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Introduction

Iraq is situated in the Middle South- west of the Asia with a population of 30 million. In 2003, Iragi Higher
education has faced severe destruction due to war sixty one universities and 101 colleges buildings were demolish
and looted. Iragi higher education has faced great damage in terms of growth and expansion, strategy, rules and
regulations building and in overall management of higher education (www.unesco.org). (Kezar and Carducci, 2006)
examined the leadership styles in educational institutions, stated that transformational leadership styles plays an
important role in empowering employees, trust building and inculcate the values and preferences of organizational
culture among employees in order to work up to mark and to achieve the targeted outcomes. Transformational
leadership has played a vital role in organizational change (Tierney et al., 1999),(Bass, 1997). (Rowley, 1997),
(Williams et al., 2003) stated that universities and organizations globally have been forced to adapt to the drastic
changes in order to be more innovative. As a result of this higher education institution leaders have made necessary
adjustments in order to meet the required goals and objectives (Rowley, 1997). Another important issue is the lack
of security in Irag, which has forced hundreds of scientific and intellectuals from various specializations to leave
their universities. Irag has been facing significant deterioration in HEIs because of weak international contact
(Al-Janabi and Urban, 2011; Almayali et al., 2012). “When mobility is limited or difficult, it becomes all the more
important to enhance professional growth within the institution” (Johnsrud and Rosser, 2000). Not surprisingly,
then, staff members are “interested in improving their ability to do the job they have as well as gaining the skills and
experience necessary to take on new and more challenging positions” (Rosser et al., 2000). Unfortunately, in Iraq
due to lack of financial help to the universities, training and development of the employees is nearly lacking, which
is also one of the cause of brain drain (Mahmud, 2013) . The above highlighted are few of the issues that are faced
by the Iragi HEIs. These issues are challenges for the leadership of HEIs to overcome and make their institutions
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more competitive and bring about organizational innovation so much needed to redevelop the destroyed Iraqi higher
education system. Almayali et al. (2012).From 1950 till 1990 Iraq had one of the most advanced higher educational
systems in the Arab world (Al-Janabi and Urban, 2011). In 1991, economic sanctions were imposed by the United
Nations Security Council on lIraq after its occupation and subsequent release of Kuwait. These sanctions lasted from
1991 till middle of 2003. These decade long economic sanctions had hurt the Iragi higher education sector badly
leading to destruction of infrastructure, information technology and reduced support for the higher education
academic community. Among other things many of the universities such as University of Basra and Al-Mustansiriya
were plundered by the people These sanctions and the three decades of wars separated Iraq from global
developments especially in science and technology and hampered the overall innovation capability of the Iraqi HEIs
(Asif et al., 2013). Furthermore, it has been highlighted that the leadership of Iragi universities needs to expend
effort and design strategies on promoting activities among the academic staff that could promote innovativeness -
(Al-Husseini and Elbeltagi, 2014).

Literature Review
The following section provides a summary of the academic literature that is relevant to this study. It includes a
section on transformational leadership, job satisfaction and organizational innovation.

Transformational Leadership

According to B. J. Avolio and Bass (2004) “a process of influencing in which leaders change their associates’
awareness of what is important, and move them to see themselves and the opportunities and challenges of their
environment in a new way. Transformational leaders are proactive: they seek to optimize individual, group, and
organizational development and innovation, not just achieve performance ‘at expectations.” They convince their
associated to strive for higher levels of potential as well as higher levels of moral and ethical standards.” (p. 94)A.
Chen (2009) suggest that leadership should be flexible enough to support the employees in their job performance.
Researchers have highlighted the importance of organizational climate in understanding the leadership style and
behavior, because climate guides the perceptions of employees regarding various organizational policies that are
implemented by the management (Bae et al., 2013; Wu et al., 2008). Thus, it becomes imperative that leadership
should communicate clearly with the employees Kavanagh and Ashkanasy (2006) that would help develop a bond
between the leaders and employees (Bromley and Kirschner-Bromley, 2007), which would lead to enhanced
performance. Researchers like C. F. Falk and Blaylock (2012); Luria (2008), further confirms that for effective
interrelationships within and outside organizational environment, leadership is the prerequisite. Furthermore,
Dorfman and House (2004) are of the view that for organizational survival, cross-cultural perspective of the
leadership is a must; while developing employees trust and enhancing motivation, A. Falk and Fischbacher (2006)
adds that leaders should be knowledgeable and skilled to help employees. Garcia-Morales et al. (2012) has
highlighted that leadership should have demonstrable high self-esteem and competency to articulate a vision and a
charismatic personality to influence employees; whereas, leaders without any demonstrable skills and vision would
lead an organization towards failure (Gardner et al., 2005). Transformational leadership theory was developed by
Burns (1998) and as highlighted by Nahavandi (2006), the transformational leaders not only helps in the
achievement of goals but also helps in the welfare of the employees by instilling moral and ideological values in
their subordinates (Bass, 1985; Burns, 1998; Conger and Kanungo, 1987).Transformational leadership is a process
that helps employees to achieve goals and objectives beyond the expectation (B. J. Avolio et al., 1999). Howell
(1997) has pointed out that the transformational leaders with their high moral values, idealistic thinking and
charismatic personality exert more influence on their subordinates than their counterpart transactional leaders.
Previous research has confirmed that transformational leadership style is applicable across cultures and has the same
influence on employees across the countries (Bass, 1997; Bass and Avolio, 1990; Podsakoff et al., 1990).

