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Abstract: This paper aims to examine the relationship among Transformational Leadership, Organizational
Learning and Organizational Innovation in the Telecom Sector of Pakistan. Data were collected through survey
questionnaires from 150 executives working in Head Offices of four major telecom companies of Pakistan i.e.
Mobilink, Ufone, Warid and Telenor. The SPSS 17 was used for data analysis. Factor analysis and cronbach’s
alpha were used to assess the validity and reliability of the instrument. Similarly, the relationship between the
variables was examined through correlation and regression analysis. Results reveal that Transformational

leadership

significantly and positively affects organizational learning and organizational innovation.

Moreover organizational learning partially mediates the relationship of Transformational leadership and
organizational innovation. Moreover, the managerial and theoretical implications of the study along with
limitations and suggestions for future research have also been discussed.
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INTRODUCTION

Service sector plays a vital role in the growth
and prosperity of Pakistan’s economy. After agriculture,
it is the second largest sector of Pakistan. In service
sector, Telecom sector is fastest growing and one of
the most prospective sectors that contributes largely
in the country’s GDP [1]. According to Pakistan
telecommunication Authority (PTA), telecom sector has
contributed about 363 billion rupees to the national
economy during 2012 which showed an increase of 5.4%
as compared to last year. Potential of this sector shows
that foreign direct investment in this sector amazingly
improved during the period of 2003-2006 from 21.8% to
54.1%. However, this sector has witnessed intense
competition during last few years. The total number of
mobile subscribers has reached to 119.8 million by the end
of May, 2012 [1]. In order to survive in this competitive
environment, organizations have to be creative and
responsive to the external environment.

Leadership plays important role to compete in the
dynamic business environment. Transformational leaders

are the charismatic personalities who can enhance
firm’s performance through innovation in services [2].
According to Calantone et al. [3], transformational
leaders can enhance the learning process which is
prerequisite of innovation in the organization. Firms that
have depth, breadth and pace of learning can innovate
and respond to external environment in a better way.
These organizations have capability and knowledge to
forecast and understand customer demands, own latest
technology and use it to make services innovative.
Therefore, transformational leadership is essential for
organizational success [3].

Numerous studies analyzed the impact of
transformational leadership on organizational performance
by intermediary constructs like flexibility [4], absorptive
capacity [5], entrepreneurship [6], congruence in top
management teams [7] and human capital [8]. However,
the impact of transformational leadership on
organizational innovation by the intermediary construct
of organizational learning has not been tested empirically.
Moreover, the relationships among transformational
leadership, organizational learning and organizational
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innovation have not been addressed collectively in
telecom sector of Pakistan. To the best knowledge of the
authors of the study, this is the first research of its kind in
Pakistan. Therefore, this leads to the following research
questions of this study:

* Does transformational leadership affect the level of
organizational learning in the telecom sector of
Pakistan?

*  Does transformational leadership affect the level of
organizational innovation in the telecom sector of
Pakistan?

* Does organizational learning mediates the
relationship between transformational leadership and
organizational innovation in the telecom sector of
Pakistan?

In the following part of paper, this study evaluates
the literature that will lead to a number of research
hypotheses. This is followed by a detailed description of
research methodology. Thereafter, observed results are
presented and discussed. The final part of the paper
shows the discussion on research findings, managerial
and theoretical implications, intrinsic limitations and some
directions for future research.

Literature Review

Transformational  Leadership:  Transformational
leadership is defined as the leadership that enhances the
sense of common interest among the employees of the
organization and supports them to obtain their common
goals. On the other hand, in transactional leadership
leaders emphasize on boosting their own interests and
their supporters and to fulfill the obligations of leaders
and their supporters [2]. Transformational and
transactional leadership styles are used by leaders at
different levels [9]. Employees are precious asset of the
firm, so for this precious asset, transformational leader
takes the task to promote their professional development
[2, 5,9, 10]. Transformational leader are loyal to the goals
of the organization and to encourage their followers to
achieve their organizational goals [2, 9]. Transformational
leaders grant stimulation by encouraging their supporters,
basically communicating their high expectations to
their employees. These leaders also approve logical
stimulation by enhancing employees’ brainpower,
learning and knowledge so the employees can be
inventive and better problem solvers [2].

