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ABSTRACT:

Higher education in underdeveloped countries like Uganda has changed over the past 20 years,
and innovation is crucial to addressing these changes. Based on the combined theoretical
perspective of: Social exchange theory, Denison’s organizational cultural model and Spritzer’s
empowerment model, the present study examines the relationship between perceived
organizational support (POS), servant leadership (SL), organizational culture (OC), and innovative
work behavior (IWB) among academic staff in Uganda’s public universities. Specifically, this
study focused on examining the relationships between: i) POS and IWB ii) SL and IWB iii) OC
and IWB i1v) POS and psychological empowerment (PE) v) SL and PE vi) the mediating effect of
PE on the relationship between POS and IWB vii) the mediating role of psychological
empowerment on the relationship between SL and IWB. To achieve the study’s objectives, a cross-
sectional and mixed-method study approach- which combines quantitative and qualitative methods
was adopted using a sample of academic staff from Uganda’s public universities. Based on 308
valid observations, the quantitative data analysis included structural equation modeling, zero order
correlations, and descriptive statistics using SPSS 19 and AMOS V.21tvm. For mediation analysis,
the bootstrap approach using AMOS was used. The qualitative data was collected from 10
universities; the point of saturation was reached after 28 senior managers and analysed using the
Gioia methodology with the aid verbatim quotes to account for the emerging themes. The findings
of direct effects confirmed a positive relationship between POS, SL, OC and IWB. The findings
also established that the relationship between POS, SL and IWB is positively and partially
mediated by PE. This study concludes that the alternative path to improvements in IWB integrates
individual (perceived organizational support, servant leadership, and psychological
empowerment) and organizational perspectives (organizational culture), especially in public
university setting. The results provide support to the theoretical grounding of this research. Based
on the study’s findings, policymakers- that is, the NCHE, the Ministry of Education, and Sports,
as well as other relevant government agencies, ought to prioritize development of IWB. To
accomplish this, governments and organizations can foster a psychologically enabling
environment, promote collaboration and information exchange, provide employees with
development and growth opportunities, and reward and acknowledge creative thinking. Innovation
can also be further stimulated by encouraging open communication, accepting different
viewpoints, and questioning assumptions. From the theoretical viewpoint, this study emphasizes
the role of the individual level factors in IWB studies, and the mediating influence of PE in
explaining the relationship between POS and SL with IWB. This study is not without limitations.
First, it was based on cross-sectional research design. Since cross-sectional studies are inherently
prone to common methods bias, a longitudinal approach in the replication of the study is advised
to explore the development of IWB construct over time. Also, this study solely considered POS,
SL, OC and PE as factors explaining IWB. We suggest that other factors and dimensions should
be the focus of future studies.

Keywords: Perceived Organizational Support, Servant Leadership, Organizational Culture,
Psychological Empowerment, Innovative work Behavior
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CHAPTER ONE:

INTRODUCTION
1.1 Background to the study:
As a result of the recent global developments, the higher education sector is currently under
constant pressure to maintain its market share, find a workforce that contributes more value, and
increase supply while maintaining quality (Abidi et al., 2022; Alshathri, 2020). This problem is
made worse by increased competitiveness and digital transformation (Tanveer et al., 2022;
Aboobaker et al., 2021). Consequently, it becomes extremely vital to manage innovative work
behavior (IWB) in institutions of higher learning (IHL) (Ibus et al., 2020; Dan et al., 2020).

Over the past two decades, the theme - IWB has consistently gained significant attention
from both scholarly and business spheres due to its relevance not only for gaining a competitive
edge (Tanveer et al. 2022), adaptability to societal changes (Johari, Wahat, and Zaremohzzabieh
2021), increased client satisfaction (Ibus, Wahab, and Ismail 2020) but also in promoting
organizational viability (Sadry, Zeerak, and Popalzai 2022). This implies that IHL, specifically
Universities need to manage academic staff’s innovative behavior to adapt to a world that is
evolving rapidly, update instructional technologies, and get fresh perspectives, cultivate students’
innovative thinking and maintain competitiveness (Zeng & Xu, 2020; Tanveer et al., 2022; Wao
et al., 2022). IWB is defined as the contribution of individuals and groups within an organization
to the implementation of new duties, services, goods, or concepts related to the workplace to
produce desired results (Tanveer et al., 2022).

Research indicates that although THL is a major force behind economic growth and social
development, as well as a center for knowledge and innovation, job creation, and poverty

alleviation, their rate of innovation is insignificant (Osano, 2021; Ardianti et al., 2024; Kruger &



Steyn, 2024). In most IHL, the lack of innovation capacity among academic staff continue to
emerge as a significant challenge (Liao & Zhu, 2021; Rahmawati et al., 2020; Supriyadi et al.,
2020; Phuong et al., 2021). Scholars show that most organizations and specifically THL fail to
develop unique solutions and novel concepts (Carvalho et al., 2023; Kusmaryani, 2022). For
instance, a survey carried out in Australia and New Zealand found that only 3% of creative ideas
were generated by university staff (Arundel, Bowen-butchart, and Gatenby-Clark 2016). In south
America, in a survey of public and private universities in Brazil, only 3% of academic staff were
considered innovative (Claudia Beatriz 2018). Asia presents relatively a similar picture. For
example, a study done in Philippines revealed that only 22.6% of university faculty staff were able
to innovate (Arangote 2021). In East Africa, Wao et al., (2022) contends that only 10% of student
research projects in Kenya and Uganda are tied to societal issues, demonstrating that academics
lack the entrepreneurial abilities to generate, promote, realize, and execute ideas.

Specific to Uganda, research and innovation received a paltry 21% rating in the NDPIII
Innovation and Technology Report, (2020). Moreover, according to the NDPIV Report, (2025),
innovation is still not being utilized or funded sufficiently to generate the momentum required for
value addition, industrialization, and socioeconomic change. In addition, due to few avenues for
efficient knowledge transfer and commercialization, more than 70% of research and innovation
outputs from universities stagnate at the prototype stage and are not commercialized (NDPIV
Report, 2025).

Furthermore, the majority of Ugandan employees still demonstrate inadequate IWB, as
evidenced by their incapacity to create demand-driven programs to satisfy the nation's pertinent
and constantly shifting labour market demands, their failure to embrace online delivery

technologies, and their lack of innovative skills (Namono et al., 2021; Basemera et al., 2016).



