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Introduction

In today's world the role of leadership in controlling the organizational factors varies. This is mainly because the
humans possess abilities that differ across humans. These abilities are either acquired through experience or through
intellectual training. These abilities help some individuals to influence others. Similarly, leaders have the abilities
based on experience, traits and characteristics to influence other people within an organization. Organizations of all
sizes need leadership that could provide direction as well as create an environment where organizational and cultural
factors are at congruence with each other, thus helping the organization to succeed in its strategic environment
(Garrison and Vaughan, 2013;Sotirofski , 2011; Birasnav et al., 2013; Wang , 2006) are of the opinion that
transformational leadership understands that organizations can only be transformed into innovative organizations
only when human capital is created within the organizations. To develop human capital transformational leaders
exercise empowerment among employees so that employees can make quicker decisions regarding innovations.
Thomson (2007) has highlighted that the success of an organization depends on a number of factors like human
capital, availability of technological and financial resources etc. All these elements are interrelated and are
integrated to achieve organizational objectives. For achievement of objectives and integration of resources,
organizations are always on the lookout for a suitable person, who could help the organization in its achievement of
objectives. Thus, leaders are expected to have certain characteristics that would distinguish them from other
employees. Burns (1978) has highlighted certain characteristics like charisma, morality, vision and values that make
a leader. In his opinion these characteristics are the essential ingredients for transformational leader and the most
important of the element is morality (Burns, 1978). This difference is vital in understanding transformational
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leadership. According to Bass and Steidlmeier (1999), the transformational leader is committed to leading with an
ethical philosophy, which states that an organization worth is measured by the extent to which it satisfies the needs
and targets of its constituents. Higher education sector of any country acts as a backbone for that country as it
provides skilled human resource as well as helps in developing the socio-economic and cultural environment of a
country. The leadership of a higher education institution is responsible for the change in demographic of a university
along with the research and development. Role of leadership in an academic context has become more important as
there is lack of innovation from the universities (Hoff , 1999; Diament , 2005; Greenberg , 2006 To achieve this end,
higher education plays a vital role in training and developing human resources that are much needed in the market
place. 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 Iraq
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 lIragi higher education sector badly leading to destruction of
infrastructure, information technology and reduced support for the higher education academic community.

Literature Review

Transformational leadership

Transformational leadership theory was developed by Burns (1978) 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 , 1978; 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 (Podsakoff et al., 1990;
Bass , 1997; Bass and Avolio, 1990; Bass and Avolio, 1993). The principles of transformational leadership are
embedded in the charismatic leadership work of Weber (as cited in Ergeneli , Gohar and Tamirbekova, 2007) .
According to Bryman (1992), the 80s decade saw pessimistic approach of scholars regarding the development of
leadership theories and little came out that could help in the transformation of organizations to cope with the
changing business environment. Same views were expressed by Bass and Avolio (1997) when they stated that
transactional leadership style would plainly fail in the face of changing circumstances confronted by the
organizations.

Innovation

Innovation is often a difficult phenomenon to define and study. However, there is a general agreement among
researchers and academics that innovation in organizations includes creating something new and having this ‘new’
applied and adopted by others (Fuglsang, 2010). 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 (West & Farr, 1989;Windrum , 2008; Fuglsang , 2010). 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’s (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). Additionally, (Walker, 2008) and Damanpour and Wichnevsky (2006),
Kimberly and Evanisko (1981), and Daft (1978) made a distinction between two phases of the innovation: group of
innovation and approval of innovation. They considered the group of innovation as a process that outcomes in a
‘new’ to an organization while acceptance of innovation is a process of the integration According to Van de Ven
(1986), innovation in organizations is more than creativity or invention. However, vision is a significant building
block for innovation (Amabile and Gryskiewicz, 1989). An invention or creative idea does not become an
innovation until it is accepted organization wide (Van de Ven, 1986).Fuglsang (2010) measured the term
“innovation” to be comprehensive of actions such as implementation, diffusion, replication, and gaining wider
positive advantage from the invention. The innovation process is often contentious, competes with other courses of

665



ISSN 2320-5407 International Journal of Advanced Research (2014), Volume 2, Issue 7, 664-671

achievement, and poses a threat to vested welfares (Kanter, 1988). Innovative actions create alteration, increased
risk, uncertainty, and imprecision (Kirton, 1976) . As such, most innovations in organizations inexorably experience
confrontation and often become a subject of debate within an organization (Borins, 2002).