Organizational Learning: Organizational learning is a
practice through which the organization improves the

knowledge created by employees in a structured
manner and transforms this knowledge into part of
the oranization's knowledge structure. Organizational
learning involves gaining knowledge, to share knowledge
and to utilize knowledge [11]. The expansion of new
qualities increases the organization's capability that
leads towards organizational learning. Now a day,
organizational learning is not a choice but a need for
the organizations. Lack of learning ability is the cause
of most firms vanishes before forty years have passed
[12,13].

Organizational Innovation: Innovation can be defined
as a new idea, method or device, the act of creating a
new product, service or process [14]. Organizational
innovation enhances the performance of the organization
by reducing the transaction and administrative costs.
Firms adopt organizational innovation to convey
competence in the business. The innovative
organizational method must be new to the organization
and it can be made by the firm itself or with the help of
the other organization [15]. Firms introduce changes in
their organizational setup. They modify the traditions of
managing things to compete with other organizations
and satisfy their customers [16]. The products with
higher level of innovation lead towards elevated sales
and financial performance and towards overall superior
business performance [8, 17].

The Impact of Transformational Leadership on
Organizational Learning: Past studies state connection
between leadership and organizational learning [12, 18-20].
Transformational leaders make teams and impart in
them a trend of get-up-and-go and facilitate them for
procedures of innovation and organizational learning
[9, 21]. This fashion allows organizations to be trained
by conducting tests, discovery, conversation and
communication [19, 20, 22-24]. The transformational
leader will be a channel, a counselor, a catalyst in
organizational learning. Transformational leaders create
better awareness and recognize the objective and
promote a collective vision, revise the training procedure
and create work teams. On the grounds of this discussion,
this study proposes the first hypothesis:

H1: A positive relationship exists between
transformational leadershipand organizational learning.

The Impact of Transformational Leadership on
Organizational Innovation: Numerous characteristics
of transformational leadership are correlated to
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organizational innovation [25, 26]. Transformational
leaders have an interactive vision; they give utmost
devotion to develop proficient communication and
sharing values [27] and encouraging work groups to
innovate [28]. They sustain shared methods for
organizational learning [29] and favorable mind-set
towards proficiency and mutual trust between leaders
and employees of the organization [30]. All of these
characteristics collectively permit to understand the
strong association between transformational leadership
and organizational innovation [31]. Therefore, this study
further proposes:

H2: A positive relationship exists between
transformational leadership and organizational innovation.

Impact of Organizational Learning on Organizational
Innovation: The broad and diverse literature on
organizational innovation has acknowledged the
significant assistance from organizational learning in the
past years. Most of these researches examine a positive
relationship between organizational learning and
organizational innovation [32, 28]. In depth, innovation
requires the greater extent of learning. So, for new
innovative products, services and procedures, the larger
extent of vital capability, expertise, latest and appropriate
knowledge is necessary [33]. Moreover, as learning
organizations are always loyal to learning process, so
their ability to innovate further improve and
consequently, they have less chances to miss the
opportunities posed by the market forces. Furthermore,

Table 1: Validity and Reliability Values

these organizations have capability to predict and
understand customer demands, have better and latest
technology and use it to innovative products. These
organizations also have a strong ability to recognize
competitor’s strengths and weaknesses and thus to learn
from their successes and failures and to create better
inventive capability than their competitors [32, 34]. Meeus
et al. [34] analyzed a sample of innovative firms to show
that more versatile activities insist firms to bring together
and swap information between users and producers,
which leads towards greater interactive learning.

Finally this study further proposes:

H3: Organization learning mediates the relationship
between transformational leadership and organizational
innovation.

Conceptual Model: On the basis of above hypotheses,
the conceptual model of this study has been shown in
Figure 1.

Data Collection & Measurement Scales: Data was
collected through questionnaire instrument from
respondents working in the telecom sector of Pakistan
(During January and February, 2013). Questionnaire
contains four sections and was presented along with
covering letter. In first section, managers were required to
provide demographic information that includes company
name, designation, age, gender, experience. Second
section consists of Transformational leadership items.

