
 (
School of Business Leadership: Research Focus Areas 202
4
)


Admission requirements for Doctoral of Business Leadership qualification
Graduate School of Business Leadership
Introduction
This document provides the selection criteria applicable to the Doctoral in Business Leadership (DBL) qualification offered by the Graduate School of Business Leadership (SBL).
These selection criteria consist of the following:
Students' applications will be reviewed following the Procedures for Master's and Doctoral Degrees (section 3.1 to section 3.3). The college is not obliged to accept prospective students who meet the minimum criteria, as other factors are considered. See below
· The entrance requirements for students in the Graduate School of Business Leadership (to ensure that the quality of incoming students is such that they have an optimal chance of completing their qualifications). Meeting the minimum requirements 
· The topic the student wishes to research 
· The topic alignment with the preferred research focus area
· The college's capacity and expertise to supervise specific areas of research specialisation.
· Academic record
· Limitations imposed by enrolment planning
The philosophy underlying the selection criteria
The SBL recognises that the opportunity to increase the rate of student throughput in DBL studies begins with the selection and admission process. Recruiting talented candidates from diverse backgrounds with the potential to succeed requires a process that will attract those likely to thrive within the business school culture. In addition, a 'fit' or 'match' between the potential candidate's research interest and the supervisor's expertise is also a key requirement. The selection criteria for DBL candidates are thus founded on the following two pillars:
1. A transparent, fair, realistic and academically well-founded admission procedure
2. Creating a good fit between the DBL candidate's research interest and the supervisor's expertise
In line with UNISA practice, the SBL is convinced that the number of Doctoral registrations should be informed by the availability of suitable supervisors to ensure that available supervisory capacity is not exceeded. There is a need to maintain supervisor/student ratios conducive to high-quality results. The SBL implements various interventions to improve internal supervision capacity to plan for growth. In addition, SBL has embarked on a process to identify what the school offers regarding high-level research expertise and supervision capacity. The focus in SBL is to increase the number of DBL registrations in key research areas in line with current research focus areas and supervisors' areas of specialisation. The SBL offers a Doctoral of Business Leadership, and therefore studies should be differentiated from other colleges through topics focussing on Leadership.
This process:
· assists the matching between prospective DBL candidates and its capacity before admitting a candidate
Proposed selection criteria for Doctoral studies in SBL
The DBL programme has been structured to significantly guide and support selected students to contribute to business and leadership studies. The DBL takes 2‐6 years to complete. The DBL candidates should attend the compulsory Research Workshops in the first year. The outcome of the research module is an approved research proposal within one academic year. After the research module has been approved, candidates are officially registered for the thesis.
The admission criteria for the Doctoral programme at the SBL are informed by the UNISA Admissions Policy and section 37 of the Higher Education Act 101 of 1997 (as amended), which states the following:
	37. Admission to public higher education institutions
(1)	Subject to this Act, the council of a public higher education institution, after consulting the senate of the public higher education institution, determines the admission policy of the public higher education institution.
(2)	The council must publish the admission policy and make it available on request.
(3)	The admission policy of a public higher education institution must provide appropriate measures for the redress of past inequalities and may not unfairly discriminate in any way.
(4)	Subject to this Act, the council may, with the approval of the senate—
(a)	determine entrance requirements in respect of particular higher education programmes;
(b)	determine the number of students who may be admitted for a particular higher education programme and the manner of their selection;
(c)	determine the minimum requirements for re-admission to study at the public higher education institution concerned; and
(d)	refuse re-admission to a student who fails to satisfy such minimum requirements for re-admission.


The SBL acknowledges the importance of the italicised phrase in subsection (3) above and will adopt a very flexible approach regarding admission to doctoral studies. Responsible, feasible, flexible and transparent selection criteria will promote proper and effective management of postgraduate students in the Graduate School of Business Leadership. For this reason, the selection criteria identified by the SBL aim to foster inclusivity instead of being prescriptive and exclusionary.
Admission criteria for the DBL degree:
A student:
· Must hold a three-year Bachelor's degree with 360 SAQA credits and an MBL or MBA, or equivalent Management or Leadership degree from an approved tertiary institution. Relevant working experience will be an added advantage;
· Could be requested by the Graduate School of Business Leadership (SBL) to pass one or more departmental examinations or to complete additional MBL or MBA modules if deemed necessary;
· Must submit a 2,500-word research outline (in line with the requirements listed below), original certified copies of academic records as well as a Curriculum Vitae;
· Has to apply for admission using the Unisa online application system at www.unisa.ac.za/md/applications 
Prospective DBL candidates will be considered for admission to the respective research focus areas of the college. The initial selection of candidates for Doctoral studies will be done through the assessment of the research outline (maximum of 2,500 words) describing the following:
1. Topic
2. Description of the problem to be addressed
3. Literature review indicating the gap in the literature and the possible contribution to new knowledge
4. Significance and impact of the desired outcome locally, on the continent and/or globally
5. List of references (using the Harvard referencing method) of recent, e.g. past five years, scholarly sources and seminal authors.
The following criteria will be applied equally to assess the research outline:
a) Academic merit: Quality in originality, significance, rigour and impacts in reach and significance.
b) Evidence of higher-order thinking: The candidate's skills and abilities in analysing, synthesising, applying, and evaluating information.
c) Writing skills: The extent to which the outline conveys coherent and well-developed arguments that are supported with relevant, detailed and convincing evidence; the logical sequence of paragraphs with content-based transitions; the use of appropriate diction and tone, constructively varied sentence structures and the use of correct grammar, punctuation, spelling and syntax.
d) Academic and professional experience: Strengths and relevance relative to the candidate's opportunities (impact).
To prepare the outline, the SBL proposes the following course of action to the candidate:
· Read scholarly articles based on the problem to be researched for at least a year before applying for a DBL
· Acquire and study Acquire the textbook "Stepping stones to achieving your doctorate" by Trafford and Lesham
· Request temporary access to the library from the Post Graduate Studies Manager at the SBL (vdpolhm@unisa.ac.za)
· Read a substantial number, at least 50, of current (2018-2022) scholarly articles based on your idea of a researchable problem. You can classify this into a table containing authors, problem statements, findings, and suggestions for future research. This will assist in identifying the gap in the field
· You can contact a possible supervisor from the focus areas below and bounce ideas.
Short-listed candidates should meet with potential supervisors and present their outlines in person at a workshop or via an electronic medium such as SKYPE or MS Teams as part of the selection process.
Successful candidates will be informed in writing that they may register for the DBL proposal module. The names of unsuccessful candidates and the reasons for their rejection will be submitted to the SBL Quality Assurance and Planning Committee for validation. Applicants can appeal to the College Executive Management if admission is refused. Reasons for such refusal must be furnished to the applicant.
The following possible alternative opportunities exist for applicants who do not meet the generic admission requirements for SBL:
a) Applicants with degrees that have different structures from normal South African MBL/MBA degrees, applicants whose degrees do not correspond to generic SBL admission requirements (e.g. no mark awarded for previous dissertations, no clear evidence of having completed a research-related module as part of the previous qualification, etc.), or applicants who do not meet generic admission requirements but who have applicable experience in research that may qualify them for admissions to a DBL degree will be required to apply for recognition of prior learning (RPL). Prior academic and research activity by the applicant will be evaluated in accordance with formal Unisa RPL procedures, and the outcome of the RPL process will be submitted to and approved by the SBL Executive Committee. If the approved outcome of the RPL process is positive, the applicant will be allowed to proceed with an application for admission, subject to all terms and conditions governing the admissions process.
b) Students who have been refused admission because of limited capacity within the SBL may reapply in subsequent years.
c) In instances where a student has a weak academic record, a submission may be made to the Academic Director to allow such a student admission. Students must provide a written motivation of no more than three pages requesting admission to the SBL. The SBL will consider the application considering the following:
· the relevant experience, work or otherwise, of the student
· alternative options for access to the programme
· any other factor deemed necessary by the SBL.


Model of Supervision
Students will be allocated to a supervisor but should work independently within the requirements of higher degree studies.
Students are encouraged to pursue their research in the listed research focus areas below. However, competition for a space in the programme is severe, and it is the candidate's responsibility to convince the selection panel that his/her research outline is worthy of research.


	Focus area
	Short description of the focus area
	The lead researcher (contact person)
	Capacity per focus area/research team

	Responsible Leadership in Practice
This focus area focuses on leaders in business or public sector organisations and how Leadership is practised in these organisations

	Business ethics and Corporate Social Responsibility


	Focus areas are crystallised in: Standards of business behaviour; Advancing the effectiveness of ethics policies and programmes; Embedding ethical values and behaviours; Women breaking 'glass ceilings'; The Ethicality of Women as Leaders in Corporations and Public Service; Corporate ethics; Ethics and risk; Corporate social responsibility; Corporate sustainability; Ethical norms in international business; Ethics and leadership (e.g. charisma, manipulation, persuasion); Organisational ethics; Managers' moral decision-making; Learning and critical management perspective; CRS studies; Developing sustainable, ethical business practices.
	Prof A Nicolaides
Email: pythagoras13@hotmail.com
	Doctorates: up to 12

	Ethics and Governance


	Today, we speak of the interconnected future of business and society. For instance, the successful implementation of the national development plan is arguably necessary for the sustainable development of business. However, in the South African context, we have also seen a wide array of governance public and private sector failures and how their impact has compromised the sustainability of key public and private sector institutions as well as effective delivery of services as highlighted by the work of the Zondo Commission of Enquiry into State Capture, whose reports (Volumes 1-4) are worth reading. Consequently, therefore, the focus is on the following:
· Governance, national and foreign anti-corruption laws and risk management, building integrity systems, corporate social responsibility & sustainability management theories and related governance frameworks 
· The application of human rights standards and the bill of rights concepts to the corporate governance discourse and the extent to which they may be used as a tool for evaluating the performance of businesses and articulating further the role of business in society, especially how businesses ought to be governed. 
· Ethical Leadership and governance of ethics
The focus is thus on Corporate governance, human rights and company law; human rights; corporate social responsibility and human rights, stakeholder management and human rights; and sustainability management & human rights
	Prof S Monyamane
Email: monyas@unisa.ac.za
	Doctorates: up to 2

	Innovation Behaviour 


	Seeking a deeper understanding of the human behaviour that contributes to the functioning of organisational systems. More specifically, their ability to act innovatively towards the growth and sustainability of the organisational systems they function in while understanding the dynamics of these organisational systems (processes and procedures) towards designing for the enhanced emergence of innovation behaviour.
	Dr C Hind
Email: hindc@unisa.ac.za
	Doctorates: up to 4

	African Leadership


	Organisational Leadership in the African context, specifically its role and contribution to organisational climate/culture, and its impact on organisational and employee behaviour, through the utilisation of the meso-framework. Instrument design and validation form the technical basis for many studies to ensure that the contextual realities are acknowledged and accounted for. This entails a mixed-method approach, usually from an emic perspective.
	Prof A Grobler
Email: grobla@unisa.ac.za
	Doctorates: up to 2

	Strategic processes and Practices


	In this research focus area, the focus is on how strategies are shaped, managed and used by humans in organisations. Strategists (individuals and teams), their networks (e.g. external consultants), the tools they use, and their colleagues and employees are the focus rather than the economic characteristics of strategy.
	Prof P Venter
Email: ventep@unisa.ac.za
	Doctorates: up to 13

	Leadership and Organisational Behaviour


	Leadership and Organisational Behaviour revolve around studying and applying knowledge about how individuals and teams behave in organizations. At the Graduate School of Business Leadership, the focus is often on how leaders behave and the effect thereof. The behaviour could be analysed at micro, meso and macro levels and often requires a systematic approach. Specific focus areas include the effects of Leadership on innovation and system psychodynamic theory. 
	Prof R Steyn
Email: steynr@unisa.ac.za
	Doctorates: up to 15

	Women in Leadership


	Research focuses on various topics within the broader field of women in Leadership. Current studies use qualitative research and the intersectional lens, amongst others, focusing on gender transformation, workplace bullying and sexual harassment.
	Prof PP Mnguni
Email: mngunpp@unisa.ac.za
	Doctorates: up to 3

	
[bookmark: _MON_1743250061]Higher Education Leadership 
	A multidisciplinary research area. Higher Education Institutions (HEI) have become complex organisations. In recent times, many have failed to meet the expectations of their stakeholders. Research is required to develop an understanding of the failures as well as the best practices for leading HEIs. With a rapidly changing global and national context, more formalised knowledge is required to enable leaders to steer HEIs better. Areas of research include leading Research and Innovation, Learning and Teaching and Community Engagement.
	Prof L Labuschagne
Email: LLabus@unisa.ac.za
	Doctorates: up to 2

	Sustainable livelihoods
This focus area is dedicated to contributing to sustainability in general and to our better understanding of sustainable economies, industries, business and management practices

	Sustainability marketing


	The domain of Sustainability Marketing and business practices emerged due to the recent business and climate crisis resulted in the growing concern for sustainability. Organisations are not aloof of these changes as they are trying to incorporate these environmental and social issues into their practices. It is important to understand that sustainability marketing as departure from profit-oriented conventional marketing and business practices. 
This focus area explores, investigates and covers Green marketing; Cause-related marketing; Marketing and Society; sustainability orientation and practices of organizations (public and private sector); Sustainable consumption and the role of Sustainable Development Goals (SDG)’s in the areas of food, water, and energy consumption; Sustainable consumer behaviour and practices like collaborative consumption, sharing economy, and circular economy; Consumer policy and sustainability; sustainable tourism; SDG 4 and sustainability management education.
Besides the main areas, collaborative co-supervision is provided in research in the areas of Sustainable project management and Sustainable supply chain area.
	Prof N Purushottam
Email: purusn@unisa.ac.za
	Doctorates: up to 4-6. It varies year to year, and as students complete

	Finance and Financial management in Africa


	The focus area covers corporate finance, international finance, and economic and business development, including SMME financing.
	Prof MF Tshehla
Email: tshehlmf@unisa.ac.za
	Doctorates: up to 10

	Program and Project Management


	Topics covered in this focus area include infrastructure procurement and management of risks and contracts management, project appraisal, project planning, procurement, contract formulation and management, project performance evaluation and strategic project management
	Prof MF Tshehla
Email: tshehlmf@unisa.ac.za
	Doctorates: up to 21

	Supply Chain Management


	The focus area covers the following: Sustainable supply chain, digitisation of supply chain, vulnerability and resilience analysis of supply chain (including supply chain management risks), and Ethics and governance in the supply chain.
	Prof MF Tshehla
Email: tshehlmf@unisa.ac.za
	Doctorates: up to 7

	Microfinance and SMEs Development


	This research area focuses on SME development, microfinance for SMEs, and SMEs' challenges.
	Prof MF Tshehla
Email: tshehlmf@unisa.ac.za
	Doctorates: up to 8

	Quality and operations management in Africa


	The research focuses on quality and operations management, particularly improving organisational efficiency, which ensures profitability and sustainability, in shaping an effective organisation. Operations Management is an effective organisation's hallmark, facilitating improved performance and ensuring organisational success. The focus group consists of Operations, Quality and Risk Management to improve organisational effectiveness and sustainability.
	Dr S. Naidoo
Email: naidoosu@unisa.ac.za
	Doctorates: up to 5

	Intra-Africa Trade and Investment
This focus area focuses on South Africa's place on the continent and globally. It is dedicated to improving intra-African trade and investment and our better understanding of Africa and South Africa's role in the developing world.

	African and global economies and Markets


	This research area focuses on the following:
· Sectoral Economic Analysis
· Institutional economics 
· Agricultural economic analysis
· Natural resource economics (Water, Land, etc.)
· Local and regional economic development issues
	Dr Muchara
Email: muchab@unisa.ac.za
	Doctorates: up to 6

	Digital Transformation and Innovation
The focus area focuses on the ICT revolution and how concepts like artificial intelligence, the fourth industrial revolution, and the Internet of things are changing industries, businesses and business practices. It incorporates the use of big data and blockchains in enhancing strategic decision-making

	

	This focus area undertakes teaching and learning, research and publication, postgraduate supervision, and community engagement projects on how the Fourth Industrial Revolution (4IR) and associated digital technologies – Artificial Intelligence (AI), Internet of Things (IoT), Big Data Analytics, etc. – can be exploited to advance South Africa and the rest of the continent's economic fortunes.
	Prof M Malatji
Email: malatm1@unisa.ac.za
	Doctorates: up to 26
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Business Ethics and Corporate Social Responsibility



		Short description

		Potential research projects/topics/titles.  Focus areas are crystallised in: Standards of business behaviour; Advancing the effectiveness of ethics policies and programmes; Embedding ethical values and behaviours; Women breaking ‘glass ceilings’; The Ethicality of Women as Leaders in Corporations and Public Service; Corporate ethics; Ethics and risk; Corporate social responsibility; Corporate sustainability; Ethical norms in international business; Ethics and leadership (e.g charisma, manipulation, persuasion); Organisational ethics; Managers’ moral decision-making; Learning and critical management perspective; CRS studies; Developing sustainable ethical business practices.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof Dr A Nicolaides

		nicola@unisa.ac.za

		Angelo Nicolaides research areas are Ethics in Organisations, CSI/CSR initiatives, Ethical Leadership Corporate Codes of Ethics, Spirituality in the Workplace, Stakeholder Approach to Ethics and Sustainability in a globalised world. A member of the IIPE (International Institute for Public Ethics) as well as the Ethics Institute of South Africa (EthicsSA). He is also a member of SAIMS (Institute of Management Scientists), a Senior Member South African Quality Institute (SAQI), the Southern African Society for quality (SASQ) and a member of the SABPP (Master HR Practitioner-Education and Training). Member of the Institute of Directors in Southern Africa. Member of International Association for Education in Ethics (Duquesne University in Pittsburgh, USA). Member of Georgetown University's McDonough School of Business Ethics network. Prof Nicolaides has written and published 125 peer reviewed scholarly works, 17 books and eight book chapters.

		3 DBL



		Dr Peter Baur (UJ)

082 9255904

		peterb@uj.ac.za

		Peter Baur’s fields of research interest include the areas of economics, business, corporate and social responsibility within the fields of the Financial Markets, Cultural issues in Corporate Business, Economic Psychology and Managerial Decision Making as well as corporate and business ethics on a macro and on a micro economic level. This field of research has influenced his standing as he sits on an advisory board for the Department of Cooperative Governance and the Department of Traditional Affairs. He has acted as an economic advisor for city council, and is a research fellow for PASCAL. He has published in a number of Journals, and often features in the both the local and international media, where he is often called upon for insight on various economic issues.

		2 DBL



		Prof Dr Danielle Nel (UJ) 

082 4631776

		daniellen@uj.ac.za

		Associate Professor: School of Public Management, Governance and Public Policy Danielle’s main fields of research interest include risk management, risk governance, ethics, political risk analysis, public private partnerships, green governance and sustainability. She completed a research fellowship, the 2012 Young Scientist Summer Programme (YSSP) in the Risk, Policy and Vulnerability (RPV) Programme at the International Institute of Applied Systems Analysis (IIASA) in Austria. Her research focussed on the assessment of renewable energy market development and governance in South Africa.

		2 DBL



		Prof Dr Viola  Makin  

082 416 6535

		makinv@hotmail.com

		Prof Makin is interested in how Directors and Managers transgress control measures. Most of her case studies are on Fraud. Her latest facilitation was at Hewlett Packard. Specialist analyst in Corporate and Business Strategy and Governance locally and internationally. Also interactive electronic media for information and communication.  Private and Public Sector governance using the Balanced Scorecard to assist the board to obtain information to make sustainable and integrated decisions. Direct experience as a Non - Executive Director in the diamond mining industry. Extensive experience in teaching and consulting in Corporate and Business Strategy.

		1 DBL



		Prof Dr Marius Potgieter

072 579 2406

		Potgieter.Marius@nwu.ac.za 

		Marius is a Professor of Marketing in the School of Management Sciences at the North-West University (Mafikeng Campus), South Africa. Marius has taken keen interest in marketing and business management, together with tourism and consumer behaviour which has led him to travel extensively. Marius strongly believes in developing knowledge, deep-thinking, and comprehending the dynamic environment of the consumer and that networking with role-players is of utmost importance for disseminating research besides transferring skills and knowledge unto his post-graduate candidates. The standard followed is ethical and social responsible behaviour and research from resource exploitation up to disposal, from both the consumer and the business operation’s perspective.

		1 DBL



		Dr Paul Nkemngu Acha-Anyi

072 5898973

		achasinstitute@gmail.com

		Dr Paul Nkemngu Acha-Anyi holds a PhD in Tourism Management from Northwest University (Potchefstroom campus). He has close to seventeen years’ experience lecturing various management functions such as Economics, project management and strategic management/marketing. Dr Acha-Anyi recently edited the book “Introduction to tourism planning and development: igniting Africa’s tourism economy”, published by Van Schaik in 2018. He also has several article publications in peer reviewed DHET-accredited journals. With additional qualifications in Doctoral supervision and data analysis using SPSS from the African Doctoral Academy at Stellenbosch University, Dr Acha-Anyi has profound experience in student supervision, having successfully guided over a hundred candidates across all academic levels (Honours, Masters, MBA, MBL and PhD degree) to successful completion of their studies. The research focus area of his students spans across various areas of business management such as strategy, ethics, customer care, governance and community impact.

		1 DBL



		Dr. S.Thembi. Masekela

082 9037001

		drthembimdla@gmail.com

		

		1 DBL



		Dr Sejeng D Diale

082 956 0400 / 060 548 4332

		sddiale@gmail.com

		Dr Diale’s area of interest is in Business Ethics and Professional Ethics.  She  has been extensively involved in Business and Professional in her area of work and was appointed as a Proforma complainant of the committee of Informal Enquiry of the South African Pharmacy Council where she  represented the complainant for unethical and unprofessional practices conducted by the professionals.  In her current work, she heads a Clinical Trials Unit where she reviews and approve research for investigators wishing to conduct research on humans using unregistered medicines.  Professional ethics is one of the aspects that she focuses on to ensure that the clinical trial/research is done professionally, in an ethical manner by following ethical principles and law an also adheres to the code of ethics and ethical norms. She is currently appointed in the University of Pretoria Health Research Ethics Committee and also a technical consultant for the DMTS Ethics Committee where professional ethics and business ethics are cornerstone of the discussions.

		1 DBL



		Reading: Subject Field



		· Bart, C. (2007). Improving the Board's Involvement in Corporate Strategy: Directors Speak Out. International Journal of Business Governance and Ethics 3 (4):382-393

· Behnam, M. & Rasche, A. (2009). 'Are Strategists From Mars and Ethicists From Venus?' – Strategizing as Ethical Reflection. Journal of Business Ethics 84 (1):79 - 88.

· Chakraborty, S.K. (2001). Management and Ethics Omnibus: Management by Values, Ethics in Management, Values and Ethics for Organizations. Oup India.

· Dolan, S.L. (2006). Managing by Values: A Corporate Guide to Living, Being Alive and Making a Living in the 21st Century. Palgrave Macmillan.

· Gilbert, D.R. (1986). Corporate Strategy and Ethics. Journal of Business Ethics 5 (2):137 - 150.

· Grit, K. (2004). Corporate Citizenship: How to Strengthen the Social Responsibility of Managers?   Journal of Business Ethics 53 (1-2):97-106.

· Helin, S. & Sandström, J. (2007). An Inquiry Into the Study of Corporate Codes of Ethics. Journal of Business Ethics 75 (3):253 - 271.Journal of Business Ethics 105 (1):17-25.

· Martin, K.  & Parmar, B. (2012). Assumptions in Decision Making Scholarship: Implications for Business Ethics Research.   Journal of Business Ethics 105 (3):289-306.

· Morgan P. Miles, M.P. Munilla, L.S.& J Darroch, J. (2006). The Role of Strategic Conversations with Stakeholders in the Formation of Corporate Social Responsibility Strategy. Journal of Business Ethics 69 (2):195 - 205.

· Pavlovich, K. & Krahnke,K. (2012). Empathy, Connectedness and Organisation. Journal of Business Ethics 105 (1):131-137.

· Reynolds, S.J., Owens., B.P. & Rubenstein, A.L. (2012). Moral Stress: Considering the Nature and Effects of Managerial Moral Uncertainty.   Journal of Business Ethics 106 (4):491-502.

· Robertson, C.J. (2008). An Analysis of 10 Years of Business Ethics Research in Strategic Management Journal: 1996–2005.   Journal of Business Ethics 80 (4):745 - 753.

· Ruhnka, J.C. & Weller, S. (1990). The Ethical Implications of Corporate Records Management Practices and Some Suggested Ethical Values for Decisions. Journal of Business Ethics 9 (2):81 - 92.

· Murphy, P.E. (1995). Corporate Ethics Statements: Current Status and Future Prospects Journal of Business Ethics 14 (9):727 - 740.

· Phillips,R.A. (2010). New Directions in Strategic Management and Business Ethics. Business Ethics Quarterly 20 (3):401-425.

· Webley,S.  & Werner, A. (2008). Corporate Codes of Ethics: Necessary but Not Sufficient. Business Ethics 17 (4):405-415.

· Jensen, M.C. (2002). Value Maximization, Stakeholder Theory, and the Corporate Objective Function. Business Ethics Quarterly 12 (2):235-256.

· Stevens, B. (2008). Corporate Ethical Codes: Effective Instruments for Influencing Behavior.  Journal of Business Ethics 78 (4):601 - 609.

· Weaver, G.R. (2001). Ethics Programs in Global Businesses: Culture's Role in Managing Ethics.  Journal of Business Ethics 30 (1):3 – 15

· Beverungen,A.,Dunne,S.,Hoedemaekers,C. (2013).The financialisation of Business ethics. Business Ethics: A European Review. Volume 22 Number 1.

· Beverungen, A., Case,P. (2011). Editorial introduction: where is business ethics?. Business Ethics: A European Review Volume 20 Number.

· Bjerregaard,T.,Lauring,J. (2013).Managing contradictions of corporate social responsibility: the sustainability of diversity in a frontrunner firm. Business Ethics: A European Review Volume 22 Number 2.

· Bolaji, A.B. (2011). Problems And Prospects Of Corporate Social Responsibility In National Development. Continental Journal of Sustainable Development, Vol. 2, No. 2, 19-25. Retrieved from http://www.wiloludjournal.com/ojs/index.php/cjsd/article/viewArticle/578.

· Bradley, R.L. (2009). Corporate Social Responsibility and Energy. Culture and Civilisation Vol 1.

· Bradley, R.L. (2009). Capitalism at Work: Business, Government, and Energy pp. 309-310.

· Carroll, A.B. (1991). The Pyramid of Corporate Social Responsibility: Towards the Moral Management of Organizational Stakeholders. Business Horizons. Retrieved from http://www.csrquest.net/default.aspx?articleID=12770&heading=.Corporate Responsibility Best practices CR Practices Among Global Corporations (2011). Corporate Responsibility magazine, NY Euronext, Corporate Responsibility Officer Association. Retrieved from http://www.croassociation.org/files/CR%20Best%20Practices%202011%20-%20executive%20summary.pdf.

· Corporate Responsibility(CR) magazine. Retrieved from www.thecro.com.

· CR's 100 Best Corporate Citizens, 2013. Retrieved from http://www.thecro.com/files/100Best2013_web.pdf.

· CR Magazine Corporate Citizenship lists methodology. Retrieved from http://www.thecro.com/content/cr-magazine-corporate-citizenship-lists- methodology.

· Dimitriades, Z.S. (2007). Business Ethics and Corporate Social Responsibility in the e-Economy: A Commentary. Electronic Journal of Business Ethics and Organisation Studies. Vol. 12, No. 2 ISSN 1239-2685

· Engelen. B. (2011). Beyond markets and states:the importance of communities. UNESCO, Blackwell Publishing Oxford Pp489-500.

· Fontaine, C., Haarman, A., Schmid, S. (2006). Stakeholder Theory.Retrieved from C Fontaine, A Haarman… - Edlays …, 2006 diseniosesparragos.googlecode.

· Freeman, R., E. (1999). Response: Divergent Stakeholder Theory. The Academy of Management Review, Vol. 24, No. 2 pp. 233-236.

· Freeman, R.E., McVea, J. (n.d.) A Stakeholder Approach to Strategic Management. Darden Graduate School of Business Administration, University of Virginia. Working Paper No. 01-02.

· Fuller,S. (2013). Never let a good crisis go to waste’: moral entrepreneurship, or the fine art of recycling evil into good.Business Ethics: A European Review. Volume 22 Number 1.

· Goel, M., Sanghvi, T., Dahiya, K. (2013). Role of Corporate Social Responsibility in Entrepreneurship Development. Unpublished.

· Jamali, D., Mirshak, R. (2007). Corporate Social Responsibility (CSR): Theory and Practice in a Developing Country Context. Journal of Business Ethics.72:243-262.

· Kraisornsuthasinee, S. (2012). CSR through the heart of the Bodhi tree. Social Responsibility Journal. Vol. 8 NO. 2. pp. 186-198.

· Mitcnick, B.M. (1995). Systematics and CSR: The theory and processes of normative Referencing. Business and Society.34, 1. pp5.

· Munter, Dan. (2013), Business Ethics: A European Review. Volume 22 Number 2.

· Owens,J., Richard Sykes, R. (2009). Paper by The International Petroleum Industry Environmental Conservation Association social    responsibility working group and human rights. UNESCO. Pp131-141.

· Painter-Morland, M. (2010).Questioning corporate codes of ethics. Business Ethics: A European Review. Volume 19 Number 3.

· Parmar, B.L., Freeman, R,E., Harrison, J.S., Wicks,A.C., Purnell, L., Colle, S.d. (2010). Stakeholder Theory: The State of the Art, The Academy of Management Annals, 4:1, 403-445, DOI:10.1080/19416520.2010.495581.

· Rodin, D. (2005). What's wrong with business ethics. UNESCO. Blackwell Publishing, Oxford.

· Russo, A., Perrini, F. (2010). Investigating Stakeholder Theory and “The Corporate Objective Revisited”. Journal of Business Ethics (2010) 91:207-221.

· Singer, A.E. (2013). Corporate political activity, Social responsibility, and competitive strategy: an integrative model. Business Ethics: A European Review Volume 22 Number 3.

· Social Capital: CSR in Large Firms and SMEs. Journal of Business Ethics 91:207-221.

· UNESCO. Association social responsibility working group and human rights.

· Vyakarnam,S., Bailey, A., Myers, A., Burnett, D. (1997). Towards an Understanding of Ethical Behaviours in Small Firms. Journal of Business Ethics 16. 1625-1636.

· Wozniak,A. (2011). The missing subject found inthe subject who does the thinking: Kierkegaard, the ethical and the subjectivity of the critical theorists.Business Ethics: A European Review Volume 20 Number 3 July 2011.

· http://www.ethicsa.org/

· http://www.iipe.org/

· www.bench-marks.org.za

· www.emrbi.com/

· http://www.ibe.org.uk/



		Reading: Research Methodology



		The research methodology to be employed will be qualitative as well as quantitative and from time-to-time mixed methodology will be used. 

The types of research will be:

1. Applied research- Is to solve a current problem faced by the manager in the work setting, demanding a timely solution.

2. Basic research (fundamental, pure)-Is to generate a body of knowledge by trying to comprehend how certain problems that occur in organizations can be solved.

The findings of such research contribute to the building of knowledge in the various functional areas of busIness.

Reading:

· Mouton, J. (2011). How to Succeed in Your Master's and Doctoral Studies: A South African guide and resource, Van Schaik Publishers.

· Maree, J.G. (Editor). (2012).  Complete Your Thesis and Dissertation Successfully: Practical Guidelines, Juta and Company.
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Ethics and Governance



		Short description

		Today, we speak of the future of business and society as being inter-connected. For instance, the successful implementation of the national development plan is arguably necessary for the sustainable development of business. In the South African context, we have also seen a wide array of governance public and private sector failures and how their impact has compromised the sustainability of key public and private sector institutions as well as effective delivery of services as highlighted by the work of the Zondo Commission of Enquiry into State Capture, whose reports (Volumes 1 to 4) are worth reading. Consequently therefore, the focus is on the following:

· Governance, national and foreign anti- corruption laws and risk management, building integrity systems, corporate social responsibility & sustainability management theories and related governance frameworks 

· The application of human rights standards and the bill of rights concepts to the corporate governance discourse and the extent to which they may be used as a tool for evaluating the performance of businesses and articulating further the role of business in society and especially how businesses ought to be governed. 