Transformational leadership and innovation

Birasnav , et al., (2013) are of the opinion that transformational leadership understands that organizations can only
be transformed into innovative organizations only when human capital is created within the organizations. To
develop human capital transformational leaders exercise empowerment among employees so that employees can
make quicker decisions regarding innovations. Previous research has highlighted that if innovation is to be adopted
and implemented in any organization, the leaders have to be adaptable to it. In other words, leaders need to be
change oriented whether the change is to be initiated from within an organization or it comes from outside the
organization (Cummings and Worley, 2005; Bowen et al., 2013; Wang & Tsai, 2014 ). There have been numerous
studies that point out towards a significant relationship between leadership and organization innovation or creativity
(Mumford et al., 2002). Researchers have highlighted that leadership behavior like participative and considerate
would increase creativity of subordinates (Hage and Dewar, 1973). Similarly, researchers are of the opinion that
leaders, who help in the development of cognitive skills of their subordinates, give them empowerment and provide
conducive and supportive environment would help raise the creativity levels of their subordinates (Redmond et al.,
1993; Scott and Bruce, 1994; Tierney et al., 1999; Oldham and Cummings, 1996). Literature is replete with studies
that confirm transformational leaders’ role in enhancing employees’ creativity and innovation. The research
highlights that leaders who follow transformational style help raise the employees’ engagement levels within an
organization (Bass , 1985; Gardner and Avolio, 1998; Shamir , House, and Arthur, 1993) by providing motivation
through articulating a vision that links organizational and employees’ interests together and thus, in the process not
only help employees’ to achieve organizational objectives but also their own personal objectives (Bennis and Nanus,
1985; Conger and Kanungo, 1998; House , Spangler, and Woycke, 1991). In line with the view suggested in the
literature, the study formulates the research hypotheses as below

H1: There is significant relationship between transformational leadership and administrative innovation
H2: There is significant relationship between transformational leadership and market innovation

H3: There is significant impact between transformational leadership and administrative innovation.

H4: There is significant impact between transformational leadership and market innovation.

Administrative Innovation

Transformational leadership

Market Innovation

Figure.1. The Proposed Model of Study

Methodology

Sample and Data Collection

The research used a quantitative data was collected through survey instrument. using five-point Likert scales ranging
from 1-strongly disagree to 5-strongly agree. The population for this study consisted of all academic staff in 10
public universities distributed throughout Iraq. The sample consists of 280 academic staff members in public
universities located in Iraq selected through random sampling technique.

Transformational Leadership Questionnaire

For the transformational leadership was measured using Bass and Avolio (1997) and Avolio and Bass, 1995
Multifactor Leadership Questionnaire (MLQ) Form Bass & Avolio (1996) , also known as 5X-Short (Bass , Avolio,
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Jung, & Berson, 2003) MLQ-5X has been shown to be a psychometrically sound instrument (Avolio , Bass, & Jung,
1997; Bass , 1998; Bass & Avolio, 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). The MLQ 5x is a recent version of the scale which has been in development for nearly 20 years
and used extensively to measure leadership practices, particularly transformational leadership. The five
subscales(ldealized influence (attributed), ldealized influence (behavioral), Inspirational motivation, Intellectual
stimulation, Individual consideration) that measure transformational leadership were extracted from the MLQ, and a
composite transformational leadership score was computed from those items (Carless, 1998). The 20 items
represented by these subscales employ a five-point scale ranging from 1="Not at all” to 5= “Frequently, if not
always”.

Administrative Innovation Questionnaire has been measured using 6 items adapted from (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).

Markets Innovation Questionnaire has been measured using 3 items adapted from (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).