Factors & Items

Factor loads Cronbach's Alpha if Item Deleted

Factor 1: Transformational Leadership(KMO=0.738, Variance explained=81.12%, Alpha value=0.883)

Transmits the organization's mission, reason for being and purpose to all of the employees. 910 867
Increases employees’ level of enthusiasm 909 814
Emphasizes the use of employees’ intelligence .880 821
Factor 2: Organizational Learning(KMO=0.813, Variance explained=74.11%, Alpha value=0.813)

The organization has acquired and shared much new and relevant knowledge that provided competitive advantage. 909 831
The organization's members have acquired some critical capacities and skills that provided competitive advantage .892 817
Organizational improvements have been influenced fundamentally by new knowledge entering the organization (knowledge used). .847 884
The organization is a learning organization 791 858
Factor 3: Organizational Innovation (KMO=0.829, Variance explained=56.73%,Alpha value=0.882

Organization's emphasis on developing new products or services 702 871
Rate of introduction of new products or services into the market 876 .880
Organization's spending on new product or service development activities 764 872
Number of new products or services added by the organization and already on the market. 874 .887
Number of new products or services that the organization has introduced for the first time on the market 885 877
Investment in developing proprietary technologies 902 .868
Organization's emphasis on technological innovation 904 871
Organization’s emphasis on pioneering technological developments in its industry. 884 873

Transformational

.| Organizational
leadership learning

o] Organizational
innovation

T

Fig. 1: Conceptual model
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In third section of the instrument, organizational learning
is operationalized and finally, fourth section contains
items to measure organizational innovation. A total of
200 questionnaires were distributed among management
personnel working in head offices of Mobilink, Ufone,
Warid and Telenor. Out of 200 questionnaires, 150 were
returned back yielding 75% response rate. Seven point
Likert type scale ranging from l=strongly disagree to
7=strongly agree was used to measure the variables of the
study.

All the constructs were measured by using multiple
items from various studies. Transformational leadership
was measured by using scale of three items developed by
McColl-Kennedy and Anderson [35]. Organizational
learning was measured by four items used in previous
studies [5, 6, 36]. Similarly, Antoncic and Hirsch’s scale
[37] was used to measure organizational innovation.

The factor analysis and Cronbach’s Alpha analysis
were used to test the validity and reliability of the
measures (Table 1). The results show that all the measures
i.e. transformational leadership (¢=0.883, KMO=0.813 and
variance explained= 81.12%), organizational learning
(=0.813, KMO=0.813 and variance explained=74.11%)
and organizational innovation («=882, KMO=0.829,
variance explained= 56.73%) are valid and reliable.

RESULTS

Correlation Analysis: As the intention of this study is to
find the relationship between transformational leadership,
organizational learning and organizational innovation,
therefore correlation analysis between the variables have
been performed. Correlation coefficient (r)that contains a
single value between -1 and +1 is the useful technique to
summarize the relationship between two variables [38].

Table 2: Mean, S.D. &Correlation Coefficient Values

The correlation matrix has been shown in Table 2. It is
evident from the table that all the variables are
significantly correlated with each other. Moreover, means,
standard deviations of all variables are also presented in
the table. Mean rating of each factor is near or above to
six, it means each variable is rated high.

Regression Analysis: Regression analysis has been
carried out with the help of SPSS 17 to investigate the
impact of independent variable on dependent variable and
partial or full mediating effect of organizational learning.
Method suggested by Baronand Kenny [39] has been
used to find out the effect of mediator. Method follows
three steps. In the first step, the independent and
mediating variable must be significantly related. In the
second step, there should be significant relationship
between independent and dependent variable. In the third
step, when the mediating variable is introduced, the
impact of independent variable on dependent variable
must be significantly decreased. So we have used the
same procedure for regression analysis that was
introduced by Baron & Kenny [39] to perform mediation
analysis. Results of regression analysis are shown in
Table 3. As described in the first step, Adjusted R is .746
which shows that variation in organizational learning is
explained up to 74% through variation in independent
variable 1i.e. transformational leadership. Standard
regression  coefficient  between  transformational
leadership and organizational learning is significant
(=.744,p<.001) with significant T value (6.409, p<.001) and
F value (374.29, p<.001). In second step, Adjusted R? is
.618 indicating that the wvariation in organizational
innovation is explained up to 61% through variation in
independent variable i.e. transformational leadership.
Standard regression coefficient between transformational

Variable Mean S.D 1 2 3
1. Transformational leadership 6.1042 1.09 1
2. Organizational learning 6.0703 0.93 0.865™ 1
3. Organizational innovation 5.9757 0.820 0.788" 0.863" 1
Table 3: Regression Analysis
Steps Dependent variable  Independent variable — Standardized regression coefficients F T Sig  Adjusted R  Result
1 OL TRL 0.744 37429 6409  .000 .746 HI Accepted
2 OI TRL 0.592 206.68 14.376 .000 .618 H2 Accepted
4 (0)1 TRL 0.592 206.68 14376 .000 .618
TRL .260 157.04 2730  .007 .711 Partial mediation
OL 611 6.427  .000 H3 Accepted
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leadership and organizational innovation is significant
(B=.592, p<.001) with significant T value (14.376, p <.001)
and F value (206.68, p <.001). In third step, Organizational
learning is introduced into the overall model of
transformational leadership and organizational innovation.
The results indicate that standard regression coefficient
in case of transformational leadership has decreased in
magnitude but still is significant (f=.260, p <.001). Hence,
organizational learning partially mediates the relationship
between transformational leadership and organizational
innovation. So, all the study hypotheses i.e. HI, H2 and
H3 are well supported.