· Ethical leadership and governance of ethics

The focus is thus on Corporate governance, human rights and company law; human rights, Corporate social responsibility and human rights, stakeholder management and human rights, and sustainability management & human rights



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof S Monyamane

		monyas@unisa.ac.za

		Associate Professor: Corporate Governance

Background: Has experience in academia and as a senior corporate executive.

Research interests: Various aspects of corporate governance in the private and public sector. These also include anti-corruption and inter-section of governance and human rights. Supervises DBL and Masters students.

Has a PhD from Strathclyde University. Glasgow, Master of Laws from Monash University, Melbourne, BA-LLB, National University of Lesotho.

		2 DBL



		Reading: Subject Field



		· Kana S.P. 2020. Corporate Governance in the context of the Political Situation in South Africa over the past 25 years. Journal of Global Responsibility 11.2 p127

· Rostami V. & Rezael, L. 2022 “Corporate Governance and Fraudulent reporting” Journal of Financial Crime” 29:3   pp1009- 1026

· Institute of Directors, 2021, King IV Committee Guidance Paper : Corporate Failures and Lessons Learnt

· Peter Mosegare & Mpho Ngoepe. 2018. A framework for incorporating Implementation indicators of corporate governance for municipalities in South Africa. 18:4 p 581



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Innovative human behaviour and corporate entrepreneurship



		Short description

		Seeking a deeper understanding of the behaviour of humans that contribute to the functioning of organisational systems. More specifically their ability to act in an innovative manner towards the growth and sustainability of the organisational systems they function in. At the same time understanding the dynamics of these organisational systems (processes and procedures) towards designing for the enhanced emergence of innovation behaviour.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Dr C Hind

		hindc@unisa.ac.za

		Senior lecturer: Corporate entrepreneurship and innovation | Marketing | Strategy | Leadership and self-mastery

Research interests: As stated above

Research supervision experience: Supervised to completion 20 + master’s dissertations. Currently co-supervising on doctoral level.

Qualifications: B.com Marketing (UP), MPhil, Entrepreneurship (UP), PhD, Innovation behaviour and Corporate entrepreneurship (UCT – GSB).

		4 DBL



		Reading: Subject Field



		Journals of interests:

· Entrepreneurship Theory and Practice 

· Creativity and Innovation Management

· Strategic Management Journal

· International Entrepreneurship and Management Journal

· Journal of Product Innovation Management

· South African Journal of Entrepreneurship and Small Business



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

Area: Responsible Leadership

		Research Focus Area

		Leadership in Africa



		Short description

		Organisational leadership in the African context, specifically its role and contribution to organisational climate/culture, and the impact it has on organisational and employee behaviour, through the utilisation of the meso-framework. Instrument design and validation form the technical basis for many of the studies to ensure that the contextual realities are acknowledged and accounted for. This entails a mixed-method approach, usually from an emic perspective.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof Anton Grobler

		grobla@unisa.ac.za

		Professor Anton Grobler holds a Ph.D in Industrial Psychology from the North West University (previously - PU for CHE). He is a qualified Industrial Psychologist, Master People Practitioner and an International Affiliate to the Society of Industrial and Organisational Psychology. He is further an NRF rated researcher and serves as the Chief Editor for the African Journal of Employee Relations, previously known as the South African Journal of Labour Relations. His main research focus area is organisational leadership in the African context, specifically its role and contribution to organisational climate, and the impact it has on organisational and employee behaviour. 

His research and teaching motto is to respect uniqueness and to participate and encourage any investigation into the nature of the uniqueness, as it gives much satisfaction for a researcher and makes you a more informed, responsive, and balanced scholar. It provides you with purpose and pride to be part of such a diverse country and continent.

		2 DBL



		Reading: Subject Field



		Contemporary leadership research, including African leadership, leadership assessment, individual traits and cross-cultural leadership

· Grobler A. & Singh, V. (2018). Leadership in Africa – an Afrocentric hierarchical taxonomy. Insight on Africa, 10 (2), 1 – 25. 

· Yukl, G. (2012). Effective leadership behaviour: What we know and what questions need more attention. Academy of Management Perspectives 26 (4), 66-85.

· Grobler, A. 2022. Perceptions of leadership and culture in private and public organisations: a sectoral comparison over a 5 year period and 12 independent studies. African Journal of Employee Relations, 46 (10741), 1-28. DOI: 10.25159/2664-3731/10741



The following reading will help you understand the research process and what will be required from you.

· House, R., Rousseau, D. M., & Thomas-Hunt, M. (1995). The meso paradigm: A framework for the integration of micro and macro organizational behaviour. Research in Organizational Behaviour, 17, 71–114.

· Jeurissen, R. (1997). Integrating micro, meso and macro levels in business ethics. Ethical Perspectives, 4(2), 246–254.

Kyriakidou, O., & Özbilgin, M. F. (2006). Introduction. In O. Kyriakidou & M. F. Özbilgin (Eds), Relational perspectives in organizational studies: A research companion (pp. 1–7). Northampton, MA: Edward Elgar.



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Strategic processes and practice



		Short description

		In this research focus area, the focus is on how strategies are shaped, managed and used by humans in organisations. Strategists (individuals and teams), their networks (e.g. external consultants), the tools that they use and their colleagues and employees is the focus rather than the economic characteristics of strategy.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof P Venter

		ventep@unisa.ac.za

		Professor of Strategy, SBL

		5 DBL



		Dr Colene Hind

		hindc@unisa.ac.za

		Senior lecturer: Corporate entrepreneurship and innovation | Marketing | Strategy | Leadership and self-mastery

Research interests: As stated above

Research supervision experience: Supervised to completion 20 + master’s dissertations. Currently co-supervising on a doctoral level.

Qualifications: B.com Marketing (UP), MPhil, Entrepreneurship (UP), PhD, Innovation behaviour and Corporate entrepreneurship (UCT – GSB).

		2 DBL



		Dr JH Visser

		vissejh@unisa.ac.za

		Senior lecturer, Marketing and Management, Unisa SBL

Supervised MBL and MBA research dissertation students

Supervising Doctoral students

Highest qualification: PhD Management Studies (Unisa)

		3 DBL



		Prof Annemarie Davis

		davisa@unisa.ac.za

		Research Coordinator (CEMS)

		2 DBL



		Dr Catherine le Roux

		lrouxc1@unisa.ac.za

		Lecturer in Business Management

		1 DBL



		Dr Karen Stander

		standk@unisa.ac.za

		Lecturer in Business Management

		1 DBL



		Dr Jan Nell

		jnell383@gmail.com

		2000: Doctor in Commerce, University of Johannesburg, Utilising Scenario Planning in formulating the Strategic Marketing Plan in the Commercial Vehicle Sector

2002 – 2007: Published 30 articles as Consulting Editor in Truck and Bus magazine

2018: Supervised 8 Honours students with research, Supervised 8 MBA/MBL students with 

2019: Supervising 3 MBA/MBL students with research, Supervising 3 DBA students with thesis

		1 DBL



		Reading: Subject Field



		In this section we only present a small cross-section from a few leading authors in a large and growing body of knowledge in this field. 

For a more comprehensive list, visit http://sap-in.org/bibliography (you will need to register for the Strategy-as-Practice interest group). 

· Angwin, D., Paroutis, S. & Mitson, S., 2009, ‘Connecting up strategy: Are Senior Strategy Directors (SSDs) a missing link?’, California Management Review 51(3), 74–94. 

· Ardley, B. (2006) ‘Telling Stories about Strategies: A Narratological Approach to Marketing Planning.’, The Marketing Review, 6(3), pp. 197–209

· Balogun, J., Best, K. & Lê, J., 2015, ‘Selling the object of strategy: How frontline workers realize strategy through their daily Work’, Organization Studies 36(10), 1285. http://dx.doi.org/10.1177/0170840615590282

· Carter, C., Clegg, S.R. & Kornberger, M., 2008, ‘Strategy as practice’, Strategic Organization 6(1), 83–99.

· Denis, J., Langley, A. & Rouleau, L., 2010, ‘The practice of leadership in the messy world of organizations’, Leadership 6(1), 67–88. http://dx.doi.org/10.1177/1742715009354233

· Healey, M.P., Hodgkinson, G.P., Whittington, R. & Johnson, G., 2015, ‘Off to plan or out to lunch? Relationships between design characteristics and outcomes of strategy workshops’, British Journal of Management 26(3), 507–528. http://dx.doi.

· Hendry, K.P., Kiel, G.C. & Nicholson, G., 2010, ‘How boards strategise: A strategy as practice view’, Long Range Planning 43(1), 33–56. http://dx.doi.org/10.1016/j.lrp.2009.09.005

· Hunt, S. D. (2018) ‘Advancing marketing strategy in the marketing discipline and beyond: from promise, to neglect, to prominence, to fragment (to promise?)’, Journal of Marketing Management, 34(1–2), pp. 16–51

· Jarzabkowski, P., Balogun, J. & Seidi, D., 2007, ‘Strategising: The challenges of a practice perspective’, Human Relations 60(5), 5–27. http://dx.doi.org/10.1177/0018726707075703

· Jarzabkowski, P. & Spee, A.P., 2009, ‘Strategy–as–practice: A review and future directions for the field’, International Journal of Management Reviews 11(1), 69–95. http://dx.doi.org/10.1111/j.1468-2370.2008.00250.x

· Jarzabkowski, P., Spee, A.P. & Smets, M., 2013, ‘Material artifacts: Practices for doing strategy with stuff’, European Management Journal 31(1), 41–54. http://dx.doi.org/10.1016/j.emj.2012.09.001

· Jarzabkowski, P. & Whittington, R., 2008, ‘A strategy–as–practice approach to strategy research and education’, Journal of Management Inquiry 17(4), 282–286. http://dx.doi.org/10.1177/1056492608318150

· Johnson, G., Melin, L. & Whittington, R., 2003, ‘Guest editors introduction: Micro strategy and strategizing: Towards an activity-based view’, Journal of Management Studies Guest Editors Edition 40(1), 3–22. http://dx.doi.org/10.1111/1467-6486.t01-2-00002

· Johnson, G., Prashantham, S., Floyd, S.W. & Bourque, N., 2010, ‘Ritualization of strategy workshops’, Organization Studies 32(12), 1589–1618. http://dx.doi.org/10.1177/0170840610376146

· Kaplan, S., 2011, ‘Strategy & PowerPoint: An inquiry into the epistemic culture and machinery of strategy making’, Organization Science 22(2), 320–346. http://dx.doi.org/10.1287/orsc.1100.0531

· Kornberger, M. & Clegg, S., 2011, ‘Strategy as performative practice: The case of Sydney 2030’, Strategic Organization 9(2), 136–162. http://dx.doi.org/10.1177/1476127011407758

· Kuepers, W., Mantere, S. & Statler, M., 2012, ‘Strategy as storytelling: A phenomenological collaboration’, Journal for Management Inquiry 22(1), 83–100.http://dx.doi.org/10.1177/1056492612439089

· Liu, F. & Maitlis, S., 2014, ‘Emotional dynamics and strategizing processes: A study of strategic conversations in top team meetings’, Journal of Management Studies 51(2), 202–234. http://dx.doi.org/10.1111/j.1467-6486.2012.01087.x

· Mantere, S., 2008, ‘Role expectations and middle managers strategic agency’, Journal of Management Studies 45(2), 294–316.

· Mantere, S. & Vaara, E., 2008, ‘On the problem of participation in strategy: A critical discursive perspective’, Organization Science 19(2), 341–358. http://dx.doi.org/10.1287/orsc.1070.0296

· Menz, M. & Scheef, C., 2014, ‘Chief strategy officers: Contingency analysis of their presence in top management teams’, Strategic Management Journal 35(3), 461–471. http://dx.doi.org/10.1002/smj.2104

· Tollin, K. and Schmidt, M. (2015) ‘Marketing’s contribution from the perspective of marketing executives’, Marketing Intelligence & Planning, 33(7), pp. 1047–1070

Journals of interest

· Journal of Marketing

· Journal of Marketing Management

· Review of Marketing Science

· European Journal of Marketing

· Journal of Strategic Marketing

· Industrial Marketing Management

· Journal of Business and Industrial Marketing



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Leadership and Organisational Behaviour



		Short description

		Leadership and Organisational Behaviour revolves around the study and application of knowledge about how individuals and teams behave in organisations. At the Graduate School of Business Leadership, the focus is often on how leaders behave and the effect thereof. The behaviour could be analysed at micro, meso and macro levels, and often requires taking a system approach. Specific focus areas include the effects of leadership on innovation and system psychodynamic theory.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof R Steyn

		steynr@unisa.ac.za

		Renier Steyn is a registered research psychologist and teaches strategic human resources management at the University of South Africa (Unisa). He holds a Ph.D. in Industrial and Personnel Psychology, a D.Litt. et Phil. in Psychology, as well as a Ph.D. in Business Administration. He is a C2-rated researcher with the National Research Foundation (NRF) and has twice been the winner of the Chancellor's Award for Excellence in Research. He has published several research papers (see http://www.researcherid.com/rid/M-4675-2017, https://orcid.org/0000-0002-2446-3662) and has presented his work at various international conferences. Students interested in contributing to the knowledge and practice regarding human resource management, leadership and innovation in organisations are welcome to contact him.

		8 DBL



		Prof S Henning

		hennis@unisa.ac.za

		Associate Professor in Leadership and Organisational behaviour, Qualitative and quantitative Research methodology, MBL and MBA Research module co-ordinator

		4 DBL



		Dr Derek Verrier

		dverrier1@gmail.com

		BSc(Eng), GDE, MSc(Eng), M.Phil (Leadership), D.Phil (Leadership), Postgraduate Diploma in Monitoring & Evaluation

		1 DBL



		Dr Jan Nell

		jnell383@gmail.com

		2000: Doctor in Commerce, University of Johannesburg, Utilising Scenario Planning in formulating the Strategic Marketing Plan in the Commercial Vehicle Sector

2002 – 2007: Published 30 articles as Consulting Editor in Truck and Bus magazine

2018: Supervised 8 Honours students with research, Supervised 8 MBA/MBL students with 

2019: Supervising 3 MBA/MBL students with research, Supervising 3 DBA students with thesis

		1 DBL



		Dr Elsa Thirion Venter

		elsa@markdata.co.za

		MA Psychology (Pretoria), MBL (Unisa), D Litt et DPhil Consulting Psychology (Unisa)

Dr. Elsa Thirion-Venter is a professional researcher with an academic background in Business Leadership and Psychology. She is registered as a Research Psychologist at the Health Professions Council and she is also a Southern African Marketing Research Association (SAMRA) Accredited Researcher (SAR).  In 2016 the SAMRA Board conferred Honorary membership on her.  She co-owns a marketing research company based in Gauteng since 1996. She lectures Research Methodology (for MBL) and media research and design psychology (for Masters in Research Psychology). In the past she also lectured statistics (MBA and Masters in Research Psychology) and economics (for MBA). She acts a supervisor and external examiner for MBLs, MBAs, MIBs and DBLs at the SBL (Unisa) and MSA.

		1 DBL



		Reading: Subject Field



		







OR 

Kleysen, R. F., & Street, C. T. (2001). Toward a multi-dimensional measure of individual innovative behavior. Journal of Intellectual Capital, 2(3), 284–296. https://doi.org/10.1108/EUM0000000005660

Ramamoorthy, N., Flood, P. C., Slattery, T., & Sardessai, R. (2005). Determinants of innovative work behaviour: Development and test of an integrated model. Creativity and Innovation Management, 14(2), 142–150.

· Reuvers, M., Van Engen, M. L., Vinkenburg, C. J., & Wilson-Evered, E. (2008). Transformational leadership and innovative work behaviour: Exploring the relevance of gender differences. Creativity and Innovation Management, 17(3), 227–244. https://doi.org/10.1111/j.1467-8691.2008.00487.x



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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Transformational Leadership and
Innovative Work Behaviour:
Exploring the Relevance of
Gender Differences



Mark Reuvers, Marloes L. van Engen,
Claartje J. Vinkenburg and Elisabeth Wilson-Evered



The importance of innovation within organizations has been demonstrated on numerous
occasions, which has subsequently led to the identification of effective leadership as a poten-
tial catalyst. Accordingly, empirical findings have repeatedly demonstrated a positive relation-
ship between transformational leadership and work unit effectiveness measures. This study
explores the relationship between transformational leadership and employee innovative work
behaviour, additionally examining the moderating effect of gender of the manager and gender
of the employee. Data were gathered within four Australian hospitals, generating a dataset of
335 respondents. The findings revealed a positive and significant relationship between trans-
formational leadership and innovative work behaviour. Furthermore, gender of the manager
moderated the latter relationship, indicating that employees report more innovative behaviour
when the transformational leadership is displayed by male in comparison with female man-
agers, confirming our gender bias hypothesis. No significant effect was found for the three-
way interaction of transformational leadership, gender of the manager, and gender of the
employee. Implications and directions for future research are discussed.



Introduction



The current globalized economic environ-
ment is becoming increasingly dynamic



and competitive. New technologies, fast
changing organizational models and a custom-
ers’ ever increasing access to information and
suppliers place a premium on time-to-market,
product diversity and cost/quality ratios (Yukl,
2002; Jung, Chow & Wu, 2003). These realities
of the marketplace force organizations to
increase their flexibility, responsiveness and
efficiency, amounting to the necessity for con-
tinuous innovation of products and internal
processes (Dorenbosch, van Engen & Verhagen,
2005). A plethora of academics and scholars
have claimed that the potential to develop and
foster innovation within employees is a crucial
driving force behind organizational perfor-
mance and sustained competitive advantage
(Drazin & Schoonhoven, 1996; Oldham &
Cummings, 1996; Axtell et al., 2000; Dess &



Pickens, 2000). Hospitals, being the research
setting of this study, accordingly stand to gain
from innovative employees, as performance
is reflected in extensive social and economic
repercussions. More specifically, hospitals are
confronted with the challenge of delivering
ever more reliable patient care, quicker treat-
ment response, and increased quality of
medical care (Australian Institute of Health
and Welfare, 2006a). This paper will focus on
the role of employees within the innovation
process. Accordingly, a distinction has to be
made as creativity denotes the formation of
novel ideas, and innovation the actual transla-
tion to practical use (Mumford & Gustafson,
1988). Innovative work behaviour, a term
endorsed by various authors, encompasses
both the creativity and innovation aspects, and
will accordingly be used as such (Scott & Bruce,
1994; Janssen, 2000, 2002).



As innovation has been linked to per-
formance, scholars from a wide variety of
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disciplines have attempted to understand the
factors that shape innovation. Specifically, a
review by Mumford et al. (2002) mentions a
broad range of factors including strategy, struc-
ture, climate practices, group interactions and
individual performance capabilities. More
recently, various authors have specifically
emphasized the impact of leadership on cre-
ative efforts and innovation (Mumford et al.,
2002; Jung, Chow & Wu, 2003; Mumford &
Licuanan, 2004). Leadership may be a key factor
in stimulating health care workers towards
more innovative work behaviour (Malone,
2004; Wilson-Evered, Härtel & Neale, 2004) and
will therefore be the focus of this research.
Within the strand of research concerned with
the relationship between leadership and the
innovation process, transformational leader-
ship is especially interesting, as theory suggests
that transformational leaders can enhance
innovative work behaviour (Bass & Avolio,
1990; Sosik, Avolio & Kahai, 1997). Bass (1985)
defined a transformational leader as one who
motivates followers to do more than they are
originally expected to do. Despite theoretical
reasoning, little empirical evidence exists to
confirm the relationship as stated above, inspir-
ing the need for further investigation. Drawing
on various studies that revealed a positive rela-
tionship between transformational leader-
ship and organizational outcomes, including
innovation, and in conjunction with the
meta-analytic review by Lowe, Kroeck and
Sivasubramaniam (1996), this study assumes
that the theorized relationship can be empiri-
cally confirmed.



Labour participation statistics reveal a con-
sistent increase in the occupation of manage-
rial and leadership functions by women.
Consequently, Carless (1998) suggests that
organizations are called on to re-analyse and
expand their perceptions of what constitutes
effective leadership as it relates to role expec-
tations, gender and stereotyping. Gender or
sex differences in leadership have been analy-
sed extensively with a focus on transforma-
tional leadership in contemporary literature,
revealing the potential existence of differ-
ences in effectiveness measures (Oakley, 2000;
Eagly & Johannesen-Schmidt, 2001; Eagly,
Johannesen-Schmidt & van Engen, 2003). The
notion of innovative capabilities as the spring-
board for competitive advantage, in conjunc-
tion with the latter, raises an important
question. Specifically, we ask whether the
motivational influence of transformational
leadership on innovative work behaviour is
susceptible to the gender of the manager. This
study examined whether the influence of
transformational leadership on innovative
work behaviour is either more gender specific



or androgynous. Gender of the manager and
employee are examined as a moderator.



In sum, the research question for this study
is: What is the relationship between transfor-
mational leadership and innovative work
behaviour, and how is this relationship mod-
erated by gender of the manager and gender
of the employee?



Theoretical Framework



Innovative Work Behaviour



The challenge for companies is to bring to the
market a stream of new and improved, added-
value products and services that enable an
organization to achieve higher margins and, in
turn, the profits necessary to re-invest. Innova-
tion is viewed as a crucial catalyst for effective
competitive behaviour in a global environ-
ment, a vision endorsed by governments and
organizations alike. Likewise, agreement exists
about the notion that innovation is rooted in
the contributions of flexible and open-minded
individuals (Woodman, Sawyer & Griffin, 1993;
Yukl, 2002). However, less agreement exists
about an authoritative definition of the con-
struct, which is demonstrated in the paper by
Dackert, Lööv and Mårtensson (2004). In line
with the purpose of this paper, the definition by
West and Farr (1990, p. 9) was found to be the
most elaborate and is adopted as such. Their
definition of innovative work behaviour reads:
‘the intentional introduction and application
within a role, group or organization of ideas,
processes, products or procedures’. Janssen
(2000, p. 288) adds that ‘this definition restricts
innovative behaviour to intentional efforts to
provide beneficially novel outcomes’.



In reviewing the literature concerned with
innovation, it is apparent that innovation is a
multifaceted and intricate process. Within this
process, creativity is often jointly mentioned
along with innovation, yet their interdepen-
dency remains unclear. Creativity is commonly
seen as the formation of ideas and innovation as
their implementation (Mumford & Gustafson,
1988). Various authors have, however, stressed
the idea that innovation encompasses both the
generation and implementation of ideas (Van
de Ven, 1986; Axtell et al., 2000; Unsworth,
Brown & McGuire, 2000). In line with the view
of Scott and Bruce (1994), this paper assumes
innovative work behaviour to be a multi-stage
process, covering both the creativity and imple-
mentation components.



Innovative work behaviour is conceived
here according to the works of Scott and Bruce
(1994) and Janssen (2000). Innovative work
behaviour consists of three interrelated behav-
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ioural tasks, which, according to Scott and
Bruce (1994), are non-sequential and may be
engaged in separately. Janssen (2000), further-
more, mentions that innovative work behav-
iour concerns extra-role behaviour which is
not formally recognized by reward systems.
The three tasks are idea generation, idea pro-
motion and idea realization. Idea generation
relates to the formulation of new ideas of any
sort, which are beneficial to organizational
conduct (Woodman, Sawyer & Griffin, 1993).
Novel ideas within an organizational context
emerge from work-related problems which is
a fourth task of innovative work behaviour,
recognized by Dorenbosch, van Engen and
Verhagen (2005). As this paper regards
problem recognition as integral to idea genera-
tion, it will not be considered as a separate task
of innovative work behaviour. Idea promotion
is the task in which an employee engages
when he or she has generated an idea. The
individual employee requires a basis or foun-
dation to be able to capitalize on this idea,
which requires finding sponsors and allies
with the necessary influence and authority
(Kanter, 1983, 1988). The innovation process is
completed by the realization of the initial idea.
As stated by Kanter (1988, p. 191), this latter
task represents the production of ‘a prototype
or model of the innovation . . . that can be
touched or experienced, that can now be dif-
fused, mass-produced, turned to productive
use, or institutionalized’. The three tasks of
innovative work behaviour arguably constitute
extra-role behaviour in most jobs. Previous
research has linked transformational leader-
ship to extra-role behaviour facets (Podsakoff
et al., 1990; Podsakoff, MacKenzie & Bommer,
1996). The latter raises the potentiality of a
positive relationship between innovative work
behaviour and transformational leadership.



Leadership Introduced



Leadership has been studied in various ways,
depending on the researchers’ methodological
preferences and definition of leadership (Chen,
2002). In recent years, numerous academic
researchers have tried to streamline and inte-
grate these various approaches, using the
theory formulated by Bass (1985, 1996) in
which two forms of leadership were identified:
transformational and transactional leadership
(Podsakoff et al., 1990; Conger et al., 1997;
Hinkin & Tracey, 1999; Banerji & Krishnan,
2000; De Groot, Kiker & Cross, 2000; Yukl,
2002). Transactional leadership must be
defined in order to fully understand the ways in
which transformational leaders influence fol-
lowers. Transactional leadership is exemplified
by an exchange process where emphasis is put



on the behaviours and attitudes which mediate
the quality of exchange between the leader and
followers (Bass, 1985; Yukl, 2002). Burns (1978)
and Bass (1985) differ in their views on the
exclusiveness of transactional leadership. Bass
(1985) stresses the idea that transformational
and transactional leadership styles are distinct
but not mutually exclusive processes, and in
fact are combined within effective leadership,
whereas Burns (1978) recognizes the two con-
cepts as contrasting. According to Bass (1985,
1990) and Yukl (2002), transactional leadership
is demonstrated by three types of behaviour:
contingent reward: rewards for satisfying perfor-
mance; active management by exception: monitor-
ing and correcting behaviour; and passive
management by exception: intervention when
standards are not met.



Transformational Leadership



Transformational leadership can be seen as an
expansion or extension of transactional behav-
iour, and is defined in terms of the leader’s
effect on followers (Felfe, Tartler & Liepmann,
2004). Followers feel admiration, loyalty, trust
and respect towards their leader. A transfor-
mational leader is able to influence followers
by connecting their self-concept to the mission
of the organization or group and by address-
ing and modifying their values and self-
esteem (Kark, Shamir & Chen, 2003). As a
result followers’ behaviour will become self-
expressive and followers will express a greater
willingness to contribute to group objectives.
Furthermore, transformational leaders influ-
ence followers by shifting goals away from
personal interest towards self-actualization
and the greater good, and followers are moti-
vated by the fear of disappointing the leader
(Chen, 2002; Yukl, 2002).



Bass (1985, 1990) developed a model which
attempted to conceptualize transactional and
transformational leadership consisting of
seven dimensions (Bass, 1985; Avolio, Bass &
Jung, 1999). The seven factor conceptualization
was translated into an instrument that pur-
ports to measure the components of both
transactional and transformational leadership.
This instrument, called the Multifactor Leader-
ship Questionnaire (MLQ), was developed by
these authors. Transformational leadership is
measured by four dimensions: idealized influ-
ence, intellectual stimulation, individualized
consideration and inspirational motivation
(Bass & Avolio, 1994). The original conceptual-
ization of the theory (Bass, 1985) included the
first three dimensions, and the fourth dimen-
sion was added in Bass (1990).



Idealized influence is defined as the capability
to act as a role model whereby the leader
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becomes admired, respected and trusted. Trust
is earned by the willingness to take personal
risks and the consistency in deciding and
behaving. Idealized influence is divided into
behavioural idealized influence and attribu-
tional idealized influence (Bass & Avolio,
1994).



Intellectual stimulation thrives within a sup-
portive climate where creativity and innova-
tion are crucial for the leader’s ability to
arouse within followers an awareness of prob-
lems and recognition of their own beliefs and
values (Bass & Avolio, 1994). Furthermore, fol-
lowers are stimulated to question decisions
and tackle challenging tasks by reframing
problems (Bass, 1990; Felfe & Goihl, 2002;
Felfe, Tartler & Liepmann, 2004).



Individualized consideration is a trait
whereby the leader gives personal attention
to his followers, taking into consideration
their differences. The leader is continuously
involved in a process of coaching and feed-
back linking the followers’ needs to the orga-
nization’s mission, providing opportunities
for self-actualization and personal growth
(Bass, 1985, 1990; Felfe & Goihl, 2002; Felfe,
Tartler & Liepmann, 2004).



Inspirational motivation pertains to the ability
of the transformational leader to create an
inspiring, motivating, convincing and attrac-
tive future vision. By the use of symbols and
the display of optimism and power, leaders
are able to encourage followers’ belief in their
ability to perform (Bass, 1990; Bass & Avolio,
1994).



This study used the four dimensions of
transformational leadership. This approach
allowed for the identification of the separate
contributions to innovative work behaviour
by the various dimensions, as well as a better
understanding of the impact of the entire
construct.



Transformational Leadership and Innovative
Work Behaviour



Few empirical studies exist that have demon-
strated the specific relationship between trans-
formational leadership and innovative work
behaviour (Janssen, 2002). However, the extant
literature has demonstrated various attempts
at identifying the process by which transfor-
mational leaders potentially enhance innova-
tive work behaviour (Bass & Avolio, 1990;
Sosik, Avolio & Kahai, 1997; Mumford et al.,
2002). A number of reasons are proposed to
support the assumption that transformational
leadership positively influences innovative
work behaviour. Transformational leadership
goes beyond transactional leadership by
engaging followers’ personal value systems,



thereby encouraging them to go beyond the
regular exchange of conventional agreements
for expected performance (Hater & Bass, 1988;
Bass & Avolio, 1990). The leader stimulates fol-
lowers to do more than is expected by intrin-
sically motivating them. Hater and Bass (1988),
Bass and Avolio (1990) and Bass (1990) note
that the transformational leader is able to
induce followers, by means of intellectual
stimulation, to re-evaluate potential problems
and their work environment from which inno-
vative ideas can grow. By using inspirational
motivation, a transformational leader is able to
induce within followers a belief in their ability
to perform. It is likely that employees who are
aware and confident of their ability to success-
fully implement their competencies, are prone
to exhibit innovative work behaviour. As a
transformational leader highlights individual
qualities of followers, thereby emphasizing
the diversity in talent, it is plausible that indi-
vidualized consideration instigates innovative
work behaviour.



An abundance of empirical studies has
found a positive relationship between trans-
formational leadership and work unit effec-
tiveness measures (Lowe, Kroeck & Sivasubra-
maniam, 1996; Sosik et al., 1998; Judge &
Piccolo, 2004). Innovativeness was incorpo-
rated in many of these studies as a component
of effectiveness, empirically endorsing that the
relationship between transformational leader-
ship and innovative work behaviour is prima-
rily of an indirect nature. A study by Sosik et al.
(1998) used the number of creative ideas gen-
erated as a component of effectiveness. Results
indicated a positive relationship between
transformational leadership and creativity in
a computer-mediated brainstorming exercise.
Research by Sosik (1997) and Sosik, Kahai
and Avolio (1998) yielded similar results. Both
studies used creativity as the effectiveness cri-
teria. In a series of studies by Wilson-Evered
and colleagues, transformational leadership
was linked with innovative work climate and
behaviours in health care teams (Wilson-
Evered, Härtel & Neale, 2001, 2004).