Organizational Innovation

According to Kimberly and Evanisko (1981) Adoption of electronic data processing for a variety of internal
information storage, retrieval and analytical purposes, indirectly related to the basic work activity of the hospital and
more immediately related to its management. Organizational Innovation as a construct is vague and researchers have
hard time on agreeing to a proper definition of it (Armbruster et al., 2008), mainly due to paucity of research on the
construct itself (Armbruster et al., 2008; Armbrister, 2006; Mol and Birkinshaw, 2009). The core concept of
innovation appears to center on the newness (Vander Steen, 2009). This ‘new’ can be a concept, idea, amenity,
procedure, policy, process, structure, product, system, and much more (Fuglsang, 2010; West and Farr, 1989;
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Windrum and Garcia-Gofii, 2008).Such broad meanings have allowed innovation to be both incremental and radical.
It can be modified or adopted from another source and it just has to be new to an organization at a given instant
(Vander Steen, 2009). Walker (2006) identified three broad groups to scientifically organize the kinds of
organizational innovations: “product, process, and ancillary”. Proposing existing or new products and facilities to
existing and new ‘clients’ is measured as a kind of product innovation under Walker (2006) outline. Process
innovations include variations in organization’s rules, procedures, and constructions, and communications as well as
variations in relationships and relations amongst members and between members and outside environment Walker
(2006). Ancillary innovations are concerned with employees across boundaries with other service earners, users or
other public activities, and, thus, their successful application is dependent upon others” (Walker, 2006).

Job Satisfaction

According to Mosadegh rad, 2003b is an attitude that people have about their jobs and the organizations in which
they perform these jobs. Methodologically, we can define job satisfaction as an employee’s affective reaction to a
job, based on a comparison between actual outcomes and desired outcomes. Job satisfaction is the phenomena that is
point of consideration for decades (Hardman, 1996; Mckee, 1991).Job satisfaction is defined as the emotional
satisfaction results from one’s job experience (Locke, 1976). Researches on Job satisfaction linked the connections
between job satisfaction and various other influencing factors (Hardman, 1996).Job satisfaction is generally viewed
from the attitude of the worker towards the job (Lawler 111, 1973; Locke, 1976) highlighted three periods of thought
and inquiry that are relative to job satisfaction. The first period is character-ized as the Physical Economic School
(Locke (Locke, 1976). During this period of inquiry, little concern was shown for the individual. It’s a belief that
efficiency in working procedures results in expansion and growth of production (Locke, 1976). Efficiency increases
production and results in greater monetary rewards for individual workers (Proffitt et al., 1990). These monetary
rewards in turn be a source of job satisfaction of the employees (Taylor, 1947).Beginning in the 1930's, the Social or
Human Relations School of job satisfaction inquiry emphasized the individual’s personal reactions to supervisory
methods (Hardman, 1996; Locke, 1976).

Thus, the above arguments lead to the following hypothesis:

H1: There is significant relationship between transformational leadership and organizational innovation.
H2: There is significant relationship between transformational leadership and job satisfaction

H3: There is significant relationship between job satisfaction and organizational innovation.