DISCUSSION AND CONCLUSION

Every organization needs charismatic leaders like
transformational leaders to boost their performance in
turbulent corporate environment. This study adds to such
performance enhancement by revealing the strategic
position of organizational innovation and organizational
learning. Management with such leadership awards the
standards within the organization which are hard to copy.
In particular, the results of the current study support
all the hypotheses, revealing that transformational
leadership enhances innovation and
organizational learning also plays avital mediating role in
this relationship.

The study
transformational leadership on organizational innovation
while considering organizational learning as mediating
variable. First, our empirical illustrates the
impact of transformational leadership on organizational

organizational

current illustrates the impact of

analysis

innovation. A significant positive relationship exists
between transformational leadership and organizational
innovation. The results elaborate the significance of
transformational leadership in generating organizational
innovation [21], which implies that strong and supportive
leadership leads towards organizational
Secondly, this study empirically tested the relationship
between organizational

innovation.

learning and organizational
innovation. The results show that both of these variables
are significantly and positively correlated. These findings
support the earlier researches [40-42] which implies
that organizational learning avoids stagnation and
promotes incessant innovation. Thirdly, the study tests
mediating relationship of organizational learning between
transformational leadership and organizational innovation.
The results suggest that organizational learning partially
mediates the relationship between transformational

leadership and organizational innovation.
Transformational leadership also stimulates organizational
learning. It can be concluded that transformational
leadership promotes organizational learning that in result
leads to organizational innovation and high competitive
advantage.

Hence, the organization that attains a vibrant and
pragmatic vision also organizational
innovation by making its own resources that are
exclusive, precious, difficult to swap and hard to replicate.
Two key variables that conclude organizational
innovation is therefore organizational learning and
transformational leadership, both of these have positive

andcausal effects [3, 43-45].

enhances

Theoretical Implications: Previously several researches
have been conducted on the impact of transformational
leadership, organizational innovation and organizational
learning on organizational performance [5, 3] in different
sectors but there are very few studies in the telecom
sector especially in Pakistani context. Transformational
leadership and its direct impact on innovation is a
relatively new concept for research in Pakistan. Although
results of this study are similar to previous researches in
the said field but it presents an insight into the spirit of
transformational leadership on organisational innovation
and the mediating role of organizational learning in the
telecom sector of Pakistan.

Managerial Implications: In order to maintain a
competitive edge in today’s market, corporate managers
have a dual mission of constantly creating extra value for
their customers while striving to cut costs and enhance
their productivity. To make this possible, the results of
this study proposes that business leaders in Telecom
sector should give more significance to transformational
leadership and organizational learning in order to enhance
organizational innovation.

This study exhibit a positive relation between
organizational innovation and learning. Innovative
organizations consistently discover and recognize how to
make and remain proficient. In the course of learning,
the organizations can change their activities and hence
renovate and reinvent their technology and production to
evade falling into sluggishness and promote
organizational innovation. In all of this process,
transformational leadership plays the crucial role of
providing direction,
continuous improvement [46-48].

guidance and motivation for
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CONCLUSION

This study has focused on telecom sector of
Pakistan only which includes very few companies.
Another restraint was the sample size as the data was
collected from management level personnel only.
Moreover, only instrument used in the study was
questionnaire and other Instrument like interviews could
have been used. As transformational leadership affects
the whole organizational environment from top to bottom
and also brings innovations in new and enhanced
products and services for the end users i.e. customers, so
in future researches, low level employees and customers
can also be included to study the interrelationship among
transformational leadership, organizational learning and
innovation. Finally, this study only analyses the relation
between transformational leadership and organizational
innovation through organizational learning. Although
some other selected intermediate variables can also be
used like technology, teamwork or shared vision [33].

REFERENCES

1. Hassan, M., A.A. Malik and M.F. Faiz, 2012. An
Empirical Assessment of Service Quality And Its
Relationship With Customer Loyalty Evidence From
The Telecom Sector of Pakistan. International Journal
of Asian Social Science, 2(10): 1647-1663.