In sum, from the literature reviewed thus
far, only two studies have successfully and
specifically linked transformational leadership
to innovative work behaviour: Janssen (2002)
and Wilson-Evered and colleagues (Wilson-
Evered, Härtel & Neale, 2001, 2004; Wilson-
Evered, Dall & Neale, 2001). In Janssen’s
work, data were collected by means of ques-
tionnaires among 170 employees of an energy
supplier in the Netherlands. By means of hier-
archical regression analysis, this study found
the relationship to be positive and highly sig-
nificant. The relationship between innovative
work behaviour and transactional leadership
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was also tested, but no significant results were
produced. More indirect evidence for the
posited relationship is provided in a study
by Jung, Chow and Wu (2003). Their study
examined the relationship between trans-
formational leadership and organizational
innovation in 32 Taiwanese companies in the
electronics industry. Analysis yielded a direct
and positive link between transformational
leadership and organizational innovation.
The authors suggest that a leader who alters
and influences the work environment and
organizational culture is able to affect both
organizational members’ work attitudes and
motivation, which in turn affects their col-
lective organizational achievement. Finally,
Wilson-Evered and colleagues’ work on
health care teams found a positive relation-
ship between transformational leadership
and climate for innovation as well as a link
between transformational leadership and
morale and morale and implemented innova-
tions (Wilson-Evered, Härtel & Neale, 2001,
2004; Wilson-Evered, Dall & Neale, 2001).



In light of the relationship which this study
attempts to reaffirm, it is noteworthy that a
number of studies were unable to produce
supportive results. Kahai, Sosik and Avolio
(2003) conducted a study which concluded
that there was no significant difference in the
number of creative ideas produced when
either transformational or transactional leader-
ship was employed. A study by Jaskyte (2004)
yielded non-significant correlations between
transformational leadership and organiza-
tional innovativeness. Notably, the results from
the latter mentioned studies merely provide
indirect evidence for the lack of a relationship
between transformational leadership and
innovative work behaviour. Though research
evidence is equivocal, as evidenced through
the previously reviewed studies, this study
conforms to the theorized relationship that
transformational leadership positively influ-
ences followers’ innovative work behaviour
(Hater & Bass, 1988; Bass & Avolio, 1990). The
purpose of this study is to supply conclusive
and specific empirical evidence of the latter
mentioned relationship which leads to the fol-
lowing hypothesis:



Hypothesis 1. Transformational leadership is
positively related to innovative work behaviour.



The Moderating Effect of Gender of
the Manager



Carless (1998) mentions that, according to
the gender-centred perspective, individual
attributes such as traits, cognitions and atti-
tudes vary according to the gender of the indi-



vidual. This approach suggests that women
will develop a more feminine style of leader-
ship, whereas men are prone to develop a
more masculine style of leadership. The styles
inhibit such characteristics as caring and nur-
turance or dominance and task orientation,
respectively. Correspondingly, the social-role
theory proposes that leaders will behave in
accordance with societal expectations about
their gender role. Women, in this respect,
would be more prone to use transformational
aspects of leadership (e.g. individualized con-
sideration and intellectual stimulation; Eagly
& Johannesen-Schmidt, 2001). The strand of
empirical research regarding gender differ-
ences within transformational leadership is
historically typified by a lack of consensus,
yielding mixed findings within empirical
research (Eagly & Johannesen-Schmidt, 2001;
Eagly, 2003; Vecchio, 2003). A meta-analysis
conducted by Eagly and Johnson (1990) con-
firmed both the existence and absence of
gender differences in leadership styles. Within
organizational studies, no differences were
found between women and men in inter-
personally oriented and task oriented leader-
ship styles. Within laboratory experiments
and assessment studies, the latter mentioned
leadership styles appeared gender stereo-
typic to some extent. Furthermore, in accor-
dance with gender stereotypic expectations,
women were prone to adopt a more demo-
cratic or participative style of leadership than
men. Conceptually, democratic leadership
resembles transformational leadership (van
Engen, van der Leeden & Willemsen, 2001).
Meta-analytic research by Eagly, Johannesen-
Schmidt and van Engen (2003) did confirm
the existence of gender differences within
leadership styles. Results support the line of
reasoning that female leaders are more trans-
formational than their male counterparts, spe-
cifically indicating that women were superior
on all transformational dimensions. Effect
sizes for all observed differences were small,
but stronger for the subscale of transforma-
tional leadership that is most congruent with
the female gender role, namely, individualized
consideration. Meta-analytic research by van
Engen and Willemsen (2004) yielded similar
results by demonstrating that women are more
prone to use transformational leadership than
men.



Although meta-analytical research has
revealed that women are more likely to adopt
a transformational leadership style than men,
caution is advised in judging their respective
effectiveness. A meta-analytical study by
Eagly, Karau and Makhijani (1995), examining
leadership effectiveness, found that aggre-
gated results, including all organizational and
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laboratory studies, yielded equal effectiveness
measures for both women and men. The same
study did, however, conclude that within
roles defined in more masculine or less mas-
culine terms, men and women were more
effective respectively. In other words, gender
differences in leaders’ effectiveness were
significantly correlated with the congeniality
of the respective roles. A previously con-
ducted meta-analysis by Eagly, Makhijani
and Klonsky (1992) yielded similar results in
that women were devalued relative to their
male counterparts when leaders occupied
male-dominated roles or exhibited masculine-
type leadership behaviours. A literature re-
view yielded no empirical studies which
specifically investigated the impact of contex-
tual gender-typing on leader effectiveness.
However, findings of the two latter men-
tioned meta-analyses suggest that in contexts
in which leaders are ‘out of role’, effectiveness
can be reduced (van Engen, 2001). With
respect to the present research, determining
whether hospitals constitute a male or female
typed setting is requisite, as this establishes
whether male or female managers occupy
‘out of role’ leadership positions, and from
that inferences about respective effectiveness
can be made.



Medical workforce demographics reflect
a paradox within hospitals. Gender ratios in
absolute numbers within first world hospital
workforces are dominantly in favour of
women, which in turn may be seen as a proxy
of the gendered nature of these hospitals
(Degeling et al., 2000; Grant, Robinson &
Muir, 2004). However, an in-depth analysis of
the vertical distribution of men and women
within hospital workforces suggests other-
wise. Statistics indicate that women are pre-
dominantly employed as nurses in hospitals,
amounting to more than 90 per cent of total
nurse populations in Canada, the United
States and the United Kingdom (Evans, 1997).
A briefing paper by Zurn et al. (2002) for the
World Health Organization remarks that
women still tend to concentrate in lower-
status health occupations, and constitute a
visible minority among highly trained profes-
sionals and managers. The latter is reinforced
by an article by Hassell (2003) which indicates
that although pharmacy is a female dominated
profession within hospitals in the United
Kingdom, women comprise only 6 per cent of
senior grades in comparison to 23 per cent for
men. As such it may be argued that hospitals
are in fact male gendered through the domi-
nant positioning of men. When specifying for
the Australian healthcare sector, a similar
picture prevails. In 2005, Australia’s healthcare
workforce totalled approximately 462,000



FTEs, encompassing 75 per cent women (Aus-
tralian Institute of Health and Welfare, 2006a).
An analysis of the distribution of men and
women in the Australian healthcare workforce
provides a further incentive to believe that
overall gender ratios must not be seen as a
proxy of the gendered nature of a hospital.
The presence of women in healthcare work-
forces is most profoundly visible in lower
status occupations, such as nursing, where
women account for 90 per cent of a total
of 305,400 nurses. Various authors remark,
however, that within nursing, patriarchal
gender relations play a significant role in situ-
ating a minority of men in positions of power
and status (Evans, 1997; Kleinman, 2004). The
proportion of women in higher status occupa-
tions is significantly lower, which is visible in
health professions such as medical specialist
and general practitioner where the proportion
of female occupants is 28 and 42 per cent,
respectively (Australian Institute of Health
and Welfare, 2006b). The latter depiction of
hospital workforces suggests that despite a
majority of women, a masculine typed setting
prevails.



This paper will argue that the male gen-
dered setting, as depicted by the patriarchal
nature of hospital workforces, allows for more
effective leadership by men. Innovative work
behaviour acts as the criterion of leadership
effectiveness, which is considered valid, as
innovation has been used in various meta-
analyses as a criterion of leadership effective-
ness (Lowe, Kroeck & Sivasubramaniam, 1996;
Judge & Piccolo, 2004). The meta-analyses by
Eagly, Makhijani and Klonsky (1992) and
Eagly, Karau and Makhijani (1995) did not
specify for transformational leadership. This
paper assumes that such a specification would
yield similar results, as transformational lead-
ership can be seen as an androgynous form of
leadership, thus not yielding an advantage to
either men or women with respect to the form
of leadership (van Engen, 2001; Manning
2002). Differences in leadership effectiveness
are deemed to stem from the interaction
between gender of the manager and the
gender typing of the context. In other words,
the hospital setting is considered incongruent
for female managers, and congenial to male
managers. As such, in this particular hospital
setting it is assumed that gender of the
manager will moderate in the relationship
between transformational leadership and
innovative work behaviour.



Hypothesis 2: The effect of transformational
leadership on innovative work behaviour is
stronger for male managers, than for female
managers.
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The Moderating Effect of Gender of the
Manager and Gender of the Employee
Combined



Empirical research on the determinants of the
performance of leader–subordinate work pairs
is abundant and diverse. However, specific
research dealing with the impact of demo-
graphic similarity of superior–subordinate
dyads on the relationship between transforma-
tional leadership and performance outcomes,
such as innovative work behaviour, requires
more attention. The ‘similarity attraction
paradigm’ by Byrne (1971) according to Varma
and Stroh (2001), which states that individuals
are inclined to like others who are similar to
them more than they like individuals who are
different, is a possible perspective for address-
ing this issue. A study by Tsui and O’Reilly
(1989), in accordance with this perspective,
concluded that increased dissimilarity in
superior–subordinate demographic character-
istics was related to decreased effectiveness
according to the superior’s perspective. Simi-
larly, results from a study by Varma and Stroh
(2001) revealed that male and female superiors
exhibit a positive bias towards subordinates of
the same gender, with a similar impact on per-
formance appraisals. Milliken and Martins
(1996) indicate that there is a tendency by
supervisors to view dissimilar subordinates
less positively, which is evident in lower per-
formance ratings. In accordance with the latter,
we expect an interaction effect of gender of the
manager and gender of the employee, indicat-
ing that subordinates are prone to exhibit
greater levels of innovative work behaviour
when their leader is of the same gender rather
than of the opposite gender.



Hypothesis 3: Subordinates whose leader is the
same gender will exhibit more innovative work
behaviour than subordinates whose leader is of
the opposite gender.



Method



Research Setting, Participants
and Procedures



This research paper was written as part of a
three-year research project on diversity in
health care teams, funded by the Australian
Research Council (ARC, 2004–06). The dataset
for this study was compiled from a sample of
335 participants dispersed over four hospitals
in Australia. Participants belonging to 41
multidisciplinary teams completed the ‘team
member survey’. Criteria for including a team
in the study were: teams that were identified as
teams that met regularly and were interdepen-



dent, and were known by others as a team and
named as a team in the organizational struc-
ture. Furthermore, additional criteria for selec-
tion of teams were that teams needed to include
at least three different functional groups (e.g.,
nurse, medical doctor, psychologist, allied
health professional, consultant, etc.) and an
agreed team leader could be identified. Four
respondents were initially eliminated from the
analysis, as one or more of the independent
variables were missing. Females represented
77.9 per cent of the sample. Most respondents’
highest educational level was reflected by a
Bachelors degree, and 81.5 per cent of the
sample was comprised of Bachelors and Post-
graduate degrees combined. A second dataset,
for the analysis of hypotheses 2 and 3, required
the elimination of a further 164 respondents,
leaving a dataset of 171 respondents, dispersed
over 36 teams. The reason for the elimination of
the high number of respondents was twofold.
In some teams, team members did not agree
on who the official leader of the team was
(we included the item ‘In your opinion, who is
the official leader of this team (please provide
position/job title only, e.g., Consultant, Nurse Unit
Manager)?’. In those cases, we selected the
leader that was appointed by most team
members as the team leader (which resulted in
a removal of 60 respondents). Furthermore, we
eliminated 104 respondents from the analysis,
as the response for ‘sex of the manager’ was left
blank. Females represented 76.6 per cent of the
remaining sample. Most respondents’ highest
educational level was a Bachelors degree, and
76.1 per cent of the sample was comprised of
Bachelors and Postgraduate degrees combined.
Thus, the characteristics of the respondents
from the second dataset are consistent with
those in the larger dataset.



Measures



Transformational leadership was measured using
the Multifactor Leadership Questionnaire
(MLQ) (Bass & Avolio, 1994). The four theoreti-
cally distinctive behavioural components of
transformational leadership were measured by
20 items rated on a five-point Likert scale, with
possible answers ranging from ‘1 = strongly
disagree’ to ‘5 = strongly agree’. When all 20
items were included in a Principal Components
Analysis (PCA) with Varimax rotation, the
projected factor structure representing four
dimensions was not achieved. Consequently
separate factor analyses were employed for
each theorized component of transformational
leadership in order to determine whether the
theorized items for each component loaded
adequately. Under the given analytical circum-
stances, Inspirational motivation (4 items) and
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Intellectual stimulation (4 items) matched the
theoretical factor structure of the MLQ with
reliability coefficients of 0.82 and 0.81, respec-
tively. Individual consideration (4 items) con-
tained one item which decreased the internal
consistency. Idealized influence (8 items) con-
tained two items which marginally decreased
the internal consistency. However, because of
sampling adequacy, it was decided to retain all
items in the scales. The scales for transforma-
tional leadership presented within the MLQ
guide the structure of the scales in our analysis,
notwithstanding the lack of evidence for the
theorized factor structure within this re-
search. This stance is taken because a recon-
ceptualization of the factor structure of the
MLQ would seriously hamper the interpret-
ability and validity of the construct transforma-
tional leadership.



Innovative work behaviour was measured
using four items from the Aston Team Per-
formance Inventory, which was designed
by West, Markiewicz and Dawson (2005). The
four items measured individual perceptions
of team innovation on a 5-point Likert scale,
and were rated ranging from ‘1 = strongly
disagree’ to ‘5 = strongly agree’. For the four-
item scale, a reliability coefficient (Cronbach’s
alpha) of 0.86 was obtained.



Statistical Properties of the
Questionnaire Scales



Missing values on items of the innovation
and transformational leadership scales were



replaced by regression estimates with added
random value, using Student’s t variates as
residuals (Little & Rubin, 1990). The criterion
variables used for the regression procedure
are: (a) scores on items of the same scale, and
(b) variables describing background informa-
tion of the respondent (age, gender and edu-
cational level). Table 1 presents the means,
standard deviations and internal consistency
statistics of all instruments used, as well as the
correlations between all scales.



Statistical Analysis



The present study uses data which is pre-
sumed to have nested sources of variability,
hierarchically placed on three levels. Most
variables were measured at the employee level
(Level-1), including gender of the employee,
and employee ratings of the manager’s trans-
formational leadership and innovative work
behaviour. At the team level (Level-2), gender
of the manager was measured. All of the teams
belong to one of four hospitals (Level-3). In
short, this means that Level-1 data (individual
perceptions) is nested within Level-2 entities
(teams), and in turn Level-2 entities are nested
within Level-3 entities (hospitals). According
to Snijders and Bosker (1999), a common pro-
cedure in social research is to aggregate the
micro-level data to the macro-level, which is
normally done by working with the averages
of each macro-unit. However, aggregation is
not an adequate method when analysing data
with nested sources of variability. Snijders and



Table 1. Mean, Standard Deviation and Cronbach’s Alpha for Transformational Leadership & Dimensions
Thereof, and Innovation



n
Items



Mean
(Stddev)



a (1) (2) (3) (4) (5)



Innovationa (1) 4 3.37 (0.76) 0.86
Transformational
leadershipa



(2) 20 3.43 (0.66) 0.94 0.48**



Dimensions of TF Leadershipa



Intellectual
Stimulation



(3) 4 3.27 (0.78) 0.81 0.43** 0.86**



Inspirational
Motivation



(4) 4 3.66 (0.73) 0.82 0.44** 0.86** 0.66**



Individualized
Consideration



(5) 4 3.19 (0.82) 0.72 0.38** 0.85** 0.73** 0.61**



Idealized Influence (6) 4 3.50 (0.77) 0.83 0.43** 0.94** 0.73** 0.80** 0.71**



** Correlation is significant at the 0.01 level (2-tailed).
a Values range from 1 (strongly disagree) to 5 (strongly agree).
N = 335.
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Bosker (1999) formulated four potential errors.
The first potential error is shift of meaning, as
no distinction is made between macro and
micro units. In our study we are interested in
innovative work behaviour of employees and
not in team innovation, for instance. The
second error with aggregation is the ecological
fallacy, because the relationship between two
variables (e.g., transformational leadership
and innovative work behaviour) may be nega-
tive at the individual level but positive at the
aggregate level (or vice versa). Thirdly, neglect
of the original data structure may obscure
underlying relations, for example obscuring
the relationship of other (control) variables at
the individual or team level. A last objection
against aggregation is, ‘that it prevents from
examining potential cross-level interaction
effects of a specified micro-level variable with
an as yet unspecified macro-level variable’
(Snijders & Bosker, 1999), in our case the pos-
sible interaction effects between gender of the
employee and gender of the leader.



Multi-level analysis introduces a Multilevel
Random Coefficients Model (MRCM) which
fits an integral model to all Level-1 data, simul-
taneously incorporating variables measured at
higher levels, thereby using a maximum of
information. In MRCM terms, the procedure
involves modelling within-participant vari-
ance at Level-1, and between-participant vari-
ance at Level-2. In this sense, multi-level
models allow for regression coefficients from
one level of analysis to be modelled at another
level. Furthermore, MRCM includes a fixed
and random effect for each variable, as well as
covariances between all random effects. Ordi-
nary least squares (OLS) regression analysis,
on the other hand, does not include random
error terms and correlations between error
terms. Theoretically, multi-level models
embrace separate models for each separate
data level. Within this study a distinction can
be made between a Level-1 model at the
respondent level, a Level-2 model at the team
level, and a Level-3 model at the hospital level.



Results



To begin with, two base models were esti-
mated, a two-level intercept-only model and a
three-level intercept-only model, in order to
find out which of the two models fit the data
better. Results readily indicate that the three-
level intercept-only model yielded no signifi-
cant improvement in model fit (c2 = 0.348, ns)
in comparison to the two-level intercept-only
model. Thus, the two-level intercept-only
model is the better baseline model for the
variable innovative work behaviour, and will



subsequently be used as the baseline model.
The intra-class correlation of the two-level
intercept-only model is 0.201, which signifies
that 20 per cent of the total variance in employ-
ees’ innovative work behaviour is variance
between higher level units (teams). Column
1 in Table 2 presents the results of the base
model.



Transformational Leadership



A MRCM with innovative work behaviour as
dependent variable and perceived transfor-
mational leadership as predictor was used to
test Hypothesis 1. The results in column 2 of
Table 2 show that employees exhibit a higher
level of innovative work behaviour when sub-
jected to higher levels of transformational
leadership. This effect is significant (t = 8.37,
p < 0.001), and thus Hypothesis 1 is accepted.



Gender of the Manager, and Gender
of the Employee



It is predicted that the effect of transforma-
tional leadership on innovative work behav-
iour is stronger for male managers than for
female managers. Furthermore, it is predicted
that subordinates in same-gender superior–
subordinate dyads will exhibit superior levels
of innovative work behaviour. To test Hypoth-
eses 2 and 3, two MRCMs were estimated.
Table 3 displays the results for the two models.
The first column presents the results for the
effects of transformational leadership and
gender of the manager on innovative work
behaviour.1 The second column presents the
results for the effects of transformational lead-
ership, gender of the manager, and gender of
the employee on innovative work behaviour.
In both models, the effect of transformational
leadership is significant.



Results indicate that gender of the manager
has no significant direct effect on innovative
work behaviour (t = -0.54, ns.). In accordance
with expectations, the interaction effect
between transformational leadership and
gender of the manager proved significant
(t = 2.48, p < 0.05). Inspection of the regression
model suggests that transformational leader-
ship by male managers induces a slightly
higher level of innovative work behaviour in
employees in comparison to female managers.
Results are in accordance with the theoretical
reasoning of this study, thereby confirming
Hypothesis 2.



Results also indicate that neither gender of
the manager, nor gender of the employee
1 The deviance of the model including only trans-
formational leadership, acting as the comparative
model, was 316,522.
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(within the same model) have a significant
direct effect on innovative work behaviour.
Note that the significant interaction effect
between transformational leadership and
gender of the manager has disappeared
(t = 0.08, ns.) within the model, including
gender of the employee. No significant effect
was found for the three-way interaction of
transformational leadership, gender of the
manager, and gender of the employee
(t = -0.48, ns.),2 thereby disconfirming Hypo-
thesis 3.



Components of Transformational Leadership



Next, we examined the various components
of transformational leadership (idealized influ-
ence, individual consideration, intellectual
stimulation and inspirational motivation).
Table 4 presents the results for the estimations
of innovative work behaviour. The effect of the
components of transformational leadership
on innovative work behaviour proved positive
and significant for all four components. Analy-
sis of the interaction effects between the com-
ponents of transformational leadership and
gender of the manager yielded significant
results for idealized influence (t = 2.82, p < 0.01)



and individualized consideration (t = 2.45,
p < 0.05).3 In other words, the results indicate
that the majority of the variation in innovative
work behaviour, due to the interaction effect
between transformational leadership and
gender of the manager, is explained by ideal-
ized influence and individualized consider-
ation. More specifically, the results suggest that
idealized influence and individualized consid-
eration by male managers induces a slightly
higher level of innovative work behaviour in
employees in comparison to female managers.
As such, in accordance with the theoretical rea-
soning in this paper, further partial confirma-
tion of Hypothesis 2 is observed.



Discussion



The purpose of this research was to establish
the relationship between transformational
leadership and innovative work behaviour.
The provision of beneficial services to patients
with respect to medicine and health care is the
primary responsibility of hospitals, as exten-
sive social and economic repercussions are
implied (Australian Institute of Health and



2 The deviance for model (1.4) has not significantly
changed in comparison to the deviance of model
(1.3).



3 The deviances for the m estimating innovative
work behaviour by the components of transforma-
tional leadership and sex of the manager were all
insignificant.



Table 2. Two-Level Intercept-Only Model, and Estimated Innovative Work Behaviour by Perceived Trans-
formational Leadership



Parameters Estimate (Standard Error)



Intercept-Only Leadership



Fixed Parameters:
– constant 3.292 (0.068) 3.340 (0.052)
Employee variables (Level-1):
– transformational leadershipa 0.544 (0.065)***



Variance Components:
Team variance (Level-2):
– intercept 0.118 (0.042) 0.055 (0.024)
– transformational leadership/intercept -0.023 (0.020)
– transformational leadership 0.033 (0.032)
Employee variance (Level-1):
– residual 0.469 (0.039) 0.374 (0.032)
– 2 log likelihood (deviance) 738.382 657.469***



* p < 0.10, ** p < 0.01, *** p < 0.001.
a Transformational leadership is centered around the mean.
The degrees of freedom for the chi-square test is the number if extra parameter estimates in every column.
There are k = 40 teams and N = 335 respondents.
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Welfare, 2006a). Workplace innovation encour-
ages the advancement of medical care in
hospitals, which underlines the importance of
transformational leadership, as it is hypoth-
esized that more transformational leadership
corresponds with greater amounts of innova-
tive work behaviour (Hypothesis 1). The latter
relationship was subsequently specified by
including the moderating effect of gender of
the manager and gender of the employee. This
study expected the relationship between trans-
formational leadership and innovative work
behaviour to be stronger for male managers
than for female managers (Hypothesis 2).
With respect to manager–employee dyads, we
expected that employees in same-gender
dyads would exhibit more innovative work
behaviour (Hypothesis 3). Solid evidence was
found for the relationship between transfor-
mational leadership and innovative work



behaviour, enduring when specifying for the
various components of transformational lead-
ership (idealized influence, intellectual stimu-
lation, individualized consideration and
inspirational motivation). Results are congru-
ent with the theoretical perspective of Bass
and Avolio (1990), and empirical findings by
Janssen (2002), Wilson-Evered, Härtel and
Neale (2001, 2004) and Wilson-Evered, Dall
and Neale (2001).



In short, we theorized that differences in the
relationship between transformational leader-
ship and innovative work behaviour, with
respect to the gender of the manager, stem
from the gendered nature of the context.
Conceivably, hospitals constitute a masculine
typed setting, specifically in terms of leader-
ship. Taking this contention allowed us to
make inferences congruent with the findings
of meta-analyses by Eagly, Makhijani and



Table 3. Estimated Innovative Work Behaviour by Perceived Transformational Leadership, Sex of the
Employee and Sex of the Manager



Parameters Estimate Innovation (Standard Error)



Leadership & Sex
of the Manager



Leadership & Sex of the
Manager and Employee



Fixed Parameters:
– constant 3.384 (0.088) 3.408 (0.121)
Team variables (Level-2):
– sex of managera -0.065 (0.120) -0.002 (0.263)
Employee variables (Level-1):
– transformational leadershipb 0.747 (0.094)*** 0.897 (0.151)***
– sex of employeea -0.034 (0.160)
Cross-level interactions:
– transformational leadership ¥ sex of manager -0.342 (0.138)* 0.051 (0.679)
– sex of manager ¥ sex of employee -0.098 (0.297)
– transformational leadership ¥ sex of manager



¥ sex of employee
-0.339 (0.696)



Variance Components:
Team variance (Level-2):
– intercept 0.037 (0.027) 0.024 (0.051)
– transformational leadership/intercept 0.000 (0.000) 0.0 (0.000)
– transformational leadership 0.000 (0.000) 0.0 (0.000)
– sex of employee/intercept -0.021 (0.062)
– transformational leadership ¥ sex of employee 0.074 (0.098)
– sex of employee 0.000 (0.000)
Employee variance (Level-1):
– residual 0.344 (0.041) 0.325 (0.040)
– 2 log likelihood (deviance) 316.388 311.139



* p < 0.05, ** p < 0.01, *** p < 0.001.
a Sex is dummy coded, 0 for men and 1 for women.
b Transformational leadership is centered around the mean.
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Klonsky (1992) and Eagly, Karau and Makhi-
jani (1995), that male managers are more effec-
tive in inducing innovative work behaviour
when using transformational leadership. The
interaction effect of gender of the manager and
transformational leadership was moderately
significant and in the predicted direction; that
is, male managers exhibiting transformational
leadership induce more innovative work
behaviour in subordinates than female manag-
ers. Caution is advised about generalizing the
results, as the deviance was not significantly
different from the model including only trans-
formational leadership. With more statistical
power, better results could potentially be
achieved. The current lack of power can be
attributed to the small sample size. Despite a
small deviance, results are in accordance with
the theoretical reasoning behind Hypothesis 2.
A potential explanation for the latter result is
twofold. Either transformational leadership
by male managers is more effective within the
research setting, or employees exhibited a
negative bias towards female managers in
evaluations of transformational leadership,
even if they exhibited the same behaviour as
male managers. In both cases, demonstrated
gender differences might be attributed to the
gendered nature of the context. As no concrete
inferences can be made about the influence of
context, future research should incorporate a
measurement of the gendered context, and
attempt a comparison between feminine and
masculine contexts. Such an approach would
aid in determining whether differences in
induced innovative work behaviour between
male and female managers exhibiting transfor-
mational leadership can be attributed to the
leadership style, or the gendered nature of the
context as hypothesized.



Further specification of which of the dimen-
sions of transformational leadership is respon-
sible for the interaction effect of leadership
style and leader gender on innovative work
behaviour showed that, specifically, idealized
influence and individualized consideration
generated gender contrast effects. Results
suggest that male managers who express com-
passion, trust and confidence towards the indi-
vidual, and exhibit great commitment and
persistence in pursuing objectives, are more
effective in eliciting innovative work behaviour
in followers in comparison to female managers.
With respect to individualized consideration,
it is possible that the respondents exhibited
counter-stereotypical behaviour, which leads
to a polarized evaluation in the opposite direc-
tion of the gender stereotype (Vonk & Ellemers,
1993). This situation would imply that female
managers are expected to demonstrate stereo-
typical female leadership traits, whereas male



managers are overtly commended for exhibit-
ing such traits. A study by van Engen (2001)
obtained comparable results, by demonstrating
that feminine male managers were evaluated
most favourably on ratings of subordinate sat-
isfaction with the manager. The disappearance
of the significant interaction effect between
transformational leadership and gender of the
manager in the model including gender of the
employee can possibly be attributed to an
over-fitting of the model.



This study is congruent with the similarity
attraction paradigm (Byrne, 1971), that a
manager exhibiting transformational leader-
ship will be more proficient in stimulating
innovative work behaviour in employees of the
same gender. The three-way interaction effect
of transformational leadership, gender of the
manager and gender of the employee on inno-
vative work behaviour was not significant. As
such, the similarity attraction paradigm, with
respect to innovative work behaviour induced
by superiors in superior–subordinate dyads,
was unverified. Comparable findings stem
from a study conducted by Komives (1991)
which examined the relationship of same- and
cross-gender work pairs to staff performance
and supervisor leadership in resident hall
units. Measures of supervisory leadership,
job satisfaction and motivation to extra effort
revealed no significant differences for male
and female assistants, regardless of the gender
of the supervisor. Arguably, the absence of
gender differences stems from the fact that
perceptions of team innovative work behav-
iour were used, instead of evaluations of indi-
vidual behaviour. Future research should
incorporate objective individual measure-
ments of innovative work behaviour.



Limitations



Although this study has found encouraging
results, it is important to recognize that the
current findings have several limitations. A
general limitation of the type of data gathering
employed is its cross-sectional nature, which
raises the question whether the correlations
found truly reflect the assumed causal rela-
tionship between transformational leadership
and innovative work behaviour. Janssen (2002)
indicated that the approachability of the
manager is an important mediating factor
between transformational leadership and
innovative work behaviour. Approachability of
the manager can be regarded as interwoven
with organizational support for innovation, as
vertical knowledge sharing is essential for suc-
cessful implementation of innovative ideas by
employees (Damanpour, 1991). It is therefore
possible that innovative employees share more
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ideas with the manager within an environ-
ment supportive of innovation, subsequently
causing the employee to identify the manager
as more transformational. This paper argues,
however, that such an inverse relationship
between transformational leadership and
innovative work behaviour is highly unlikely
as the positive impact of transformational
leadership on effectiveness has been demon-
strated both theoretically and empirically on
numerous occasions (Hater & Bass, 1988;
Lowe, Kroeck & Sivasubramaniam, 1996; Sosik
et al., 1998). Longitudinal studies may aid in
verifying the causal nature of the relationship
between transformational leadership and
innovative work behaviour.



Another issue related to the causal direction
of transformational leadership and innovation
is how transformational leadership may lead
employees to become more innovative. Trans-
formational leadership may, for instance, have
an impact on climate, group interactions and
individual performance abilities (Mumford
et al., 2002) that may mediate the relationship
between transformational leadership and
innovation. Future research that examines
mediating variables may shed a light on how
transformational leadership may shape inno-
vative work behaviour.



The nature of self-report studies must also
be addressed, as the possibility exists of
common method variance. Common method
variance refers to that instance where multiple
measures come from the same source, which
contaminates both measures with the presence
of defects in the source (Podsakoff et al., 2003).
A tendency towards increased correlations
between constructs can be attributed to a posi-
tive view of the manager which propagates
to analogous evaluations of separate concepts,
or a general inclination towards consistent
answering. However, in observing the modest
correlation between transformational leader-
ship and innovative work behaviour (r = 0.48),
the chance of common method bias is
regarded as less likely. The latter takes into
account that the existence of common method
variance would go hand in hand with a high
correlation between transformational leader-
ship and innovative work behaviour.



Finally, although our sample consisted of a
considerable sample of 335 respondents from
40 multidisciplinary teams, the results con-
cerning the effect of gender of the manager
and gender of the employee should be inter-
preted with caution as these were based on a
much smaller sample of 171 respondents in
36 teams.



Various conceptual and procedural con-
cerns have been raised regarding the MLQ,
such as high inter-correlations among the



various dimensions, potentially hampering its
construct validity (Yukl, 1999). A number of
authors have demonstrated ambiguity con-
cerning the number of behavioural compo-
nents of transformational leadership, a notion
reflected by the factor structure identified
within this study (Bycio, Hackett & Allen,
1995; Tracey & Hinkin, 1998; Avolio, Bass &
Jung, 1999). It is possible that the latter has
influenced the analyses within this study of
the relationship between the four theorized
components of transformational leadership
and innovative work behaviour. Future
research should further investigate the con-
struct validity of transformational leadership,
as it embraces direct consequences for effec-
tive leadership training. A distinction between
the various behavioural components is only
useful when employees can perceive this dis-
tinction in practice.