Result and Discussion

Reliability Analysis

Reliability was tested for each variable of Transformational Leadership, administrative Innovation and market
innovation. To measure the consistency of the scale, Cronbachs alpha was used as a measure of reliability. After
factor loading was carried out, , reliability coefficients of 0.7 or more are considered adequate for social studies
(Hair Jr, 2006) table 2 showed an acceptable range of reliability where the results score. table 1 showed an cceptable
range of reliability where the results score.

Table 1. The Reliability result variables Transformational Leadership , administrative innovation and market

innovation
No. Variables Number of items Cranach's Alpha
1 | Transformational leadership 20 .92
2 | administrative innovation 6 71
3 | Market Motivation 3 72

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 administrative innovation and market innovation. The details are as in the following.

Table 2. The Correlation result Transformational Leadership, administrative innovation and Market

innovation.
Variable 1 2 3 Mean Star?da}rd
Deviation
1-Transformational leadership (.92) 3.43 .61
2- administrative innovation 54** (.71) 3.36 .68
3- Market Motivation .62** 53** (.72) 3.45 .86
Number of items 20 6 3

**Correlation is significant at the 0.01 level (2-tailed)
Cranach's Alpha coefficient shown in bracket in diagonal parenthesis
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As the statistical results shown in table 3, Pearson Correlation Coefficient value on the relationship between
transformational leadership and administrative innovation and Market Motivation. (Administrative innovation =
.54** and market innovation = .62**) at a significance smaller than 0.01. It is a significant positive correlation. This
means transformational leadership has strong significant relationship with administrative innovation and Market
innovation. This in turn supports the first hypothesis mentioned below.

Testing Hypothesis
H1: There are significant relationships between transformational leadership and administrative innovation.

Pearson Correlation Coefficient value on the relationship between Transformational leadership and
administrative innovation. was 0.54** at a significance smaller than 0.01. It is a significant positive correlation.
This means Transformational leadership has strong significant relationship with administrative innovation.
This in turn supports the hypothesis mentioned above.

H2: There are significant relationships between transformational leadership and market innovation.

Pearson Correlation Coefficient value on the relationship between Transformational leadership and market
innovation was 0.62** at a significance smaller than 0.01. It is a significant positive correlation. This means
Transformational leadership has strong significant relationship with market innovation. This in turn supports
the hypothesis mentioned above.

Regression Analysis

A series of linear regression analyses was conducted to measure the impacts between the independent variables
and the dependent variable. The regression results are shown in table 3. R square is the square of the multiple
correlation coefficients; it indicates the proportion of the variance of the dependent variable explained by the
independent variables. The closer R square near to 1, the better the linear regression model is. The F-value is
computed as the ratio of the mean sums of squares of the regression equation and the residual. The coefficient
indicates the number of units of increase in the dependent variable caused by an increase of one unit in the
independent variable. The detailed verifications of the second hypothesis are provided in the following.

Table 3: Regression Analysis Results

variables Standard Beta Sig. Model Summary

1- Administrative innovation R’=0.29

Adjusted R*= 0.29
0.53 .000 Standard Error = 0.57
F statistics= 113.95
p-value = .000

2- Market Motivation R’= .39

Adjusted R?= 0.38
0.62 .000 Standard Error = .68
F statistics= 174.35
p-value = .000

**significant < 0.01, * significant< 0.05
Predictors: (Constant), transformational leadership

Testing Hypothesis
H3: There is significant impact of transformational leadership on administrative innovation.

Statistical results in Table 3 illustrate the impact of transformational leadership on administrative innovation and
market innovation results illustrate the relations between transformational leadership and administrative innovation.
were acceptable. As indicated in the test (F) the calculated (F) value is 113.95 which are the largest of the indexed
value (F) at significance less than 0.01. As a result, value of the adjusted coefficient (interpretation) R2 is 0.29. This
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means the transformational leadership explain and interpret 0. 29 from the gained changes administrative
innovation. In addition, the value of the coefficient Beta (B) for the transformational leadership an explanatory
(independent) variable for the respondent (dependent) variable of is 0.53 at a significant less than 0.01. In other
word, the change of one unit in the transformational leadership is followed by an increase of 0.53 in the
administrative innovation. This in turn supports the sub-hypothesis mentioned above.

