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Abstract

Transactional leadership is known as the required precondition for effective leadership.
Less priority, on the other hand, has been given to the role of transactional leadership on
work innovation. Due to given deficiency, this study examines the impact of
transactional leadership to innovative work behaviour from the employees working
under the supervision of manager in commercial bank of Bangladesh. In addition, the
study also shed light on the moderating role of psychological empowerment in the
relationship between transactional leadership and innovative work behavior. This study
gathered data from 372 employees and analyzed the data by using SPSS and Smart-PLS
based on a quantitative approach. The result of this study found transactional leadership
has negatively impact innovative work behavior. Interestingly, this research finding
shown that psychological empowerment moderates the relationship of transactional
leadership and innovative work behavior in such manner when employee’s
empowerment is lower relationship become weaker; relationship is high and relationship
is negative. Our results, moreover, suggest from the perspective of leadership the
moderate role of empowerment on the relationship between TNL and IWB should not
be determined by the managers and leaders form the banking sector specifically
commercial banks.
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Introduction

The world of work has undergone changes in both the nature of work and the emergence of new
forms of work, which result from innovation, the development of new knowledge, increased
competition, and other factors (Sennett, 2006; Garavan, et al., 2012; Tidd & Bessant, 2018).
Innovation for firms is recognized as one of the most important elements because of helping to
achieve a competitive advantage even in a turbulent environment (Luksyte, Unsworth, & Avery,
2018). According to Legare & Nielsen (2015), innovation may happen in the form of groups or
individual. As the new ideas born in an individual mind, individual innovative work behavior has
been identified as crucial for overall organizational innovation (Demircioglu & Audretsch, 2017).
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The innovative behavior of employees doesn’t happen automatically. Some of the factors, for
instance, knowledge, leadership, empowerment, self-efficacy so on helps to enhance individual
innovation. Leadership is found as the most essential and effective factor in increasing IWB among
employees.

In line with Afsar, Badir, Saced, & Hafeez (2017), Leadership plays an important role to
engender follower innovative behavior. Specifically, in the full range of leadership theory, both
transformational (TFL) and transactional (TNL) are significant leadership style. TNL contends a
relationship where a leader and follower work on the basis of exchange or transaction. However,
TNL received less attention of practitioners and scholars in compare to TFL. Most of the researchers
investigated TNL compare with TFL regarding organization or employee outcome. There is a lack
of study which solely investigates the influence of TNL on employees IWB. Previous literature found
that the available findings are high contradictory. Many empirical studies recently found positive
linkage; on the other hand, other found negative linkage. Even, some authors exposed that TNL has
no effect on employees IWB. These contradictory findings suggest our understanding that there
might be some additional factors which influence the relationship of TNL and IWB. Despite a
negative tendency towards TNL, the outcomes of these leadership styles on IWB are still
underexplored (Ryan & Tipu, 2013; Demesko 2017; Naqshbandi & Jasimuddin, 2018; Hosen, Uddin,
Hossain, Islam, & Ahmad, 2022). Eliminating this issue, this study will examine the relationship
between TNL and followers IWB is contingent on psychological empowerment (PE) of individual
employees. The rewarding and punishing nature of TNL should be more effective in the case of
individuals with low psychological empowerment which means followers don’t feel proactively
influenced the work role. As a result, psychological empowerment should moderate relationship
between effectiveness of (TNL) transitional leadership and innovative work behavior among the
employees in commercial bank of Bangladesh.

Context of Bangladesh known as developing countries, there is a great need to study on
employees’ IWB (Pansera & Owen, 2015; Tehseen, Johara, Halbusi, Islam & Fattah, 2021), and the
relationship between leadership and psychological empowerment. As recommend by Eskiler, Ekici,
Soyer, & sari (2016) the practice of IWB of an employee’s as well employee’s psychological
empowerment in the context of Bangladesh may be new. However, the attraction of these variables
gets the immediate attention of scholars (Gu, Mao & Tian, 2017). Moreover, the sector is emergent
though and there is a lack of proficiency in the service processes compared to international standards
(Muttakin, Khan & Subramaniam, 2015; Khan, Jantan, Salleh, Dato'Mansor, Islam, & Hosen, 2019).
According to Mozammel, & Haan (2016), compared to 1990s, Bangladesh has quite been improved
at present. However, IWB has not been considered as the priority in Bangladesh (Nguyen, Islam, &
Ali, 2011; Rubel, Rimi, Yusliza & Kee, 2018). Along with the similar statement several authors
identified that the moderating role of PE on the relationship between TNL and IWB (Tastan &
Davoudi, 2015; Hosen, Islam & Haque, 2021). There were scarce and inconsistent studies that have
examined these relationships in the context of Bangladeshi commercial banks employees.