The measure for innovative work behaviour
might be prone to social desirability bias, as
individual perceptions of team innovative
work behaviour were used. It is possible that
employees responded with high scores on the
items of innovative work behaviour, irrespec-
tive of actual perspectives as they are unclear
about their own contribution, or because they
want to present themselves positively. In order
to reaffirm and refine the promising findings
of this study, future research should incorpo-
rate objective measures of innovative work
behaviour.



Practical Implications and
Conclusion



Several practical implications are evident from
the findings of this study. The findings of this
study have demonstrated the importance of
transformational leadership for innovative
work behaviour. Hospitals that want to
capitalize on the innovative capabilities of
employees must ensure that team leaders
and individuals in key leadership positions
not only possess transformational leadership
behaviours, but explicitly demonstrate them as
well. Recruitment and development practices
should therefore incorporate a means to
control for the presence and actual use of such
behaviours, which could subsequently yield
an environment in which innovative work
behaviour can thrive, thereby aiding the
advancement of medical care. The results of
this study reiterate that hospitals should capi-
talize on the transformational leadership capa-
bilities of both male and female managers. The
findings do suggest, however, that female
managers are unable to exploit and benefit
from the empirically demonstrated greater
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likelihood of adopting a transformational
leadership style within a hospital setting, with
respect to perceived innovative work behav-
iour in followers (van Engen, van der Leeden
& Willemsen, 2001; Eagly, Johannesen-Schmidt
& van Engen, 2003). The absence of a signifi-
cant three-way interaction effect between
transformational leadership, gender of the
manager and gender of the employee suggests
that the composition of a functional team in a
hospital is not a determinant of team innova-
tive work behaviour. The concluding message
of this research is that investment in, and nur-
turance of transformational leadership creates
an environment in which innovation can thrive
to the benefit of patients and medical care
alike.
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Determinants of Innovative Work 
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In this study, we developed and tested a causal model to predict innovative work behaviour
(IWB) integrating the literatures on psychological contract, job design and organizational
justice. Two hundred and four employees from Irish manufacturing organizations participated
in the study, and we collected data using a survey questionnaire. The psychological contract
variable of perceived obligation to innovate, job autonomy and pay showed direct effects on
IWB. In addition, pay and job autonomy also had indirect effects on IWB through the medi-
ating variable of psychological contract – perceived obligation to innovate. The organizational
process of meritocracy, equity perceptions and procedural justice perceptions influenced IWB
through the mediating variables of psychological contract, although none of these variables
influenced IWB directly. Overall, the results indicated good support for the integrative model
and provided support for the crucial role played by psychological contract in influencing IWB.
Implications are discussed.



 



Introduction



 



n the present age of rapid change, organiza-
tions are facing greater demand from their



environment to engage in innovative behav-
iours to create and deliver their products and/
or services to stay competitive, and to lead the
change process itself. In order to accomplish
this task successfully, organizations rely on
their employees to innovate their processes,
methods and operations. Individual employ-
ees must engage in innovative work behav-
iours (IWB) if organizations are to benefit from
such behaviours. The factors causing employ-
ees to engage in IWBs have been explored
using different frameworks. The literature on
organizational justice (Adams, 1965; Thibaut
& Walker, 1975) suggests that both distributive
(equity) and procedural justice components
may impact IWBs. On the other hand, the psy-
chological contract literature (Rousseau, 1990)
argues that from an employee’s perspective,
fulfillment of mutual contractual obligations
(psychological contracts) may influence their
workplace behaviours. Specifically, psycho-
logical contract fulfillment may result in
employees engaging in IWBs. Lastly, the liter-



I



 



ature on job design (Hackman & Oldham,
1980) suggests that freedom and autonomy
experienced by employees on their jobs are
generally conducive to employees engaging in
creative and innovative behaviours. Despite
the development of these literatures indepen-
dently, a coherent model is lacking. Therefore,
in this study, we integrated the literature on
job characteristics, organizational justice and
psychological contract to develop and test an
integrative causal model to predict innovative
work behaviours. In the next section, we
present the hypothesized model with a review
of the literature supporting the development
of the hypotheses. We then present the meth-
odology used to test the model, followed by
the results. We conclude with a discussion and
implications for research and practice.



 



Review of the Literature and 
Model Development



 



Figure 1 presents the hypothesized model
with the relevant variables. Central to our
model are the two psychological contract vari-
ables – met expectations and obligations on
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the part of the employees to engage in IWB.
We further propose that two organizational
processes – justice perceptions and meritoc-
racy (Flood et al., 2001) – affect the psycholog-
ical contract variables. We also included job
autonomy (Hackman & Oldham, 1980) and
pay as influencing the psychological contract
variables. In other words, the primary focus of
the paper is to study the causal linkages
among these variables.



 



Definition and Nature of Innovative 
Work Behaviours



 



Janssen (2000) defined IWB as the intentional
creation, introduction and application of new
ideas within a work role, group or organiza-
tion, in order to benefit role performance, the
group or the organization. Janssen further
suggested that IWB might consist of idea gen-
eration, idea promotion and idea realization.
Furthermore, IWBs are neither expected of the
employees in their formal role as employees,
nor form an explicit contract between the
employees and the organization. Such behav-
iours are purely discretionary behaviours,
called extra-role behaviours, and are not for-
mally recognized by organizational reward
systems (Organ, 1988). Nevertheless, employ-
ees engaging in such behaviours are likely to
benefit the organization, the group or even
individual employees to perform their job
tasks more effectively. In other words, if and
when employees fail to engage in IWBs, they
may not be in violation of the explicit contract
with the organization and hence, may not suf-
fer any adverse consequences. In a sense,
IWBs are more likely to be the result of intrin-
sic motivations of the employees, and may be
the outcome of their perceptions of psycholog-
ical contract fulfillment. That is, they may or



may not feel obliged to engage in these behav-
iours, depending on the extent to which they
feel that their psychological contracts have
been fulfilled.



 



Psychological Contract and IWB



 



Rousseau (1990, p. 390) defined a psychologi-
cal contract as ‘an individual’s beliefs regard-
ing reciprocal obligations’. Such perceptions
of mutual obligations may be formed either
through implicit or explicit contractual obli-
gations (Arnold, 1996; Freese & Schalk, 1996;
Herriott, Manning & Kidd, 1997; Paul,
Niehoff & Turnley, 2000; Sapienza, Korsgaard,
& Schweiger, 1997). Furthermore, perceptions
of contract fulfillment on the part of the
employees may result in loyalty, performance,
organizational commitment and intentions to
stay with the employer. Such contract fulfill-
ment may result in employees feeling that
their expectations regarding contractual obli-
gations have been met or unmet (Flood et al.,
2001).



Although met expectations (Wanous et al.,
1992) and perceived employee obligations
may appear to be similar constructs, they may
perhaps reflect two different dimensions of
psychological contract. Met expectations refer
to an employee’s assessment and belief that
his/her expectations have been satisfied
through their work experiences. Such expecta-
tions may be formed unilaterally without any
explicit or implicit promises of the employer.
Arnold (1996) suggests that mutuality is nei-
ther required nor critical as long as those crit-
ical aspects that employees come to expect in
their work environment are met or unmet.
Herriott et al. (1997) showed that employees
believed in organizational obligations in terms
of fairness, needs, training and growth pros-



 



Figure 1. The Hypothesized Causal Model of the Relationships Between Organizational Processes, Psy-
chological Contract, Job Autonomy and Innovative Work Behaviours
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pects, autonomy and discretion, pay and work
environment, and employers’ perceptions of
mutual obligations differed slightly from that
of employees. When employees perceive that
the employer has fulfilled his/her obligations,
they are more likely to perceive an obligation
to engage in discretionary and voluntary
behaviours that may be of benefit to the orga-
nization. On the other hand, when employees
feel that a contract violation has occurred, they
are more likely not to engage in discretionary
behaviours, as such behaviours are neither
required of them nor formally rewarded by
organizations. Flood et al. (2001) showed that
the met-expectations aspect of the psycholog-
ical contract impacted the perceived obliga-
tion to contribute to the organization. In light
of this, we propose that both met expectations
and perceived obligation to innovate will pos-
itively affect innovative work behaviours. In
addition to a direct effect, the met-expectations
aspect of the psychological contract will also
have a positive impact on the perceived obli-
gation to innovate.



 



Organizational Processes and 
Psychological Contract



 



Flood et al. (2001) showed that organizational
processes – meritocracy and justice percep-
tions – influenced the extent to which em-
ployees perceived a psychological contract
obligation with their employers. Specifically,
meritocracy refers to the degree to which
employees perceive that their organizations
reward employees for their performance, and
base promotions on merit rather than other
forms such as nepotism or seniority. When
merit determines the career and growth pros-
pects of employees, they are more likely to
perceive that their expectations have been met,
because it is logical to assume that providing
reasonable career growth and opportunities to
advance may be perceived by employees as a
reasonable obligation on the part of their
organizations. When employees perceive that
organizational processes of meritocracy re-
ward their effort and discretionary behav-
iours, they may perceive their expectations
have been met; this, in turn, may influence
their obligation to engage in discretionary
behaviours or their obligation to innovate.
Hence, we are hypothesizing positive effects
of meritocracy on met expectations and obli-
gation to innovate.



In addition to meritocracy, another organi-
zational process that may impact the psycho-
logical contract is organizational justice
perception. Specifically, the notion of equity
(Adams, 1965) and procedural justice percep-
tions (Thibaut & Walker, 1975) may both be



important variables influencing the psycho-
logical contract perceptions. In a sense, psy-
chological contracts that deal with fulfillment
of mutual obligations and expectations may
implicitly incorporate the issue of fairness and
equity in outcomes, as emphasized by the
transactional component of the psychological
contract (Arnold, 1996) and fairness of the
procedures and processes as implied by the
relational component of the psychological
contract. The notion of equity deals with the
fairness of the outcome: ‘Have I been
rewarded fairly for the effort I put in?’. On the
other hand, the notion of procedural justice
deals with the fairness of processes such as
defining and clarifying the performance
standards, consistent enforcement of these
standards without prejudice or bias and the
opportunity to resolve differences with the
organization. As shown by several studies
(e.g. Flood et al., 2001; Herriot et al., 1997;
Sapienza et al., 1997) perceptions of unfairness
may adversely affect the psychological con-
tract of employees. In light of these findings,
we propose that both equity perceptions and
procedural justice perceptions will have posi-
tive effects on met expectations and obligation
to innovate.



 



Job Autonomy, Psychological Contract and 
Innovative Work Behaviours



 



Generally, empowered employees contribute
to the organization by providing ideas that
would otherwise not be developed (Paul,
Niehoff & Turnley, 2000). Although several
different ways exist to empower employees
either at the individual or group level, a criti-
cal aspect of empowerment incorporates the
degree of autonomy granted to an employee to
carry out his/her work. Job autonomy, or per-
ceived freedom to do one’s job, is also a critical
aspect of the job enrichment approach identi-
fied by Hackman and Oldham (1980). Such an
autonomy or freedom may permit employees
to engage in ‘trial and error’ and find more
efficient and effective ways of doing their
work. Since innovation involves trial and
error, and successes and failures, job auton-
omy provides employees with an avenue to
try out new ideas even in the face of failure.
Autonomy eliminates the need for the
employees to work within a prescribed set of
bureaucratic rules and regulations. Further-
more, autonomy has also been shown to be
one of the critical components that employees
have come to expect from their employment
(Herriott et al., 1997). Perceptions of auton-
omy in their work may also influence the
extent to which an employee may want to
engage in innovative work behaviours
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(obligation to innovate) and also on the behav-
iour itself. Therefore, we are hypothesizing
that job autonomy will have positive effects on
obligation to innovate directly and innovative
work behaviours indirectly, through the inter-
vening variable of obligation to innovate.



 



Pay and Psychological Contract



 



The role of pay in influencing employee atti-
tudes and behaviours has been examined in
several studies (Milkovich & Newman, 2005).
While examining employer obligations as per-
ceived by the employees, Herriot et al. (1997)
reported that pay was one of the obligations
employees reported. Lester and Kickul (2001)
also reported that among the MBA students
participating in the study, not only was pay
ranked in terms of its importance but the par-
ticipants also perceived a greater discrepancy
between what they had expected and what
they received, thus indicating a breach of psy-
chological contract. Lester and Kuckul’s (2001)
study also reported that even small discrepan-
cies on extrinsic outcomes such as pay nega-
tively affected the job performance of the
individuals, presumably through the mediat-
ing variable of the unmet-expectations aspect
of psychological contract. Therefore, we
hypothesize that pay will have a positive effect
on both met expectations and obligation to
innovate.



In summary, in the causal model developed
and tested in this study, we propose that orga-
nizational processes – meritocracy and justice
perceptions – and pay will positively affect
met expectations and obligation to innovate.
Met expectations will also have positive effects
on obligation to innovate and innovative work
behaviours. Furthermore, job autonomy will
positively affect obligation to innovate and
IWB. We next discuss the methodology used
to test the model, then present our results and
discuss the implications of our findings.



 



Method



 



Sample



 



We collected data from the participants using
a survey methodology. Several manufactur-
ing organizations in the Shannon/Limerick
area of Ireland were contacted to participate
in the research. Mostly, personal contacts
within the organization helped participation
in the study. Organizations that refused to
participate indicated that they were too busy
to assign time for the survey and/or were
going through a phase of change that pre-
vented them from administering any surveys.



Two hundred and four blue-collar employees
from the manufacturing organizations in Ire-
land participated in the study. Of these, 111
employees (54.4%) were men and 93 em-
ployees (45.6%) were women. One hundred
and three (50.5%) of the employees had a high
school certificate and the rest of the employ-
ees had  junior  and  senior-level  diplomas.
One hundred and fourteen employees (55.9%)
reported  earnings  of  less  than  IR£15,000,
64 employees (31.8%) reported earnings of
between  IR£15,000  and  IR£30,000  and  the
rest (12.3%) reported earnings of more than
IR£30,000. We collected data from these
employees during their work hours as the
time for completing the surveys was pro-
vided by the companies participating in the
study. Therefore, the response rate was fairly
high (Approx. 95%), barring a few absences.



 



Measures



 



Met Expectations



 



We used a twelve-item scale to measure the
degree to which the participants’ expectations
were met with 1 



 



=



 



 ‘much worse than expected’
and 5 



 



=



 



 ‘much more than expected’ as anchors.
These items tapped into the met expectations
regarding job, pay, growth potentials and
work environment. Appendix A shows this
twelve-item scale and its reliability. Data cod-
ing was done such that a higher score indi-
cated a higher degree of met expectations.



 



Obligation to Innovate



 



We measured the obligation to innovate using
two items. Participants were asked to indicate
the extent to which they felt obliged to ‘pro-
vide their employer with own unique knowl-
edge and input’, and ‘provide their employer
with innovative suggestions for improvement’
with 1 



 



=



 



 ‘not at all obliged’ and 4 



 



=



 



 ‘very much
obliged’ as anchors. These two items yielded a
coefficient alpha of 0.76. Data coding was done
such that a higher score indicated a higher
level of felt obligation to innovate.



 



Equity



 



We measured equity using the two items from
Ramamoorthy and Flood (2002). These two
items were: ‘I am fairly rewarded for the
amount of effort I put in’ and ‘I am fairly
rewarded for the responsibilities I take on’,
with 1 



 



=



 



 ‘Strongly disagree’ and 5 



 



=



 



 ‘Strongly
agree’ as anchors. These two items exhibited a
coefficient alpha of 0.89. Data coding was done
such that a higher score indicated a higher
level of equity perception.
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Meritocracy



 



We measured meritocracy using three items
from Flood et al. (2001) with 1 



 



=



 



 ‘Strongly dis-
agree’ and 5 



 



=



 



 ‘Strongly agree’ as anchors. The
three items were: ‘Salary increases in this com-
pany are based on ability and how well you do
your work’, ‘Promotion in this company is
based on ability and how well you do your
work’, and ‘There is a good chance of promo-
tion in this company’. The coefficient alpha of
the scale was 0.72. Data coding was done such
that a higher score indicated a higher level of
meritocracy perception.



 



Procedural Justice Perceptions



 



We measured procedural justice perceptions
using the five-item composite scale from
Ramamoorthy and Flood (2004) with 1 



 



=



 



‘Strongly disagree’ and 5 



 



=



 



 ‘Strongly agree’ as
anchors. These items measured the extent to
which performance standards are consistently
enforced and the opportunity for resolving
differences with the organization. The coeffi-
cient alpha of the scale was 0.74. Data coding
was done such that a higher score indicated a
higher level of procedural justice perception.
Appendix A gives the procedural justice per-
ceptions scale used in the study.



 



Perceived Job Autonomy



 



We measured perceived job autonomy using a
nine-item scale developed for this study. These
nine items measured the extent to which an
employee has control over his/her own work
with 1 



 



=



 



 ‘never’ and 5 



 



=



 



 ‘always’ as anchors.
These nine items yielded a coefficient alpha of
0.90. Data coding was done such that a higher
score indicated a higher level of job autonomy.
Appendix A gives the nine-item scale.



 



Innovative Work Behaviour



 



We measured innovative work behaviour
using the nine items from Janssen (2000).
These nine items measured the extent to which
an employee engages in innovative work
behaviours, with 1 



 



=



 



 ‘never’ and 5 



 



=



 



 ‘always’
as anchors. These nine items yielded a coeffi-
cient alpha of 0.94. Data coding was done such
that a higher score indicated a higher level of
innovative work behavior. Appendix A gives
the nine-item scale and its reliability.



 



Gross Pay



 



We measured gross earnings using the follow-
ing scale: 1 = ‘less than IR£15,000’; 2 =
‘IR£15,000 to 20,000; 3 = IR£20,000 to 25,000; 4



= IR£25,000 to 30,000; 5 = IR£30,000 to 35,000
and 6 = More than IR£35,000.



 



Data Analyses Strategy



 



We used the methodology suggested by
Pedhazur (1982) to derive the path coeffi-
cients. The path coefficient from a predictor to
the dependent variable is the standardized
regression coefficient for the predictor control-
ling for all other predictors in the equation. We
used the one tail t-tests to test for the signifi-
cance of the hypothesized path coefficients. In
order to test for the significance of the overall
model, we conducted the log likelihood test
suggested by Pedhazur (1982, p. 619) that
tested the over-identified model with the con-
strained paths with the just-identified model
with all possible paths (twenty-eight paths in
this model). The null hypothesis tested was
that the over-identified model fits the data as
well as the just-identified model. When the
resultant Chi-square statistic for the over-
identified model is less than the critical Chi-
square with the number of constrained paths
as the degrees of freedom (p 



 



>



 



 0.05), the null
hypothesis is retained suggesting that the
over-identified model adequately fits the data
as good as the just-identified model. Since the
Chi-square  statistic  is  greatly  influenced  by
the sample size and has a tendency to reject
the null-hypothesis  even  when  the  model
fits  the data well (Joreskog & Sorbom, 2001),
we also examined the measure of goodness of
fit (Q), suggested by Pedhazur (1982) for over-
identified models. This measure of goodness
of fit can range from 0 to 1 with a value of 1
indicating a perfect fit and a value of 0 indi-
cating no fit at all.



 



Results



 



Table 1 presents the means, standard devia-
tions, and correlations among the variables
used in the study. Figure 2 presents the
model that emerged indicating the path coef-
ficients (p) with the associated significance
levels (



 



µ



 



).
The log likelihood test that tested the over-



identified model against the just-identified
model produced a Chi-square statistic of 1.46
(Chi-square



 



critical



 



 = 28.869, p 



 



>



 



 0.05) failing to
reject the null hypothesis that the over-
identified model fits the data as well as the
just-identified model. Also, the Q-Coefficient,
a goodness of fit index for the over-identified
model, was 0.98 indicating a very good fit of
the restricted model with constrained paths. In
other words, the parsimonious model that
emerged adequately fitted the data very well.
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As shown in Figure 2, obligation to innovate
(p 



 



=



 



 0.14, 



 



µ



 



 



 



<



 



 0.05) had a direct effect on IWB.
We had hypothesized that the psychological
contract variable of met expectation will have
a direct effect on IWB, in addition to an indirect
effect through the intervening variable of obli-
gation to innovate. However, the direct effect
model was not supported for the psychological
contract variable of met expectations as the
path coefficient from met expectation to IWB
was not statistically significant. However, the
psychological contract variable of met expec-
tations influenced innovative work behaviours
through the intervening variable of obligation



to innovate (p 



 



=



 



 0.15, 



 



µ



 



 



 



<



 



 0.05) thus providing
partial support for the model.



We hypothesized job autonomy to have an
indirect effect on IWB through the intervening
variable of obligation to innovate. The results
indicated that job autonomy had a direct effect
on IWB (p 



 



=



 



 0.57, 



 



µ



 



 



 



<



 



 0.001), in addition to an
indirect effect on IWB through the intervening
variable of obligation to innovate (p 



 



=



 



 0.24, 



 



µ



 



 



 



<



 



0.05). Thus, we found partial support for the
hypothesized relationship between job auton-
omy and IWB. Overall, the model seemed to fit
better with the addition of a direct path from
job autonomy to IWB.



 



Table 1. Means, Standard Deviations and Correlations among the Variables



 



Variables Mean (ssss



 



) 1 2 3 4 5 6 7



 



Obligation to Innovate 2.40 (0.85)
Meritocracy 2.79 (0.96) 0.17**
Equity 2.98 (1.04) 0.14* 0.32***
Job Autonomy 2.94 (0.90) 0.30*** 0.25*** 0.17**
Innovative Work 



Behavior
2.30 (0.90) 0.32*** 0.16** 0.12* 0.63***



Procedural Justice 3.10 (0.69) 0.26*** 0.39*** 0.31*** 0.22*** 0.19**
Pay 2.06 (1.56) 0.09



 



-



 



0.19** 0.17** 0.15* 0.23***



 



-



 



0.08
Met Expectations 2.81 (0.48) 0.25*** 0.40*** 0.41*** 0.19** 0.18** 0.36*** 0.19**



 



Notes:



 



 *



 



 



 



p 



 



<



 



 0.05, **



 



 



 



p 



 



<



 



 0.01, ***



 



 



 



p 



 



<



 



 0.001.



 



Figure 2. The Effect of Organizational Processes, Psychological Contract, Job Autonomy and Innovative
Work Behaviours: The Emergent Model



 0.22 (3.57)*** 0.13 (2.32)* 



 0.29 (4.25)*** 
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We hypothesized that pay would indirectly
affect IWBs through the intervening variables
of met expectation and obligation to innovate,
yet the results indicated that pay also had a
direct effect on IWB (p 



 



=



 



 0.13, 



 



µ



 



 



 



<



 



 0.05).
Furthermore, pay did not impact obligation to
innovate as the path coefficient was not statis-
tically significant and thus failing to support
our hypothesis that pay would affect IWB
through the intervening variable of obligation
to innovate. However, pay affected the psy-
chological contract variable of met expecta-
tions (p 



 



=



 



 0.22, 



 



µ



 



 



 



<



 



 0.001) that in turn affected
the perceived obligation to innovate. Thus, the
hypothesized relationships between pay and
IWB were generally supportive with the addi-
tion of a direct effect of pay on IWB and the
deletion of the direct effect of pay on obliga-
tion to innovate.



We had hypothesized that justice percep-
tions would impact IWBs through the inter-
vening variables of met expectations and
obligation to innovate. As expected, the two
justice variables – equity and procedural jus-
tice perceptions – did not impact innovative
work behaviours directly. However, they did
show indirect effects through the mediating
variables of met expectations and obligation to
innovate. The paths from procedural justice
perceptions to met expectations (p 



 



=



 



 0.20, 



 



µ



 



 



 



<



 



0.01), and to obligation to innovate (p 



 



=



 



 0.15, 



 



µ
<



 



 0.05) were statistically significant. Also, the
path from equity perceptions to met expecta-
tions (p 



 



=



 



 0.22, 



 



µ



 



 



 



<



 



 0.001) was statistically sig-
nificant. Thus, the effects of justice perceptions
on innovative work behaviours were transmit-
ted through the psychological contract vari-
ables of met expectations and obligation to
innovate.



Finally, the meritocracy variable had a direct
effect  on  the  psychological  contract  variable
of met expectations (p 



 



=



 



 0.294, 



 



µ



 



 



 



<



 



 0.001),
although it did not impact the obligation to
innovate or innovative work behaviours
directly. That is, the antecedents of obligation
to innovate appear to be procedural justice
perceptions and job autonomy, and not meri-
tocracy and distributive justice perceptions.
On the other hand, the antecedents of psycho-
logical contract fulfillment appear to be both
forms of justice perceptions – distributive and
procedural – and meritocracy.



A few comments are worth noting before
concluding the results. The fit index of 0.98
obtained in our study suggests that the pro-
posed model is a viable model to examine pre-
dictors of IWB. That is, theoretically even if we
add a few more paths (e.g. pay 



 



Æ



 



 obligation to
innovate) or deletion of certain paths (e.g. pay



 



Æ



 



 IWB), we need to examine the relative gain
in the explanatory power compared to the loss



of degrees of freedom or conversely, the loss of
explanatory power vis-à-vis the gain in
degrees of freedom. While we do not claim
this to be the only model, we can say that the
present model with a fit index of close to 1
appears to be the most parsimonious model.
That is, the addition of paths does not provide
any better fit but the deletion of certain paths
result in considerable loss of explanatory
power. Future studies should, however, look
at a few other competing models.



 



Discussions



 



In this study, we integrated the organizational
justice, job design and psychological contract
literatures to examine the impact on IWB. The
integrated model provided a good fit with the
data. We found that both the psychological
contract  variable  of  obligation  to  innovate
and job autonomy predicted innovative work
behaviours along with pay. While the justice
perceptions of equity, meritocracy and pro-
cedural justice  did  not  directly  affect  IWB,
they influenced IWB through the mediating
variables of psychological contracts – met
expectations and perceived obligation to
innovate.



The results of the study have several impli-
cations for managerial practices and organiza-
tions emphasizing innovation. In terms of
designing jobs, providing autonomy for
employees about the manner in which they do
their work appears to have the strongest influ-
ence on IWB. Lesser control over the manner
in which employees carry out their work,
environments conducive to employees gener-
ating newer methods of doing their work, and
support in implementing the ideas appear to
result in employees engaging in IWBs.
Furthermore, control over one’s own job also
appears to result in providing an enriched
experience on the job, which may in turn moti-
vate employees to innovate. Thus, job design
approaches seem to have both direct and indi-
rect effects on IWBs. Perhaps, managers and
organizations need to pay close attention to
the way in which jobs are designed to promote
IWBs.



Under the reasonable assumption that IWBs
are discretionary behaviours, engaging in
IWBs may be the result of intrinsic motiva-
tions of employees. That is, employees decide
on their own whether to engage in IWBs or
not. The results of our study show that the
extent to which employees perceive their
expectations have been met (or unmet) seem
to affect their perceived obligation to the
employer. Such perceived obligations influ-
ence their IWB. Thus, the psychological
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contract variables of met expectations and per-
ceived obligations seem to play critical roles in
the IWBs of employees.



Although pay is an extrinsic factor and was
thought to not influence discretionary behav-
iours such as IWB, pay also had some modest
effect in affecting IWBs. This was somewhat
surprising to us as the literature on discretion-
ary behaviours suggests that discretionary
behaviours are not recognized and formally
rewarded by the organizational processes and
systems. However, in our study, pay influ-
enced the IWBs of employees directly, as well
as, through the mediating psychological con-
tract variables of met expectations and per-
ceived obligation to innovate. It is possible
that employees may see IWBs as on the job
performance rather than discretionary behav-
iours and hence, they may come to expect that
they be rewarded for such performance,
whether or not organizations perceive that
way. Rewarding IWBs may be a good strategy
for organizations for two different reasons.
First, it encourages employees to try out new
ideas and implement them. Second, such
rewards in the form of higher pay for IWBs
also seem to affect the fulfillment of psycho-
logical contracts.



Our study results also showed that met
expectations or employee perceptions of fulfil-
ment of psychological contract influenced
their perceived obligation. The organizational
processes of meritocracy, distributive justice
and procedural justice components did not
have any direct effect on IWBs. Yet meritoc-
racy and justice perceptions influenced IWBs
indirectly through the mediating variables of
psychological contract. Our results are also
consistent with all the other studies in empha-
sizing the critical and important role played by
organizational justice perceptions.



 



Conclusion



 



The present study indicates the importance of
studying linkages among distinct literatures
that have examined the causes of IWBs of
employees. The integration of job design,
justice, and psychological contract literatures
greatly enhances our understanding of IWBs
of employees. While the focus of this study
was on blue-collar employees, future studies
should attempt to examine these linkages
among other categories of employees such as
knowledge workers, professional employees
and white-collar employees.



One limitation of our study was in restrict-
ing the setting to one national culture, namely,
Ireland. To the extent that employee values
differ across cultures, the notions of justice



perceptions and fulfilment of psychological
contracts and their violations may differ across
cultures. Future studies should also examine
the linkages in a cross-national context to
enhance our understanding of the generaliz-
ability of our findings. One possibility may be
to test the model in a collectivist culture, as Ire-
land ranked high on the individualism dimen-
sion in Hofstede’s (1980) study. Another
potential area may be to study the influence of
power distance on our model. A high power
distance society may result in employees
being told what to do and what not to do,
which may curb their tendencies to innovate.
Nevertheless, this study presents one of the
first attempts to develop and test a coherent
model predicting IWBs, and much more work
needs to be done to understand this complex
phenomenon.
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Appendix A Scales Used in 
the Study



Met expectations (µµµµ ==== 0.76)
To what extent have your expectations con-



cerning your job and the company been met
in the following areas?



Amount of Responsibility
A job that provides autonomy
A job that is interesting
Freedom to use my own judgement
Feelings of accomplishment
Ability to manage work and family
Fair Treatment
Candid and open feedback
Cooperative work relationships
Good opportunities for promotion
Pay tied to your performance
Amount of Salary



Procedural justice perceptions (µµµµ ==== 0.74)
The performance standards or criteria used in



the allocation of rewards are very clearly
communicated to employees



My company consistently enforces the stan-
dards they set for reward allocation for all
the employees



The performance standards and norms used in
the allocation of rewards are consistently
enforced for most of the employees I have
known.



In our company, employees are free to discuss
their dissatisfaction about rewards alloca-
tions with their supervisors



When I feel that I have not been fairly
rewarded, I can resolve it through discus-
sion with my supervisor.



Job autonomy (µµµµ ==== 0.90)
With what frequency do you engage in the



behaviours listed below?
I choose the methods to carry out my work
I often review my work objectives
I am prepared to challenge organizational



policies and practices
I plan my work
I often review the methods I use to get the job



done
I decide the order in which I do things
I often review how well I communicate infor-



mation with colleagues on work-related
issues



I have full authority in determining how much
time I spend on particular tasks



I often review my approach to getting the job
done



Innovative work behaviours (µµµµ ==== 0.94)
With what frequency do you engage in the



behaviours listed below?
Creating new ideas for difficult issues
Searching out new work methods, techniques



or instruments
Generating original solutions for problems
Mobilising support for innovative ideas
Acquiring approval for innovative ideas
Making important company members enthu-



siastic for innovative ideas
Transforming innovative ideas into useful



applications
Introducing innovative ideas into the work



environment in a systematic way
Evaluating the utility of innovative ideas








			btnOpenRubric: 










image3.emf

test EI2.pdf




test EI2.pdf




Journal of Intellectual Capital
Toward a multi-dimensional measure of individual innovative behavior
Robert F. Kleysen, Christopher T. Street,



Article information:
To cite this document:
Robert F. Kleysen, Christopher T. Street, (2001) "Toward a multi‐dimensional measure of individual
innovative behavior", Journal of Intellectual Capital, Vol. 2 Issue: 3, pp.284-296, https://doi.org/10.1108/
EUM0000000005660
Permanent link to this document:
https://doi.org/10.1108/EUM0000000005660



Downloaded on: 07 March 2018, At: 00:59 (PT)
References: this document contains references to 44 other documents.
To copy this document: permissions@emeraldinsight.com
The fulltext of this document has been downloaded 6702 times since 2006*



Users who downloaded this article also downloaded:
(2003),"Building organisational culture that stimulates creativity and innovation",
European Journal of Innovation Management, Vol. 6 Iss 1 pp. 64-74 <a href="https://
doi.org/10.1108/14601060310456337">https://doi.org/10.1108/14601060310456337</a>
(2014),"Managing innovative work behavior: the role of human resource practices", Personnel Review,
Vol. 43 Iss 2 pp. 184-208 <a href="https://doi.org/10.1108/PR-11-2012-0199">https://doi.org/10.1108/
PR-11-2012-0199</a>



Access to this document was granted through an Emerald subscription provided by emerald-srm:215406 []



For Authors
If you would like to write for this, or any other Emerald publication, then please use our Emerald for
Authors service information about how to choose which publication to write for and submission guidelines
are available for all. Please visit www.emeraldinsight.com/authors for more information.