IDV
Transformational Leadership Mediator DV
Idealized Influence (attribute)
Idealized Influence (behavior) Job Satisfaction
|nspirati0na| Motivation IntrinSiC \]Ob SatiSfaCtion

L. . . Organizational Innovation
Intellectual Stimulation M - irinsic Job Satisfaction [

Individualized Consideration

Figure 1.1 conceptual framework of the study

Methodology

Sample and Data Collection

This correlation research attempted to describe the relationship among the variables. The quantitative data was
collected through survey instrument. The population for this study consisted of academic staff in 10 public
universities distributed throughout Irag. The sample consists of 280 academic staff members selected through
random sampling technique. The questionnaire applying five-point Likert scale.
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Transformational Leadership Questionnaire

For the transformational leadership was measured using (Bass and Avolio, 1995)and developed by (Bass, 1997),
Multifactor Leadership Questionnaire (MLQ) Form also known as 5X-Short (Bass et al., 2003), MLQ-5X has been
shown to be a psychometrically sound instrument (B. Avolio et al., 1997; Bass and Avolio, 1995) .The MLQ has
been extensively used in prior research and is considered to be a well-validated measure of transformational
leadership (Awamleh and Gardner, 1999) .which is one of the most widely used and tested measures of
transformational leadership (Singh and Krishnan, 2008).

Organizational innovation Questionnaire

Organizational Innovation has been measured using 16 items adapted from (Abdi and Ali, 2013; Tsai et al., 2008).
Using a 5-point Likert scale, Respondents are asked to indicate the extent of their agreement with each item ranging
from 1 (strongly disagree) to 5 (strongly agree).

Job Satisfaction Questionnaire

To measure the job satisfaction of the academicians the short form of the Minnesota Satisfaction Questionnaire
(Weiss et al., 1967), was used. The Minnesota Satisfaction Questionnaire (MSQ) is one of the most widely used
instruments in the measurement of job satisfaction (Scarpello and Campbell, 1983) and its validity and reliability has
been proven over the 40 years that it has been in use. The MSQ short form consists of 20 items/facets which
measures of job satisfaction, (Hirschfeld, 2000) found that a two factor model (intrinsic and extrinsic job
satisfaction) is superior to a one-factor model (total job satisfaction). (Rothmann et al., 2005) confirmed a two-factor
model of job satisfaction, consisting of Intrinsic and Extrinsic Job Satisfaction, in a sample of South African
Police Service (SAPS) members. Alpha coefficients for the two scales of the MSQ short form were 0,84
and 0,89 respectively (Rothmann et al., 2005). namely intrinsic satisfaction, and extrinsic satisfaction. Of these 20
facets, 12 measure intrinsic factors/occupational conditions (ability utilization, achievement, activity, authority,
creativity, independence, moral values, responsibility, security, social status, social service, and variety) and 8 of
them measure extrinsic factors/environmental conditions (advancement, organization policies and practices,
compensation, recognition, supervision-human relations, and supervision-technical) (Baylor, 2010; Van Schalkwyk
and Rothmann, 2010). Respondents were asked to express the extent of their satisfaction with each of the 20 items
on a five point likert scale ranging from 1=very dissatisfied to 5= very satisfied.

Result and Discussion

Reliability Analysis

Reliability was tested for each variable of Transformational Leadership, job satisfaction and organizational
Innovation. To measure the consistency of the scale, Cronbachs alpha was used as a measure of reliability. table 1
showed an acceptable range of reliability where the results score.

Table 1. The Reliability result variables Transformational Leadership , job satisfaction and organizational innovation

No. Variables Number of items Cranach's Alpha
1 | Transformational leadership 20 .92
2 | Job satisfaction 20 .89
3 | Organizational Innovation 16 .89

Correlation Analysis

In this section, Pearson Correlation Coefficient was used to determine the relationship among the study variables. In
addition, it identifies significant that opposites the potential value of the error from first type, and it is the amount
probability uncertainty value is at significance (0.05) and (0.01) to determine the moral differences between the
study variables. The statistical results given in Table2 show that there are significant correlations between the
transformational leadership and job satisfaction and organizational innovation. The details are as in the following.
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Table 2. The Correlation result Transformational Leadership, job satisfaction and organizational innovation.

Variable 1 2 3 Mean Stande}rd
Deviation
1-Transformational leadership (.92) 3.47 .587
2- job satisfaction 669" (.89) 3.56 511
3- organizational innovation 674" 601" (.89) 3.36 658
Number of items 20 20 16

**Correlation is significant at the 0.01 level (2-tailed), Cranach's Alpha coefficient shown in bracket in diagonal parenthesis

Testing Hypothesis

H1: There is significant relationship between transformational leadership and organizational innovation.