Therefore, the significant statement is that psychological empowerment can play a
moderation role on the relationship between TNL and IWB among the employees. Appling the field
survey method on 372 3mployees from the Bangladeshi Banking sector, this study makes two
contributions in leadership literature. Firstly, it investigates the effect of TNL on IWB among the
employees from commercial Banks of Bangladesh. In addition to, this study examines the moderating
role of psychological empowerment on the relation between TNL and IWB.

Literature Review
Transformational and Transactional Leadership Theory
(Buns, 1978) introduced both transactional leadership and transformational leadership theories as he
explained it in relation to the political leaders. This theory aims to find the relationship between
followers and leaders by explaining transformational leadership because the process in which both
leaders and followers develop relationship among each other; motivate and improve one other to a
top position (Daft,1999; Yukl et al., 2013). The theory finds the difference between transactional
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leadership and transformational leadership. The focus of transactional is to exchange views between
leaders and followers of the; on the other hand, transformational leadership explains about the
interaction happening between both followers and leaders in which both sides are a significant part
in affecting the other actions and participations. The key focus of leadership is on the followers’
emotions and tries to help them to develop achieve expected goals (Northouse, 2018). In an
organization, the relationship between leader and follower has been proven as the most essential
element of employee engagement and employee satisfaction.

Contingency Theory

Fiedler, (1967) is the leading researcher of this theory. (DuBrin, 2012) posited Based on this theory,
leadership style is known as “task motivated” and “relationship motivated”. The main focus of theory
is to emphasize the significance not only the personality of leaders but also situation through which
leader operates. This theory; moreover, makes the link between leaders and appropriate situation. It
assumes based on leadership style leaders shows their effectiveness. As a result, it is important not
only styles and situation (Northouse, 2018; Yukl, 2013).

Moreover, this theory is a leadership theory expressing the expectation for leaders to
behavior on the basis of rational understanding of the situation and assume where appropriate
leadership style applied for occasion. Through this way, conceiving leadership expose the dogma
which there are both better leadership style and worse leadership style, and there is no “a size fits for
all” way to approach, which depends on the situation making difference on leadership behavior.

Innovative Work Behavior

From last few years, both practitioners and theorists paid attention to innovative work behavior of
employees. Firms having some degrees of innovation give priority to develop production growth and
economic growth of company having an absence of innovation (Hafiz, Latiff, Islam, Saif, & Wahab,
2022). It has been suggested from the previous literature, the main source of innovation is solely
depending on individual employees’ innovative behavior as every new idea born in individual’s mind
(Lai, Lui, Tsang 2017; Islam, Jantan, Khan, Rahman, & Monshi, 2018). Innovative work behavior
can be described as an intentional introduction and application of ideas, products, processes or
procedures which are relevant to the new unit of adoption, designed to significantly benefit the
individual, group and organization (West & Farr 1989). Innovative work behavior in prior research
is a process containing four dimensions named opportunity exploration referring to the opportunity
exploration of innovation which can happen by necessary and chance response to sudden problem
which is occurred (De Jong & Den Hartog 2010). If the potential opportunity is selected, idea
generation comes to point. In addition to, the generation of idea stage have involvement with the
ability to find different application as well as picture of ‘out of box’ thinking manner. Idea
championing in the organization refers to the promotion of new ideas, and acquisition of the
necessary of power to move reality from the idea. Idea implementation finally views the combination
of new ideas and apply the number of new ideas into process of regular organization and many
directions.

Transactional Leadership

Transactional leadership occurs in case of mutual contact of leaders and followers to search
detailed potentiality of followers and arrange benefits, rewards or punishment on the basis
of their performance (Bass 1985). In line with Iscan, Ersacri& Naktiyok (2014), postulated
that the exchange relationship between leader and followers for their mutual benefit can be
known as transactional leadership. Leaders who tend to have a transactional mind they identify their
followers need and satisfy their needs with rewards or dissatisfy them with punishment if the desired
performance levels are achieved or unachieved respectively. Transactional leadership has three
dimensions namely, the Contingent reward which refers the leader clarified about the works have to
be done in term of rewarded. Secondly, in case of Management by exception (Active) where leader
pay attention to continuous monitoring on followers as well as provide correction in order to gain the
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work is done (Nawaz & Khan, 2016). Final elements of transactional leadership are Management by
exception (Passive) where leaders don’t look after the employees work processes until the problem
or issues arise.