About Emerald www.emeraldinsight.com
Emerald is a global publisher linking research and practice to the benefit of society. The company
manages a portfolio of more than 290 journals and over 2,350 books and book series volumes, as well as
providing an extensive range of online products and additional customer resources and services.



Emerald is both COUNTER 4 and TRANSFER compliant. The organization is a partner of the Committee
on Publication Ethics (COPE) and also works with Portico and the LOCKSS initiative for digital archive
preservation.



*Related content and download information correct at time of download.



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





https://doi.org/10.1108/EUM0000000005660


https://doi.org/10.1108/EUM0000000005660


https://doi.org/10.1108/EUM0000000005660








���
���



���



���	
�� �
 �
���������� ��������
���� � ��� �� ����� ��� ��������
� ��� �
� �	!��" #	�!!� ���������



�����	 � 
��
��	�
��������

������ �� ��	���	���
������
��� ��������



$�%�	� &� '��"!�
 �
( �)	�!���)�	 *� +�	���
���� ����� 	
���
 �� ��������� ��
�
�� �� ����������� ���������� ��



��������� ��������� ��������� ���� �



�������� �� ��� ��
 ���������� ����������� ������������ �� �




	
����
� �� ��� ��
 
���
 ���������� ��� ��� ����� ������ ��
� ���  �������� �� ����������
��������� �� ��
�� ����  � ��� �����
����
� 
������ ��� ��
����� �� ��� 
������
� �� �� ��� ��

����������� !���
��� �� ����� � ��
��" ���������
 ������� �� �� ��� ��
 ���������� ���������
� ��������  ��
�������� �� #$% ���������� ��
��� ��������� �� 
� �� ����� ���� � ���������&� 
��
��� ����
���� 
��������� �� ��� ��

�'��� ����  ���������( ����������� �)�
�������� �������������
��������� �������������� 
����������� �� ���
�
������ 	���
����
 �*������ �� �
��� ��� �� �
����
� �� ##+ ���
����� ���� ����  �������� ������&������  �
����� � ��
�����
� ���� ��� ���'���
��� ���������&� ��
��� ����
���� �� ������ ����, -�� ���������� ��'����� � ����
� ��
���
������� ���� �� ����� ������������ �

 ���� ��
���� ����
�� �� �� �
��� ��
����
��� �� .�%+ ����
���������� � ��
��" ���������
 
��
�����
�&����� �� ���������� �������� �� ������
� !��
�����
���
�
������ ��� ������ ������
��



�
(� �(��� �

� ����
 �! � 	��) �
( ���!� � ��
!�	��� �)�� )�! %��
 (�
�
�( �
(
���	����
���,�( (�

�	�
��" %"  �	���! 	�!��	�)�	! -.��(!/��)� ����0� .�
�	���"�
�)� ��
!�	��� )�! %��
 ��
��������,�( �
 ��	/! �
 �
(� �(��� �)�	����	�!���!�
�	���!� %�)� ��	!� �
( �	�(���!� &�	 �
!��
��� 1�	� �� �
� -��220 ��
!�	��
�
(� �(��� �

� ��� �
�!! �! � 3�
�	���,�( 4����
3
�!! �� �)�
3�� '�	��
5!
-��2�0 6(�����
��

� ����
 �
 �
��	" /��!�	�! �4� (�!��
�� ��3
��� � !�"��!
	�
3�
3 
	�/ �(����	! 4)� !�� � �	�%��/! 4��)�
 �7�!��
3 ��	������� 
	�/�!
�
( �

� ���	! 4)� 	�!�	����	� �)�/� ���8!�
5! -��2�0 #�	!�
����" �
 �
��	"
��
���
! � !�%!���� 
�	 /��!�	�
3 �

� ��� � (�!��!����
� ��)� ��	�� /��!�	�!
�
 �
(� �(��� �

� ����
 �
���(� 9�!�5! -���20 /��!�	� �
 	��� �

� ����

4)��) �����	�! )�4 /�
" �)�
3�! �
 �
(� �(��� )�! �
������( �
 )�! �	 )�	 :�%
�
 ��/��	�!�
 �� �)� ��!� 	��� ������
� �
( $�3�	5! -����0 ���	����
���,����
 �

�

� ���	! �! ��	!�
! 4)� �(��� �

� ����
! %�
�	� ��)�	!� �
 �((����
�
6/�%��� -����0� �
 �)� ���!��" 	�����( 
���( �
 �
(� �(��� �	���� ��"� �/���"! �
��
!�
!��� �!!�!!/�
� ���)
�;�� 
�	 /��!�	�
3 �)� �	���� �
�!! �
 �	�(���!
�	�(���( %" �
(� �(���! �)	��3) 	���
3! 3� �
 %" �	�(��� (�/��
 �7��	�!�



<�!���� �)�! �7��
!� � 4�	8 �
 ��
��������,�
3 �
( ���	����
���,�
3
�
(� �(��� �

� ����
� )�4� �	� �)� �	� ���! /��!�	�! �
��
 �!!�!! �
�" �
�
(�/�
!��
 �
 �

� ��� � %�)� ��	� 6! !��)� �)�" (� 
�� !�

����
��" �����	� �)�
	��)
�!! �
( ����
���� /����(�/�
!��
����" �
 �)� ��
!�	���� 9)��� !�/� 	���
�
!��(��! )� � �!�( /�	� ��/�	�)�
!� � /��!�	�! �
 �
(� �(��� �

� ����
 -!��
+���� �
( �	���� ����= ����0� ������ �

�	� )�! %��
 /�(� �� (� ���� � 	��)�	
/��!�	� 4��) 3	����	 ��
!�	���  ���(��" �)	��3) � !"!��/���� 	� ��4 �
 �)�



*)� ��		�
� �!!�� �
( 
��� ��7� �	�)� � �
 �)�! :��	
�� �! � ����%�� ��
�

���������
����	�����������
��




D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











*�4�	( � /�����
(�/�
!��
��



/��!�	�



���



����	���	� �
( (� ����/�
� �
( ��!� �
 � �)��	������ 
����	 !�	����	�� *� �((	�!!
�)�! �	�%��/� �)� ��		�
� !��(" !��8! �� (� ���� �
( ��!� � /�����(�/�
!��
��
/��!�	� �
 �
(� �(��� �

� ��� � %�)� ��	�



�	��
�����
��� �� ������
��� ���������
+�/���	 �� 9�!� �
( &�		 -����0� �

� ��� � %�)� ��	 �! (�
�
�( 
�	 �)� ��	��!�!
�
 �)�! �
 �!��3����
 �! ��� �
(� �(��� �����
! (�	����( �� �)� 3�
�	����
�
�
�	�(�����
 �
( �	 ����������
 �
 %�
�
����� 
� ���" �� �
" �	3�
�,����
�� �� ���
+��) %�
�
����� 
� ���" /�3)� �
���(� �)� (� ����/�
� �
 
�4 �	�(��� �(��! �	
���)
���3��!� �)�
3�! �
 �(/�
�!�	��� � �	���(�	�! ��/�( �� �/�	� �
3 4�	8
	������
! �	 �)� ����������
 �
 
�4 �(��! �	 ���)
���3��! �� 4�	8 �	���!!�!
�
��
(�( �� !�3
�
���
��" �
)�
�� �)��	 �

����
�" �
( �

���� �
�!!�



*� (�!�� �	 �)� �	�
����� (�/�
!��
! �
 �

� ��� � %�)� ��	� � 	� ��4 4�!
��
(����( �
 �)� �	���� ��" �
( �

� ����
 ����	���	�! 4)��) 	�!����( �
 �)�
�(�
��
������
 �
 �� �	�����! 
�	 �7�/�
����
 �
( ��(�
3 -.�"

� ����=
<�/�
���	� ����= '�	��
� ��2�= &�		 �
( &�	(� ����= ��
 (� ��
� ����= 9����!�
����= ��!�(�	 �� �
�� ����= <	��8�	� ���>= ����= 6
(�	!�
 �
( '�
3� ����=
1�4��� �
( 1�33�
!� ����= ����� �
( ?���
(�	� ����= +��4� ����= $�%�	�!�
���2= ?� ������ ����= ��)	� ���2= .	��
 �
( '����	� ����= '�
��	� ����= ����=
&�	(� ����= $�3�	!� ����= 6/�%���� ����= ����= @���/�
 �� �
�� ��2�= 6
3��� ����=
9)��
���(� ��2>= .���
�	(� ����= ����0� �
������"� ��� �	���� ��" �
( �

� ����
�
	�����( ���� ����! 4�	� ��!��( 
	�/ �)�!� �	�����! A !�/� (�!��
�� %�� �)� /�:�	��"
� �	�����
3 �
( !"
�
"/��! 4��) ���) ��)�	� $� ��4 �
 !"
�
"/��!
���� ����! ���( �� �)� ��
(�
!����
 �
 ���� ����! �
�� �� 3	����
3! 
�	 �)� 
�	!�
	��
( �
 ��(�
3� *)� !���
( 	��
( �
 ��(�
3 !��3)� �� /�	� �	���!��" �(�
��
"
�)� ��	������	 %�)� ��	�� �	���!!�! �
(�	�"�
3 �)�  �	���! ���� ����! 4��) �2
%�)� ��	�� �	���!!�! )� �
3 �/�	3�(� *)� �)�	( �
( 
�
�� 	��
( �
 ��(�
3
!��3)� �� 3	��� 
�	�)�	 �)� �2 %�)� ��	! �
�� /�	� 3�
�	�� (�/�
!��
! �

�

� ��� � %�)� ��	 4��) �)� 
����4�
3 
� � 
����	! !��/�
3 %�!� �� ����3�	�,�
%�)� ��	! �!!������( 4��) �
(� �(��� �

� ����
B ����	��
��" �7���	����
�
3�
�	��� ��"� 
�	/��� � �
 �!��3����
� �)�/���
�
3� �
( ����������
�



/���������� �)�
�������
0�� ���
��� /)��� !�
������� -����0 (�
�
�! �7���	� �! �� CC�	� �� �7��
!� ��"
�)	��3) -� ���
�	" ����0 �
 �	(�	 �� ���	
 �	 (�!�� �	 �%��� ���55 �
��3	���
3 �)�!
(�
�
����
 4��) ����	��
��"� �)� 
�	!� 
����	 �
 �

� ��� � %�)� ��	 	�����! �� �)�
/����)�	 �
 �	� ����
3 �7��
!� ��" �)	��3) �

� ����
 ����	��
����! �
 �	(�	 ��
���	
 �	 (�!�� �	 /�	� �%��� �)�/� &��	 %�!�� %�)� ��	! 
��
( ��//�
 �
 �)�
����	���	� ��
��	
�
3 ����	��
��" �7���	����
 �
���(�B



-�0 #�"�
3 ����
���
 �� ����	��
��" !��	��! -.	��
 �
( '����	� ����= ��
 (�
��
� ����= '�
��	� ����0�



-�0 ?��8�
3 
�	 ����	��
����! �� �

� ��� -&�		 �
( &�	(� ����= '�
��	� ����=
��
 (� ��
� ����= ��)	� ���2= 1�4��� �
( 1�33�
!� ����= <	��8�	� ����0�



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











���
���



���



-�0 $���3
�,�
3 ����	��
����! -��
 (� ��
� ����= &�		 �
( &�	(� ����= +��4�
����= .���
�	(� ����= '�
��	� ����= $�3�	!� ����= 9)��
���(� ��2>=
��!�(�	 �� �
�� ����= &�	(� ����= @���/�
 �� �
�� ��2�= $�%�	�!� ���2=
'�
��	� ����= 6
3��� ����0�



-�0 .��)�	�
3 �

�	/����
 �%��� ����	��
����! -.	��
 �
( '����	� ����=
9)��
���(� ��2>= <�/�
���	� ����= 1�4��� �
( 1�33�
!� ����= '�
��	�
����= 6/�%���� ����0�



1�����������
.�
�	��� ��" �! � ��	/ %�		�4�( 
	�/ D	�8!�
5! -����0 !� �
�) !��3� �

�!"�)�!����� (� ����/�
� ��%���( 3�
�	��� ��"  �	!�! !��3
����
� CC.�
�	��� ��" �!
�	�/�	��" �)� �
��	�!� �
 �!��%��!)�
3 �
( 3��(�
3 �)� 
�7� 3�
�	����
� ���)��3)
�)�	� �	� ������ 4)� (� 
�� ����" �)�! (	� � �� �

!�	�
3 %�� �� ��)�	 
�	/! �

���	��!��� ��
��	
 �
( �	���� ��"55 -D	�8!�
� ����� �� ���0� D7��
(�
3 �)�! �(�� �

�!��%��!)�
3 �)� 
�7� 3�
�	����
 �� �	3�
�,����
!� 3�
�	��� ��" (���! 4��)
%�)� ��	! (�	����( �� 3�
�	���
3 %�
�
����� �)�
3� 
�	 �)� ��	��!� �
 CC3	�4�
355
�	3�
�,����
!� �)��	 ������� �	�(���!� �	���!!�!� �
( !�	 ���!� .�
�	��� ��" �
����!
�)	�� %�!�� %�)� ��	! 
��
( ��//�
 �)	��3)��� �)� ����	���	� �
���(�
3B



-�0 .�
�	���
3 �(��! �
( !������
! �� ����	��
����! -'�	��
� ��2�= ��!�(�	
�� �
�� ����= $�%�	�!� ���2= @���/�
 �� �
�� ��2�= '�
��	� ����= ��
 (� ��
�
����= +��4� ����= 1�4��� �
( 1�33�
!� ����= ����� �
( ?���
(�	� ����=
?� ������ ����= 6/�%���� ����= 6
3��� ����= &�	(� ����= .���
�	(� ����=
9)��
���(� ��2>0�



-�0 .�
�	���
3 	��	�!�
�����
! �
( ����3�	��! �
 ����	��
����! -&�		 �
( &�	(�
����=9)��
���(� ��2>= '�
��	� ����= .���
�	(� ����= .	��
 �
( '����	� ����0�



-�0 .�
�	���
3 �!!�������
! �
( ��/%�
����
! �
 �(��! �
( �

�	/����
�



��������� �������������
*)� �)�	( 
����	 �
 �

� ��� � %�)� ��	 �! ��
��	
�( 4��) 3� �
3 
�	/ �� �
(

��!)�
3 ��� �(��!� !������
!� �
( ���
��
! �
( �	"�
3 �)�/ ��� �)	��3)
�
 �!��3����
� *)	�� 3�
�	�� %�)� ��	! !��/ ��//�
 �� �)�! 
����	 �)	��3)���
�)� ����	���	� �
���(�
3B



-�0 &�	/�����
3 �(��! �
( !������
! -����� �
( ?���
(�	� ����= $�%�	�!�
���2= 6/�%���� ����0



-�0 D7��	�/�
��
3 4��) �(��! �
( !������
! -$�3�	!� ����= '�
��	� ����=
.	��
 �
( '����	� ����= '�	��
� ��2�= 6/�%���� ����0�



-�0 D ������
3 �(��! �
( !������
! -6/�%���� ����= 6
(�	!�
 �
( '�
3�
����= $�3�	!� ����= <�/�
���	� ����= ��!�(�	 �� �
�� ����= 9)��
���(�
��2>= 9����!� ����0�



�����������
1�4��� �
( 1�33�
! -����� �� ��0 (�
�
� �)�/���
! �! CC� � ��
(� �(���! 4)�
�/�	3� �� ��8� �	���� � �(��! -4)��) �)�" /�" �	 /�" 
�� )� � 3�
�	���(0 �
(



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











*�4�	( � /�����
(�/�
!��
��



/��!�	�



�� 



%	�
3 �)�/ �� ��
�55� �)�/���
�
3 ��
!�!�! �
 �)� !�������������� %�)� ��	!
�
 �� �( �
 �	���!!�! �
 �

� ����
 -����� �
( ?���
(�	� ����0 4)��) �	�
�!!�
���� �� 	����,�
3 �)� ����
���� �
 �(��!� !������
!� �
( �

� ����
!� &��	
%�)� ��	! ��//�
 �� �)�! 
����	 �
���(�B



-�0 ��%���,�
3 	�!��	��! -+��4� ����= '�
��	� ����= ����= 1�4��� �
(
1�33�
!� ����= &�	(� ����= ����� �
( ?���
(�	� ����= <�/�
���	� ����=
6/�%���� ����= 6
(�	!�
 �
( '�
3� ����= ��)	� ���20�



-�0 #�	!��(�
3 �
( �

���
��
3 -'�
��	� ����= @���/�
 �� �
�� ��2�= '�	��
�
��2�= 1�4��� �
( 1�33�
!� ����= <�/�
���	� ����= ��)	� ���2= '�
��	�
����= 6
(�	!�
 �
( '�
3� ����0�



-�0 #�!)�
3 �
( 
�3������
3 -'�
��	� ����= ����� �
( ?���
(�	� ����=
'�
��	� ����= &�	(� ����= 1�4��� �
( 1�33�
!� ����= ��
 (� ��
� ����=
6
(�	!�
 �
( '�
3� ����0�



-�0 �)����
3�
3 �
( 	�!8���8�
3 -'�
��	� ����= '�	��
� ��2�= 6/�%���� ����0�



���
�
�����
*)� 
�
�) �
( 
�
�� ��
:����	�( 
����	 �
 �� �! 4�	8�
3 �� /�8�
3 �

� ����
!
� 	�3���	 ��	� �
 %�!�
�!! �! �!���� 9)��� �
� /�3)� !�33�!� �)�� ����������

%�)� ��	! !)���( 
�� %� ��
!�(�	�( �

� ��� �� �)�" !���� �	� �� �� �)� ���
�
�)�� �
 �

� ����
 %���/�! � 	�3���	 ��	� �
 �	3�
�,����
�� 	�!��
(�
3� 6� �)��
���
� �)�" ��!� �)��	 �

� ��� � !����! �
( %���/� ��	3��! 
�	 CC�7
� ����
55
-'�/%�	�"� ����0 �
 �)� �	3�
�,����
 !��8! �� (� �!� ��!��
 �
 �)� 
���" �(����(
�

� ����
� *)	�� %�!�� %�)� ��	! 	�3�	(�
3 ����������
 �	� 
��
( ��//�
�"
�)	��3)��� �)� ����	���	� �
���(�
3B



-�0 �/���/�
��
3 -.�"

� ����= <�/�
���	� ����= 6
(�	!�
 �
( '�
3�
����= $�3�	!� ����= @���/�
 �� �
�� ��2�= 9�!� �
( &�		� ����= 6
3���
����= ��
 (� ��
� ����= +��4� ����= 9)��
���(� ��2>= ��!�(�	 �� �
��
����0�



-�0 ��(�
"�
3 -<�/�
���	� ����= 6
(�	!�
 �
( '�
3� ����= '�
��	� ����=
$�3�	!� ����= $�%�	�!� ���20�



-�0 $����
�,�
3 -6
(�	!�
 �
( '�
3� ����= $�3�	!� ����0�



&�3�	� � ��
���
! � )"���)������ !�	����	�� �
( /��!�	�/�
� /�(�� �
 �)�
�	� ���!�" (�!��!!�( 
����	!� D��) 
����	 �! �!!�/�( �� ��� �	" 4��) ���) ��)�	
�
( �! /��!�	�( %" !� �	�� !�	 �" ;��!���
! 4	����
 
�	 �)� 3�
�	�� %�)� ��	!
��//�
 �� ���) 	�!����� � 
����	�



!�
��	���"�
	���
�
6 ��
 �
��
�� !�/��� %�!�( �
 	�!��
!�! 
	�/ ��> �/���"��! �
 
�
� (�

�	�
�
�	3�
�,����
! 4�! �!�( �� ��!� �)� ��
:����	�( (�/�
!��
! �
 �

� ��� �
%�)� ��	� *)�!� �
���(�( �(/�
�!�	��� � !��

� �
3�
��	!� (	�
�!/�
� /�
�3�	!�
�

�	/����
 ���)
���3" !��

� ����)�	!� �����
��
3 !��

� �
( ���	���� 4�	8�	!



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











���
���



���




	�/ �4� /�
�
����	�
3 
�	/!� � !�
�4�	� ��
!����
3 
�	/� � ��%��� �����	����
������"� �
 ���/�
��	" !�)���� �4� �
3�
��	�
3 ��
!����
3 
�	/!� �
 �;���/�
�
���!�
3 �	3�
�,����
� �
( � )�3)4�" �	�
!��	�����
 ��/��
"�



��������
D��) 
����	 4�! /��!�	�( 4��) ���/! 	�����( �� �)� %�)� ��	! �	� ���!�"
(�!��!!�( �
( ��
���
�( � !�7����
� %�)� ��	�� 
	�;��
�" !���� �
�)�	�(
4��) CC
� �	55 �� �
� �
( �
( CC��4�"!55 �� �)� ��)�	� ���/! 4�	� 	�
(�/�" ��!��(
�
 �4� !�����
! �
 �)� !�	 �" �� � ��( ����
���� 	�!��
!� �	(�	 %��!� �

�((����
� ���/! 4�	� �	�
���( %"� CC�
 "��	 ��		�
� :�%� )�4 �
��
 (� "��E55



#�"��� $�
1"���)�!�,�( !�	����	��
�
( /��!�	�/�
� /�(��
�
 �

� ��� � %�)� ��	!



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





http://www.emeraldinsight.com/action/showImage?doi=10.1108/EUM0000000005660&iName=master.img-001.jpg&w=301&h=409








*�4�	( � /�����
(�/�
!��
��



/��!�	�



��%



*)�! ;��!���
 �	�
���( ���) ���/ �
!���( �
 �)� /�	� �	�(����
�� �)	�� �	 !�7�
/�
�) ��/� �
��	 �� %����!� :�% �)�
3� �! 
	�;��
� 
�	 /�
" �
(� �(���!
4��)�
 �	3�
�,����
! �)	��3) 	��!�	����	�
3� �	�/����
� �
( �	�:���
��	���������
�



���/! �!�( 
�	 /��!�	�
3 )"���)�!�,�( 
����	! 4�	� %�!�( �
 �)�
%�)� ��	! (�!�� �	�( �)	��3) ��(�
3 �)� �	�����! 	� ��4�( 
�	 �)�! !��("�
*4� ���/! 4�	� 4	����
 
�	 ���) %�)� ��	 �
 �	(�	 �� ��!� 4)��) 4�	(�
3!
%�!� �����	�( )"���)�!�,�( %�)� ��	!� &�	 �
!��
��� ����	��
��" 	���3
����

4�! ���	����
���,�( %" ��3)� ���/! �)�� /��!�	�( 
��	 %�)� ��	! �
���(�
3
���8�
3 
�	 ����	��
����! �� �

� ���� 	���3
�,�
3 ����	��
����!� 3��)�	�
3
�

�	/����
 �%��� ����	��
����!� �
( ��"�
3 ����
���
 �� ����	��
��"
!��	��!�



&����
�
6 �	���/�
�	" !�	����	�� �;�����
 /�(���
3 -+D�0 �
��"!�! �
 �)� /�(��
�	�!�
��( �
 &�3�	� � �!�
3 6�F+ � 	�!����( �
 � CC
�� ��!��� � (�
�
���55
�� �	��
�� /��	�7 �
( �)�! �
 �
�(/�!!�%�� !������
� �����!� CC
�� ��!��� �
(�
�
���55 /��	���! ��
���
 
�3��� � ��3�
  ����! �
( ���( �� ���	 ��	
�	/�
3
/�7�/�/ ��8���)��( �!��/����
! -9��)8�� ����0� ��	 
�	!� ��
��	
 4�! ��
�((	�!! �)�! �	�%��/� F�	 �	���/�
�	" !�	���3" 4�! �� ���8 �� �)� 
�/%�	 �

�!��/���( ��	�/���	! �
 �)� �	�3�
�� /�(�� �
( !�� �
 �)�	� 4�	� �
��3)
!�%:���! 
�	 ���)� �����!� ��
���	 �
( �)�� -���20 !�33�!� � 	���� �
 !�%:���! ��
�!��/���( ��	�/���	! �� %� %��4��
 >B� �
( ��B� �
( �)� ������ 	���� �
 ��	
�	�3�
�� /�(�� 4�! ���B�� 4� (���(�( �� 	�
 �
 �7���	���	" 
����	 �
��"!�! 
�	
��	��!�! �
 ���/�
���
3 !�	 �" ���/!�



*�%�� � (�!���"! �)� 	�!���! �
 �)� 
����	 �
��"!�!� *)	��3) �!� �
 �  �	�/�7
	������
� � �	��!�������
 �
 
� � 
����	!� �
( �������
�� �
 ���/! ���	�7�/����"
3	����	 �)�
 � ���> �����

� �� ���/! 4�	� ���/�
���( 
	�/ �)� �	�3�
��
/��!�	�/�
� /�(��� *)� �� 	�/��
�
3 ���/! !���� 4��� 	��	�!�
��( �)�
�)��	������ 
����	 !�	����	� �
( 	�!����( �
 � %����	 !�%:��� �� �!��/���(
��	�/���	 	���� �
 >��B�� *)�!� ���/! 4�	� �)�
 �!�( �
 � !���
( +D� �
��"!�!
4)��) ��!� 	�!����( �
 � CC
�� ��!��� � (�
�
���55 �� �	��
�� /��	�7�



*� �((	�!! �)� CC
�� ��!��� � (�
�
���55 �� �	��
�� /��	�7 �	�%��/ �
 �)�
!���
( /��!�	�/�
� /�(��� 4� 
����4�( .�	%�
3 �
( 6
(�	!�
5! -���20
!�33�!���
 �
( !�� �

�
(�
3 �!��/���! �� ,�	�� F

�
(�
3 �!��/���! �
 �)�
!���
( /��!�	�/�
� /�(�� 4�	� �
(�����( %" 3	����	��)�
��
� ��		������

�!��/���! %��4��
 
����	!� *)�!� ���( �� �)� (������
 �
 �� �	��
��
	������
!)��! %��4��
 ����	��
��" �7���	����
 �
( 3�
�	��� ��"� ����	��
��"
�7���	����
 �
( ����������
� 
�	/��� � �
 �!��3����
 �
( ����������
� �
(
3�
�	��� ��" �
( 
�	/��� � �
 �!��3����
� *)�! �)�
3� 	�!����( �
 ��	�
3 �)�
CC
�� ��!��� � (�
�
��� �	�%��/55 �
( ����4�( 
�	 �
 �(/�!!�%�� !������
 �� �)�
!�	����	�� �;�����
!�



*�%�� �� �	�!�
�! �)� /��
!� !��
(�	( (� �����
!� ���)� 	����%������!� �
(
�
��	���		������
! %��4��
 �)� 
����	!� 6! ��
 %� !��
 
	�/ �)� ��%��� ��� �
 �)�
(�/�
!��
! �	� !�	�
3�" ��		�����( 4��) ���) ��)�	 4��) �)� ��4�!� ��		������




D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











���
���



�%'



)� �
3 	�!����( %��4��
 3�
�	��� ��" �
( �)�/���
�
3 -����� � G ����0 �
( �)�
)�3)�!� %��4��
 
�	/��� � �
 �!��3����
 �
( ����������
 -����� � G ����0�



&�3�	� � �	�!�
�! �)� 	�!���! 
	�/ �)� 
�
�� +D� �
��"!�!� #��) ���

����
�!
%��4��
 ���/! �
( 
����	! 	��	�!�
� !��
(�	(�,�( 	�3	�!!��
 4��3)�!� %��4��


����	! �!��/���( ��		������
!� �
( 
�/%�	! %�!�(� ���/! �	� !;��	�( /�������
��		������
!�



6 !�� �
 
�� !����!���! 4�! ��!� ���������( 
�	 �)� 	� �!�( /�(��� *)�!�
�
���(�( �)��!;��	�( G 2�>�� -� G �����0� �)��!;��	�(H(
 G ����2� ��/��	��� �
&�� �
(�7 -�&�0 G ��2��� .��(
�!! �
 &�� �
(�7 -.&�0 G ��2��� 6(:�!��(
.��(
�!! �
 &�� �
(�7 -6.&�0 G ��>��� �
( $��� ���
 +;��	� D		�	 �

6��	�7�/����
 -$�+D60 G ������ 6�� �
 �)�!� 
�� !����!���! �	� ��� �
 	�
3� 
�	
� 3��( 
����
3 /�(�� -'����4�"� ����0 �
( �)�! �
(�����( � 	����� ��" ���	 
��



����� ��
D7���	���	" 
����	
�
��"!�!