Despite the growing research attention on innovation (Morales et al., 2024; Phuong et al.,
2021) there are limited studies about how innovation might be encouraged at the individual level
(Hashim, 2020; Bos-Nehles et al ., 2017; Musenze et al., 2022; Bos-Nehles et al., 2019; Morales
et al., 2024). Existing studies on IWB have thus assumed an organizational perspective to
innovation (Jankelova, Joniakova, and Misun 2021). These studies argue that process, service and
product innovations might be promoted by organizations (Chongvisal 2020). This approach
ignores the assertion that organizations do not have ideas, yet individuals who work within
organizations do (Zreen, Farrukh, and Kanwal 2021). Moreover, as argued by Hari (2021),
individuals’ contribution to the innovation process cannot be separated from organization-wide
innovation since employees hold the ability to develop unique solutions and novel concepts (Ayadi
2021). Similarly, the capacity of IHL to innovate largely depends on the extent of employees’
IWB capabilities (Kundu et al., 2020; Mozie & Mahadi, 2024). Despite this, limited studies on
creative work practices and behaviors in the higher education industry exist (Tesfa & Walia, 2019;
Etikariena & Widyasari, 2020; Ardianti et al., 2024; Pokhrel, 2024). Moreover, employees’ IWB
are crucial not only because of the increasingly developed technologies for teaching and learning
purposes(Zainal and Matore 2019), but also due to the roles academic staff play in supporting
educational change and development.

Numerous research has also recognized the significant connection between organizational
culture (OC) and work outcomes like IWB (Khan et al., 2020; Gautam, 2020; Aboramadan et al.,
2020). An organization's collection of various values, norms, and beliefs (Hamid and Durmaz
2020), direct employees' thoughts, emotions, and behavior (Aryani and Widodo 2020), and equally
influence how individuals behave (IWB). Further, studies show that perceived organizational

support (POS) (Akhtar et al., 2019; Mustika et al., 2020; Kwahar et al., 2021) and Servant



Leadership (SL) (Olaleye and Solanke 2021) are related to IWB. In accord with the Social
Exchange Theory (SET), when employees view assistance favorably, they reciprocate those
impressions (Blau, 1964) by improving their IWB. Similarly, studies have established significant
association between psychological empowerment (PE) with IWB (Maan et al., 2020; Jiwon &
Kim, 2022). Employees feel psychologically empowered, important at work, competent,
influential, and autonomous when cared for, valued, and given support in the form of rewards,
training opportunities, among others, by their respective organizations.

Importantly, despite findings by scholars indicating the positive and significant effect of
POS and SL on IWB (Wiggins, 2021; Zeng & Xu, 2020; Wahyu et al., 2024), other empirical
studies (Amin et al., 2022; Jiwon et al., 2022) show conflicting results. Given these inconsistent
results, it is possible that there is an intermediary component that explains the POS, SL- IWB
relationship. Scholars have argued that in the face of contradictory results, it is important to
integrate a process variable with a definitive role as either a mediator or moderator to account for
the aforementioned relationship (Namaz, 2016; Pokhariyal, 2019; Kouam, 2024). Biased or
insufficient conclusions may result from research studies' inadequate incorporation of mediating
variables (Kouam, 2024; Pokhariyal, 2019). Prior scholars have revealed that PE mediates the
association between POS, SL, and IWB (Jiwon & Kim, 2022; Faraz et al., 2019). Despite these
interesting findings, PE mediation models have received relatively little empirical attention in
literature (Jiwon Park & Kim, 2022; Faraz et al., 2019). Thus, this study argues that PE may be
the underlying mechanism to account for the SL, POS-IWB relationship, particularly in the context

of Uganda's THL.



Furthermore, prior studies have employed a single-theoretical approach (Muhammad et al.,
2020; Abdullah & Salam, 2022; Akram et al., 2024). No single theory, however, can fit all
contexts, rather, depending on the context and time, single theory may have more explanatory
power (Mahmud 2020). The multi-theoretic approach served as the basis for this study for
theoretical triangulation (using elements from several theoretical perspectives) and
complementary (to produce a range of insights) purposes (Cairney, 2013; Vivek et al., 2023). This
was predicated on two models and one theory. A theory is a body of knowledge that seeks to
explain robust phenomena; models, on the other hand, are instantiations of theories, often more
concrete and narrower in scope, usually applied to a specific aspect of a given theory, offering a
more local description or understanding of a phenomenon (Fried 2020). According to the above
perspective, theoretical models are condensed depictions of reality (Martens 2020). Thus, models
and theories aim to depict the real nature of the world and its underlying processes. This strategy
was used to integrate the Spreitzer Empowerment Model (1995), Denison's OC Model (Denison,
2000), and the SET (Blau, 1964). Based on these theories, the actions involved in managing IWB
are associated with POS and servant leadership (Blau, 1986), OC (Denison, 2000) and PE
(Spreitzer, 1995).

Therefore, constructs of OC, POS, SL and PE were developed and integrated for the
purpose of deeper understanding of IWB in IHL. The SET (Blaul964) creates a reciprocal rapport
between behavior and the work surrounding (Mustika et al., (2020). Maan et al., (2020) argues that
employees’ attitudes towards the fundamental procedures that make up their organization- of
which POS and servant leadership are among, have an impact on the way they behave. However,
this theory reduces social interaction to economic transactions and views human behavior as an

exchange (Zafirovski, 2014; Homans & Blau, 2023). This claim ignores the attitudes, values, and



behaviors that impact how individuals behave within an institution. It is crucial to remember that
people's reciprocation is influenced by the cultural orientations and social norms that regulate
social exchange (Ahmad et al. 2023).

According to Denison’s OC Model (Denison, 2000), OC can inspire innovation and
creativity among staff members as it pushes them to adopt it as a guiding principle (Aboramadan
et al. 2020). However, the four characteristics listed by Denison (1990): mission, consistency,
adaptability and involvement are ignores employees’ psychological aspects, yet these are crucial
for IWB (Buhumaid 2022). Also, this model has restrictions in that it does not indicate an
organization's capacity to enable individuals to conform to its culture (Abane, Adamtey, and Ayim
2022). Yet, employees must believe that they have a voice in decision-making, that their opinion
is heard, and that organizational goals directly relate to their work to effectively contribute to IWB
(Spreitzer, 1995), hence the need for PE.

Consistent with the Employee Empowerment Model (Spritzer, 1995), employees who
perceive PE view themselves as more influential, independent, proactive and capable of producing
innovative solutions (Kustanto et al. 2020). Considering this, this research made a unique
contribution by developing an alternative IWB model based on the above definite theories.
Generally, given that Uganda’s IHL have a momentous influence in the country’s social-economic
development (Muhammad et al., 2021), it is reasonable to argue for a distinct inquiry into

employees’ IWB.