2. Bass, B.M. and B.J. Avolio, 2000. MLQ multifactor
leadership questionnaire technical report. Thousand
Oaks. Sage Publications.

3. Calantone, R.J., T.S. Cavusgil and Y. Zhao, 2002.
Learning orientation, firm innovation capability and
firm performance. Industrial Marketing Management,
31:515-24.

4. Rodriguez, Ponce E., 2007. Leadership styles,
strategic decision making and performance: an
empirical study in small and medium-size firms.
Interciencia, 32(8): 522-8.

5. Garcia Morales, V.J., F.J. Lloréns Montes and
A.J. Verda Jover, 2008a. The effects of
transformational leadership on organizational

performance through knowledge and innovation.
British Journal of Management, 19(4): 299-319.

6. Garcia Morales, V.J., F.J. Lloréns Montes and
A. JVerdua Jover, 2006. Antecedents and
consequences of organizational innovation and
organizational  learning entrepreneurship.
Industrial Management Data Systems,
106(1-2): 21-42.

in
and

7.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

1377

Colbert, A.E., A.L. Kristof, B.H. Bradley and
M.R. Barrick, 2008. CEO transformational leadership:
the role of goal importance congruence in top
management teams.
Journal, 51(1): 81-96.
Zhu, W.C., LK.H. Chew and W.D. Spangler, 2005.
CEO transformational leadership and organizational

Academy of Management

outcomes: the mediating role of human-capital-
enhancing human resource management. Leadership
Quarterly, 16(1): 39-52.

Bass, B.M., 1999. Two decades of research and
development in transformational leadership.
European Journal of Work and Organizational
Psychology, 8(1): 9-32.

Garcia Morales, V.J., F. Matias Reche and N. Hurtado
2008b. of

leadership organizational

Torres, Influence transformational

on innovation and
performance depending on the level of organizational
learning in the pharmaceutical sector. Journal of
Organizational Change Management, 21(2): 188-212.
Di Bella, A., E. Nevis and J. Goul, 1996.
Understanding organizational learning capability.
Journal of Management Studies, 33: 361-79.

Senge, P.M., 1990. The fifth discipline. Doubleday
Publication.

Argyris, C. and D.A. Schon, 1996. Organizational
learning II: theory, method and practice. London:
Addison-Wesley.

PDMA, 2004. The PDMA Glossary for New Product
Development. Product Development
Management Association, http://www.pdma.org/.
Polder, M., G.V. Leeuwen, P. Mohnen and W.
Raymond, 2010. Product, process and organizational
innovation: drivers, complementarity  and
productivity effects: UNU-MERIT, Maastricht
Economic and Social Research and Training Centre
on Innovation and Technology.

Ettlie, J.JE. and E.M. Reza, 1992. Organizational
integration and process innovation. Academy of
Management Journal, 35(4): 795-827.

Gatignon, H. and J.M. Xuereb, 1997. Strategic
orientation in the firm and new product performance.
Journal of Marketing Research, 34(1): 77-90.
McGill, M.E. and J.W. Slocum, 1992. Management
practices in learning organizations. Organizational
Dynamics, 21(1): 5-17.

Tushman, M.L. and D.A. Nadler, 1986. Organizing
for innovation. California Management Review,
28(3): 74-92.

and



20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

World Appl. Sci. J., 27 (10): 1372-1379, 2013

Senge, P.M., (Ed.), 1994. The fifth discipline
fieldbook. Random House Digital, Inc.

McDonough, E.F., 2000. Investigation on factors
contributing to the success of cross-functional
teams. Journal of Product Innovation Management,
17: 221-35.

Slater, S.F. and J.C. Narver, 1995. Market orientation
and the learning organization. Journal of Marketing,
59(3): 63-74.

Menguc, B., S. Auh and E. Shih, 2007.
Transformational leadership and market orientation:
implications for the implementation of competitive
strategies and business unit performance. Journal of
Business Research, 60(4): 314-21.

Lei, D., J.JW. Slocum and R.A. Pitts, 1999. Designing
organizations for competitive advantage: the power
of unlearning and learning. Organizational Dynamics,
28(3): 24-38.

Shao, L. and S. Webber, 2006. A cross-cultural test of
the of  personality
transformational leadership’. Journal of Business
Research, 59(8): 936-944.