���/ � � � � >



��� ����> ����� ���>> ����� ������
��� ����2 ����> ����� ����� �����
��� ����� ����� ����� ����� ������
��� ����� ����� ����� ����� �����
��> ����� ����� ����� ���>� �����
��� ����� ��>�� ����� ����2 �����
��2 ����� ��>�> ����� ����> �����
��� ����� ����� ����� ���2� A ���>2
��� ����� ����� ����� ���>� �����
���� ����� ���2� ����� ���2> ���2�
���� ����� ��2�� ����2 ������ ������
���� ���2> ����� ���2� ������ �����
���� ���2� ��22� ���>� ����2 �����
���� ����� ���2� ����� ������ �����2
���> ����� ����� ���>� ����> �����
���� ����� ��2�� ����� ����� ����>�
���2 ����� ����� ����� ����� ������
>�� ���2� ����� ����� ���>� ������
>�� ��2�� ���2� ����� ����� ������
>�� ��2>� ����> ���2� ����� �����
>�� ��2�� ����� ����2 ���2> �����
>�> ����2 ����� ����> ��>�� �����
>�� ��2�� ����� ����> ����� ���2�
>�2 ����2 ����� ����� ����� �����
>�� ��>�� ���22 ����� ����� �����
>�� ����2 ����� ����> �����2 ���>�
>��� ����� ���>� ����� ����>� ����2
>��� ��2>� ����� ����� ������ �����
>��� ����� ����2 ����� ����� ������
>��� ����2 ����� ����� ���>> ������
>��� ��>�� ����> ����� ����� ����2
>��> ����� ���2> ����> ����� ����2>
>��� ��2�2 ����� ����� ����� ���>�
>��2 ���>� ���>� ���>� ����� �����>



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











*�4�	( � /�����
(�/�
!��
��



/��!�	�



�%$



%��4��
 �)� /�(�� �	�!�
��( �
 &�3�	� � �
( �)� �

� ����
 %�)� ��	! 	���	��(
%" 	�!��
(�
�!� $� ��4 �
 /�(�
������
 �
(���! (�( 
�� �
(����� �
"
�)��	�������" /��
�
3
�� �)�
3�! �� �)� /�(�� �
( �)�! /�(�
������
! 4�	� 
��
����/���( 
�	 ��	��!�! �
 �
�	��!�
3 /�(�� 
���



(���������
*)� 	�!���! �%���
�( 
	�/ �)� �	� ���! �
��"!�! (� 
�� ��
( �/��	���� !����	�

�	 �)� 
����	 !�	����	� )"���)�!�,�( �
 �)�! ����	� *)�! �! �
(�����( %" %��) �)�
	����� ��" ���	 
�� �
 �)� )"���)�!�,�( /�(�� �
( �)� 
����	 ���(�
3! �%���
�(
�)	��3) �)� �7���	���	" 
����	 �
��"!�!�



�
(��(� �7�/�
����
 �
 �)� 
����	 ���(�
3! �	�!�
��( �
 *�%�� � !�33�!�! �)��
���/! ���(�( �
�� �4� 3�
�	�� 
����	! �)�� 4�	� �!!������( 4��) 	�!��
!� �	(�	�
9��) �)� �7������
 �
 ���/! ��� �
( ��� 4)��) ���(�( �
 �)��	 �4
 
����	 -����

�/%�	 �)	��0� ���/! ��� �� ���2 ���(�( /�!� !�	�
3�" �
 
����	 �4� �
( ���/!
>�� �� >��2 ���(�( �
 
����	 �
�� 9)��� �)�! � �(�
�� /�3)� 
� �	 �
�
�(�/�
!��
�� ��
��������,����
 �
 �

� ��� � %�)� ��	� 4� �	3�� �)�� �)�! �!
� �	�/���	� ��
���!��
 �
( %���� � �
!���(� �)�� �)� /��!�	�/�
� /�(�� �!�(
�� ���	����
���,� �)� 
� � (�/�
!��
�� /�(�� ����( %� �/�	� �(�



*)� 
�	!� ����
���� �/�	� �/�
� 4��) �)� /��!�	�/�
� /�(�� �	�!�! 
	�/
�)� 
��(%��8 %" � 
�4 	�!��
(�
�! ��
��	
�
3 �)� 	�(�
(�
�" �
 !�/� �

�)� !�	 �" ;��!���
!� �
 �)� CC��//�
�!55 !�����
 �
 �)� !�	 �"� !�/�
	�!��
(�
�!  ����( 
	�!�	����
 4��) ;��!���
 	��������
� ��!�(�! 4	����


��(%��8� �)�! 4�! � �(�
��( %" � 
�4 	�!��
(�
�!5 
����	� �� ��	���
�
(� �(��� �
!4�	! 
�	 ���) ;��!���
 �
( �
!���(� �
��	� ����/
! �
 �
!4�	!
4�	� ��	���(�



�
 �((����
� /�	� ��	�
�� �	����!��
3 4��) ����
���� 	�!��
(�
�! /�3)� )� �
�!!�!��( �
 �
��	�)�
3 �	�%��/! 4��) �)� /��!�	�/�
� /�(��� ���/ 3�
�	����

�
( 	� �!��
 4���( )� � %�
�
���( 
	�/ !����
�� 
��(%��8 
	�/ 	�!��
(�
�! �

4)��)�	 �	 
�� �)�" 4�	� �����	�
3 �)� 
��
��! %��4��
 ���/!� &�	 �7�/����
�)� 
����4�
3 �4� ���/! 4�	� 4	����
 �� /��!�	� (�

�	�
� 
����	! %�� �)��	
(�

�	�
��! /�" )� � %��
 /�	� ����	�
� �� �)� ���)�	! �)�
 	�!��
(�
�!�
��/��	�� CC�
 "��	 ��		�
� :�%� )�4 �
��
 (� "�� � � �4�	8 �� /�8�
3 � 
�4 �(��



����� ���
���
!� !��
(�	(



(� �����
!� 	����%������!�
�
( �
��	���		������
!



�
 (�/�
!��
!



&����	 � � � � >



�� F���	��
��" �7���	����
 ����
�� .�
�	��� ��" ��2�� ����
�� &�	/��� � �
 �!��3����
 ��2�� ����� ����
�� �)�/���
�
3 ��2�� ����� ��2�� ����
>� 6���������
 ��2�� ��2�� ����� ��2�� ����
� ���� ��2� ���> ��2� ���2
+< ����� ����� ����� ����> ���2�
6��)� ��2�� ��2�� ����� ����� ��2��



)�
�� 6�� ��		������
! �	� !�3
�
���
� �� �)� ���� �� �� -�4�������(0



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











���
���



�%�



�	 !������
 � 	�3���	 ��	� �
 )�4 �)�
3! �	� (�
�E55 4��) CC�
 "��	 ��		�
� :�%�
)�4 �
��
 (� "�� � � � ��!) �(��! 
�	4�	( !� �)�� �)�" )� � � �)�
�� �� %���/�
�/���/�
��(E55 *)� 
�	!� ���/ 4�! �
��
(�( �� �����	� %�)� ��	 �!!������( 4��)
�)� 
����	 ����������
 4)��� �)� !���
( ���/ 4�! 4	����
 �� /��!�	� %�)� ��	
�!!������( 4��) �)�/���
�
3�



6
��)�	 !�	���3" 
�	 �/�	� �
3 �)� /��!�	�/�
� /�(�� )�! /�	� �� (�
4��) �)� �	(�	�
3 �
 ���/! �
 �)� !�	 �" 	��)�	 �)�
 ���/ ��
!�	�����
� �

	��	�!����� 4� %���� � �)�� ���/! 4���( )� � %��
 %����	 �	3�
�,�( �
�� 
� �
!�%�!�����
! 	�
�����
3 
����	 (�/�
!��
! �
(�	 � 3�
�	�� )��(�
3 !��) �!



#�"��� ��
��(�
��( !�	����	��
�;�����
 /�(�� 4��)
!��
(�	(�,�( ���)
���

����
�!



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





http://www.emeraldinsight.com/action/showImage?doi=10.1108/EUM0000000005660&iName=master.img-002.jpg&w=301&h=409








*�4�	( � /�����
(�/�
!��
��



/��!�	�



�%*



CC�

� ����
 �
 �)� ��%55� 
�	 �
!��
��� �
!���( �
 %��
3 	�
(�/�" (�!�	�%���(
��	�!! �4� !�����
! �! 4�! (�
� 
�	 �)� !�	 �"� 9)��� !�/� /�3)� �	3�� �)��
�)�! �)�
3� 4���( �
�" �
�	��!� 	�!��
!� �	(�	 %��!� 4� ���
� �� �)� 
��� �)��
�)� /�	� 	�3�	��! 	�
(�/�,����
 �	���(�	� 	�!����( �
 
����	! �!!������(
4��) 	�!��
!� �	(�	�



�
�����
���� ��	 ����������
<�!���� �
 �7��
!� � �/��
� �
 4�	8 �)�� )�! %��
 ��		��( ��� �

��
��������,�
3 �
( ���	����
���,�
3 �
(� �(��� �

� ����
� /��!�	�! )� �
�
��
 �!!�!!�( �
�" �
� (�/�
!��
 �
 �)� ��
!�	���� 6��)��3) �)� ��		�
� !��("
(�( 
�� �	�(��� � /�����(�/�
!��
�� /��!�	� �
 �
(� �(��� �

� ��� � %�)� ��	
4��) 
� � (�!��
�� !�%!����! ����	(�
3 �� �)� 
����	! (�	� �( 
	�/ �)� ����	���	��
�)� �� ���/! 	�/��
�
3 �
��	 �)� �
��"!�! ��
 %� ��/%�
�( �
�� � !�
3��
/��!�	� �
 �

� ��� � %�)� ��	 4��) 3��( ��
!�	���  ���(��"� *)�! �! %����!�
�)� �� ���/! 	��	�!�
� � 4����(�
�
�( (�/��
 �
 �%!�	 �%��! 4)��) ��

���"
�
( ��	
!���
 -����0 �	3�� �! �
 �/��	��
� !��� �
 (� �����
3 �!"�)�/��	�����"
 ���( /��!�	�!�



6! !��)� �)� ���/! 4	����
 
�	 %�)� ��	! �!!������( 4��) ����	��
��"
�7���	����
� 3�
�	��� ��"� 
�	/��� � �
 �!��3����
� �)�/���
�
3� �
(
����������
 !����
" � 	��) (�/��
 �
 �%!�	 �%��  �	��%��! �!!������( 4��) �)�
��
!�	��� �
 �
(� �(��� �

� ����
� *� /��!�	� )�4 4��� �)�!� ���/! 	����� ��
�)� !�/� ��
!�	���� � 
�
�� ���)� 	����%����" 4�! ���������( 4)��) 	�!����( �
 �
/��!�	� �
 �
��	��		������
 %��4��
 �)�!� ���/! �� ����> -!�� *�%�� ��� 
�	 �)� ��
���//��!�	�0�



����� ����
$� �!�( /��!�	� �




�
(� �(��� �

� ��� �
%�)� ��	



�
 "��	 ��		�
� :�%� )�4 �
��
 (� "��� � �
���� ?��8 
�	 ����	��
����! �� �/�	� � �
 �7�!��
3 �	���!!� ���)
���3"� �	�(���� !�	 ��� �	



4�	8 	������
!)��E
>��� $���3
�,� ����	��
����! �� /�8� � ��!��� � (�

�	�
�� �
 "��	 4�	8� (���	�/�
��



�	3�
�,����
� �	 4��) ��!��/�	!E
��� #�" ����
���
 �� 
�
�	����
� �!!��! �
 "��	 4�	8� (���	�/�
�� �	3�
�,����
 �	 �)�



/�	8�� �����E
>��> .�
�	��� �(��! �	 !������
! �� �((	�!! �	�%��/!E
���� <�
�
� �	�%��/! /�	� %	��(�" �
 �	(�	 �� 3��
 3	����	 �
!�3)� �
�� �)�/E
���> D7��	�/�
� 4��) 
�4 �(��! �
( !������
!E
���� *�!����� �(��! �	 !������
! �� �((	�!! �
/�� 
��(!E
>�� D ������ �)� !�	�
3�)! �
( 4��8
�!!�! �
 
�4 �(��!E
>�� *	" �� ��	!��(� ��)�	! �
 �)� �/��	��
�� �
 � 
�4 �(�� �	 !������
E
>��� #�!) �(��! 
�	4�	( !� �)�� �)�" )� � � �)�
�� �� %���/� �/���/�
��(E
>�� *�8� �)� 	�!8 �� !����	� 
�4 �(��!E
>�� �/���/�
� �)�
3�! �)�� !��/ �� %� %�
�
�����E
���� 9�	8 �)� %�3! ��� �
 
�4 ���	���)�! 4)�
 ����"�
3 �)�/ �� �
 �7�!��
3 �	���!!�



���)
���3"� �	�(��� �	 !�	 ���E
���� �
��	��	��� 
�4 �(��! 
�	 �/�	� �
3 �
 �7�!��
3 �	���!!� ���)
���3"� �	�(��� �	



!�	 ��� �
�� (���" 	����
�!E



)�
�� ��!�( �
 � !�7����
� %�)� ��	�� 
	�;��
�" !���� 4��) CC
� �	55 G �� CC��/�!� 
� �	55 G ��
CC!�/���/�!55 G �� CC
��	�" �
��
55 G �� CC �	" �
��
55 G >� �
( CC��4�"!55 G �



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)











���
���



�%�



&�	�)�	 �� �)�! ��
�	�%����
 �
 �)� ��		�
� 	�!��	�) �! � �(�
�� �
 !����	� �

�)� /�����(�/�
!��
����" �
 �

� ��� � %�)� ��	 �
 3�
�	��� 9)��� �)�
��	������	 )"���)�!�,�( 
����	 !�	����	� 4�! 
�� !����	��(� �)� 
��� �)�� ��>
	�!��
(�
�! 
	�/ 
�
� (�

�	�
� �	3�
�,����
! �
(�����( �)�" %�)� �( �

4�"! �
 �)��	 :�%! �)�� ��		�!��
(�( ��  �	���! (�/�
!��
! �
 �

� ��� �
%�)� ��	 !�33�!�! �)� ��
!�	��� �
 �
(� �(��� �

� ����
 �! 
��
�
�(�/�
!��
���



�
(��(� �)� �� )�3)�!� 
����	 ���(�
3! �
���(�( �4� �	 /�	� ���/!
	��	�!�
��
3 ��� 
� � )"���)�!�,�( (�/�
!��
!� 6! !��)� 4� )� � � �(�
�� �)��
!�33�!�! �
(� �(��� �

� ����
 �
���(�! /�	� �)�
 :�!� �
� ��	������	 %�)� ��	
�
( �)�� 
���	� 	�!��	�) 
��(! �� �
��	��	��� /��!�	�! �)�� 	�
���� �)� 	��)
�!!
�
 �)� ��
!�	����



&���������



6/�%���� *� -����0� CC+����� �!"�)���3" �
 �	���� ��"B � ��
!�
!��� �!!�!!/�
� ���)
�;��55� 2�����

�� 3������
��� �� 	�
��
 3��
��
���� ���� �� ��� >� ��� ��2������



6/�%���� *� -����0�0�� 	�
��
 3��
��
��� �� ����������� +�	�
3�	 ��	��3� ��4 I�	8� �I�



6/�%���� *� -����0� CC6 /�(�� �
 �	���� ��" �
( �

� ����
 �
 �	3�
�,����
!55� 4�����
� ��
/�����&������
 ��������� ���� ��� ��� ��2��2�



6
(�	!�
� �� �
( '�
3� �� -����0� CC�

� ����
 �
 �	3�
�,����
!55� ������������
 4����' ��
�� ������
 �� /�����&������
 3��
��
���� ���� �� ��� �����



6
3��� 1� -����0� CC#!"�)���3" �
( �	3�
�,����
�� �

� ����
55� �
 ��
 (� ��
� 6�� 6
3��� 1� �
(
#����� �� -D(!0� 4�����
� �� ��� ���������� �� ����������� �����
3�	� .	�
( $���(!�
���



��!�(�	� ��� .	��
� .� �
( .	��
� .� -����0� CC*	��
�
3 �
 �	���� � �	�%��/ !�� �
3B �

���! �

�(�����
 �
( �	�%��/ 
�
(�
3 �
( !�� �
3 �
 �
 �
(�!�	��� 	�!��	�) �	3�
�,����
55�
/�����&������
 ��������� �� ����� 3��������
�� ���� ��� ��� ���2��



��
���	� #� �
( �)��� �� -���20� CC#	������� �!!��! �
 !�	����	�� �;�����
 /�(���
355� 	�
��
���
�

����� � �� 4�����
�� ���� ��� ��� 2����2�



50��6 ���
��� /)��� !�
������� -����0� F7
�	( �
� �	!��" #	�!!� F7
�	(�



<�/�
���	� &� -����0� CCF	3�
�,����
�� �

� ����
B � /�����
��"!�! �
 �

���! �
 (���	/�
�
�! �
(
/�(�	���	!55��
� ��� �� ���������� 2�����
� ���� �� ��� �� ��� >>>����



<	��8�	� #� -���>0� ���������� �� 7���������������� 1�	��	 J $�4� ��4 I�	8� �I�



<	��8�	� #� -����0� CC*)� (�!�����
� �
 �

� ����
55� �
 1�
	"� �� �
( 9��8�	� <� -D(!�0� ��������
����������� +�3�� ?�
(�
�



D	�8!�
� D� -����0� � ������ �� ��� 8��� ��

�� 9� 9� ��	��
 �
( ���� ��4 I�	8� �I�



&�		� �� �
( &�	(� �� -����0� CC�
(� �(��� �

� ����
55� �
 9�!�� �� �
( &�		� �� -D(0� ���������� �� 
���������� �� ���9� ��)
9���" J +�
!� �)��)�!��	�



&�	(� �� -����0� CC6 �)��	" �
 �
(� �(��� �	���� � �����
 �
 /������� !����� (�/��
!55� �
� ��� ��
���������� 4����'� ���� �� ��� �� ��� ��������



.�	%�
3� <� �
( 6
(�	!�
� �� -���20� CC�/�	���	 !������
! �
 �)� �
��"!�! �
 �� �	��
�� !�	����	�!B
�)��	 �
��	�	���%����" �
( � ��/��	�!�
 �
 ����	
��� 	�!����
������
!55� 3��
�������9��
���� >�� ��� �������



.�"

� �� -����0� CC�

� ��� � 3�
��!B � 
	�/�4�	8 
�	 	�����
3 �
(� �(��� �
( �	3�
�,����
��
�
�����3�
��! �� �

� ����
55��
� ��� �� ���������� 2�����
� ���� �� ��� �� ��� ���������



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1177%2F0049124187016001004&isi=A1987K454500004&citationId=p_7


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1177%2F0049124187016001004&isi=A1987K454500004&citationId=p_7


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1007%2F978-1-4612-5533-8&citationId=p_2


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.2307%2F256406&isi=A1991GD13300003&citationId=p_9


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1007%2FBF01029762&citationId=p_4


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1007%2FBF01029762&citationId=p_4


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1007%2FBF02293958&isi=A1987G722000006&citationId=p_15


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1016%2F0030-5073%2882%2990233-1&isi=A1982NU52700003&citationId=p_6


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1037%2F0022-3514.43.5.997&isi=A1982PR07200010&citationId=p_1


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1037%2F0022-3514.43.5.997&isi=A1982PR07200010&citationId=p_1


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&isi=A1996VN96900016&citationId=p_14


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&isi=A1996VN96900016&citationId=p_14


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&isi=A1996VN96900015&citationId=p_16








*�4�	( � /�����
(�/�
!��
��



/��!�	�



�%�



.��(!/��)� $� -����0� CC��
 �	3�
�  ���(��" �
 
��	 �

� ��� �
�!! !����!55� 7 �
������
 �� 
3��
��
���
�
 ������������ ���� ��� ��� ���2�



.	��
� +� �
( '����	� 1� -����0� CC�

� ����
 �
( �)� (�!�3
 �
 4�	8 �
( ���	
�
3 �
 �	�
/�
�!B �)�
��
���� �
 �7���	����
 �
 )�/�
���/����	 �
��	�����
55� �
 9�!�� �� �
( &�		� �� -D(!0�
���������� �� ���������� �� ���9� ��)
9���" J +�
!� �)��)�!��	�



.���
�	(� �� -����0� CC�
���������� 	�!��	��! �
( �)��	  ����! �! !��
 %" !���
��!�!55� �
 *�"��	� �� �
(
��		�
� &� -D(!0� 	
�������
 ����������� 9���"� ��4 I�	8� �I�



.���
�	(� �� -����0� CC��!�� �	�%��/! �
 ����)�
3 
�	 �	���� ��"55� �
 ��#)�	!�
� �� -D(�0� 0�� 3���
��
��� 3���
��� �� ��� 3���
�� 	�
��������� �� ��(��
(� ���



1�4���� �� �
( 1�33�
!� �� -����0� CC�)�/���
! �
 �)�
3�B �(�
��
"�
3� �
(�	!��
(�
3� �
(
!����	��
3 �)�/���
! �
 ���)
���3���� �)�
3�55� /�����&������
 !�����
�� ���� �� ��� ��
��� ���>>�



1�	�� 1�� ��!��)� '� �
( ���8� �� -��220� CC+����! 
�	 �)� /��!�	�/�
� �
 �

� ��� �
�!!55� �����
�������
����� 4�����
�� ���� �� ��� >���>�



���8!�
� <� -��2�0� 2�
9��� 3������
��� ��������� �����
� $�!��	�) #!"�)���3�!�! #	�!!� .�!)�
�
�I�



'����4�"� D� -����0������ 8�	478 ��� 	���
����
 7*������ �� �
���� +�3�� *)��!�
( F�8!� �6�



'�
��	� D� -����0� 0�� �������������� *���)!��
�� ��4 I�	8� �I�



'�
��	� D� -����0� CC9)�
 � �)��!�
( 
��4�	! %���/B !�	����	��� �������� �� �
( !�����
��
(����
! 
�	 �

� ����
 �
 �	3�
�,����
55� 4�����
� �� /�����&������
 ��������� ���� ���
��� ��������



'�/%�	�"� �� -����0� CC��
�3�	��� �

� ����
55� �
 �"!�	�/� #� �
( +��	%��8� 9� -D(!0���� ���9 ��
/�����&������
 !������ ���� �� F7
�	( �
� �	!��" #	�!!� F7
�	(�



'�	��
� �� -��2�0� CC6(����	! �
( �

� ���	!B � (�!�	�����
 �
( /��!�	�55� 2�����
 �� ���
�� 
3��
��
���� ���� �� ��� >� ��� ������



?� ������ $� -����0� CC+��/�����
3 �	���� ��" �)	��3) /�
�3�	��� �
��	 �
���
55� 4:!
����������� ���� �� ��� �� ��� ����2��



������ �� �
( ?���
(�	� 9� -����0� CC�

� ����
 �! � !�������������� �	���!!B �
 �/��	���� �
��"!�!
�
 �

���
�� %�)� ��	 �/�
3 
�4 �	�(��� /�
�3�	!55� 2�����
 �� �������� 4�����
�� ���� ���
��� ����2��



��)	� ?� -���20� CC�

� ����
 �)��	"B �
 �!!�!!/�
� 
	�/ �)�  �
��3� ���
� �
 �)� 
�4 �����	�
��
���)
���3" �
 �	3�
�,����
!55� �
 #�

�
3!� �� �
( �����
(�/� 6� -D(!0� ;�' 0�
���
��� ��
/�����&������
 ����������� �����
3�	� ��/%	�(3�� �6�



��

���"� �� �
( ��	
!���
� �� -����0� 3��
�������
 0������ �	( �(�� ��.	�4�1���� ��4 I�	8� �I�



$�%�	�!� D� -���20� CC��
�3�
3 �
 �
���
 �
( �

� ����
B 4)�� 4�5 � ���	
�(55� �
 '��,� $� -D(�0�
0�� ����� 	� � �� �������� 0�
���
���
�
 ����������� F7
�	( �
� �	!��" #	�!!� ��4
I�	8� �I�



$�3�	!� D� -����0�!�������� �� ������������ �	( �(�� &	�� #	�!!� ��4 I�	8� �I�



+����� +� �
( �	���� $� -����0� CC<���	/�
�
�! �
 �

� ��� � %�)� ��	B � ���) /�(�� �

�
(� �(��� �

� ����
 �
 �)� 4�	8�����55��
� ��� �� ���������� 2�����
� ���� �2 ��� ��
��� >�����2�



+����� +� �
( �	���� $� -����0� CC&����4�
3 �)� ���(�	 �
 $J<B �)� :��
� �

��� �
 !�%�	(�
���
�	�%��/�!�� �
3 !�"�� �
( ���(�	�/�/%�	 	������
! �
 �

� ��� � %�)� ��	55� �777
0�����
����� �� 7���������� ����������� ���� �> ��� �� ��� �����



+��4� �� -����0� CC6
 � ������
�	" ���	���) �� �	���� ��" �
( �

� ����
55� �
 9�!�� �� �
( &�		� ��
-D(!0� ���������� �� ���������� �� ���9� ��)
9���" J +�
!� �)��)�!��	�



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1016%2F0090-2616%2890%2990047-S&isi=A1990DV14800003&citationId=p_21


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1037%2F0021-9010.61.5.622&isi=A1976CF17100012&citationId=p_28


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1037%2F0021-9010.61.5.622&isi=A1976CF17100012&citationId=p_28


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.2307%2F256701&isi=A1994NN57600006&citationId=p_35


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1016%2F0148-2963%2894%2990035-3&isi=A1994NP19300006&citationId=p_30


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1177%2F0013164486461007&isi=A1986A659200007&citationId=p_17


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1177%2F0013164486461007&isi=A1986A659200007&citationId=p_17


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1111%2Fj.1468-2958.1977.tb00597.x&citationId=p_22


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1111%2Fj.1468-2958.1977.tb00597.x&citationId=p_22


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1111%2Fj.1467-9310.1986.tb01169.x&isi=A1986C477800009&citationId=p_29


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1111%2Fj.1467-9310.1986.tb01169.x&isi=A1986C477800009&citationId=p_29


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1109%2F17.658656&isi=000071615100001&citationId=p_36


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1109%2F17.658656&isi=000071615100001&citationId=p_36


http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&isi=A1988M105500005&citationId=p_26








���
���



�%�



��
 (� ��
� 6� -����0� CC��
�	�� �	�%��/! �
 �)� /�
�3�/�
� �

� ����
55� �
 *�!)/�
� �� �
(
���	�� 9� -D(!0� 4�� ���� �� ��� ���������� �� ����������� �
( �(�� 1�	��	��!�
�!!�
?�
(�
�



9����!� .� -����0�0�� ��� �� 0������� 1�	���	�� �	���� ��4 I�	8� �I�



9�!�� �� -���20� CC6 /��!�	� �
 	��� �

� ����
 �� 4�	855� ������� 2�����
 �� 	�
��
 3��
��
����
���� ��� ��� ���>�



9�!�� �� �
( &�		� �� -����0� CC�

� ����
 �� 4�	8B �!"�)���3���� ��	!����� �!55� 	�
��
 ���������
���� �� ��� �>����



9)��
���(� #� -��2>0� ���������� �� �� ������ #�
3��
� �����/�	�� �<�



9��)8�� 9� -����0� CC��
��!��� � (�
�
��� /��	���! �
 !�	����	�� �;�����
 /�(���
355� �
 �����
� '�
�
( ?�
3� �� -D(!0�0������ 	���
����
 7*������ �� �
�� +�3�� ��4%�	" #�	8� �6�



@���/�
� .�� <�
��
� $� �
( 1��%�8� �� -��2�0� ����������� �� /�����&������� ��)
 9���" J
+�
!� ��4 I�	8� �I�



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





http://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FEUM0000000005660&crossref=10.1111%2Fj.2044-8309.1987.tb00764.x&isi=A1987G374500010&citationId=p_40








This article has been cited by:



1. ParkSohee, Sohee Park, JoSung Jun, Sung Jun Jo. 2018. The impact of proactivity, leader-member
exchange, and climate for innovation on innovative behavior in the Korean government sector. Leadership
& Organization Development Journal 39:1, 130-149. [Abstract] [Full Text] [PDF]



2. WoodsStephen A., Stephen A. Woods, MustafaMichael James, Michael James Mustafa, AndersonNeil,
Neil Anderson, SayerBenjamin, Benjamin Sayer. 2018. Innovative work behavior and personality traits.
Journal of Managerial Psychology 33:1, 29-42. [Abstract] [Full Text] [PDF]



3. ZahoorAdil, Adil Zahoor, SahafMusadiq Amin, Musadiq Amin Sahaf. 2018. Investigating causal linkages
in the balanced scorecard: an Indian perspective. International Journal of Bank Marketing 36:1, 184-207.
[Abstract] [Full Text] [PDF]



4. Letizia Palazzeschi, Ornella Bucci, Annamaria Di Fabio. 2018. Re-thinking Innovation in Organizations
in the Industry 4.0 Scenario: New Challenges in a Primary Prevention Perspective. Frontiers in Psychology
9. . [Crossref]



5. Sanz-ValleRaquel, Raquel Sanz-Valle, Jiménez-JiménezDaniel, Daniel Jiménez-Jiménez. HRM and
product innovation: does innovative work behaviour mediate that relationship?. Management Decision,
ahead of print. [Abstract] [Full Text] [PDF]



6. EdghiemFarag, Farag Edghiem, MouzughiYusra, Yusra Mouzughi. 2018. Knowledge-advanced innovative
behaviour: a hospitality service perspective. International Journal of Contemporary Hospitality Management
30:1, 197-216. [Abstract] [Full Text] [PDF]



7. SUK BONG CHOI, NICOLE CUNDIFF, KIHWAN KIM, SAJA NASSAR AKHATIB. 2018.
THE EFFECT OF WORK-FAMILY CONFLICT AND JOB INSECURITY ON INNOVATIVE
BEHAVIOUR OF KOREAN WORKERS: THE MEDIATING ROLE OF ORGANISATIONAL
COMMITMENT AND JOB SATISFACTION. International Journal of Innovation Management 22:01,
1850003. [Crossref]



8. KimMin-Seong, Min-Seong Kim, KooDong-Woo, Dong-Woo Koo. 2017. Linking LMX, engagement,
innovative behavior, and job performance in hotel employees. International Journal of Contemporary
Hospitality Management 29:12, 3044-3062. [Abstract] [Full Text] [PDF]



9. Julia C. Naranjo-Valencia, Daniel Jimenez-Jimenez, Raquel Sanz-Valle. 2017. Organizational culture
and radical innovation: Does innovative behavior mediate this relationship?. Creativity and Innovation
Management 26:4, 407-417. [Crossref]



10. Mehwish Waheed, Jane E. Klobas, Kiran Kaur. 2017. The importance of actual use in defining and
measuring innovative behaviour: Comparison of e-book reader users and non-users. Journal of Librarianship
and Information Science 49:4, 368-379. [Crossref]



11. Turyahikayo Willy, B. Matsiko Frank, J. Okiror John, Buregyeya Moses. 2017. Understanding actor
innovation behavior: The application of network governance theory in agricultural innovation platforms.
Journal of Agricultural Extension and Rural Development 9:11, 247-254. [Crossref]



12. Anna. C. Bos-Nehles, Andre A.R. Veenendaal. 2017. Perceptions of HR practices and innovative work
behavior: the moderating effect of an innovative climate. The International Journal of Human Resource
Management 25, 1-23. [Crossref]



13. Renier Steyn. 2017. The psychometric properties of a shortened corporate entrepreneurship assessment
instrument. The Southern African Journal of Entrepreneurship and Small Business Management 9:1. .
[Crossref]



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





https://doi.org/10.1108/LODJ-09-2016-0216


http://www.emeraldinsight.com/doi/full/10.1108/LODJ-09-2016-0216


http://www.emeraldinsight.com/doi/pdfplus/10.1108/LODJ-09-2016-0216


https://doi.org/10.1108/JMP-01-2017-0016


http://www.emeraldinsight.com/doi/full/10.1108/JMP-01-2017-0016


http://www.emeraldinsight.com/doi/pdfplus/10.1108/JMP-01-2017-0016


https://doi.org/10.1108/IJBM-09-2016-0128


http://www.emeraldinsight.com/doi/full/10.1108/IJBM-09-2016-0128


http://www.emeraldinsight.com/doi/pdfplus/10.1108/IJBM-09-2016-0128


https://doi.org/10.3389/fpsyg.2018.00030


https://doi.org/10.1108/MD-04-2017-0404


http://www.emeraldinsight.com/doi/full/10.1108/MD-04-2017-0404


http://www.emeraldinsight.com/doi/pdfplus/10.1108/MD-04-2017-0404


https://doi.org/10.1108/IJCHM-04-2016-0200


http://www.emeraldinsight.com/doi/full/10.1108/IJCHM-04-2016-0200


http://www.emeraldinsight.com/doi/pdfplus/10.1108/IJCHM-04-2016-0200


https://doi.org/10.1142/S1363919618500032


https://doi.org/10.1108/IJCHM-06-2016-0319


http://www.emeraldinsight.com/doi/full/10.1108/IJCHM-06-2016-0319


http://www.emeraldinsight.com/doi/pdfplus/10.1108/IJCHM-06-2016-0319


https://doi.org/10.1111/caim.12236


https://doi.org/10.1177/0961000616640030


https://doi.org/10.5897/JAERD2017.0885


https://doi.org/10.1080/09585192.2017.1380680


https://doi.org/10.4102/sajesbm.v9i1.123








14. Abraham Carmeli, Ari Dothan. 2017. Generative work relationships as a source of direct and indirect
learning from experiences of failure: Implications for innovation agility and product innovation.
Technological Forecasting and Social Change 119, 27-38. [Crossref]



15. Yasin Rofcanin, Tina Kiefer, Karoline Strauss. 2017. What seals the I-deal? Exploring the role of
employees' behaviours and managers' emotions. Journal of Occupational and Organizational Psychology 90:2,
203-224. [Crossref]



16. Pavitra Mishra, Jyotsna Bhatnagar, Rajen Gupta, Shelley MacDermid Wadsworth. 2017. How work–family
enrichment influence innovative work behavior: Role of psychological capital and supervisory support.
Journal of Management & Organization 40, 1-23. [Crossref]



17. ZhengWenzhi, Wenzhi Zheng, WuYen-Chun Jim, Yen-Chun Jim Wu, ChenXiaoChen, XiaoChen Chen,
LinShu-Jou, Shu-Jou Lin. 2017. Why do employees have counterproductive work behavior? The role
of founder’s Machiavellianism and the corporate culture in China. Management Decision 55:3, 563-578.
[Abstract] [Full Text] [PDF]