1.2 Statement of the Problem

Despite Government initiatives to improve academic staff IWB, such as funding for
innovation, raising salaries, and enacting laws (such as The National Science, Technology, and
Innovation Policy 2009), low IWB still persists (Namono et al. 2021). This is demonstrated by a
lack of inspiration to innovate, inadequate adoption of online collaborations, and failure to
integrate digital technology and artificial intelligence (Al) platforms into teaching (Bwire et al.,
2020; Mugizi et al., 2023) and 79% of faculty members have failed to used online Learning
Management Systems (LMS) (EILU et al. 2024).

Prior research on IWB has taken the organizational perspective (innovative processes and
systems) while ignoring the individual contribution to the process, despite the fact that both
individual and organizational perspectives are essential for successful innovation processes (Wao
et al. 2022). Individual creativity determines new ideas and opportunity recognition (Hock-
Doepgen et al. 2025), and employee behavior determines innovation in organizations ((Ayoub,
Almahamid, and Al Salah 2023). Additionally, its individuals who create, initiate, and implement
new ideas at work (Namono et al., 2021). As a result, the inclusion of individual perspectives
provided a unique and expanded understanding of IWB to the present body of knowledge.

Also, existing studies on POS, SL and Organizational Culture (Kwahar, 2021; Khan, et al.,
2022; Muhammad et al., 2020) are limited and thus, perpetuated the problem. Scholars reveal that
IWB is influenced by Servant leadership (Aboramadan et al., 2022) and Perceived organizational
support (Jiwon & Kim, 2022). However, these studies have not integrated psychological
empowerment as underlying mechanism through which Perceived organizational support and
Servant leadership affect IWB, thus, rendering such relationships unexplored. This study intended

to bridge this gap by investigating employee IWBs in Uganda’s public universities.



1.3 Purpose of the study

The study sought to examine the relationship between perceived organizational support, servant

leadership, organizational culture, psychological empowerment and innovative work behavior

among academic staff in public universities in Uganda.

1.4 General Objective of the study:

The study aimed at examining the relationship between Perceived organizational support, Servant

Leadership, and organizational culture with innovative work behaviors, and how the relationship

between Perceived organizational support and SL with IWB is mediated by psychological

empowerment among Uganda’s public universities.

1.5 Specific Objectives of the study:

The objectives of the study were:

1)

2)

3)

4)

S)

To investigate the relationship between perceived organizational support and innovative

work behavior among academic staff in public universities in Uganda.

To examine the relationship between servant leadership and innovative work behavior

among academic staff in public universities in Uganda.

To determine the relationship between organizational culture and innovative work behavior

among academic staff in public universities in Uganda.

To investigate the relationship between perceived organizational support and

psychological empowerment among academic staff in public universities in Uganda

To investigate the relationship between servant leadership and psychological

empowerment among academic staff in public universities in Uganda



6) To investigate whether psychological empowerment mediates the relationship between
perceived organizational support and innovative work behavior among academic staff in

public universities in Uganda.

7) To investigate whether psychological empowerment mediates the relationship between
servant leadership and innovative work behavior among academic staff in public

universities in Uganda.

8) To examine the relationship between psychological empowerment and academic staff

innovative work behavior in public universities in Uganda.
1.6 Research Questions

The following research questions were addressed by the current study in light of the research

gaps listed in the problem statement:

a) How has the innovative work behavior been perceived by academic staff in public
universities of Uganda?

b) What factors, practices and processes drive innovative work behavior among academic
staff of public universities of Uganda?

c) What are the constraints to the innovative work behavior among the academic staff in

public universities of Uganda?

1.6 Research Hypotheses

The research hypotheses are included in table 1.1 below



Table 1.1 Objectives and Hypotheses

S/N | Objectives Hypotheses

1 To investigate the relationship between HI1: Perceived organizational support
perceived  organizational  support and has a positive and significant
innovative work behavior among academic relationship with innovative work
staff in public universities in Uganda. behavior.

2 To examine the relationship between servant H2: Servant leadership has a positive
leadership and innovative work behavior and significant effect on innovative
among academic staff in public universities in work behavior.

Uganda.

3 To determine the relationship between H3: Organizational culture has a
organizational culture and innovative work positive and significant impact on
behavior among academic staff in public innovative work behavior.
universities in Uganda.

4 To investigate the relationship between H4: Perceived organizational support
perceived  organizational  support and has a positive and significant impact
psychological empowerment among academic on psychological empowerment.
staff in public universities in Uganda

5 To investigate the relationship between HS: Servant leadership has a positive
servant  leadership and  psychological and  significant impact on
empowerment among academic staff in public psychological empowerment.
universities in Uganda

6 To investigate = whether psychological H6: Psychological empowerment
empowerment mediates the relationship mediates the relationship between
between perceived organizational support and Perceived organizational support
innovative work behavior among academic and innovative work behavior.
staff in public universities in Uganda.

7 To investigate whether psychological H7: Psychological empowerment
empowerment mediates the relationship mediates the influence of SL on
between servant leadership and innovative innovative work behavior.
work behavior among academic staff in public
universities in Uganda.

8 To examine the relationship between HS8: Psychological empowerment has a

psychological empowerment and academic
staff innovative work behavior in public
universities in Uganda.

significant and positive impact on
innovative work behavior.
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1.8 Significance of the study:

This study made several scholarly and managerial contributions. First, by detailing numerous
theoretical and practical methods for fostering IWB in public universities. In general, this research
had theoretical value since it illustrated how the SET can be used to explain how servant
leadership, POS and IWB interact within a single model. Also, by shedding light on significant
models like the Spritzer Employee Empowerment Model (1995) and the Denison OC Model
(2000) that place an emphasis on people’s distinctive work practices, this work increased academic
understanding. It indirectly changed the direction of study on the elements that predict IWB in
the environment of public universities.

Our study's findings had practical implications for businesses and managers who value
employees' innovative work behavior. We suggested that PE mediates the link between POS, SL,
and employees' IWB in the current study. Organizations can therefore enhance their workforce's
feelings of ownership, perceptions of encouragement, and attention to management innovative
practice. Employees voluntarily devote themselves to innovation and actively look for new
solutions when they regard it as their own responsibility and mission (You et al. 2022).

Individual characteristics can affect the innovation process (Ilham et al. 2022), therefore,
fostering an innovative culture improves innovative attention. To improve social welfare and gain
an advantage in regional and global competition, it is crucial to instill a culture of innovation in
countries through education(Tura and Akbasli 2022). This implies that for such a culture to
emerge, these behaviors must exist in the workplace. As a result, it was anticipated that the fresh
empirical findings of this study would inspire university management to encourage innovative
culture among staff. Therefore, to facilitate the implementation of suitable solutions and raise

university rankings, this study highlighted more novel insights into IWB.
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According to the current literature review, IHL continue to disregard the concept of IWB
as a core research field (Tesfa and Walia 2019). The study's findings focused on how to encourage
staff at public universities to engage in IWB. It was expected that human resource policies and
initiatives would be developed, reviewed, and put into action based on the study's findings to

improve academic staff innovation in the Ugandan education sector.