Psychological Empowerment

Psychological empowerment explains about employees’ role and ability to the influence expected
outcomes (Islam, et al., 2018). In line with extant literatures, Shogren & Shaw (2016) stated that
psychological empowerment as motivational orientation which manifested four cognitions such as
(competence, meaning, impact and self-determination). Meaning, on the other hand, mentions to an
individual’s feeling and the belief about his/her work is meaningful so that it needs to give higher
priority. Competence is a belief of an individual that he/she is the master and accomplish his/her
work with confident. Next, the self-determination explains about individual ferndom in his/her work
process with that one he/she choose. Finally, impact is the degree by which believe of individuals
that his/her work significantly impact the organization effectively. According to Spreitzer (1995),
psychological empowerment consists of a number of preparations developed by working condition
where as it doesn’t endure personality trait.

Transactional Leadership (TNL) and Innovative Work Behavior IWB)

Context of envisioning exciting and future challenges, TNL usually try to control their subordinates
on the basis of exchange relationship. TNL in case of context of knowledge might constrain
employees’ motivation to implementation of new idea but TNL don’t adopt challenge the quo quite
often. As aresult, TNL will have negative effects on TWB. Therefore, following hypothesis has been
created.

H1: TNL has a negative impact on IWB.

Moderation Role of Psychological Empowerment

Many empirical studies recently show number of researchers and practitioners consider attention to
psychological empowerment (Shogren et al., 2016; Srivastava & Dhar 2016; Islam, Hack-Polay,
Haque, Rahman, & Hossain, 2022). It has been suggested from the literature leader have substantial
impact on their followers. Nevertheless, there are some factors which may hinder the leader fully
handle or manage their followers. For instance, HRM policies, rules and regulation and so on are
include in the numerous factors. These can all to an extraordinary degree which can impact on inferior
sense of psychological empowerment to strength the leadership quality (Shalley, Zhou,
Oldham,2004). As stated before, there will be negative relationship between TNL and IWB. We
emphasize that the relationship between IWB and TNL depends on level of psychological
empowerment of employees. This study, therefore, proposes that TNL is more similar to be
detrimental to IWB under the conditions, where employees feel highly empowered. Therefore,
following hypothesis has been created.

H2. The relationship between TNL and IWB moderated by psychological empowerment, such that
the relationship is negative with high psychological empowerment and weaker with low
psychological empowerment.

Research Methodology

Sample and Procedure

In order to collect the data, a structured questionnaire were sent to the respondent, consisting of
close-ended questions because it is most suitable process for collecting information from the
enormous number of employees (Haque, Anwar, Yasmin, & Islam, 2018; Bahar et al., 2020). The
respondents in this study were employment from commercial banks of Bangladesh. During the
process of data collection, no major activity happened in the organization. Non- probability
specifically cluster and judgmental sampling was used for collecting data. The reason behind using
the technique is to get quality responses from those employees who will timely willing to respond to
the questionnaire. The questionnaire has been developed on the basis of extensive literature review
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and refers to the researchers that have similar constructs (Islam, et al., 2018; Khan et al., 2019).
Previously established measurement scales in the areas such as transformational leadership,
transactional leadership, psychological empowerment and innovative work behaviour.
Questionnaires was being distributed among the employees, who are permanently working in the
banks, under the managers in different departments divisions such as marketing, HR, Finance, and
IT etc. The questionnaires will be distributed physically because sometimes people ignore the emails
for the survey participants. Collecting data, 600 questionnaires were sent to among the staff at
different departments (e.g. HR, Marketing, Finance and so on). In the end, we have collected 372
raw data which is analyzed using SPSS and SMART-PLS. This study also collected some
demographic information to know about the respondents’ characteristic. Because of nature of the
study, this study selected permanent employee having knowledge about their leaders.

Participants

Within the think about, among all the respondents 79% were male and rest of the respondents were
female counterpart. It has been clearly stated before, this study has highly focused on married
respondents so, 93% of respondents surrounded by married with the rest single. 59% of the
respondents were 32 years or above of age limit and 57% of respondents have 1- 8 years long time
job experience. Again, majority of the respondents (72%) live in a nuclear family on the other hand
38% of respondents remain with their parents.