18. Nguyen Van Minh, Yuosre F. Badir, Nguyen Ngoc Quang, Bilal Afsar. 2017. The impact of leaders’
technical competence on employees’ innovation and learning. Journal of Engineering and Technology
Management 44, 44-57. [Crossref]



19. Minglong Li, Cathy Hsu. 2017. Customer Participation in Services and its Effect on Employee Innovative
Behavior. Journal of Hospitality Marketing & Management 26:2, 164-185. [Crossref]



20. TEBOGO SETHIBE, RENIER STEYN. 2017. THE IMPACT OF LEADERSHIP STYLES AND
THE COMPONENTS OF LEADERSHIP STYLES ON INNOVATIVE BEHAVIOUR. International
Journal of Innovation Management 21:02, 1750015. [Crossref]



21. Anna Bos-Nehles, Tanya Bondarouk, Koen Nijenhuis. 2017. Innovative work behaviour in knowledge-
intensive public sector organizations: the case of supervisors in the Netherlands fire services. The
International Journal of Human Resource Management 28:2, 379-398. [Crossref]



22. LukesMartin, Martin Lukes, StephanUte, Ute Stephan. 2017. Measuring employee innovation.
International Journal of Entrepreneurial Behaviour & Research 23:1, 136-158. [Abstract] [Full Text] [PDF]



23. Lysanne Beekhof, Mark van Vuuren. Recognising Opportunities: A Case Study on Fostering a Culture of
Innovation Through Individual and Collective Ownership 295-314. [Crossref]



24. Juan A. Marin-Garcia, Mª Angeles Andreu Andres, Lorena Atares-Huerta, Lourdes E Aznar-Mas,
Amparo Garcia-Carbonell, Fernando González-Ladrón-de-Guevara, Begoña Montero Fleta, M.Jose Perez-
Peñalver, Frances Watts. 2016. Proposal of a Framework for Innovation Competencies Development and
Assessment (FINCODA). WPOM-Working Papers on Operations Management 7:2, 119. [Crossref]



25. Florian Moll, Jan de Leede. Fostering Innovation: The Influence of New Ways of Working on Innovative
Work Behavior 95-143. [Abstract] [Full Text] [PDF] [PDF]



26. LiMinglong, Minglong Li, HsuCathy H.C., Cathy H.C. Hsu. 2016. A review of employee innovative
behavior in services. International Journal of Contemporary Hospitality Management 28:12, 2820-2841.
[Abstract] [Full Text] [PDF]



27. Burcu Kör. 2016. The mediating effects of self-leadership on perceived entrepreneurial orientation and
innovative work behavior in the banking sector. SpringerPlus 5:1. . [Crossref]



28. Jee-Hoon Han, Hae-Sool Yang. 2016. Structural Relationships between the Variables of Person-
Environment Fit, Positive Psychological Capital and Innovative Work Behavior. Journal of Digital
Convergence 14:10, 225-240. [Crossref]



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





https://doi.org/10.1016/j.techfore.2017.03.007


https://doi.org/10.1111/joop.12168


https://doi.org/10.1017/jmo.2017.23


https://doi.org/10.1108/MD-10-2016-0696


http://www.emeraldinsight.com/doi/full/10.1108/MD-10-2016-0696


http://www.emeraldinsight.com/doi/pdfplus/10.1108/MD-10-2016-0696


https://doi.org/10.1016/j.jengtecman.2017.03.003


https://doi.org/10.1080/19368623.2016.1215946


https://doi.org/10.1142/S1363919617500153


https://doi.org/10.1080/09585192.2016.1244894


https://doi.org/10.1108/IJEBR-11-2015-0262


http://www.emeraldinsight.com/doi/full/10.1108/IJEBR-11-2015-0262


http://www.emeraldinsight.com/doi/pdfplus/10.1108/IJEBR-11-2015-0262


https://doi.org/10.1007/978-3-319-70247-6_15


https://doi.org/10.4995/wpom.v7i2.6472


https://doi.org/10.1108/S1877-636120160000016006


http://www.emeraldinsight.com/doi/full/10.1108/S1877-636120160000016006


http://www.emeraldinsight.com/doi/pdf/10.1108/S1877-636120160000016006


http://www.emeraldinsight.com/doi/pdfplus/10.1108/S1877-636120160000016006


https://doi.org/10.1108/IJCHM-04-2015-0214


http://www.emeraldinsight.com/doi/full/10.1108/IJCHM-04-2015-0214


http://www.emeraldinsight.com/doi/pdfplus/10.1108/IJCHM-04-2015-0214


https://doi.org/10.1186/s40064-016-3556-8


https://doi.org/10.14400/JDC.2016.14.10.225








29. Sorapol Buranakul, Sunpasit Limnararat, Manat Pithuncharurnlap, Woranat Sangmanee. The mediating
role of innovative work behavior on the relationship between knowledge sharing behavior and innovation
capability in Thailand private university MIT-47-MIT-51. [Crossref]



30. Khathutshelo Lukoto, Kai-Ying Chan. The perception of innovative organisational culture and its
influence on employee innovative work behaviour 972-977. [Crossref]



31. Xiaolan Chang, Yongle Zhao. An Empirical Analysis Method of Incentives for Talent Innovation Behavior
132-136. [Crossref]



32. Abdulaziz Alghadeer, Sherif Mohamed. 2016. Diffusion of Organisational Innovation in Saudi Arabia:
The Case of the Project Management Office (PMO). International Journal of Innovation and Technology
Management 13:04, 1650019. [Crossref]



33. Shibin Ma, Yong Wang, Fan Liu. The mediator role of innovative self-efficacy between person-
organization fit and innovative behavior 1-6. [Crossref]



34. CimenlerOguz, Oguz Cimenler, ReevesKingsley A., Kingsley A. Reeves, SkvoretzJohn, John Skvoretz,
OztekinAsil, Asil Oztekin. 2016. A causal analytic model to evaluate the impact of researchers’ individual
innovativeness on their collaborative outputs. Journal of Modelling in Management 11:2, 585-611.
[Abstract] [Full Text] [PDF]



35. Jeong-Ok Kwon. 2016. Nursing Performance and Innovative Behavior as Factors Affecting the Self-
leadership of Geriatric Hospital Nurses. The Korean Journal of Health Service Management 10:1, 53-66.
[Crossref]



36. Agnieszka Wojtczuk-Turek, Dariusz Turek. 2016. The significance of perceived social-organization climate
for creating employees’ innovativeness. Management Research Review 39:2, 167-195. [Abstract] [Full Text]
[PDF]



37. Shahzad Pashaeypoor, Tahereh Ashktorab, Maryam Rassouli, Hamid Alavi-Majd. 2016. Predicting the
adoption of evidence-based practice using “Rogers diffusion of innovation model”. Contemporary Nurse
52:1, 85-94. [Crossref]



38. Mi Yeong Mun, Seon Young Hwang. 2016. Impact of Nursing Organizational Culture Types on Innovative
Behavior and Job Embeddedness Perceived by Nurses. Journal of Korean Academy of Nursing Administration
22:4, 313. [Crossref]



39. Chang-Juck Suh, Lee, Seul Ki. 2015. The Effects of Perceived Organizational Support(POS) on the
Employee Engagement and Process Innovation: Focus on Medical Service. Journal of Korea Service
Management Society 16:5, 31-50. [Crossref]



40. Hessamoddin Sarooghi, Dirk Libaers, Andrew Burkemper. 2015. Examining the relationship between
creativity and innovation: A meta-analysis of organizational, cultural, and environmental factors. Journal
of Business Venturing 30:5, 714-731. [Crossref]



41. Marieke Thurlings, Arnoud T. Evers, Marjan Vermeulen. 2015. Toward a Model of Explaining Teachers’
Innovative Behavior. Review of Educational Research 85:3, 430-471. [Crossref]



42. Agnieszka Wojtczuk-Turek, Dariusz Turek. 2015. Innovative behaviour in the workplace. European Journal
of Innovation Management 18:3, 397-419. [Abstract] [Full Text] [PDF]



43. Jennifer Kunz, Stefan Linder. 2015. With a view to make things better: individual characteristics and
intentions to engage in management innovation. Journal of Management & Governance 19:3, 525-556.
[Crossref]



44. 양양양, Hee-Young Cho. 2015. Small and Medium Business Workers’ Positive Psychological Capital, Life
Satisfaction, and Innovative Work Behavior. Journal of Distribution Science 13:7, 25-31. [Crossref]



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





https://doi.org/10.1109/MITICON.2016.8025245


https://doi.org/10.1109/PICMET.2016.7806707


https://doi.org/10.1109/TSA.2016.31


https://doi.org/10.1142/S021987701650019X


https://doi.org/10.1109/ICSSSM.2016.7538515


https://doi.org/10.1108/JM2-09-2014-0072


http://www.emeraldinsight.com/doi/full/10.1108/JM2-09-2014-0072


http://www.emeraldinsight.com/doi/pdfplus/10.1108/JM2-09-2014-0072


https://doi.org/10.12811/kshsm.2016.10.1.053


https://doi.org/10.1108/MRR-11-2015-0268


http://www.emeraldinsight.com/doi/full/10.1108/MRR-11-2015-0268


http://www.emeraldinsight.com/doi/pdfplus/10.1108/MRR-11-2015-0268


https://doi.org/10.1080/10376178.2016.1188019


https://doi.org/10.11111/jkana.2016.22.4.313


https://doi.org/10.15706/jksms.2015.16.5.002


https://doi.org/10.1016/j.jbusvent.2014.12.003


https://doi.org/10.3102/0034654314557949


https://doi.org/10.1108/EJIM-03-2014-0027


http://www.emeraldinsight.com/doi/full/10.1108/EJIM-03-2014-0027


http://www.emeraldinsight.com/doi/pdfplus/10.1108/EJIM-03-2014-0027


https://doi.org/10.1007/s10997-013-9280-7


https://doi.org/10.15722/jds.13.7.201507.25








45. Gerhard Messmann, Regina H. Mulder. 2015. Reflection as a facilitator of teachers' innovative work
behaviour. International Journal of Training and Development 19:2, 125-137. [Crossref]



46. Marjolein C.J. Caniëls, Eric F. Rietzschel. 2015. Organizing Creativity: Creativity and Innovation under
Constraints. Creativity and Innovation Management 24:2, 184-196. [Crossref]



47. Jaakko Siltaloppi, Marja Toivonen. 2015. Integration of planning and execution in service innovation. The
Service Industries Journal 35:4, 197-216. [Crossref]



48. Inna Plotnikova, Olga Korneva, Anna Ustuizhanina. 2015. Barriers to Innovation in the Implementation
of the Investment Strategy: An Empirical Study. Procedia - Social and Behavioral Sciences 166, 369-377.
[Crossref]



49. Marianne van Woerkom, Maria Christina Meyers. 2015. My Strengths Count!. Human Resource
Management 54:1, 81-103. [Crossref]



50. Tânia Marques, Jesús Galende, Pedro Cruz, Manuel Portugal Ferreira. 2014. Surviving downsizing and
innovative behaviors: a matter of organizational commitment. International Journal of Manpower 35:7,
930-955. [Abstract] [Full Text] [PDF]



51. Stan De Spiegelaere, Guy Van Gyes, Hans De Witte, Wendy Niesen, Geert Van Hootegem. 2014. On the
Relation of Job Insecurity, Job Autonomy, Innovative Work Behaviour and the Mediating Effect of Work
Engagement. Creativity and Innovation Management 23:3, 318-330. [Crossref]



52. PEDRO GAUDÊNCIO, ARNALDO COELHO, NEUZA RIBEIRO. 2014. ORGANISATIONAL CSR
PRACTICES: EMPLOYEES' PERCEPTIONS AND IMPACT ON INDIVIDUAL PERFORMANCE.
International Journal of Innovation Management 18:04, 1450025. [Crossref]



53. Minna Saunila, Juhani Ukko. 2014. Intangible aspects of innovation capability in SMEs: Impacts of size
and industry. Journal of Engineering and Technology Management 33, 32-46. [Crossref]



54. Marjolein C.J. Caniëls, Katleen De Stobbeleir, Inge De Clippeleer. 2014. The Antecedents of Creativity
Revisited: A Process Perspective. Creativity and Innovation Management 23:2, 96-110. [Crossref]



55. Han-Jen Niu. 2014. Is innovation behavior congenital? Enhancing job satisfaction as a moderator. Personnel
Review 43:2, 288-302. [Abstract] [Full Text] [PDF]



56. Gerhard Messmann, Regina H. Mulder. 2014. Exploring the role of target specificity in the facilitation
of vocational teachers’ innovative work behaviour. Journal of Occupational and Organizational Psychology
87:1, 80-101. [Crossref]



57. MATTHEW J. XERRI. 2014. EXAMINING THE RELATIONSHIP BETWEEN
ORGANISATIONAL JUSTICE, JOB SATISFACTION AND THE INNOVATIVE BEHAVIOUR OF
NURSING EMPLOYEES. International Journal of Innovation Management 18:01, 1450004. [Crossref]



58. David Passig, Lizi Cohen. 2014. Measuring the style of innovative thinking among engineering students.
Research in Science & Technological Education 32:1, 56-77. [Crossref]



59. Tua Bjorklund, Dhruv Bhatli, Miko Laakso. 2013. Understanding idea advancement efforts in innovation
through proactive behavior. Journal of Research in Marketing and Entrepreneurship 15:2, 124-142.
[Abstract] [Full Text] [PDF]



60. Cagri Bulut, Hakan Eren, Duygu Seckin Halac. 2013. Which One Triggers the Other? Technological or
Social Innovation. Creativity Research Journal 25:4, 436-445. [Crossref]



61. Ursula Grissemann, Andreas Plank, Alexandra Brunner-Sperdin. 2013. Enhancing business performance
of hotels: The role of innovation and customer orientation. International Journal of Hospitality Management
33, 347-356. [Crossref]



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





https://doi.org/10.1111/ijtd.12052


https://doi.org/10.1111/caim.12123


https://doi.org/10.1080/02642069.2014.990000


https://doi.org/10.1016/j.sbspro.2014.12.539


https://doi.org/10.1002/hrm.21623


https://doi.org/10.1108/IJM-03-2012-0049


http://www.emeraldinsight.com/doi/full/10.1108/IJM-03-2012-0049


http://www.emeraldinsight.com/doi/pdfplus/10.1108/IJM-03-2012-0049


https://doi.org/10.1111/caim.12079


https://doi.org/10.1142/S136391961450025X


https://doi.org/10.1016/j.jengtecman.2014.02.002


https://doi.org/10.1111/caim.12051


https://doi.org/10.1108/PR-12-2012-0200


http://www.emeraldinsight.com/doi/full/10.1108/PR-12-2012-0200


http://www.emeraldinsight.com/doi/pdfplus/10.1108/PR-12-2012-0200


https://doi.org/10.1111/joop.12035


https://doi.org/10.1142/S1363919614500042


https://doi.org/10.1080/02635143.2013.878328


https://doi.org/10.1108/JRME-01-2013-0001


http://www.emeraldinsight.com/doi/full/10.1108/JRME-01-2013-0001


http://www.emeraldinsight.com/doi/pdfplus/10.1108/JRME-01-2013-0001


https://doi.org/10.1080/10400419.2013.843358


https://doi.org/10.1016/j.ijhm.2012.10.005








62. Li-wei He. Organizational Innovative Climate, Innovative Behavior and the Mediating Role of
Psychological Capital: The Case of Creative Talents 1607-1616. [Crossref]



63. Matthew Xerri. 2013. Workplace relationships and the innovative behaviour of nursing employees: a social
exchange perspective. Asia Pacific Journal of Human Resources 51:1, 103-123. [Crossref]



64. Oluyinka Ojedokun. 2012. Role of Perceived Fair Interpersonal Treatment and Organization-Based Self-
Esteem in Innovative Work Behavior in a Nigerian Bank. Psychological Thought 5:2. . [Crossref]



65. Julia J. Hebenstreit. 2012. Nurse Educator Perceptions of Structural Empowerment and Innovative
Behavior. Nursing Education Perspectives 33:5, 297-301. [Crossref]



66. Mohd Faiz Hilmi, Shahrier Pawanchik, Yanti Mustapha, Nurazree Mahmud. Innovative behavior of
Malaysian employees: An exploratory study 135-138. [Crossref]



67. Gerhard Messmann, Regina H. Mulder. 2012. Development of a measurement instrument for innovative
work behaviour as a dynamic and context-bound construct. Human Resource Development International
15:1, 43-59. [Crossref]



68. Tânia Marques, Isabel Suárez‐González, Pedro Pinheiro da Cruz, Manuel Portugal Ferreira. 2011. The
downsizing effects on survivors: a structural equation modeling analysis. Management Research: Journal of
the Iberoamerican Academy of Management 9:3, 174-191. [Abstract] [Full Text] [PDF]



69. Cheng-Ping Chang. Exploring the relationships among playfulness, creative behavior, and organizational
creative climate among SME entrepreneurs 11-14. [Crossref]



70. Wu Wenhua. Empirical research on knowledge employees' organizational commitment and innovative
behavior in high-tech enterprises 1-4. [Crossref]



71. TIINA TUOMINEN, MARJA TOIVONEN. 2011. STUDYING INNOVATION AND CHANGE
ACTIVITIES IN KIBS THROUGH THE LENS OF INNOVATIVE BEHAVIOUR. International
Journal of Innovation Management 15:02, 393-422. [Crossref]



72. Li Xia, Dai Changjun. Empirical analysis on structure dimensions of service employees' innovation
behavior 2822-2825. [Crossref]



73. Jung-Yoon Rhee, Eun-Ju Kang, Ju-Hee Hahn. 2010. The effect of Self-leadership on empowerment,
self-efficacy and innovation. Journal of the Korea Academia-Industrial cooperation Society 11:11, 4273-4281.
[Crossref]



74. Lu Xiao-jun. Developmental stage of learning culture and its impact on individual and organizational
outcomes 1863-1869. [Crossref]



75. Xiaojun Lu, Peng Li. The Impact of Learning Culture on Individual Innovative Behavior 1-4. [Crossref]
76. Liu Jun, Liu Xiaoyu, Tao Xiaobo. Two-side charismatic leadership, organizational politics perception, and



employee innovation: A mediation model 625-629. [Crossref]
77. Jeroen de Jong, Deanne den Hartog. 2010. Measuring Innovative Work Behaviour. Creativity and



Innovation Management 19:1, 23-36. [Crossref]
78. Su-Chang Chen, Ming-Chung Wu, Chun-Hung Chen. 2010. Employee’s Personality Traits, Work



Motivation and Innovative Behavior in Marine Tourism Industry. Journal of Service Science and
Management 03:02, 198-205. [Crossref]



79. Pekka Berg, Jussi Pihlajamaa, Jarno Poskela, Tea Lempiala, Udo Haner, Ade Mabogunje. Balanced
innovation front end measurement: Discontinuous innovation approach 746-753. [Crossref]



80. James Guthrie, Vijaya Murthy. 2009. Past, present and possible future developments in human capital
accounting. Journal of Human Resource Costing & Accounting 13:2, 125-142. [Abstract] [Full Text] [PDF]



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





https://doi.org/10.1007/978-3-642-38427-1_170


https://doi.org/10.1111/j.1744-7941.2012.00031.x


https://doi.org/10.5964/psyct.v5i2.33


https://doi.org/10.5480/1536-5026-33.5.297


https://doi.org/10.1109/ICIMTR.2012.6236375


https://doi.org/10.1080/13678868.2011.646894


https://doi.org/10.1108/1536-541111181895


http://www.emeraldinsight.com/doi/full/10.1108/1536-541111181895


http://www.emeraldinsight.com/doi/pdfplus/10.1108/1536-541111181895


https://doi.org/10.1109/ICQR.2011.6031672


https://doi.org/10.1109/ICEBEG.2011.5881318


https://doi.org/10.1142/S1363919611003209


https://doi.org/10.1109/ICISE.2010.5690174


https://doi.org/10.5762/KAIS.2010.11.11.4273


https://doi.org/10.1109/ICMSE.2010.5720033


https://doi.org/10.1109/ICMSS.2010.5577177


https://doi.org/10.1109/ICAMS.2010.5553072


https://doi.org/10.1111/j.1467-8691.2010.00547.x


https://doi.org/10.4236/jssm.2010.32025


https://doi.org/10.1109/PICMET.2009.5262065


https://doi.org/10.1108/14013380910968647


http://www.emeraldinsight.com/doi/full/10.1108/14013380910968647


http://www.emeraldinsight.com/doi/pdfplus/10.1108/14013380910968647








81. Feng Xu, Lu Ruoyu, Peng Lei. An Empirical Study of Customer Individual Innovation Behavior on Service
Industry 311-314. [Crossref]



82. Pekka Berg, Jussi Pihlajamaa, Jarno Poskela, Tea Lempiala, Udo Haner, Ade Mabogunje. Measurement of
the innovation front end: Viewpoint of process, social environment and physical environment 1112-1120.
[Crossref]



83. KookHeum Park. 2008. A Study on the Innovative Propensity of the Local Official. Korean Review of
Organizational Studies 5:1, 27-54. [Crossref]



84. Patrick A.M. Vermeulen, Jeroen P.J. De Jong, K.C. O'shaughnessy. 2005. Identifying key determinants
for new product introductions and firm performance in small service firms. The Service Industries Journal
25:5, 625-640. [Crossref]



85. Jeroen P. J. de Jong, Ron Kemp. 2003. Determinants of Co-Workers' Innovative Behaviour: An
Investigation into Knowledge Intensive Services. International Journal of Innovation Management 07:02,
189-212. [Crossref]



D
ow



nl
oa



de
d 



by
 U



ni
ve



rs
ity



 o
f 



So
ut



h 
A



fr
ic



a 
A



t 0
0:



59
 0



7 
M



ar
ch



 2
01



8 
(P



T
)





https://doi.org/10.1109/ICIII.2009.232


https://doi.org/10.1109/PICMET.2008.4599721


https://doi.org/10.21484/kros.2008.5.1.27


https://doi.org/10.1080/02642060500100783


https://doi.org/10.1142/S1363919603000787







image4.jpeg

TIIXXT
N

GRADUATE SCHOOL OF
BUSINESS LEADERSHIP

UNISA








image10.emf
Individual%20Researc h%20focus%20Areas%20-%20Prof%20Mnguni.docx


Individual%20Research%20focus%20Areas%20-%20Prof%20Mnguni.docx
[image: Description: cid:image030.jpg@01D12065.B3571730]

GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Women in Leadership



		Short description

		Research focusses on a range of topics within the broader field of women in leadership. Current studies use qualitative research and the intersectional lens, amongst others, and are focussing on gender transformation, workplace bullying and sexual harassment.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof P Mnguni

		mngunpp@unisa.ac.za

		· PhD, Swinburne University of Technology, Australia, 2008.

· Master of Business, Swinburne University of Technology, Australia, 2000.

· Master of Arts, University of Melbourne, Australia, 1998.

· BA Honours, University of Cape Town, South Africa, 1987.

· BAdmin, University of Transkei (Now Walter Sisulu University), South Africa, 1986.

Research interests include women in leadership, workplace bullying and the systems psychodynamics of organisations, leadership and transformation. She is a member of the International Society for the Psychoanalytic Study of Organisations (ISPSO) and The International Association on Workplace Bullying and Harassment (IAWBH).

		2 DBL



		Dr Elsa Thirion Venter

		elsa@markdata.co.za

		MA Psychology (Pretoria), MBL (Unisa), D Litt et DPhil Consulting Psychology (Unisa)

Dr. Elsa Thirion-Venter is a professional researcher with an academic background in Business Leadership and Psychology. She is registered as a Research Psychologist at the Health Professions Council and she is also a Southern African Marketing Research Association (SAMRA) Accredited Researcher (SAR).  In 2016 the SAMRA Board conferred Honorary membership on her.  She co-owns a marketing research company based in Gauteng since 1996. She lectures Research Methodology (for MBL) and media research and design psychology (for Masters in Research Psychology). In the past she also lectured statistics (MBA and Masters in Research Psychology) and economics (for MBA). She acts a supervisor and external examiner for MBLs, MBAs, MIBs and DBLs at the SBL (Unisa) and MSA.

		1 DBL



		Reading: Subject Field



		· Crenshaw, K. W. 1989. Demarginalizing the intersection of race and sex: A Black feminist critique of antidiscrimination doctrine, feminist theory, and antiracist politics. University of Chicago Legal Forum, 1, 139-168.

· Crenshaw, K. W. 1993. Beyond racism and misogyny: Black feminism and 2 Live Crew. In: MATSUDA, M. J., LAWRENCE III, C. R., DELGADO, R. & CRENSHAW, K. W. (eds.) Words that wound: Critical race theory, assaultive speech, and the first amendment 

· Davis, K. 2008. Intersectionality as buzzword: A sociology of science perspective on what makes a feminist theory successful. Feminist Theory, 9, 67–85.

· Dlamini J, 2013 The impact of the intersection of race, gender and class on Women CEO's lived experiences and career progression: Strategies for Gender Transformation at Leadership Level in Corporate South Africa. 

· Littrell, R. & Nkomo, S. M. 2005. Gender differences in leader behaviour preferences in South Africa. Women in Management Review, 20, 562-580.

· Smith, A. N., Watkins, M. B., Ladge, J. J. & Carlton, P. 2018. Interviews with 59 Black Female Executives Explore Intersectional Invisibility and Strategies to Overcome It. Harvard Business School Publishing Corporation.



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Higher Education Leadership



		Short description

		Higher Education Institutions (HEI) have become complex organisations.  In recent times, many have failed to meet the expectations of their stakeholders.  Research is required to develop an understanding of the failures as well as the best practices for leading HEIs.  With a rapidly changing global and national context, more formalised knowledge is required to enable leaders to steer HEIs better. Areas of research include leading Research and Innovation, Learning and Teaching and Community Engagement.  



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof L Labuschagne

		LLabus@unisa.ac.za

		Prof Labuschagne is a Senior Research Management Professional (SRMP) with over twelve years of experience at the executive level.  He holds a DCom Informatics degree and has completed several executive development programmes. As a researcher, he has supervised four PhD and nine research masters students to completion.  He has published fourteen journal articles, forty-two peer-reviewed conference papers and two book chapters.  

Prof Labuschagne has over 1625 citations, an h-Index of 17 and an i10-index of 26 according to Google Scholar.  He also serves on the editorial board of the newly established Journal of Research Management and Administration (JoRMA) (https://publications.coventry.ac.uk/index.php/jorma) as well as an Honorary Academic Advisor on the PM World Journal (https://pmworldjournal.com/).

		2



		Reading: Subject Field



		Research Management: Europe and Beyond (1st Edition) 

November 10, 2017

Authors: Jan Andersen, Kristel Toom, Susi Poli, Pamela F. Miller

Paperback ISBN: 9780128050590

eBook ISBN: 9780128052082



		The Management of University Research: International Encyclopedia of Education (Third Edition),

2010

Editor(s): Penelope Peterson, Eva Baker, Barry McGaw,

Elsevier,

ISBN 9780080448947,

https://doi.org/10.1016/B978-0-08-044894-7.00877-0.



		Shared Leadership in Higher Education: A Framework and Models for Responding to a Changing World

2021

ISBN: 9781642672275, 1642672270

Publisher: Stylus Publishing

Editors: Adrianna J. Kezar, Elizabeth M. Holcombe, Judith A. Ramaley, Susan L. Elrod



		Transparent Design in Higher Education Teaching and Leadership: A Guide to Implementing the Transparency Framework Institution-Wide to Improve Learning and Retention

2019

ISBN: 9781620368251, 1620368250

Publisher: Stylus Publishing

Editors: Allison Boye, Mary-Ann Winkelmes, Suzanne Tapp



		Academic Leadership and Governance of Higher Education: A Guide for Trustees, Leaders, and Aspiring Leaders of Two- and Four-Year Institutions

2012

ISBN: 9781579228811, 157922881X

Publisher: Stylus Publishing

Author: Robert M. Hendrickson, Jason E. Lane, James T. Harris, Richard H. Dorman



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

Area: Sustainable Livelihoods

		Research Focus Area

		Sustainability Marketing and business practices



		Short description

		The domain of Sustainability Marketing and business practices emerged due to recent business and climate crisis resulted in the growing concern for the sustainability. Organizations are not aloof of these changes as they are trying to incorporate these environmental and social issues in their practices. It is important to understand that the sustainability marketing as departure from profit-oriented conventional marketing and business practices. 

This focus area  explores, investigates and covers Green marketing; Cause-related marketing; Marketing and Society; sustainability orientation and practices of organizations (public and private sector); Sustainable consumption and the role of Sustainable Development Goals (SDG)’s in the areas of food, water, and energy consumption; Sustainable consumer behaviour and practices like collaborative consumption, sharing economy, and circular economy; Consumer policy and sustainability; sustainable tourism; SDG 4 and sustainability management education.

Besides the main areas, collaborative co-supervision is provided in research in the areas of Sustainable project management and Sustainable supply chain area.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Professor Neha Purushottam

		purusn@unisa.ac.za

		Academic Qualifications:

PhD (Management Studies), 

MBA (specialization in Marketing)

MA (Economics).

Experience:

Professor Neha Purushottam is a Full Professor in the department of Strategy and Marketing at Graduate School of Business Leadership, University of South Africa. She has strong interest in sustainability and sustainable development. Through upper mentioned focus areas, her work mainly belongs to SDG 12 (Sustainable Consumption and Production) and to SDG 4 (Quality Education). In these areas, her twenty plus years of work experience is comprised of tuition, research, publications, academic citizenships, community engagements and corporate consulting projects.

Since 2013, five of her research students’ won various awards at UNISA Research and Innovation Showcase.

As a young and avid researcher, she has authored several articles, book chapters and case studies in many international publications. 

Professional Affiliations: 

She is associated with PRME Climate Change Working Group, SCORAI (Sustainable Consumption Research and Action Initiative),  The European Roundtable for Sustainable Consumption and Production (ERSCP), Public policy and Sustainable marketing special interest group (SIG) of American Marketing Association (USA), International Academy of African Business and Development (IAABD) Canada).

		(4-6) It varies year to year and as students complete



		Reading: Subject Field



		· Andreasen, Alan R. "Social marketing: its definition and domain." Journal of public policy & marketing (1994): 108-114.

· Belz, F. and Peattie, K. (2012). Sustainability Marketing (2nd Ed.). United Kingdom: John Wiely & Sons Ltd.

· Charter, M. and Polonsky, M.J. (eds) (1999) Greener Marketing: A Global Perspective on Greening Marketing Practice. Sheffield Greenleaf.

· Crane, A. (1998) Exploring green alliances. Journal of Marketing Management 14(6), 559–79.

· Davis, J.J. (1991) A blueprint for green marketing. Journal of Business Strategy 12(4), 14–17

· Kilbourne, W. (1998) Green marketing: a theoretical perspective. Journal of Marketing Management 14(6), 641–56.

· Kilbourne, W., McDonagh, P. and Prothero, A. (1997) Sustainable consumption and the quality of life: a macromarketing challenge to the dominant social paradigm. Journal of Macromarketing 17(1), 4–24.

· Kilbourne, W. & Pickett, G. (2008), “How materialism affects environmental beliefs, concern, and environmentally responsible behavior”, Journal of Business Research, 61(9), 885-893.

· Kotler, Philip, and Gerald Zaltman. "Social marketing: an approach to planned social change." The Journal of Marketing (1971): 3-12.

· Ledwaba, L. and Purushottam, N. (2018). A preliminary exploration of cause related marketing practices in the South African retail sector. 19th International Academy of African Business and Development Conference Proceedings. Sustainable African Development and Self Reliance: Building Economic Bridges in a Multi-Polar World. Durban: South Africa, 376-385.  (ISBN: 978-0-620-79641-5).

· Peattie, K. & Collins, A. (2009). Guest editorial: perspectives on sustainable consumption. International Journal of Consumer Studies, 33, 107–112.