1.9 Scope of the Study:

1.9.1 Content Scope:

This study was about employee innovative work behavior. The study specifically sought to
determine the relationship between perceived organizational support, servant leadership style,

organizational culture, and innovative behavior of public universities.

1.9.2 Geographical Scope:

The academic staff of ten (10) public universities in Uganda—Makerere University, Kyambogo
University, Mbarara University, Gulu University, Busitema University, Muni University, Lira
University, Kabale University, Soroti University, and Mountains of the Moon University—were
the focus of this study. The decision to focus on academic staff is congruent with research findings
that demonstrate the importance of academic staff members' inventive capabilities to
organizational success(Tura and Akbasli 2022). Furthermore, earlier studies found that public
university academic staff played a major role in achieving institutional goals like innovative and
sustainable national development (Ardianti et al., 2024; Ibus et al., 2020) Nevertheless, they are
strategically important to the institution's operations, and their ability to innovate has a noteworthy

influence on educational standards, so the study of this group is pertinent.
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CHAPTER TWO:
THEORETICAL AND CONCEPTUAL FRAMEWORK

2.0 Chapter overview

A theoretical framework is a collection of ideas with logical connections developed from
one or more theories (Varpio et al. 2020). It provides the basis for research, reflecting the study's
hypothesis (Muwani et al., 2020). A theoretical framework explains linkages between existing
knowledge and previously held beliefs about complex phenomena (Collins and Stockton 2018).
Based on SET (Blau, 1964), Denison’s’ organizational culture model (Denison, 2000) and Spritzer
Employee Empowerment Model (Spritzer, 1995), the study’s purpose was examining the
relationship between POS, SL and IWB through PE. Further the study will investigate the
relationship between OC and IWB.

In view of social exchange and the reciprocity standard, POS encourage employees to
exhibit positive attitudes and behaviors (Blau, 1964). Accordingly, academic staff will feel
psychologically empowered to complete their tasks, which will have a positive influence on their
IWRB, if they perceive that their institutions support them in their research and teaching (Wiggins
2021). Therefore, psychologically empowered employees actively embrace their professional
responsibilities, take ownership of their work-related behaviors, and positively influence their
workplace (Jiwon & Kim, 2022). By empowering and encouraging individuals to take risks,
servant leadership improves IWB (Faraz et al. 2019). Organizational culture significantly affects
employee behavior, particularly IWBs (Abid et al.,, 2019). Despite their limitations in

applicability, the three theories used in this study provided a better explanation of IWBs.
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2.1 Theoretical Background
2.1.1 Social Exchange Theory (Blau 1964)

This research was informed by the SET (Blau1964), which creates a reciprocal association
between behavior and the work environment (Mustika et al. 2020). The SET asserts that people
make rational decisions in order to optimize positive social connections (Arsawan et al. 2020).
Thus, it is possible to conceptualize the relationship between managers and staff as one of social
exchange (Gao and Liu 2021). Leaders that show their support for their team members typically
see positive work attitudes and novelty in return (Wang et al., 2022). According to the reciprocity
rule, employees must act accordingly to their expectations of how they would be treated
(Blau1964).

Maan et al. (2020) explained that employees’ attitudes towards the fundamental procedures
that make up their organization- of which POS is one, have an impact on how they behave (IWB).
According to Li et al., (2022), employees are motivated by organizational support to work towards
achieving organizational goals as a method of contributing to the organization. In addition, SET
stipulates that psychological obligations that result from feeling as though the organization is
supportive and caring might lead to creative thinking (Inam et al. 2021). Thus, IWB is significantly
impacted by POS. POS refers to employee's assessment of the institution’s concern for their
wellbeing and appreciation of their work (K’osuri et al., 2020).

The SET (Blau 1964) and the reciprocity principle state that when workers believe their
leaders are important and exhibit traits such as emotional healing, empowering, conceptual skills,
ethical behaviors, consideration for subordinates’ growth and success and create benefit to the
community (Liden et al., 2015), they respond by contributing innovatively(Liao and Zhu 2021).

The attitudes and behaviors of subordinates in respect to innovation are greatly influenced by
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servant leadership practices as highlighted above on an individual basis (Sawan 2020), based on
trust and reciprocity between parties (Aboramadan et al. 2022). When leaders practice servant
leadership, their actions are positively and innovatively correlated (Mardhayiska, Bagus, and
Surya 2021).

Since social connections are governed by social rule systems, especially norms, and
because SET views human behavior as an exchange and reduces social contact to economic
transaction, it is exceedingly difficult to conduct cost-benefit analysis (Zafirovski, 2014; Homans
& Blau, 2023). Thus, the theory ignores the cultural traits like social factor or societal norms that
affect social interactions and have impact on how a recipient reciprocates (Deng et al. 2021).
Furthermore, academics like Kirin et al., (2020) assert that the culture is very important in an
institution’s success. IWB needs to be founded on shared organizational values, assumptions, and
beliefs in order to thrive and compete (Setyawasih and Buchdadi 2022). Denson's organizational
culture model was presented in light of this theoretical argument in order to close the gap and offer

a more thorough explanation of workers' IWB.

2.1.2 Denison’s Organizational Culture Model (1990)

The collective set of values and conduct within an organization is referred to as
organizational culture (Aboramadan et al. 2020). Denison (2000) asserts that corporate culture is
founded on four fundamental characteristics: mission, consistency, adaptability, and involvement.
Mission means establishing strategic objectives through statements of organization’s purpose and
direction. It is observed through indices like strategic direction, goals, objectives, and vision
(Pirayeh, Mahdavi, and Nematpour 2011). Consistency means that employee behavior is based

on ideals, procedures, and processes that form agreements and synchronize actions for
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establishment of a strong culture. It consists of consensus, integration, coordination, and
fundamental principles (Kirin et al. 2020). The term "adaptability" refers to an institution’s
capacity to respond to environmental changes and new client needs (Tulcanaza-Prieto, Aguilar-
Rodriguez, and Artieda 2021). Adaptability assesses an organization's capacity to evolve, take
chances, learn from errors, and respond to customer needs (Wahyuningsih et al. 2019).
Involvement refers cultural characteristic that tries to promote human talent on all levels, empower
individuals and structure the business around groups (Abane et al. 2022). Sadry et al. (2022)
revealed that participating in work entails developing people's capacity, authority, and sense of
responsibility. Empowerment, a focus on the team, and the development of competencies are all
ways that employers can ensure their staff members are involved in decision-making (Addai and
Prempeh 2020). Therefore, to maintain its worth, a company must create and implement an
innovation culture for the necessary future competitive capacities (Shayah 2019). As a result,
culture can inspire creativity among staff members because it pushes them to adopt it as a guiding
principle (Aboramadan et al. 2020).