Instrument Design

TNL questionnaire (MLQ), developed and validated by Antonakis (2001), was used to measure TNL.
Based on literature review, TNL was measured by 6 items explain two items for containing reward,
two items for management by passive expectation, two items for management active acceptation. All
items represented about descriptive explanation of behaviour of leaders. All items are measured by
5-point Linkert scale with 1= strongly disagree and 5= strongly disagree. =~ Moreover, IWB was
measured by 10 items adopt from De Hartog (2010). Ten items represent the 4 dimensions of IWB;
two questions for opportunity exploration, three questions for idea generation, two question for
opportunity exploration, two questions for idea championing and three questions for idea
implementation. All items are measured by 5-point Linkert scale with 1= strongly disagree and 5=
strongly disagree. Furthermore, psychological empowerment adopts from (Spreitzer 1995) measured
by 12-items. This scale explains four subscales measuring competence, meaning, impact and
determination. All items are measured by 5-point Linkert scale with 1= strongly disagree and 5=
strongly disagree.

Result and Analysis

Descriptive Statistics
Table 1 Descriptive Statistics of the study variable

Constructs N Minimu Maximum Mean Std'. .
m Deviation
Innovative Work Behavior 372 1.00 4.88 1.681 5659
Transactional Leadership 372 1.00 4.80 2.943 1.347
Psychological Empowerment 372 1.00 4.89 1.747 5745

Valid N (listwise) 372
Descriptive statistics are presented in Table 1. IWB, TNL, PE have a mean value of 1.681,2.943and
1.747 respectively.
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Measurement Models

In the smart- PLS analysis, the measurement model explains about reliability coefficient (composite
reliability), item loading as well as discriminant and convergent validity. The following table
showing the convergent validity of this study

Table 2: Achievement criteria of convergent validity

Constructs Items | Loadings| Cronbach's | rho_A | Composite Average
Alpha Reliability Variance
Extracted
(AVE)
Innovative Work IWB1 0.753 0.906 0.907 0.924 0.605
Behavior IWB2 0.781

IWB3 0.750
IWB4 0.764
IWBS5 0.797
IWB6 0.723
IWB7 0.800
IWBS 0.845

Psychological PE1 0.780 0916 0918 0.930 0.598
Empowerment PE10 0.770

PE2 0.850

PE3 0.764

PES5 0.742

PE6 0.760

PE7 0.777

PE8 0.768

PE9 0.740
Transactional TNL1 0.981 0.981 0.988 0.985 0.930
Leadership TNL3 0.945

TNL4 0.951
TNL5 0.972
TNL6 0971

As described in Table 2, CA values of all constructs ranged from 0.91 to 0.98, above 0.7
recommended by the study of Hair, Ringle and Sarstedt (2013). Meanwhile, CR values range from
0.918 to 0.988, which is higher than 0.7 and indicated adequate convergence or internal consistency
(Hair et al., 2016).

For (AVE) the Average Variance Extracted, the variable was assessed. The criterion of AVE
refers when the grand mean value from the squared loading of indication has association with
construct. As mentioned by (Hair et al., 2013; Hensler, ringle,& sinkovice), average variance
extracted (AVE) is greater than 0.5 and high indication is that a latent variable is able to describe at
least half of the variance of indication on average considered as sufficient. Table 2 in current study
show every construct was found to be at least 0.5 posited by Hair et al. 2013 and rang between 0.598
and 0.930. Based on result from this study researchers can conclude that conversion validity has been
achieved. According to Hair et al., (2013) discriminant validity explains the phenomenon of
distinction on one construct from other constructs; it explains the correlation between the construct
and how many indication explain about single construct. Similarly, (Chin) it was applied by applying
the cross loading and then (Forneel & Larcker, 1981) Fornell-Lacker”s criterion. The loading
indicates the assessment of latent variable should not less than it’s loading on all other latent variable.
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Table 3 Fornell and Lacker Criterion for Discriminant Validity

S.N Constructs 1 2 3 4

[0)

1 Innovative Work Behavior 0.778

2 Psychological Empowerment 0.874 0.773

3 Transactional Leadership -0.208 -0.122 -0.160 0.964

The range of calculated square root of AVE in Table 5 from 0.773 to 0.964. The exceeded
value was the inter-correlation of the construct with other construct in the model, which explained
adequate discriminant validity

This study also tested the cross-loading approach of the variable which fill the requirements
of cross loading achieving criteria. As recommend by (Hair et al., 2016), minimum 0.5 is significant
for lading of cut-off.