Gumusluoglu, L. and A. Ilsev, 2009. Transformational
leadership, creativity and organizational innovation.
Journal of Business Research, 62(4): 461-473.
Adair, 1., 1990. The challenge of innovation. The
Talbot Adair Press, 15(33): 211-43.

Tushman, M. and D. Nadler, 1986. Organizing for
Innovation. Management Review,
28(3): 74-92.

Manz, C., D.T. Barstein, T.J. Hostager and
G.L. Shapiro, 1989. Leadership and innovation: a

‘five-factor model and

California

longitudinal process view. Research on the
management of innovation: the Minnesota Studies,
pp: 613-636.

Scott, S.G. and R.A. Bruce, 1994. Determinants of
innovative behavior: A path model of individual
innovation in the work place. Academy of
Management Journal, 37(3): 580-607.

Kanter, R.M., 1983. The Change masters. New York:
Simon and Schuster.

Calantone, R.J., T.S. Cavusgil and Y. Zhao, 2002.
Learning orientation, firm innovation capability and
firm performance. Industrial Marketing Management,
31:515-24.

Senge, P., C. Roberts, R.B. Ross, B.J. Smith and
A. Kleiner, 1994. The fifth discipline field book. New
York: Doubleday Publ.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43

44.

45.

1378

Meeus, M.T., L.A. Oerlemans and J. Hage, 2001.
Patterns of interactive learning in a high-tech region.
Organization Studies, 22: 145-72.

McColl-Kennedy, J.R. and R.D. Anderson, 2002.
Impact of leadership
subordinate performance.
13: 545-59.
McColl-Kennedy, J.R. and R.D. Anderson, 2002.
Impact of leadership
subordinate performance.
13: 545-59.
Antoncic, B.

style and emotions
Leadership Quarterly,

on

style and emotions
Leadership Quarterly,

on

R.D.  Hisrich, 2001.
Intrapreneurship: construct refinement and cross-
cultural validation. Journal of Business Venturing,
16(5): 495-527.

Welkowitz, J., B.H. Cohen and R.B. Ewen, 2006.
Introductory Statistics for the Behavioural Sciences.
6" Ed. New Jersey: John Wiley and Sons, Inc.
Baron, R.M. and D.A. Kenny, 1986. The moderator-
mediator variable distinction in Psychological
conceptual, strategic and statistical
considerations. Journal of Personality and Social
Psychology, 51(6): 1173-1182.

Thomas, J.B., S.W. Sussman and J.C. Henderson,
2001. Understanding: ‘strategic learning’: linking
organizational learning, knowledge management and
sensemaking. Organization Science, 12: 331-45.
Bessant, J. and J. Buckingham, 1993. Innovation and

and

research:

organizational learning: the case of computer-aided
production management. British Journal of
Management, 4(4): 219-37.

Glynn, M.A., 1996. Innovative genius: a framework
for relating individual and organizationalintelligences
to innovation. Academy of Management Review,
21: 1081-111.

Zahra, S.A., R.D. Ireland and M.A. Hitt, 2000.
International expansion by New Venture firms:
international diversity, mode of market entry,
technological learning and performance. Academy of
Management Journal, 43: 925-50.

Hurley, R.F. and G.T. Hult, 1998. Innovation, market
orientation organizational learning:
integration and empirical examination. Journal of
Marketing, 62: 42-54.

Danneels, E. and E.J. Kleinschmidt, 2001. Product
innovativeness from the firm's perspective:
dimensions and their relation with project selection
and performance. The Journal of Product Innovation
Management, 18: 357-73.

and an

its



46.

47.

World Appl. Sci. J., 27 (10): 1372-1379, 2013

Rahimi, G., G.V. Damirchi and M.H. Seyyedi, 2011.
Surveying of Organizational Culture and
Management Behavior Affect in Organizational
Innovation (Case Study: Agriculture Organization of
Eastern Azerbaijan in Iran). World Applied Sciences
Journal, 14(11): 1763-1769.

Danish, R.Q., Y. Munir, S. Nazir, H. Abbasi and
H. Hunbal, 2013. Effect of Knowledge Sharing,
Participative Decision Making and Transformational
Leadership on Organizational Performance. World
Applied Sciences Journal, 24(10): 1339-1347.

1379

48. Saeed, S.A.A., HM. Gelaidan and F. Ahmad, 2013.

New Leadership Style and Lecturers’ Commitment in
Yemen Higher Education Institutions. World Applied
Sciences Journal, 21(10): 1460-1467.