Research has consistently shown that an organization's culture determines whether it
succeeds or fails (Sadry et al. 2022). However, the four characteristics listed by Denison (1990)
ignores employee psychological aspects (Buhumaid 2022), yet vital for innovative practices
among workers. Consequently, employees must feel that they have a voice in decision-making,
that their opinion are heard, and that organizational goals directly relate to their work in order to
effectively contribute (Spreitzer, 1995). Additionally, it is advised that in order to create a culture
that encourages innovation activities, managers must provide their staff more autonomy and
empowerment (Caliskan & Zhu, 2020; Alsaqqa, 2024). Thus, based on Spreitzer Employee

Empowerment Model (1995), we integrate employee empowerment in our employee IWB model.
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2.1.3 Spreitzer Employee Empowerment Model (1995)

Kanungo's (1982) notion of empowerment served as the foundation for the motivating
concept known as psychological empowerment (PE). Also, Spreitzer, (1995) defined PE as an
innate drive that takes the form of four cognitions pertaining to the workplace: Meaning,
competence, impact, and self-determination. Psychological empowerment is considered popular
for its vital influences in boosting individual’s self-efficacy (Nasir, Halimatussakdiah, and Suryani
2019). Meaning refers to a person's assessment of the company's objectives and values in light of
his or her own ideals and standards of belief (Wang et al. 2022). When workers understand how
important their work is, they focus on coming up with fresh concepts through IWB (Zhang, et al.,
2021). The notion of competence is related to the notion of self-efficacy, which measures a person's
capacity to carry out their job duties successfully (Javed et al. 2019). Accordingly, people with
high competence are more persuaded to produce and apply creative ideas in the work (Helmy,
Adawiyah, and Banani 2019).

Cai et al., (2018) contends that autonomy is the degree to which people are free to choose
the strategies, devices, and efforts required to complete their activities. Employee task performance
is improved with higher influence and increased work autonomy related to psychological
empowerment (Almulhim 2020). Impact is the term for the personal influence one has via their
work (Tanoto and Sutarhanji 2019). Employees who perceive psychological empowerment view
themselves as more influential, more independent, proactive, and capable of producing innovative
solutions (Kustanto et al. 2020). According to Tanoto & Sutarhanji (2019), psychological

empowerment encourages employees to behave innovatively.
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From the above review, this study was buttressed by SET, Denison’s OC model and

Spritzer EE model to provide an appropriate framework for understanding IWB among academic

staff of public universities in Uganda.

Precisely, the independent effects of POS, servant

leadership and OC on academic staff’s IWB was explored. Also, the mediation influence of

psychological empowerment was examined which led to the derivation of conceptual framework-

Fig.1 to guide this inquiry.

Based on the above, it is evident that this study relied on a multi-theoretical approach to

explain IWB though marginal adjustments were made to suit the study context. The multi-

theoretical approach is bolstered by the assertions stated by Cairney, (2013), who argues that

having many theories results into knowledge advancement. Table 2.1 below illustrates a summary

of the three theories used to account for academic staffs’ IWB in universities in Uganda.

Table 2.1: Summary of theories used to explain Employees’ innovative work behavior.

Basic theories | Main argument Limitations Source Emerging
variables
Social Blau (1964) asserts that The theory ignores cultural ~ Deng et Perceived
Exchange reciprocal norms and traits like social factor or al., (2021) organizational
Theory mutual exchange are the  societal norms that affect support and
foundation of a social interactions and have Servant
relationship between two  impact on how a recipient leadership
parties. reciprocates.
Denison’s Denison (1990), claims The four traits are Buhumaid, Organizational
Organizational that organizations intertwined with economic  (2022), culture
Culture Model participate in and psychological structures

sociocultural
relationships with their
environment, which
impact their employees'
life.

that are not fundamentally
cultural yet vital for

innovative practices among

employees
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Spreitzer
Employee
Empowerment
Model

Spreitzer (1995) argues
that workers who feel
psychologically
empowered view
themselves as capable,
significant, and important
at work, which motivates
them to behave
independently, pro-
actively & with initiatives

The psychological Khairani Psychological
empowerment constructisa et al., empowerment
dynamic work-specific (2021)

concept that is influenced

by the workplace

environment and is not
applicable in different
contexts or cultures.
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Fig.1.1: Conceptual framework
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Source: Review of theories & literature based on Blau (1964), Denison (1990), Spreitzer (1995),
Messmann and Mulder, (2012); Lambriex-Schmitz et al., (2020), Ayoub et al., (2023), Rhoades &
Eisenberger (2002), Yogeswaran, (2020), Liden et al., (2015), Rasheed & Lodhi (2015), Abid

Marzuki et al., (2019), Sadry et al., (2022) and Helmy et al., (2019).

SL (emotional healing, creating value for the community, conceptual skills, empowering,
helping subordinates grow and succeed, putting subordinates first, and ethical behavior);
organizational culture (mission, consistency, adaptability, and involvement); and the independent
variable of POS (fairness, supervisor support, organizational rewards, and job conditions) were all
included in the model. The dependent variable was IWB, which stands for opportunity exploration,
idea generation, idea promotion, idea realization, and idea sustainability. The mediating variable

was PE, which stands for meaning, competence, self-determination, and impact.

2.2 Exposition of the conceptual model (Fig.1.1)

The over-arching argument of this study is that public university employees perceive
fairness, support, reward, care (POS) and empowerment, conceptual skills, and ethical behavior
from their leaders (servant leadership), feeling of strategic direction, objectives- mission,
consistency, adaptability, and involvement (organizational culture) and observe significance,
competence, impact, and self-determination (PE), exhibit efficient and effective employee IWB.
Accordingly, the assumption made in the model (Figl.) above is that POS, servant leadership and
organizational culture might autonomously influence employee IWB and correspondingly, when
the three variables are integrated, they possess greater explanatory power of employee IWB. Also,

the role of POS and servant leadership on IWBs is indirect through psychological empowerment.
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CHAPTER THREE

LITERATURE REVIEW

3.0 Introduction:

This chapter presents a review of literature available on innovative work behavior, perceived
organizational support, servant leadership, organizational culture, and psychological
empowerment. In addition, the chapter provides reviews on the relationship between different

variables as embedded in the model and innovative work behavior.