· Purushottam N., Rwelamila P.D., Ncube O. (2021) Fostering Sustainable Development in Africa Through Multidisciplinary Management Education: The Case of Sustainability Marketing Knowledge-Base. In: Leal Filho W., Pretorius R., de Sousa L.O. (eds) Sustainable Development in Africa. World Sustainability Series. Springer, Cham. https://doi.org/10.1007/978-3-030-74693-3_17

· Purushottam, N. (2022). Consumer Ageism Towards the Older Population: Exploring Avenues for Sustainability Marketing. In A. Gbadamosi (Eds.), Critical Perspectives on Diversity, Equity, and Inclusion in Marketing (pp. 238-250). IGI Global. https://0-doi-org.oasis.unisa.ac.za/10.4018/978-1-6684-3590-8.ch014

· Purushottam, N. (2019). Expanding research agenda for Sustainable Consumption and Social institutions- A case of South Africa (Chapter 13). In A. Gbadamosi (Ed.), Exploring the Dynamics of Consumerism in Developing Nations (pp. 284-300). Hershey, PA: Business Science Reference. DOI: 10.4018/978-1-5225-7906-9. 

· Purushottam, N. & Rwelamila, P.D. (2016). Managing environmental collaborations at business schools by projects: Possibilities and a way forward in Spring, A. & Rwelamila, PD (ed). Governance and Business Policies: towards Sustainable African Business Development, Proceedings 17th International Academy of African Business and Development Conference Proceedings, Arusha: Tanzania, 610-618 (ISBN: 978-0-620-70935-4). 

· Purushottam, N. (June 2014). Sustainable consumption and emerging markets: challenges and pathways. The Business & Management Review, Vol. 5, Issue 1, 169-176. [ISSN 2047-2854 (Print) ISSN 2047-2862 (Online)].

· Purushottam, N. (2013). Sustainability and Marketing Education: Emerging Research Themes in Soliman, K. (ed.). Vision 2020: Innovation, Development Sustainability, and Economic Growth. Proceedings of 21th International Business Information Management Association conference, IBIMA USA: Vienna, Austria, 600-605. (ISBN: 978-0-9860419-0-7). 

· Rwelamila P M D & Purushottam, N (2015). Green campus initiatives as projects: Can creating conducive internal university project environment a key to success? In: Raidén, A B and Aboagye Nimo, E (Eds) Proceedings 31st Annual ARCOM Conference, Association of Researchers in Construction Management, UK: Lincoln, 367-376. (ISBN: 978-0-9552390-9-0 (2 vols). 

· Young, William, et al. "Sustainable consumption: green consumer behaviour when purchasing products." Sustainable Development 18.1 (2010): 20-31.



		Reading: Research Methodology



		Bergmann, M., et al. (2021). Transdisciplinary sustainability research in real-world labs: success factors and methods for change. Sustainability Science, 16, 541-564.

Fazey, I., et al. (2018). Ten essentials for action-oriented and second order energy transitions, transformations and climate change research. Energy Research & Social Science, 40, 54-70.

Malhotra, N.K., (2018). Marketing research: An applied orientation. 7Th edition. Pearson education.

Wiek, A., & Lang, D. J. (2016). Transformational sustainability research methodology. Sustainability science: An introduction, 31-41.
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Finance and Financial management in Africa



		Short description

		The focus area covers corporate finance, international finance, economic and business development including SMMEs financing.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof M Tshehla

		tshehlmf@unisa.ac.za

		Prof Tshehla teaches strategic financial management module for both MBL and MBA programmes. 

His research focus areas: corporate finance, international finance, economic and business development including SMMEs, project costing and project management for mega construction projects. He supervises several masters and doctoral students in areas of finance, project management and Open Distance Learning (focusing on alternative student funding model).

		5 DBL



		Prof MH Molele

		molelmh@unisa.ac.za

		Qualifications: PhD (University of Cape Town); MBA (Wits University); MCom Economics (UKZN); BCom Hons Econometrics (University of Johannesburg); BCom Economics (University of Johannesburg).

Prof Molele is an Associate Professor of Global Business and. His career spans a period of 19 years, of which 12 years have been in senior management roles covering areas such as portfolio modelling, economic regulation, macroeconomic analysis, investment analysis, programme management, and corporate strategy. He is a member of the Economic Society of South Africa (ESSA), and the Institute of Directors in South Africa (IoDSA). His primary areas of interest are in the fields of Applied financial econometrics, Asset pricing, Corporate Finance, and International Finance

		5 DBL



		Reading: Subject Field



		· Choudhury, M. (2018) Struggles of Rural Micro, Small and Medium Enterprises for Bank Finance: Role of District Industries Centres in China. Trade and Global Market http://dx.doi.org/10.5772/intechopen.75681

· Eric Fosu Oteng-Abayie & John Bosco Dramani (2018) Time-frequency domain causality of prime building cost and macroeconomic indicators in Ghana: implications for project selection, Construction Management and Economics, DOI: 10.1080/01446193.2018.1514125

· Hughes, J. and Herndon, L. K. (2018), Private Sector Financing: A Review of Service Delivery Models in Eight Communities. Journal ‐ American Water Works Association, 110: 48-60. doi:10.5942/jawwa.2018.110.0023

· Molele M.H & Mukuddem-Petersen, J. (2020). “Emerging Market Currency Risk Exposure: Evidence from South Africa?". Journal of Risk Finance.



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Program and Project Management



		Short description

		Topics covered in this focus area include infrastructure procurement and management of risks and contracts management, project appraisal, project planning, procurement, contract formulation and management, project performance evaluation and strategic project management



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof PD Rwelamila

		mutajwaarwelamila@gmail.com

		Professor Rwelamila is a project management and procurement expert specialising in procurement policy, infrastructure procurement and management of risks and contracts management. He read Construction Economics, Project Management and Project Procurement.  He has experience of more than 30 years in consulting in project management, construction economics, policy development and conducting studies in project appraisal, project planning, procurement, contract formulation and management, project performance evaluation and strategic project management. He has organised and conducted more than 60 continuous professional development courses for practitioners in South Africa, Botswana, Zambia, Tanzania, Uganda, Kenya and Australia. 10% of these courses have been on PPP fundamentals and good practices.  Prof. Rwelamila is an author of more than 250 peer reviewed journal and conference proceeding publications, research and study reports. From 1987 to 1999 he was lecturing at both undergraduate and postgraduate level in project management & construction management that is inclusive of project procurement. From 2000 to-date he has been lecturing at postgraduate and executive level in project management, project procurement and strategic project management. Prof. Rwelamila has been involved in high level assignments in South Africa, Australia and United Kingdom including the development of South African Construction Industry Policy (including PPP procurement) through the Department of Public Works (DPW); Re-evaluation of Operations – Shelter Afrique, Nairobi, Kenya;  Development of CPD programmes for Senior Project Managers – at the Dutch Shell Project Management Academy, Queensland University of Technology (QUT), Brisbane, Australia; and Review of the Association of Project Managers (APM) thinking on project management body of knowledge – a collaborative work between University of Manchester and APM, Manchester, United Kingdom. Furthermore, Professor Rwelamila has been involved directly through two South African firms: Procurement Dynamics (Pty) Ltd & Africon (Pty) Ltd in planning and implementation of PPP projects in South Africa. In 2014, Prof Rwelamila was appointed by the Minister of Public Works as a member of a 5 Year Evaluation and Review Panel for the Construction Industry Development Board (CIDB) and was later elected to chair the panel. In 2005 at Arizona State University (through Professor Kenneth T Sullivan’s world research study) , USA, Professor Rwelamila was named as the second most cited researcher in Procurement next to Professor M Kumaraswamy of the University of Hong Kong.  Until 2013 Prof. Rwelamila was a non-executive director and board chairman of Msingi Construction Project Management (Pty) Ltd – a construction project management company based in Cape Town involved in construction project management (including PPP projects); He has been a consultant to various public and private organisations in South Africa. Prof. Rwelamila is also the co-coordinator of CIB W107: Construction in Developing Countries and past president of South African Council for Project and Construction Management Professions (SACPCMP) – a statutory body responsible for registering construction project managers and construction managers. Professor Rwelamila is a B rated researcher in South Africa by the National Research Foundation (NRF).

		5 DBL



		Prof M Tshehla

		tshehlmf@unisa.ac.za

		Prof Tshehla supervised both masters and doctoral research in the field of project management. He published several papers in the PPP, project cost overruns and other areas such as public private collaborations. He is the programme leader for Postgraduate Diploma in Project Management and he also teaches the module “Managing Project Cost and Finance” in the same programme. He has over 15 years of industry experience in project management and contracts management. He is a certified cost professional with AACE International and PMP with PMI.

		3 DBL



		Dr Marlize Kantor

		mkantor@sars.gov.za

		Dr Marlize Kantor is a Project, Programme and Portfolio Management Executive with over 20 years’ experience in Information and Communication (ICT). She holds a Doctorate in Business Leadership. Her areas of specialisation are ICT project, programme and portfolio, management and governance.

Her main research interests are project, programme and portfolio management for the public sector (although not excluding the private sector). 

Her secondary research interests are:

· tax (employment taxes, corporate taxes, customs and excise) and general project management such as business improvement projects.

· Strategy Realisation through project implementations

· Technology Innovation

		5 DBL



		Dr Lunga Msengana

		Lunga12@gmail.com

		Dr Lunga Msengana is a well-versed professional with over 16 years of experience in strategy, projects, programme and portfolio management. He is certified as a Project Management Professional (PMP ®) by the Project Management Institute and a Professional Engineering Technologist by the Engineering Council of South Africa. He has experience in managing large and complex projects in both private and public sectors. He has created and implemented turn-around strategies that yielded profits and value for organisations. He has played a key role in academia through lecturing and research supervision. He is deeply passionate about achieving strategic objectives through projects. He is an author of a published book "The Missing Link in Projects". The book gives full credit to the human factor in project management by acknowledging the role people play in the unfolding of projects.

		3 DBL



		Dr Daan de Villiers

		daan.devilliers@outlook.com

		Qualifications:

B.Sc., B.Sc. Honours (Cum Laude), M.Sc. – Project Management (Cum Laude), MBA – Quality Management and PhD – Project Management: all at the PU for CHE (now NWU). Professional Scientist, registration number: 400032/01.

Dr de Villiers has extensive engineering, maintenance, project and general management experience obtain in a wide range of industries including Petro-Chemical, Construction, and Power and Renewable Energy sectors, with more than 30 years project management experience. I’ve worked on and managed MEGA projects in Southern Africa and the Middle East. Investigating and consulting work on projects as well as project governance and assurance reviewer for mega projects. Experience in progamme and project management, risk management and research. Number of year’s academic experience at various universities in Southern Africa and in the United States of America in research lecturing, examination, supervising post graduate students and in research with more than 50 M and PhD dissertations

		5 DBL



		Reading: Subject Field



		· Project Management – A Multi-Disciplinary Approach – Herman Steyn et al. Fourth, Revised Edition Published by FPM Publishing

· Kathy Schwalbe, Information Technology Project Management, Ninth Edition (2019)

· Project Management Institute, Inc., A Guide to the Project Management Body of Knowledge (PMBOK Guide) – Six Edition (2017)

· David Hillson & Peter Simon - Practical Project Risk Management, The ATOM Methodology – Second Edition (2012)

· David Avison & Guy Fitzgerald, Information Systems Engineering II: Information Systems Development 4th edition: methodology, techniques & tools.



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Supply chain management



		Short description

		The focus area covers the following: Sustainable supply chain, digitisation of supply chain, vulnerability, and resilience analysis of supply chain (including supply chain management risks), and Ethics and governance in supply chain.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Dr Osayuwamen Omoruyi

		osayuwamen.omoruyi@spu.ac.za

		Dr. Omoruyi holds a Doctorate degree in Business. She is a qualified researcher who is competent in Business Logistics activities; Supply Chain Management; Business Management; Purchasing and supply chain, as well as in the SMEs business performance area of research. She has published two books and several research papers in scientific journals and international conference proceedings. She is a veteran researcher who is proficient in quantitative research techniques and is also involved in training young researchers through mentoring and supervision. Currently, up to seven master students have graduated under her guidance. Dr. Omoruyi has received both faculty and university research awards. She was also awarded the highest recognition for Teaching Excellence (RATE) 2019 at VUT. Professionally, she is affiliated with the Chattered Institute of Purchasing and Supply (CIPS), the South African Institute of Management (SAIM), the Chartered Institute of Logistics and Transport (CILT). Currently, Dr. Omoruyi is a Senior Lecturer in the School of Economic and Management Science at SPU. She is a nominee to serve on the Senate ICT Committee and also to serve on the Senate for a period of four years. In addition, Dr. Omoruyi serves on other committees such as the Postgraduate Committee, Research Committee, Teaching and Learning Committee, School Management Committee, and Language programme committee.

		5 DBL



		Prof M Tshehla

		tshehlmf@unisa.ac.za

		Prof Tshehla supervised both masters and doctoral research in the field of project management and supply chain. He published several papers in the PPP, project cost overruns and other areas such as public private collaborations. He is the programme leader for Postgraduate Diploma in Project Management and he also teaches the module “Managing Project Cost and Finance” in the same programme. He has over 15 years of industry experience in project management and contracts management.

		2 DBL



		Reading: Subject Field



		· Tan, W.C. & Sidhu, M.S. 2022. Review of RFID and IoT integration in supply chain management, Operations Research Perspectives, 9

· Raja Santhi, A. & Muthuswamy, P. 2022. Influence of Blockchain Technology in Manufacturing Supply Chain and Logistics. Logistics, 6(15). https://doi.org/10.3390/logistics6010015

· Panwar, R, Pinkse, J. & De Marchi, V. 2022. The Future of Global Supply Chains in a Post-COVID-19 World, California Management Review, 64(2) 5–23 https://doi.org/10.1177/0008125621107335

· Ivanov, D. & Dolgui, A. 2021 A digital supply chain twin for managing the disruption risks and resilience in the era of Industry 4.0, Production Planning & Control, 32(9), 775-788, DOI: 10.1080/09537287.2020.1768450

· Richey, R.G., Roath, A.S., Adams, F.G. & Wieland, A. 2022. A Responsiveness View of logistics and supply chain management, Journal of Business Logistics, 43(1): 62-91. https://doi.org/10.1111/jbl.12290



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press







image1.jpeg

TIIXXT
N

GRADUATE SCHOOL OF
BUSINESS LEADERSHIP

UNISA








image16.emf
Individual%20Researc h%20focus%20Areas%20-%20Prof%20Tshehla%20Micro%20Finance.docx


Individual%20Research%20focus%20Areas%20-%20Prof%20Tshehla%20Micro%20Finance.docx
[image: Description: cid:image030.jpg@01D12065.B3571730]

GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Microfinance and SMEs Development



		Short description

		This research area focuses on the SMEs development, microfinance for SMEs, and SMEs challenges.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof M Tshehla

		tshehlmf@unisa.ac.za

		Prof Tshehla supervises both masters and doctoral research in the field of finance and SMEs. He published in both conference proceedings and peer review journals. His research focus areas: corporate finance, international finance, economic and business development including SMEs, project costing and project management for mega construction projects. He supervises several masters and doctoral students in areas of finance, project management and Open Distance Learning (focusing on alternative student funding model).

		2 DBL



		Dr Osayuwamen Omoruyi

		osayuwamen.omoruyi@spu.ac.za

		Dr. Omoruyi holds a Doctorate degree in Business. She is a qualified researcher who is competent in Business Logistics activities; Supply Chain Management; Business Management; Purchasing and supply chain, as well as in the SMEs business performance area of research. She has published two books and several research papers in scientific journals and international conference proceedings. She is a veteran researcher who is proficient in quantitative research techniques and is also involved in training young researchers through mentoring and supervision. Currently, up to seven master students have graduated under her guidance. Dr. Omoruyi has received both faculty and university research awards. She was also awarded the highest recognition for Teaching Excellence (RATE) 2019 at VUT. Professionally, she is affiliated with the Chattered Institute of Purchasing and Supply (CIPS), the South African Institute of Management (SAIM), the Chartered Institute of Logistics and Transport (CILT). Currently, Dr. Omoruyi is a Senior Lecturer in the School of Economic and Management Science at SPU. She is a nominee to serve on the Senate ICT Committee and also to serve on the Senate for a period of four years. In addition, Dr. Omoruyi serves on other committees such as the Postgraduate Committee, Research Committee, Teaching and Learning Committee, School Management Committee, and Language programme committee

		3 DBL



		Prof MH Molele

		molelmh@unisa.ac.za

		Qualifications: PhD (University of Cape Town); MBA (Wits University); MCom Economics (UKZN); BCom Hons Econometrics (University of Johannesburg); BCom Economics (University of Johannesburg).

Prof Molele is an Associate Professor of Global Business and. His career spans a period of 19 years, of which 12 years have been in senior management roles covering areas such as portfolio modelling, economic regulation, macroeconomic analysis, investment analysis, programme management, and corporate strategy. He is a member of the Economic Society of South Africa (ESSA), and the Institute of Directors in South Africa (IoDSA). His primary areas of interest are in the fields of Applied financial econometrics, Asset pricing, Corporate Finance, and International Finance

		3 DBL



		Reading: Subject Field



		· 



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Quality and Operations Management in Africa



		Short description

		The research focus is specifically on quality and operations management, and in particular improving organisational efficiency, which ensures profitability and sustainability, in shaping an effective organisation. Operations Management is the hallmark of an effective organisation, which simultaneously facilitates improved performance and secures organisational success. The focus group consists of Operations, Quality and Risk Management with the ultimate purpose to improve organisational effectiveness and sustainability.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Dr S. Naidoo

		naidoosu@unisa.ac.za

		Dr Naidoo has an MBA and a DBL and worked several years in industry as a SHEQ manager. He is also presently a UNISA lecturer and specialises in Standardisation, quality and operations management. Dr Naidoo is also a SASQ SHEQ professional.

		2 DBL



		Prof R Ramphal  

		ramphrr@icloud.com

		Prof Roy Ramphal has qualifications in Chemical Engineering, B. Com, MBA and a Doctoral qualification in Organisational Leadership. He has been involved in operations and quality management in the sugar, aluminium, tyre and research industries. He has been involved in curriculum development in the operations management and quality disciplines and is currently a Fellow Member, Director and President of the Southern African Society of Quality, past chairman of the board of the Southern African Auditor and Training Authority, a member of the Institute of Directors SA, Senior member of the American Society for Quality and member of the Canada Institute for quality, member of APICS and Certified Ethics Officer with the Ethics Institute of South Africa. Publishing areas include shared services, quality and operations management. Also author and co-author of several books in quality and operations management.

		1 DBL



		Dr Geoff Visser

		geoff.visser@serengeti.co.za

		Has been an employee of SABS for several years and has experience in the areas listed below. Geoff is also the Chairman of South African Society for Quality.

· Standardization expert with more than 20 years of experience working in the areas of standards development, ISO standards, and the commercial aspects of standards implementation, quality infrastructure and policy and the strategic implementation of standards policies. 

· Key Expert in TBT and SPS, employed under the (EU Funded) SADC / EU Regional Economic Integration Support (REIS) programme, dealing with several projects at the SADC regional level to develop capacity and strengthen coordinating structures identified under the TBT and SPS annexes to the SADC protocol on Trade and gaining access to competitive markets such as the European Union. Working closely with the SADC secretariat in line with SADC procedures and annual work plans in the TBT SPS area. In the Key expert role, was responsible for driving the REIS support for TBT and SPS activities and for reporting on progress made under the programme in achieving the objectives set out in the project design. In this role he has worked closely with key drivers of SPS coordinating structures and representatives of the regulatory authorities responsible for food safety, plant protection and animal health in all SADC Member States. 

· International Expertise in the field of National and Regional Quality Policies and implementation plans having developed and assisted in the development of NQPs, RQPs and strategic implementation plans at the national level (in Zambia, Malawi, Bangladesh, South Sudan) and at the regional level (ECO region). 

· Experienced with several donor-funded projects in Developing Countries, having worked with the EU-ACP programme, UNIDO, the SADC-EU REIS programme, UNDP and others, many of these projects have involved business process re-engineering of organisations responsible for the delivery of services related to the quality infrastructure.

· Familiar with the Quality Infrastructure in most SADC countries and several of developing countries having worked closely with the leadership of the TBT and SPS coordinating structures mandated under the SPS and TBT annexes to the SADC Protocol on Trade during his tenure with the REIS Programme and during his term at the SABS. 

He worked for the South African Bureau of Standards (SABS) for 17 years and has played an important leadership role in the strategic development of the organization with his last 6 years there at the executive level. He has also been involved with standardization at the international level, having served on the Technical Management Board of the ISO for two years, and more recently directly as a Technical Expert contracted by ISO to develop and deliver a series of training courses and workshops on issues related to stakeholder engagement in standards development and good standardization practice.

		2 DBL



		Reading: Subject Field



		· Ramphal R R (2013). Treatment of Organizations – The new focus of Quality Practitioners. Global Journal of Management and Business Studies, 3(4): 395-400.

· Ramphal R R (2013). A literature review on shared services. African Journal of Business Management, 7(1).

· Ramphal & Nicolaides (2014). Service quality and quality service: satisfying customers in the hospitality industry. African Journal of Hospitality, Tourism and Leisure, 3(2)

· Ramphal R R (2015). Overview of the new ISO 9001:2015 standard and challenges ahead Proposed use of a. African Journal of Hospitality, Tourism and Leisure, 40

· Ramphal R R (2016). A Complaints Management System for the Hospitality Industry African Journal of Hospitality, Tourism and Leisure Vol 5(2)

· Ramphal R R (2018). Lean Six Sigma Framework for the hospitality industry. African Journal of Hospitality, Tourism and Leisure Vol 6(4)

· Kruger D., Ramphal R.R. and Maritz (2018). Operations management. South Africa: Oxford University Press.

· Blind K & Mangelsdorf A. (2016). Motives to standardize: Empirical evidence from Germany, Technovation: 48-49

· Other articles on website: www.sasq.org.za



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		African and global economies and Markets



		Short description

		This research area focusses on:

· Sectoral Economic Analysis

· Institutional economics 

· Agricultural economic analysis

· Natural resource economics (Water, Land, etc)

· Local and regional economic development issues



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Dr B Muchara

		muchab@unisa.ac.za

		Binganidzo Muchara is a senior lecturer in managerial economics. He holds a PhD in Agricultural Economics from the University of KwaZulu-Natal. He has a strong research interest in sectoral analysis including agribusiness, production economics, cost-benefit analysis, environmental and natural resources economics (land and water). He has published papers on the economics of land and water resources, applied microeconomics using firm-level data and the application of economics in managerial decision making.

Econometrics: Intermediate.

		2 DBL



		Prof MH Molele

		molelmh@unisa.ac.za

		Qualifications: PhD (University of Cape Town); MBA (Wits University); MCom Economics (UKZN); BCom Hons Econometrics (University of Johannesburg); BCom Economics (University of Johannesburg).

Prof Molele is an Associate Professor of Global Business and. His career spans a period of 19 years, of which 12 years have been in senior management roles covering areas such as portfolio modelling, economic regulation, macroeconomic analysis, investment analysis, programme management, and corporate strategy. He is a member of the Economic Society of South Africa (ESSA), and the Institute of Directors in South Africa (IoDSA). His primary areas of interest are in the fields of Applied financial econometrics, Asset pricing, Corporate Finance, and International Finance

		2 DBL



		Dr. S. Nyasha

		sheillanyasha@gmail.com 

		Dr. Nyasha holds a DCOM (Economics) degree from University of South Africa. Her broad area of research is in Development Economics, Macroeconomics, Monetary Economics and International Economics. Over the years, Dr. Nyasha has published a number of papers on various macroeconomic aspects – including economic growth, financial development, energy consumption, poverty and tourism. She is among the top 12.5% authors in Africa, all publications years.

Supervision: Quantitative (Time-series econometrics); Case Studies

Econometrics: Advanced

		2 DBL



		Reading: Subject Field



		· Yang, L.-R., Huang, C.-F., Wu, K.-S., 2010. The association among project manager's leadership style, teamwork and project success. International Journal of Project Management 29 (3), 258–267.

· Ahmed, R. & Mohamad, A.N., (2016). Exploring the Relationship Between Multi-Dimensional Top Management Support and Project Success: An International Study, Engineering Management Journal, 28 (1), 54-67

· Nixon, P.; Harrington, M.; Parker, D. 2012. Leadership performance is significant to project success or failure: a critical analysis, International Journal of Productivity and Performance Management 61(2): 204–216

· Ekrot, B., Rank, J., Kock, A., Gemünden, H.G., 2017. Retaining and satisfying project managers antecedents and outcomes of project managers' perceived organizational support. International Journal of Human Resource Management 1-22

· Dolan, C., & Rajak, D. (2016). Remaking Africa’s informal economies: Youth, entrepreneurship and the promise of inclusion at the bottom of the pyramid. Journal of Development Studies, 52, 514-529 

· DeConinck, J. B. (2011). The effects of leader–member exchange and organizational identification on performance and turnover among salespeople. Journal of Personal Selling & Sales Management, 31, 21–34



		Reading: Research Methodology



		Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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GRADUATE SCHOOL OF BUSINESS LEADERSHIP

		Research Focus Area

		Digital Transformation and Innovation



		Short description

		The focus area in question is dedicated to advancing the understanding of the Fourth Industrial Revolution (4IR) and its associated digital technologies, namely Artificial Intelligence (AI), Internet of Things (IoT), Big Data Analytics, and others, through various academic pursuits. These include but are not limited to teaching and learning, research and publication, postgraduate supervision, and engaged scholarship (community engagement) projects. Specifically, this area explores how the digital technologies can be leveraged to enhance the economic fortunes of South Africa and other regions of the African continent in the global context.



		Supervision Team



		Name

		Email

		Academic Profile

		Capacity



		Prof Masike Malatji

		malatm1@unisa.ac.za 

		Masike is the present Area Head (Chair of Department) of the Digital Transformation and Innovation focus area at the Graduate School of Business Leadership (SBL). He possesses over two decades of management consulting experience in the field of information and communication technology (ICT) and has undertaken numerous projects in South Africa, other regions of the African continent, and overseas. Masike's research interests include enterprise information technology security, operational technology cybersecurity, technology entrepreneurship, socio-technical systems, and engineering/technology management - all of which encompass the digital transformation of enterprises and critical infrastructure. He holds a Doctor of Engineering degree along with other qualifications in science and engineering. In addition to his academic pursuits, Masike actively participates in several community and professional engagement activities and holds memberships in various organisations.

		5 DBLs



		Prof Walter Matli

		matliw@unisa.ac.za

		Walter Matli is an Associate Professor at UNISA, School of Business Leadership within the Digital Transformation and Innovation focus area. He earned his PhD focusing on ICT4Development in October 2019. His current research focuses on the digital futures with emphasis on societal challenges and cross-cutting capabilities, business value of information technology, artificial intelligence for business, big data, digital remote workers, technology inequalities, information system auditing, technology use, acceptance and impact.

Apart from teaching and research, he is involved in several UNISA SBL projects and committees. Digital Transformation area offers broad core programmes intended to train future decision-makers who have an international focus and are agile and responsive. 

		5 DBLs



		Prof Nhlanhla Mlitwa

		wiltonb@unisa.ac.za

		Prof Nhlanhla Mlitwa (Mlita) entered the teaching, learning and research on pedagogy and change in higher education in 2003. Doubling up as an Adjunct professor in the Department of Information Systems at the University of Cape Town (UCT), he managed to push 7 books on IT; Telecommunications Networks, IS, Software engineering, and Mobile Applications - to support teaching, and PG research advancements in the Western Cape region in this highly productive period. 

RESEARCH ENGAGEMENTS:

· Research Management, IP and Tech Transfer

· Communication Networks, Mobile Applications 

· Software Engineering; Agile Methods

· Computer assisted learning; e-Learning and m-Learning in Higher Education (ICT, pedagogy & change) – 

· ICT-4-D (including e-Health, e-Government, e-Commerce, e-Business

SHORT BIOGRAPHY 

Prior experience (2005-2015) includes development of PG Programme in Information Technology (IT) for the Newly merged PENTECH and CAPETECH – becoming the Cape Peninsula University of Technology (CPUT) in 2005 in Cape Town. A senior researcher in ICT infrastructure and networks under the HictE project (held by the 5 HE institutions in the Western Cape) (operating from the KEWL project centre, Goldfields Building, UWC) from 2003 to 2005. Before then, Mlitwa was a senior researcher in the ICT space at HBDvc and Bridges.org., in 2001-2003, All of this however, started by doubling-up as a PG student and an instructor/senior technician at the Humarga Computer lab, 2nd Floor, BJ Vorster Building, Stellenbosch University from 1998 to July, 2001.

Highlight: 

Work of the D-Lab as a visiting scholar at the MIT, Boston in Massachusetts, Cambridge (USA) in 2017-18.

Focus: University-Industry Tech-Transfer (TT) and Commercialisation Models of Technological Innovations and Inventions 

You may browse the 2 recent contributions: 

(i) http://postgradenvironments.com/2017/11/06/deciding-masters-degree/ 

http://postgradenvironments.com/2017/11/06/understanding-pg-journey-process/ 

		6 DBLs



		Prof JA Van der Poll

		vdpolja@unisa.ac.za 

		Professor JA van der Poll joined the then Department of Computer Science and Information Systems at Unisa in 1988. He holds a Doctorate in Computer Science, and his areas of expertise are in the formal specification of software systems, reasoning about specifications, and evaluating formal and semi-formal specification notations. He joined the Unisa SBL in July 2013 as a Professor in ICT Management. He is a Research Professor and NRF-rated researcher and has authored in the order of 110 journal articles and peer-reviewed conference papers. He delivered numerous M&D students during his time at Unisa. Lately, his research interests are in facilitating the specification and reasoning of ICT processes in the 4IR/5IR from a technology adoption and management perspective; digital entrepreneurship; new product development processes in the digital age; and technology commercialisation challenges, as well as 4IR/5IR technology enablers of entrepreneurial innovations in developing-economy SMMEs. 

		3 DBLs



		External supervisors

		External supervisors

		External supervisors are industry practitioners and/or academics with extensive experience the field of ICT.

		20



		Reading: Subject Field



		Accenture. 2018. Unlocking digital value for business and society in South Africa. Available at: Unlocking digital value for business and society in South Africa    (accenture.com) (Accessed on 08 March 2023).

Antonizzi, J. and Smuts, H. (2021). The characteristics of digital entrepreneurship and digital transformation: A systematic literature review. In: Hattingh, M, Matthee, M., Smuts, H., Pappas, I. Dwivedi, Y.K. & Mantymaki, M. (Eds.), Responsible Design, Implementation and Use of Information and Communication Technology, Springer, Cham, Switzerland. DOI: 10.1007/978-3-030-44999-5_20.

Moloi, T. and Marwala, T. (2021). Artificial Intelligence and the Changing Nature of Corporations: How Technologies Shape Strategy and Operations. Springer, Cham, Switzerland. DOI: 10.1007/978-3-030-76313-8.

Marwala, T. (2020). Closing the gap: The Fourth Industrial Revolution in Africa. Macmillan, Johannesburg, South Africa.

Ramaphosa, C. (2020). A national strategy for harnessing the Fourth Industrial Revolution: The case of South Africa. Available at: A national strategy for harnessing the Fourth Industrial Revolution: The case of South Africa (brookings.edu) (Accessed on 08 March 2023).

South Africa. (2020). PC4IR strategic implementation plan. Available at: PowerPoint Presentation (dpme.gov.za) Accessed on 08 March 2023).

Ellipsis. (2020). Report of the presidential commission on the Fourth Industrial Revolution. Available at: South Africa and the Fourth Industrial Revolution (4IR) – Ellipsis (archive.org) (Accessed on 08 March 2023).

Schwab, K.M. 2017. The Fourth Industrial Revolution. Crown Business, New York, NY: USA.

Schilling, M.A. (2020). Digital transformation: What is new if anything? Emerging patterns and management research, Academy of Management Discoveries, 6(3), 341-350. DOI: 10.5465/amd.2020.0144.



		Reading: Research Methodology



		SAGE. 2023. SAGE Campus. Available at: https://sagepub.libguides.com/campus/courses (Accessed on 08 March 2023).

Trafford, V. & Lesham, S. 2012 Stepping Stones to Achieving your Doctorate: Focusing on Your Viva from the Start, Berkshire: Open University Press
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