The alternative approach which is known (HTMT) Heterotract-Monotrait ratio of
correlations is on the basis of multitrait-multidimentional matrix to justify discriminant validity,
which shown below.

Table 4 HeterotraitMonotrait (HTMT) Criterion for Discriminant Validity

S.NO Constructs 1 2 3 4
1 Innovative Work Behavior

2 Psychological Empowerment 0.953

3 Transactional Leadership 0.218 0.121

The established discriminant validity is that when out of construct is within the range of -1 to 1, and
when it results otherwise, discriminant validity is not achieved. The results revealed that as per
HTMT criterion mentioned in the study of Henseler et al. (2015) and presented in Table 4 above.
The results revealed discriminant validity has been developed among construct as the relationship
falls within the standard range. We performed a bootstrapping procedure with 5000 subsamples after
assessing the measurement model as it suggested by Hair, Tatham (1988). Based on the direct effect
on one-tail test at 95% level significance as mentioned in the hypothesis, the relationship was in the
right direction.

Test of hypotheses (Direct effect)

H1: Transactional leadership has negative effects on innovative work behavior among
employees from commercial banks of Bangladesh.

Table 5 Direct Relationship Results

Hypotheses | Relationships Std Beta | Std T-Value P Decision
Error Values
H1 Transactional Leadership -> -0.093 -0.094 3.329 0.001** | Accepted
Innovative Work Behavior

*p< 0.05, ##p<0.01%*%p<0.001

From the table 5 above which shown that H1 hypothesis of this study are accepted and the relations
between the constructs are negative for HI1.

Test of hypothesis (Moderation effect)

This section explains investigation of psychological empowerment on the relationship between
transactional leadership and innovative work behaviour. To achieve this target, the below
hypothesises were postulated:
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H2: Psychological empowerment moderate relationship between transactional leadership and
work behavior among the commercial banks’ employee from Bangladesh.

The following figure (Figure) shows high psychological empowerment weaker the and negative
relationship of transactional and innovative work behavior among employees from commercial banks
of Bangladesh.
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Figure 1: The interaction between TNL and PE on IWB of followers

The following table shows the moderating effect:
Table 6: Moderating Effect

Hypothesis Relationship Standard Standard T Values P Values Outcomes
Beta Error
H2 TNL X PE ->IWB -0.362 0.031 11.648 0.000 Accepted
PE1 PE10 PE2 PE3 PE5 PE6 PE7 PES PE9

TNL1

TNL2

14495 "14.648_29.811 15927 13856
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Figure 2: Moderating Effect of PE between TNL and IWB

Discussions
Evidence for the relationship of TNL with IWB of employees is scare and inconsistent. The present
study examined the moderating role of psychological empowerment on the relationship between TNL
and IWB. The finding from this study is psychological empowerment moderate relationship between
TNL and IWB.

Moreover, the findings reveled there is a negative relationship between TNL and IWB. In a
procedure, transactional leadership invited employee who are doing job based on exchange which
often demotivate them towards innovative work behavior. These findings supported by Wei, Yusn
& Di (2010) who found the relationship between TNL and IWB. Employees under TNL are
extrinsically motivated; as a result, their willingness is reduced to go beyond their given job
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responsibility to pay attention to develop innovative ideas for the development of organization. Our
findings have difference with Reaz & Anis-UI-Haque (2009) found TFL style develops innovation,
TNL style have also similar effectiveness in the banking sector of Pakistan. Our findings moreover
also difference from (Hussain et al., 20017) concurred transactional leadership have positive effect
towards organization creativity and overall innovation. The difference in findings can be contributed
to specifics of analyzed both cultural and industry context leading to conclusion that in present
specific context of practices of transactional leadership significant negative effects on employee
IWB.

The key objective of the study was to examine the moderating role of psychological
empowerment on the relationship between TNL and IWB. We found that TNL was negatively related
to IWB of employees with higher psychological empowerment which indicates our understanding
that psychological empowerment moderate relationship between TNL and IWB. TNL can be viewed
as demotivating and controlling at the expense of IWB to the employees with higher psychological
empowerment. However, the employees who feels lower psychological empowerment they feel less
strongly innovative behavior with TNL. TNL is less likely help employees IWB when employee
feels high levels of cognitive state and objectives of the organization. The relationship between TNL
and IWB become strengthened with the employees who feels lower level of psychological
empowerment.