3.1 Study Setting

The use of science, technology, and innovation (STI) as catalysts for significant social and
economic change has been revived in Uganda. Program 14 (Innovation, Technology Development
and Transfer) of the National Development Plan (NDPIII 2020/21 & NDPIV 2024/25) provides
proof of this. Through the formation of a cohesive STI eco-system, this program seeks to promote
the development, adoption, transfer, and commercialization of technologies and innovations. Over
the next five years, the following major goals must be met: i) improve the Global Innovation Index
from 25.32 to 35; ii) expand Gross Expenditure on R&D (% of GDP) from 0.4% to 1%; and iii)
advance business enterprise sector spending on R&D (% of GDP) from 0.01 to 0.21 percent. In
conclusion, this study offers a solid foundation for insightful information on innovation for
companies, investors, and governments to take advantage of the opportunities brought forth by

innovation-driven growth.
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3.2 Conceptualization of Variables

3.2.1 Innovative Work Behavior (IWB)

Al-Omari et al. (2019), adding to the description provided by Farr and Ford (1990), define
IWB as the introduction of new creative concepts, methods, procedures, and products. It is the
deliberate development and implementation of fresh concepts in the workplace with the goal of
raising individual, group, or organizational performance (Kmieciak 2020). IWB comprises of
three interconnected behavioral activities, namely idea production, idea promotion, and concept
realization (Scott and Bruce 1994). Novel solutions to organizational problems are found during
the idea generation process (Opoku, Choi, and Kang 2019). Ideas are then promoted in order to
enlist with the assistance of the appropriate decision-making authorities (Faraz et al., 2019). The
creation of a prototype or model of the imagined new ideas results in idea realization (Jiwon &
Kim, 2022).

Unique IWB, in contrast to standard performance, entails the origination, realization and
commercialization of fresh, innovative ideas and solutions (Kustanto et al. 2020) as well as
sustainability which entails enhancing and integrating the innovation into the organization's system
(Lambriex-Schmitz et al. 2020). IWB, in the opinion of Tanoto & Sutarhanji, (2019), involves the
employment of novel strategies for achieving objectives, novel work processes, and resource
analysis for the application of novel concepts. Nevertheless, a review of extant literature finds
that few scholars have examined the extent to which Lecturers use IWB to enhance instructional
strategies (Johari et al. 2021). IWB is allied to difficult and complex tasks connected to numerous
intellectual and social activities among the employees (Sari, Yudiarso, and Sinambela 2021).
Although research on innovation at the company level is becoming more popular, less is known

about how innovation might be encouraged on an individual basis (Bos-Nehles. et al., 2017; Sinaga
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et al., 2021). Furthermore, the majority of past studies concentrated on organizational-level factors
of innovative work behavior (Salam and Senin 2022). Furthermore, IWB determinants are
invisible, fragmented, and inconsistent, despite the fact several researchers have studied IWB at
the individual level (Pokhrel 2024), individual employees that exhibit innovative behavior and
make original contributions are essential to organizational innovation (Morales and Contreras-
Pacheco 2024).

Furthermore, Ayoub et al., (2023) pointed out that there is a lack of research on the IWB
of academic staff members and that there isn't a globally recognized method for assessing IWB in
educational settings. A four-dimensional measure of IWB that includes idea exploration,
generation, championing and implementation was created by De Jong and Den Hartog (2010).
Messmann and Mulder (2012) recognized opportunity exploration, idea production, and idea
promotion as the four elements of IWB, which Gkontelos et al. (2021) have identified as idea
creation, idea promotion, idea realization, and idea sustainability. Similarly, Lambriex-Schmitz et
al. (2020) specified five IWB elements: opportunity exploration, idea production, idea promotion,
idea realization, and idea sustainability. However, Ayoub et al., (2023)'s five dimensions—
opportunity exploration, idea generation, idea promotion, idea realization and idea sustainability—
was employed in this study. Due to their comprehensiveness, these five IWB dimensions have
been the most successful (Lambriex-Schmitz et al., 2020) particularly for the education context.

The concept of innovative work behavior is multifaceted and includes the intricate and
interconnected processes of idea generation, exploration, dissemination, and implementation
within the organizational context in an organizational setting (Mustapha & Hilmi, 2025). IWB is
when employees create, accept, and use new concepts for goods, technology, and work processes.

Remarkably, scholars concur that the three phases of idea development, idea promotion, and idea
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realization make up IWB (De Jong & Den Hartog, 2010). During the ideation stage, workers who
are facing work-related issues will look for methods to enhance current procedures or goods and
attempt to develop fresh, different approaches to difficulties. Employees involved in IWB must
use networks and coalitions of allies to market freshly developed concepts, procedures, and goods
to possible partners throughout the idea promotion phase (Hock-Doepgen et al., 2025).

Lastly, in order to guarantee that the process or product becomes integrated in the working routine,
staff must create a model of the new procedure and try to standardize it throughout the
implementation phase (Liehr & Hauff, 2025).

Despite Kanter’s (1988) emphasis on the diffusion phase, the stage has not been included
in more recent conceptualizations of IWB. In order to prevent implementation dips, the
sustainability stage entails refining and maximizing the invention by updating and ongoing
regeneration. integrating innovation deeply into the organization's structure through capacity
building to obtain sufficient funding. Larger-scale innovation dissemination includes planning for
project expansion and wider application of an innovative concept, and lastly, visualizing the
innovation's advantages for stakeholders by encouraging community involvement and sharing a
longer-term vision and results (Lambriex-Schmitz et al. 2020). IWB has been thought to be

discretionary and to occur when employees have positive relationships with their superiors.

3.2.2 Perceived organizational support

According to Eisenberger et al. (1986), perceived organizational support (POS) is the term
used to describe how employees feel their contributions are valued and that the company is
concerned about their welfare. Perceived organizational support includes a variety of factors,

including fairness, supervisor support, organizational rewards, and favourable working
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circumstances. Furthermore, according to the authors (Eisenberger, Rhoades Shanock, and Wen
2020), offering prospective future options like training and promotions could raise employee
concern and acknowledge their dedication (Rhoades and Eisenberger, 2002). According to Jiwon
and Kim (2022), the organization's support includes making employees' tasks engaging, expressing
concern for their personal beliefs and objectives, and expressing gratitude and acknowledging their
accomplishments. According to the social exchange perspective, which was used in the
conceptualization of POS, when one person treats another well, one anticipates a reciprocal favour

based on a reciprocity norm, and ultimately, both parties would benefit (Blau, 1964).

