1007/s10551-018-3964-5
http://dx.doi.org/10.1007/s10551-018-3964-5
http://dx.doi.org/10.5465/amr.1998.533225
http://dx.doi.org/10.1016/j.leaqua.2006.11.003
http://dx.doi.org/10.1111/j.1467-8551.2004.00405.x
http://dx.doi.org/10.1111/j.1467-8551.2004.00405.x
http://dx.doi.org/10.1111/jpim.12390
http://dx.doi.org/10.1016/j.jclepro.2018.09.244

International Journal of R&D Innovation Strategy
Volume 3 « Issue 1 « January-June 2021

Teece, J. (2001). Strategies for managing knowledge assets: the role of firm structure and industrial context,
Managing Industrial Knowledge, Creation, Transfer and Utilization. Sage.

Tidd, J., Bessant, R., & Pavitt, K. (1997). Managing Innovation: Integrating Technological, Market and
Organizational Change, Chichester. John Wiley and Sons.

Toner, P. (2011). Work force skills and innovation: An overview of major themes in the literature. OECD
Directorate for Science, Technology and Industry (STI), Centre for Educational Research and Innovation. CERI.

Towler, A., White, D., & Kemp, R. I. (2014). Evaluating training methods for facial image comparison: The face
shape strategy does not work. Perception, 43(2-3), 214-218. doi:10.1068/p7676 PMID:24919354

Tsai, W. (2000). Social capital, strategic relatedness and the formation of intraorganizational linkages. Strategic
Management Journal, 21(9), 925-939. doi:10.1002/1097-0266(200009)21:9<925::AID-SMJ129>3.0.CO;2-1

Venkatesh, V., Brown, A., & Bala, H. (2013). Bridging the qualitative-quantitative divide: Guidelines for
conducting mixed methods research in information systems. Management Information Systems Quarterly, 37(1),
21-54. doi:10.25300/M1SQ/2013/37.1.02

Watts, L., Steele, M., & Den Hartog, N. (2019). Uncertainty avoidance moderates the relationship between
transformational leadership and innovation: A meta-analysis. Journal of International Business Studies, 51(1),
138-145. doi:10.1057/s41267-019-00242-8

Xerri, M. J., & Brunetto, Y. (2011). The Impact of the Perceived Usefulness of Workplace Social Networks upon
the Innovative Behaviour of SME Employees: A Social Capital Perspective. International Journal of Innovation
Management, 15(5), 959-987. doi:10.1142/S1363919611003350

Yadav, M., Choudhary, S., & Jain, S. (2019). Transformational leadership and knowledge sharing behavior in
freelancers: A moderated mediation model with employee engagement and social support. Journal of Global
Operations and Strategic Sourcing, 12(2), 202-224. doi:10.1108/JGOSS-08-2017-0030

Yang, H., & Yang, J. (2019). The effects of transformational leadership, competitive intensity and technological
innovation on performance. Technology Analysis and Strategic Management, 31(3), 292-305. doi:10.1080/09
537325.2018.1498475

Yukl, G. (2008). How leaders influence organizational effectiveness. The Leadership Quarterly, 19(6), 708—722.
doi:10.1016/j.1eaqua.2008.09.008

Yukl, G. (2009). Leading organizational learning: Reflections on theory and research. The Leadership Quarterly,
20(1), 49-53. doi:10.1016/j.1leaqua.2008.11.006

Zhang, A., Li, N., Ullrich, J., & van Dick, R. (2013). Getting Everyone on Board: The Effect of Differentiated
Transformational Leadership by CEOs on Top Management Team Effectiveness and Leader-Rated Firm
Performance. Journal of Management.

Zuraik, A., & Kelly, L. (2019). The role of CEO transformational leadership and innovation climate in exploration
and exploitation. European Journal of Innovation Management, 22(1), 84-104. Advance online publication.
doi:10.1108/EJIM-10-2017-0142

12


http://dx.doi.org/10.1068/p7676
http://www.ncbi.nlm.nih.gov/pubmed/24919354
http://dx.doi.org/10.1002/1097-0266(200009)21:9<925::AID-SMJ129>3.0.CO;2-I
http://dx.doi.org/10.25300/MISQ/2013/37.1.02
http://dx.doi.org/10.1057/s41267-019-00242-8
http://dx.doi.org/10.1142/S1363919611003350
http://dx.doi.org/10.1108/JGOSS-08-2017-0030
http://dx.doi.org/10.1080/09537325.2018.1498475
http://dx.doi.org/10.1080/09537325.2018.1498475
http://dx.doi.org/10.1016/j.leaqua.2008.09.008
http://dx.doi.org/10.1016/j.leaqua.2008.11.006
http://dx.doi.org/10.1108/EJIM-10-2017-0142