Implications

Present study in various ways contributed to TNL literature. There is a direct relationship between
TNL and IWB contributing in literature, indicating that that there must be some additional factor
what influences this relationship. Present study, therefore, added moderating role of psychological
empowerment which hadn’t been studied before. This study contributions on the literature about
which level of employee’s psychological empowerment may become strengthened by examining
TNL at the expense of IWB. This study has also entails several contributions for practical
implications which get from our findings of this study. The practical significance of this study for
leaders to understand what actually develop employees IWB commercial banks of Bangladesh.
Employees who are highly psychologically empowered display less IWB under the influence of TNL.
This study on the other hand doesn’t mean that organization should discourage TNL and recommend
other leadership style. Organization should give priority to make employees empower
psychologically because it makes real difference when this issue comes to apply on innovative
activities. Managements of organizations have to introduce training strategy focusing on both
cotching their leaders to show certain leadership behavior and train them to develop their level of
psychological empowerment. Moreover, management should focus on their leader and coaching
them evaluate and understand individual employee’s level of psychological empowerment so that
leader can use TNL on the basis of follower’s level of psychological empowerment.

Limitations and Suggestion for Further Study

Despite the contribution, this study considered a number of limitations. This study considered as a
cross- sectional study; therefore, this study is not capable to give extrapolation on connection. Based
on field experiments and longitudinal designs, this limitation is justified. Moreover, selected
organizations were only commercial banks which aren’t familiar with psychological empowerment
by reducing the activity for followers and it has effects on their surroundings. On the other hand, this
study more likely has weak relationship under investigation and in case of present study, this tests
are conservative. Nonetheless, it would be interesting to replicable in a different context from the
findings of present study. Moreover, more independent variables such as work stress, work
environment, remote work and so on can be included in the future studies to examine their impact on
individual innovation.
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Conclusion

Present study focus the effect of employees’ innovative behavior increases importance among
organizations because it increases significance for operations in many stages of organizations.
Antecedents of present study, under the managerial supervision develops submental value for the
organizations. Most of the studies focus transactional to compare with transformational leadership
with other variables. The rising issue in this study on transformational leadership from previous few
decades holds the commitment of deduced transformational leadership as a significant factor of
innovative behavior of followers. On the other hand, evidence show this effect is inconsistent and
unusual. This study aims to upholds a possible cause for inconsistent findings of research into
relationship, finding psychological empowerment because a prerequisite to developing the
transactional leadership. The relationship has only association with the high psychological
empowerment of follower in comparison with innovative behavior of followers.

References

Afsar, B., Badir, Y. F., Saeed, B. B., & Hafeez, S. (2017). Transformational and transactional
leadership and employee’s entrepreneurial behavior in knowledge—intensive industries. The
International Journal of Human Resource Management, 28(2), 307-332.

Antonakis, J. (2001). The validity of the transformational, transactional, and laissez-faire leadership
model as measured by the Multifactor Leadership Questionnaire (MLQ 5X).

Bahar, A. M., Islam, M. A., Hamzah, A., Islam, S. N., & Reaz, M. D. (2020). The efficacy of work-
life balance for young employee retention: a validated retention model for small private
industries. International Journal of Process Management and Benchmarking, 12(2), 1-16.

Bass, B. M. (1985). Leadership and performance beyond expectations. Collier Macmillan.

Carter, M. Z., Mossholder, K. W., & Harris, J. N. (2018). Congruence effects of contingent reward
leadership intended and experienced on team effectiveness: The mediating role of
distributive justice climate. Journal of Occupational and Organizational Psychology, 91(3),
465-485.

De Jong, J., & Den Hartog, D. (2010). Measuring innovative work behaviour. Creativity and
innovation management, 19(1), 23-36.

Demesko, N. (2017). Effects of transformational and transactional leadership styles on innovative
work behavior: the role of employee's locus of control (Doctoral dissertation, ISM
University of Management and Economics).

Demircioglu, M. A., &Audretsch, D. B. (2017). Conditions for innovation in public sector
organizations. Research policy, 46(9), 1681-1691.

Eskiler, E., Ekici, S., Soyer, F., & Sari, I. (2016). The relationship between organizational culture
and innovative work behavior for sports services in tourism enterprises. Physical culture and
sport. Studies and research, 69(1), 53-64.

Garavan, T. N., Carbery, R.,Rock, A., Nilsson, S., & Ellstrom, P. E. (2012). Employability and talent
management: challenges for HRD practices. European Journal of Training and

Development.
Gérguri-Rashiti, S., Ramadani, V., Abazi-Alili, H., Dana, L. P., &Ratten, V. (2017). ICT, innovation
and firm performance: the transition economies context. Thunderbird International

Business Review, 59(1), 93-102.