3.2.3 Servant Leadership

According to Amin et al. (2022), servant leadership is a style of leadership that prioritizes
employee satisfaction and service. A leader who practices servant leadership views themselves as
servants who put their subordinates' needs first. By encouraging personal growth, empowerment,
and steady teamwork for the long-term well-being of followers, leaders have the primary duty to
assist others in achieving shared objectives (Sawan, 2020). Developing followers based on the
altruistic and moral attitudes of leaders is its primary goal (Greenleaf, 1977). The dimensions of
servant leadership identified by Liden (2015) present a mult-dimensional construct: a) emotional
healing, which involves the extent to which the leader cares about the personal issues and well-
being of followers; b) creating value for the community, which captures the leader's involvement
in helping the community surrounding the organization as well as encouraging followers to be
active; c¢) conceptual skills, which reflect the leader's competency in solving work problems and
understanding the organization's goals; d) empowering, which measures the extent to which the

leader gives followers autonomy, responsibility, and decision-making influence (Van & Nuijten,
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2011); e) helping subordinates grow and succeed, which captures the extent to which the leader
assists followers in realizing their full potential and achieving professional success; f) putting
subordinates first, evaluating the extent to which the leader puts followers' needs ahead of one's
own; and g) behaving ethically, which entails being truthful, reliable, and an example of integrity.
A holistic style to leadership, servant leadership empowers followers to develop into their full
potential (Sendjaya, van Dierendonck, and Liden 2019). When followers' growth and well-being

are given priority, they become more involved and productive at work.

3.2.4 Organizational Culture

According to Tian et al. (2018), there is no widely agreed-upon definition of culture in the
literature because it is a complicated subject. An organization's culture encompasses both official
and informal rules and regulations (Vijayakumar et al., 2025). An organization's culture is a set of
fundamental beliefs that its members have accepted as true as they have struggled to solve issues
with internal integration and external adaption. According to Denison et al. (2006), a strong
organizational culture is characterized by vision congruence, the presence of order principles,
teamwork, employee creativity and innovation, empowerment, alignment between components, a
shared direction and purpose, high coordination and integration, and employee development that
complies with business needs.

This study made use of Denison's organizational culture model, which addresses two
exterior dimensions: mission and adaptability, and internal dimensions: involvement and
consistency (Wahyuningsih et al., 2019). Empowering individuals, forming teams, and enhancing
the skills of workers at all organizational levels are ways to gauge involvement. Three indicators

of involvement are used to measure it: capability growth, team orientation, and empowerment.
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Core values, consensus, integration, and coordination are characteristics of consistency.
Adaptability is the ability of a business to change, take chances, learn from mistakes, and adjust to
the needs of its customers (Wahyuningsih et al., 2019). Three indicators a) business vision, goals
and objectives, and strategic direction and intent measure the mission's capacity to articulate future

vision (Denison, 2000).

3.2.5 Psychological empowerment

Conger and Kanungo (1988) defined psychological empowerment (PE) as an internal
incentive about employees' self-belief. Psychological empowerment is demonstrated by four ideas
that reflect an individual's attitude toward their work role: Meaning, according to Thomas and
Velthouse (1990), is the value of a work goal or purpose when assessed in relation to one's own
standards or values. b) Competence is the belief in one's own competence to perform activities
associated with one's work. C) Self-determination refers to an individual's sense of independence
in initiating and regulating their own conduct. d) Impact is the degree to which an individual may

influence strategic or operational outcomes (Spreitzer, 1995).

3.3 Relationship between variables

3.3.1 Perceived Organizational Support (POS) and Innovative Work Behavior (IWB)

POS is linked to the working environment circumstances at the workplace (Masyhuri,
Pardiman, and Siswanto 2021) and refers to employees' overall beliefs about how the company
recognizes their achievements and cares for their welfare (Eisenberger et al. 1986) as cited by
Eisenberger et al., (2020). Physical and intangible results of employee encounters through the

organization’s daily exchange process, perceptions of organizational support are established and
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later induces a culture of IWB (Sulaiman, Ragheb, and Wahba 2019). Caglar Dogru, (2018), stated
that organizational, managerial, and peer support are the three key sources from which employees
perceive support, though employees' perception of organizational support comes from rewards,
supervisors and justice as well as support from leaders (Marfuatun and Muafi 2021). However,
there is limited empirical evidence to substantiate the link between IWB and POS (Jiwon & Kim,
2022).

In accordance with SET, when employees perceive assistance positively, they respond
favorably to those impressions (Blau, 1964). If workers believe that their organization fully values
and cares for them, this perception might be reciprocated through IWB (Akhtar et al. 2019).
Employee appreciation in an organizational setting for positive treatment such as promotions and
access to information, generates a responsibility for employees to pay back (Jiwon & Kim, 2022).
As a result, employees shall exhibit commitment to achieving organizational goals through
generation of innovative ideas (Mustika et al. 2020) when the perceive fair and just treatment
(Ranihusna et al. 2021). However, despite POS’s vital impact on employee attitudes, perceptions
and behavior, literature offers little information about the underlying mechanisms for the
association between POS and IWB (Jiwon & Kim, 2022; Yildiz et al., 2017), most specifically in
the context of public universities. As a result, we hypothesize that:

H1: POS has a positive significant relationship with innovative work behavior.

3.3.2 Servant Leadership (SL) and Innovative Work Behavior

The phrase "servant leadership style" was primary invented by Greenleaf in 1970 to
describe the desire to serve. According to Greenleaf, SL is a form of leadership that goes above
the vested interests of its practitioners and puts a strong importance on "helping others" and

prioritizes employees' needs, desires, and interests (Liao and Zhu 2021). According to SET (Blau,
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1964), the genuine concerns of a servant leader for their followers generate mutual duties to
reciprocate. Thus, leadership styles, in particular servant leadership influence IWB (Nurbaety
Rojuaniah 2022) by establishing leaders-subordinates close relationship and generates an
responsibility for employees to reciprocate by innovating (Faraz et al. 2019). However, practical
confirmation about the role of SL on employees’ innovativeness is still limited (Abdullah Alajhar
and Asif Salam 2022). Also, because most IWB research findings centered on commercial firms,
generalizing the results to non-profit IHL is constrained (Zeng and Xu 2020). Moreover, there is
little empirical evidence on the precise characteristics academic leaders should exhibit to enhance
IWB (Khan et al. 2020).