Pearson Correlation Coefficient value on the relationship between Transformational leadership and
organizational innovation. was 674 at a significance smaller than 0.01. It is a significant positive correlation.
This means Transformational leadership has strong significant relationship with organizational innovation.
This in turn supports the hypothesis mentioned above.

H2: There is significant relationship between transformational leadership and job satisfaction

Pearson Correlation Coefficient value on the relationship between Transformational leadership and job
satisfaction. was .669  at a significance smaller than 0.01. It is a significant positive correlation. This means
Transformational leadership has strong significant relationship with job satisfaction. This in turn supports the
hypothesis mentioned above.

H3: There is significant relationship between job satisfaction and organizational innovation.

Pearson Correlation Coefficient value on the relationship between job satisfaction and organizational
innovation . was .601"" at a significance smaller than 0.01. It is a significant positive correlation. This means job
satisfaction has strong significant relationship with organizational innovation. This in turn supports the
hypothesis mentioned above.

Conclusion

This study tested the relationships among academic staff in Iragi public universities , transformational leadership
,job satisfaction and organizational innovation using 280 questionnaires. The above statistical results prove that
there are significant strong relationship between the transformational leadership and organizational innovation and
significant strong relationship between the transformational leadership and job satisfaction and significant strong
relationship between the job satisfaction and organizational innovation. More importantly, In others words . This
indicates that all of the transformational leadership ,job satisfaction and organizational innovation as the contributing
factors and play important roles in enhancing academic staff.

References’

Abdi, Abdiaziz Mohamed, and Ali, Ali Yassin Sheikh. (2013). INNOVATION AND
BUSINESS PERFORMANCE IN TELECOMMUNICATION INDUSTRY IN SUB-
SAHARAN AFRICAN CONTEXT: CASE OF SOMALIA. INNOVATION, 2(4).

Al-Husseini, Sawasn, and Elbeltagi, Ibrahim. (2014). Transformational leadership and
innovation: a comparison study between Iraq's public and private higher education.
Studies in Higher Education(ahead-of-print), 1-23.

268



ISSN 2320-5407 International Journal of Advanced Research (2014), Volume 2, Issue 10, 264-273

Al-Janabi, Sufyan, and Urban, Joseph E. (2011). Strategic plan for enhancing higher education
computing degree programs in Iraq. Paper presented at the Global Engineering
Education Conference (EDUCON), 2011 IEEE.

Almayali, Hakim Hsoonee, Ahmad, Bin, and Ariffin, Zainal. (2012). Leadership Behaviours and
Academic Performance in Iraqi Public Universities: A Review. Information Management
& Business Review, 4(12).

Armbruster, Heidi, Bikfalvi, Andrea, Kinkel, Steffen, and Lay, Gunter. (2008). Organizational
innovation: The challenge of measuring non-technical innovation in large-scale surveys.
Technovation, 28(10), 644-657.

Armbrister, Thomas. (2006). The economics and sociology of management consulting:
Cambridge University Press.

Asif, Muhammad, Raouf, Abdul, and Searcy, Cory. (2013). Developing measures for
performance excellence: is the Baldrige criteria sufficient for performance excellence in
higher education? Quality & Quantity, 47(6), 3095-3111.

Avolio, BJ, Bass, BM, and Jung, DI. (1997). Replicated confirmatory factor analyses of the
Multifactor Leadership Questionnaire. Binghamton, NY: Center for Leadership Studies,
Binghamton University.

Avolio, Bruce J, and Bass, Bernard M. (2004). MLQ: Multifactor leadership questionnaire:
Mind Garden.

Avolio, Bruce J, Howell, Jane M, and Sosik, John J. (1999). A funny thing happened on the way
to the bottom line: Humor as a moderator of leadership style effects. Academy of
Management Journal, 42(2), 219-227.

Awamleh, Raed, and Gardner, William L. (1999). Perceptions of leader charisma and
effectiveness: The effects of vision content, delivery, and organizational performance.
The Leadership Quarterly, 10(3), 345-373.

Bae, Sang Hoon, Song, Ji Hoon, Park, Sunyoung, and Kim, Hye Kyoung. (2013). Influential
Factors for Teachers' Creativity: Mutual Impacts of Leadership, Work Engagement, and
Knowledge Creation Practices. Performance Improvement Quarterly, 26(3), 33-58.