Gu, Y., Mao, C. X., & Tian, X. (2017). Banks’ interventions and firms’ innovation: Evidence from
debt covenant violations. The Journal of Law and Economics, 60(4), 637-671.

Hafiz, N., Latiff, A. S. A., Islam, M. A., Saif, A. N. M., & Wahab, S. A. (2022). Towards the
Underlying Theories of Small Firm Growth: A Literature Review. FIIB Business
Review, 11(1),36-51.

Hair, J. F., Ringle, C. M., &Sarstedt, M. (2013). Partial least squares structural equation modeling:
Rigorous applications, better results and higher acceptance. Long range planning, 46(1-2),
1-12.

Journal of International Business and Management (JIBM) 10
https://rpajournals.com/jibm




Hair Jr, J. F., Hult, G. T. M., Ringle, C., &Sarstedt, M. (2016). A primer on partial least squares
structural equation modeling (PLS-SEM). Sage Publications.

Haque, A. A., Chowdhury, N. A, Islam, M. A., Hossain, M. S., & Sarker, M. A. (2022) Tracing the
route to organisational performance through expatriate leadership effectiveness: the role of
emotional, cultural and spiritual intelligence. Int. J. Business Excellence, Vol. X,No. Y, Xxxxx

Haque, A., Anwar, N., Yasmin, F., & Islam, M. A. (2018). An exploratory study toward
understanding social entrepreneurial intention. Journal of International Business and
Management, 1(3), 1-16.

Henseler, J., Ringle, C. M., &Sinkovics, R. R. (2009). The use of partial least squares path modeling
in international marketing. In New challenges to international marketing (pp. 277-319).
Emerald Group Publishing Limited.

Henseler, J., Ringle, C. M., &Sarstedt, M. (2015). A new criterion for assessing discriminant validity
in variance-based structural equation modeling. Journal of the academy of marketing
science, 43(1), 115-135.

Hossain, M.S., Islam, M.A. and Haque, A.A. (2021), “Empirical analysis to the factors impact on
succession process of the family-owned businesses in Bangladesh, moderating role of
education”, International Journal of Business Innovation and Research. doi:
10.1504/1JBIR .2020.10032875.

Hosen, M., Uddin, M. N., Hossain, S., Islam, M. A., & Ahmad, A. (2022). The impact of COVID-
19 on tertiary educational institutions and students in Bangladesh. Heliyon, 8(1), e08806.

Hussain, S. T., Abbas, J., Lei, S., Jamal Haider, M., &Akram, T. (2017). Transactional leadership
and organizational creativity: Examining the mediating role of knowledge sharing behavior.
Cogent Business & Management, 4(1), 1361663.

Iscan, O.F., Ersar1, G., &Naktiyok, A. (2014). Effect of leadership style on perceived organizational
performance and innovation: The role of transformational leadership beyond the impact of
transactional leadership—An application among Turkish SME's. Procedia-Social and
Behavioral Sciences, 150, 881-889.

Islam, M. A., Jantan, A. H., Rahman, M. A., Hamid, A. B. A., Mahmud, F. B., & Hoque, A. (2018).
Leadership styles for employee empowerment: Malaysian retail industry. Journal of
Management Research, 10(4), 27-40.

Islam, M. A., Hack-Polay, D., Haque, A., Rahman, M., & Hossain, M. S. (2022). Moderating role of
psychological empowerment on the relationship between green HRM practices and
millennial employee retention in the hotel industry of Bangladesh. Business Strategy &
Development, 5(1), 17-29.

Islam, M. A., Jantan, A. H., Aldaihani, F., Rahman, M. A., Khan, A. M., Shahin, S., & Alam, M. N.
(2018). Impact of empowerment, flexibility and trust on women’s access to senior positions
in RMG industry of Bangladesh. International Journal of Entrepreneurship, 22(3).

Islam, M. A., Jantan, A. H., Khan, A. M., Rahman, M. H., & Monshi, O. (2018). Impact of
motivational factors on knowledge sharing behaviour of managers in Ready Made Garments
(RMG) Industry of Bangladesh. Journal of Business and Retail Management
Research, 13(1).

Janssen, O., Schoonebeek, G., &Looy, V. B. (1997). Cognitions of empowerment: the link between
participative management and employees' innovative behavior. Gedraden Organisatie,
10(4), 175-94.