H4: There is significant impact of transformational leadership on market innovation.

Statistical results illustrate the relations between transformational leadership and market innovation. were
acceptable. As indicated in the test (F) the calculated (F) value is 174.35 which are the largest of the indexed value
(F) at significance less than 0.01. As a result, value of the adjusted coefficient (interpretation) R2 is 0.39 .This
means the transformational leadership explain and interpret 0.39 from the gained changes market innovation. In
addition, the value of the coefficient Beta (B) for the transformational leadership an explanatory (independent)
variable for the respondent (dependent) variable of is 0.62 at a significant less than 0.01. In other word, the change
of one unit in the transformational leadership is followed by an increase of 0.62 in the market innovation. This in
turn supports the sub-hypothesis mentioned above.

Conclusion

The above statistical results prove that there are significant strong relationship between the transformational
leadership with administrative innovation and market innovation. More importantly, there are significant impacts of
the transformational leadership on both administrative innovation and market innovation. In others words, Leaders
are the key personnel within organizations and higher education sector giving directions and guiding employees to
be more creative and innovation in their approaches. leadership in controlling the organizational factors varies. This
is mainly because the humans possess abilities that differ across humans. The They are the ones who are responsible
for ensuring a conducive environment that could lead to both administrative innovation and market innovation.
Thus, the study contributes to the existing pool of knowledge on the empirical impact of transformation al leadership
on both administrative innovation and market innovation. Different aspects of these variables were tested, so as to
provide a wider and more comprehensive lead to understanding of the factors or elements that affect in Iraqi public
universities.

References

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

Amabile, Teresa M, and Gryskiewicz, Nur D. (1989). The creative environment scales: Work environment
inventory. Creativity Research Journal, 2(4), 231-253.

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, Bass, Bernard M, and Jung, Dong 1. (1999). Re-examining the components of transformational and
transactional leadership using the Multifactor Leadership. Journal of occupational and organizational
psychology, 72(4), 441-462.

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.

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. (1998). Transformational leadership: Industry, military, and educational impact: Mahwah, NJ:
Erlbaum.

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. (1993). Transformational leadership: A response to critiques.

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

669



ISSN 2320-5407 International Journal of Advanced Research (2014), Volume 2, Issue 7, 664-671

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.

Bass, Bernard M, and Steidlmeier, Paul. (1999). Ethics, character, and authentic transformational leadership
behavior. The leadership quarterly, 10(2), 181-217.

Bennis, Warren G, and Nanus, Burt. (1985). Leaders: Harper & Row New York.

Birasnav, M, Albufalasa, M, and 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. Tékhne, 11(2), 64-75.

Borins, Sandford. (2002). Leadership and innovation in the public sector. Leadership & Organization Development
Journal, 23(8), 467-476.

Bowen, Erin E, Bertoline, Gary R, Athinarayanan, Ragu, Cox, Robert F, Burbank, Kenneth A, Buskirk, Donald R,
and Kiglikonal, Hatice. (2013). Global technology leadership: A case for innovative education praxis.
Procedia-Social and Behavioral Sciences, 75, 163-171.

Burns, JM. (1978). Leadership, 1978. New Yorker: Harper & Row.

Carless, Sally A. (1998). Assessing the discriminant validity of transformational leader behaviour as measured by
the MLQ1. Journal of Occupational and Organizational Psychology, 71(4), 353-358.

Chen, Shun-Hsing, Yang, Ching-Chow, Shiau, Jiun-Yan, and Wang, Hui-Hua. (2006). The development of an
employee satisfaction model for higher education. The TQM Magazine, 18(5), 484-500.

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.

Conger, Jay A, and Kanungo, Rabindra N. (1998). Charismatic leadership in organizations: Sage.

Cummings, TG. en Worley, CG (2005). Organization development and.