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

Bass, Bernard M. (1997). Does the transactional—transformational leadership paradigm transcend
organizational and national boundaries? American psychologist, 52(2), 130.

Bass, Bernard M, and Avolio, Bruce J. (1990). Transformational leadership development:
Manual for the multifactor leadership questionnaire: Consulting Psychologists Press Palo
Alto, CA.

Bass, Bernard M, and Avolio, Bruce J. (1995). MLQ multifactor leadership questionnaire .
Redwood City. CA: Mind Garden.

Bass, Bernard M, Avolio, Bruce J, Jung, Dong I, and Berson, Yair. (2003). Predicting unit
performance by assessing transformational and transactional leadership. Journal of
applied psychology, 88(2), 207.

Baylor, Kenneth Mark. (2010). The influence of intrinsic and extrinsic job satisfaction factors
and affective commitment on the intention to quit for Occupations characterized by high
voluntary attrition. Nova Southeastern University.

Burns, James MacGregor. (1998). Transactional and transforming leadership. Leading
organizations, 133-134.

Chen, Andy Jung-Yi. (2009). Generational differences in leadership and conflict style
preferences within family businesses in Taiwan: Nova Southeastern University.

269



ISSN 2320-5407 International Journal of Advanced Research (2014), Volume 2, Issue 10, 264-273

Conger, Jay A, and Kanungo, Rabindra N. (1987). Toward a behavioral theory of charismatic
leadership in organizational settings. Academy of management review, 12(4), 637-647.

Dorfman, Peter W, and House, Robert J. (2004). Cultural influences on organizational
leadership: Literature review, theoretical rationale, and GLOBE project goals. Culture,
leadership, and organizations: The GLOBE study of, 62, 51-73.

Falk, Armin, and Fischbacher, Urs. (2006). A theory of reciprocity. Games and Economic
Behavior, 54(2), 293-315.

Falk, Charles F, and Blaylock, Bruce K. (2012). The H Factor: A Behavioral Explanation of
Leadership Failures in the 2007-2009 Financial System Meltdown. Journal of
Leadership, Accountability & Ethics, 9(2), 68-82.

Fuglsang, Lars. (2010). Bricolage and invisible innovation in public service innovation. Journal
of Innovation Economics(1), 67-87.

Garcia-Morales, Victor Jesus, Jiménez-Barrionuevo, Maria Magdalena, and Gutiérrez-Gutiérrez,
Leopoldo. (2012). Transformational leadership influence on organizational performance
through organizational learning and innovation. Journal of Business Research, 65(7),
1040-1050.

Gardner, William L, Avolio, Bruce J, Luthans, Fred, May, Douglas R, and Walumbwa, Fred.
(2005). “Can you see the real me?” A self-based model of authentic leader and follower
development. The Leadership Quarterly, 16(3), 343-372.

Hardman, Teresa R. (1996). A study of job satisfaction of female public school administrators in
West Virginia. West Virginia University.

Hirschfeld, Robert R. (2000). Does revising the intrinsic and extrinsic subscales of the Minnesota
Satisfaction Questionnaire short form make a difference? Educational and Psychological
Measurement, 60(2), 255-270.

Howell, Jane M. (1997). Organization contexts, charismatic and exchange leadership. Kellog
Leadership Studies Project.

Johnsrud, Linda K, and Rosser, Vicki J. (2000). Understanding the work and career paths of
midlevel administrators (Vol. 111): Jossey-Bass Incorporated Pub.

Kavanagh, Marie H, and Ashkanasy, Neal M. (2006). The impact of leadership and change
management strategy on organizational culture and individual acceptance of change
during a merger. British Journal of Management, 17(S1), S81-S103.

Kezar, Adrianna J, and Carducci, Rozana. (2006). Rethinking the" L" Word in Higher Education:
The Revolution of Research on Leadership: ASHE Higher Education Report: John Wiley
& Sons.

Kimberly, John R, and Evanisko, Michael J. (1981). Organizational innovation: The influence of
individual, organizational, and contextual factors on hospital adoption of technological
and administrative innovations. Academy of management journal, 24(4), 689-713.

Lawler 111, Edward E. (1973). Motivations in work organizations.

Locke, Edwin A. (1976). The Nature and Causes of Job Satisfactionl.

Luria, Gil. (2008). Climate strength—How leaders form consensus. The Leadership Quarterly,
19(1), 42-53.