Javed, B., Naqvi, S. M. M. R., Khan, A. K., Arjoon, S., &Tayyeb, H. H. (2017). Impact of inclusive
leadership on innovative work behavior: The role of psychological safety. Journal of
Management & Organization, 1-20.

Lai, J., Lui, S. S., & Tsang, E. W. (2016). Intrafirm knowledge transfer and employee innovative
behavior: The role of total and balanced knowledge flows. Journal of Product Innovation
Management, 33(1), 90-103.

Legare, C. H., & Nielsen, M. (2015). Imitation and innovation: The dual engines of cultural learning.
Trends in Cognitive Sciences, 19(11), 688-699.

Journal of International Business and Management (JIBM) 11
https://rpajournals.com/jibm




Luksyte, A., Unsworth, K. L., & Avery, D. R. (2018). Innovative work behavior and sex-based
stereotypes: Examining sex differences in perceptions and evaluations of innovative work
behavior. Journal of Organizational Behavior, 39(3),292-305.

Mozammel, S., &Haan, P. (2016). Transformational leadership and employee engagement in the
banking sector in Bangladesh. The Journal of Developing Areas, 50(6), 43-55.

Muttakin, M. B., Khan, A., & Subramaniam, N. (2015). Firm characteristics, board diversity and
corporate social responsibility: evidence from Bangladesh. Pacific Accounting Review,
27(3),353-372.

Nagshbandi, M. M., &Jasimuddin, S. M. (2018). Knowledge-oriented leadership and open
innovation: Role of knowledge management capability in France-based multinationals.
International Business Review, 27(3),701-713.

Nawaz,Z.A.K.D. A., & Khan_ PhD, I. (2016). Leadership theories and styles: A literature review.
Leadership, 16, 1-7.

Nguyen, C. V., Islam, A. M., & Ali, M. M. (2011). The current state of the financial sector of
Bangladesh: An analysis. American International University-Bangladesh, Office of
Research and Publications (ORP).

Pansera, M., & Owen, R. (2015). Framing resource-constrained innovation at the ‘bottom of the
pyramid’: Insights from an ethnographic case study in rural Bangladesh. Technological
Forecasting and Social Change, 92, 300-311.

Riaz, M. N., &Anis-Ul-Haque, M. (2009). Leadership styles as predictors of decision making styles.
Unpublished M. Phil dissertation, National Institute of Psychology, Quaid-i-Azam
University Islamabad, Pakistan.

Rubel, M. R. B., Rimi, N. N., Yusliza, M. Y., & Kee, D. M. H. (2018). High commitment human
resource management practices and employee service behavior: Trust in management as
mediator. IIMB Management Review.

Ryan, J. C., &Tipu, S. A. (2013). Leadership effects on innovation propensity: A two-factor full
range leadership model. Journal of Business Research, 66(10), 2116-2129.

Sennett, R. (2006). The culture of the new capitalism. Yale University Press.

Shalley, C. E., Zhou, J., & Oldham, G. R. (2004). The effects of personal and contextual
characteristics on creativity: Where should we go from here? Journal of management, 30(6),
933-958.

Shogren, K. A., & Shaw, L. A. (2016). The role of autonomy, self-realization, and psychological
empowerment in predicting outcomes for youth with disabilities. Remedial and Special
Education, 37(1), 55-62.

Srivastava, A. P., & Dhar, R. L. (2016). Impact of leader member exchange, human resource
management practices and psychological empowerment on extra role performances: The
mediating role of organisational commitment. International Journal of Productivity and
Performance Management, 65(3),351-377.

Tagstan, S. B., & Davoudi, S. M. M. (2015). An examination of the relationship between leader-
member exchange and innovative work behavior with the moderating role of trust in leader:
A study in the Turkish context. Procedia-Social and Behavioral Sciences, 181, 23-32.

Tidd, J., & Bessant, J. R. (2018). Managing innovation: integrating technological, market and
organizational change. John Wiley & Sons.

Wei, F., Yuan, X., & Di, Y. (2010). Effects of transactional leadership, psychological empowerment
and empowerment climate on creative performance of subordinates: A cross-level study.
Frontiers of Literary Studies in China, 4(1), 29-46.

West, M. A., & Farr,J. L. (1989). Innovation at work: Psychological perspectives. Social behaviour.

This work is licensed under a Creative Commons | Attribution-NonCommercial 3.0 Unported License.

Journal of International Business and Management (JIBM) 12
https://rpajournals.com/jibm