Daft, Richard L. (1978). A dual-core model of organizational innovation. Academy of management journal, 21(2),
193-210.

Damanpour, Fariborz, and Daniel Wischnevsky, J. (2006). Research on innovation in organizations: Distinguishing
innovation-generating from innovation-adopting organizations. Journal of Engineering and Technology
Management, 23(4), 269-291.

Diament, Aron, and Cypel, Saul. (2005). Neurologia infantil: v. 1: Atheneu.

Ergeneli, Azize, Gohar, Raheel, and Temirbekova, Zhanar. (2007). Transformational leadership: Its relationship to
culture value dimensions. International Journal of Intercultural Relations, 31(6), 703-724.

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

Gardner, Donald G, Cummings, Larry L, Dunham, Randall B, and Pierce, Jon L. (1998). Single-item versus
multiple-item measurement scales: An empirical comparison. Educational and Psychological Measurement,
58(6), 898-915.

Garrison, D Randy, and Vaughan, Norman D. (2013). Institutional change and leadership associated with blended
learning innovation: Two case studies. The Internet and Higher Education, 18, 24-28.

Greenberg, Milton. (2006). The power of academic citizenship. Chronicle of Higher Education: Chronicle Review
B, 20.

Hage, Jerald, and Dewar, Robert. (1973). Elite values versus organizational structure in predicting innovation.
Administrative science quarterly, 18(3).

Hair Jr, JF. (2006). Black, WC Babin, BJ, Anderson RE, & Tatham, RL (2006). Multivariate data analysis, 6.

Hoff, Kathryn S. (1999). Leaders and managers: Essential skills required within higher education. Higher Education,
38(3), 311-331.

House, Robert J, Spangler, William D, and Woycke, James. (1991). Personality and charisma in the US presidency:
A psychological theory of leader effectiveness. Administrative science quarterly, 36(3).

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

Kanter, Rosabeth Moss. (1988). Three tiers for innovation research. Communication Research, 15(5), 509-523.

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.

Kirton, Michael. (1976). Adaptors and innovators: A description and measure. Journal of applied psychology, 61(5),
622.

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

670



ISSN 2320-5407 International Journal of Advanced Research (2014), Volume 2, Issue 7, 664-671

Oldham, Greg R, and Cummings, Anne. (1996). Employee creativity: Personal and contextual factors at work.
Academy of management journal, 39(3), 607-634.

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.

Redmond, Matthew R, Mumford, Michael D, and Teach, Richard. (1993). Putting creativity to work: Effects of
leader behavior on subordinate creativity. Organizational behavior and human decision processes, 55(1),
120-151.

Scott, Susanne G, and Bruce, Reginald A. (1994). Determinants of innovative behavior: A path model of individual
innovation in the workplace. Academy of management journal, 37(3), 580-607.

Shamir, Boas, House, Robert J, and Arthur, Michael B. (1993). The motivational effects of charismatic leadership:
A self-concept based theory. Organization science, 4(4), 577-594.

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

Sotirofski, Kseanela. (2011). Comparing the educational leadership roles of Albanian and Turkish higher education
institutions administrators. Procedia-Social and Behavioral Sciences, 15, 3560-3565.

Thomson, Grace S. (2007). A review of transformational leadership models and its linkage to the
scholarship/practice/leadership model.

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 de Ven, Andrew H. (1986). Central problems in the management of innovation. Management science, 32(5),
590-607.

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.

Walker, Richard M. (2008). An empirical evaluation of innovation types and organizational and environmental
characteristics: towards a configuration framework. Journal of Public Administration Research and Theory,
18(4), 591-615.

Wang, Chung-Jen, Tsai, Huei-Ting, and Tsai, Ming-Tien. (2014). Linking transformational leadership and employee
creativity in the hospitality industry: The influences of creative role identity, creative self-efficacy, and job
complexity. Tourism Management, 40, 79-89.

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

Windrum, Paul, and Garcia-Gofii, Manuel. (2008). A neo-Schumpeterian model of health services innovation.
Research Policy, 37(4), 649-672.

671