Mahmud, Sabah Faihan. (2013). The Higher Education In Iraq Challenges And
Recommendations. Journal of Advanced Social Research Vol, 3(9), 255-264.

Mckee, Jane Gallimore. (1991). Leadership styles of community college presidents and faculty
job satisfaction. Community/Junior College Quarterly of Research and Practice, 15(1),
33-46.

270



ISSN 2320-5407 International Journal of Advanced Research (2014), Volume 2, Issue 10, 264-273

Mol, Michael J, and Birkinshaw, Julian. (2009). The sources of management innovation: When
firms introduce new management practices. Journal of business research, 62(12), 1269-
1280.

Nahavandi, Afsaneh. (2006). The art and science of leadership.

Podsakoff, Philip M, MacKenzie, Scott B, Moorman, Robert H, and Fetter, Richard. (1990).
Transformational leader behaviors and their effects on followers' trust in leader,
satisfaction, and organizational citizenship behaviors. The Leadership Quarterly, 1(2),
107-142.

Proffitt, MH, Margitani, JJ, Kelly, KK, Loewenstein, M, and Podolske, JR. (1990). from high-
altitude aircraft measurements. Nature, 347, 6.

Rosser, James C, Herman, Bjorn, Risucci, Donald A, Murayama, Michinori, Rosser, Ludie E,
and Merrell, Ronald C. (2000). Effectiveness of a CD-ROM multimedia tutorial in
transferring cognitive knowledge essential for laparoscopic skill training. The American
journal of surgery, 179(4), 320-324.

Rothmann, S, Steyn, LJ, and Mostert, K. (2005). Job stress, sense of coherence and work
wellness in an electricity supply organisation. South African Journal of Business
Management, 36(1).

Rowley, Daniel James. (1997). Strategic Change in Colleges and Universities: Planning to
Survive and Prosper. Jossey-Bass Higher and Adult Education Series: ERIC.

Scarpello, Vida, and Campbell, John P. (1983). Job satisfaction: are all the parts there?
Personnel psychology, 36(3), 577-600.

Singh, Niti, and Krishnan, Venkat R. (2008). Self-sacrifice and transformational leadership:
mediating role of altruism. Leadership & Organization Development Journal, 29(3), 261-
274.

Taylor, Frederick Winslow. (1947). Scientific management. New York and London: Harper and
Row.

Tierney, Pamela, Farmer, Steven M, and Graen, George B. (1999). An examination of leadership
and employee creativity: The relevance of traits and relationships. Personnel Psychology,
52(3), 591-620.

Tsai, Whey-Fone, Huang, Weicheng, Lin, Fang-Pang, Hung, Bonita, Wang, Yao-Tsung, Shiau,
Steven, . . . Pan, Yi-Lun. (2008). The human-centered cyberinfrastructure for scientific
and engineering grid applications. Journal of the Chinese institute of engineers, 31(7),
1127-1139.

Van Schalkwyk, L, and Rothmann, S. (2010). Job satisfaction in a chemical factory. Southern
African Business Review, 14(3).

Vander Steen, Benjamin. (2009). Measuring innovation in the BC public sector: developing a
performance measurement framework for IGRS'innovation program.

Walker, Richard M. (2006). Innovation type and diffusion: an empirical analysis of local
government. Public administration, 84(2), 311-335.

Weiss, DJ, Dawis, RV, England, GW, and Lofquist, LH. (1967). Manual for the Minnesota
Satisfaction Questionnaire. Minneapolis. Minn.: University of Minnesota Industrial
Relations Center.

West, Michael A, and Farr, James L. (1989). Innovation at work: Psychological perspectives.
Social Behaviour.

271



ISSN 2320-5407 International Journal of Advanced Research (2014), Volume 2, Issue 10, 264-273

Williams, Scott D, Graham, T Scott, and Baker, Bud. (2003). Evaluating outdoor experiential

training for leadership and team building. Journal of Management Development, 22(1),
45-59.

Windrum, Paul, and Garcia-Goiii, Manuel. (2008). A neo-Schumpeterian model of health
services innovation. Research Policy, 37(4), 649-672.
Wu, Tsung-Chih, Chen, Chi-Hsiang, and Li, Chin-Chung. (2008). A correlation among safety

leadership, safety climate and safety performance. Journal of Loss Prevention in the
Process Industries, 21(3), 307-318.

272