In addition, servant leadership prioritizes organizational growth by providing service to all
key stakeholders within a corporation (Mardhayiska et al. 2021). SL encourage their followers to
take calculated risks, which promotes innovative activity (Faraz et al., 2019). According to
Abdullah & Salam (2022), servant leaders encourage followers to be satisfied, committed,
engaged, innovative, and productive. Despite the expanding academic advances in the notion of
servant leadership, the evaluated literature asserts that there is a dearth of coherence and clarity in
the conceptualization of the servant leadership research across disciplines such as innovation

(Sendjaya et al. 2019). As a result of the aforementioned reviews, hypothesis H2 was developed:

H?2: Servant leadership has a positive and significant effect on innovative work behavior.
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3.3.3 Organizational Culture and Innovative Work Behavior

Organizational culture refers to how employees view the norms and values that the
organization has set up to help its members accomplish its objectives (Tjahjono, Muhtar, and
Abdullah 2020). OC is the culmination of an organization's numerous values, principles, and
beliefs (Hamid and Durmaz 2020). Employee thoughts, feelings, and behaviors are influenced by
institutional culture, which also has an effect on how individuals behave inside an organization
(Aryani and Widodo 2020). Muhammed, (2020) assert that the culture of an organization shapes
the workplace, which in turn impacts people's capacity for innovation. Further, Harhash et al.,
(2020) argues that the fundamental presumptions and beliefs of an organization have an impact on
its behavior and procedures. Gautam, (2020) demonstrated that a willingness to learn from
customers, suppliers, and competitors fosters an innovative organizational culture.

Immense research to date has been conducted in western nations, despite the fact that
organizational culture is essential for promoting innovation (Aboramadan et al., 2020). A vibrant
culture that embraces innovation creates the ideal environment for the growth of creativity,
knowledge exchange, and partnership to thrive (Christian, 2024) and encourage innovative
behavior among the workforce (Mutonyi et al., 2022; Setyawasih & Buchdadi, 2022; Aboramadan
et al., 2020).

The respect for varied knowledge, skills, and abilities fostered by employers nurtures the
development of shared values, norms, and objectives that in turn drive innovative work behavior
(Wang 2019). Studies show that organizational culture is favorably correlated with IWB,
particularly in the stages of idea development, concept promotion, and idea realization (Setyawasih
and Buchdadi 2022). However, for many businesses, the most difficult task is developing a culture

that values and accepts innovations (Zhu and Engels 2014).
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Group collectivism emerges from the environment that innovative culture fosters, which
promotes people's ideas and thinking (Khan et al., 2020) and organizational culture is essential for
promoting the development of IWB (Sofiyan et al. 2022). Organizational culture, in this case, is
one of the major determining factor of IWB and helps institutions achieve a competitive edge
(Fibriandhini, Surati, and Hermanto 2022). However, while there has been a lot of research on
how organizational culture affects different outcomes, there has been considerably less research
on how organizational culture affects innovation (Aboramadan et al. 2020). The third hypothesis
was developed in this study based on the aforementioned research findings:

H3: Organizational culture has a positive and significant impact on innovative work behavior.

3.3.4 Perceived Organizational Support (POS) and Psychological Empowerment (PE)

The degree of psychological empowerment a person experiences at work is influenced by
how competent or capable they feel (Marfuatun and Muafi 2021). Employees who feel
organizational support for working conditions are more likely to experience psychological
empowerment, which gives people or groups the impression that they have influence over their
job (Marfuatun and Muafi 2021). Employees feel psychologically empowered, important at work,
competent, influential, and autonomous when given support in form of making work exciting,
showing regard for employee values and aspirations, and expressing gratitude and recognition for
their accomplishments by their respective organizations (Jiwon & Kim, 2022).

Employee commitment and motivation are sparked when employees view the support they
are getting from the organization in form of organizational rewards, supervisor support and
appropriate Job conditions (Rhoades & Eisenberger, 2002; Yogeswaran, 2020) as adequate.

Earlier research indicates that employees would exhibit work-disruptive conduct if POS is not
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implemented effectively, considering this state psychologically destabilizes and dissatisfies them
(Usama butt 2022). Therefore, Maan et al. (2020), argues that proactive companies should
empower their staff through involvement in making decisions to give them a sense of purpose in
their work. However, Maan et al. (2020)’s study was conducted in the manufacturing companies
in Pakistan, an emerging economy, and using a single theory approach which might not be
appropriate for the current study context (Mahmud 2020). Further, the empirical research has not
fully revealed the effects of POS on PE (Caesens, Bouchat, and Stinglhamber 2020). To fill this
gap, H4 was developed:

Perceived organizational support has a positive and significant impact on psychological

empowerment.

3.3.5 Servant Leadership (SL) and Psychological Empowerment (PE)

Servant leadership is the desire to support and assist others generates a confident attitude
that gives team members a sense of power (Zorlu and Avan 2019). Leadership empowerment
behaviors including giving people meaningful work, enabling decision making, demonstrating
excellent work, and promoting independence (Hoven, Mahembe, and Hamman-Fisher 2021) and
promotes PE (Faraz et al. 2019). Employees' views, feelings, and attitudes change as a result of
feeling as though they are pursuing worthwhile professional goals and are being treated honestly
and fairly (Ghalavi and Nastiezaie 2020). By providing them with necessary tools, skills, and
resources to complete tasks sustainably, SL helps employees feel more confident (Zafar et al.
2022) and instills among them a belief of evolution of novel ideas (Mahendri, Susita, and Yohana
2022).

Further, servant leaders encourage their subordinates to think for themselves, to feel

autonomous, and to take personal accountability for their own continued growth (Thelen and Yue
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2021). Servant leaders encourage freedom, optimize the capacity of their workforce, and help
them reach their greatest potential (Zada et al. 2022). Therefore, by offering chances for employees
to learn new skills through training, servant leaders foster a sense of competence in their workforce
(Faraz et al., 2019). Consequently, employees might feel psychologically empowered to perform
when they believe that their bosses care about their professional development and also motivate
them to take ownership of their behavior (Hoven et al. 2021). The followers' psychological
empowerment is supplemented by servant leaders' increased views of significance, competence,
self-determination, and effect.

While literature is replete with studies linking servant leadership with psychological
empowerment, there are currently few empirical studies on servant leadership - psychological
empowerment, especially in public universities and the field still remains understudied (Langhof
and Giildenberg 2020). As a result, the subsequent claim was made:

HS: Perceived organizational support has a positive and significant impact on psychological
empowerment.
3.3.6 Psychological Empowerment mediates the relationship between POS on IWB

Once employees believe that their institutions supports fundamental rights, including
social, economic and others, it affects their psychological empowerment and motivates them to
innovate (Tahira 2021). In this regard, empowering them and paying greater attention to their
well-being will result into IWB (Yildiz et al. 2017). Employees who feel psychologically
empowered at work and have greater control over work-related issues exhibit high-levels of work
meaning, critical job skills, and considerable influence when they perceive supportive treatment
from their employers (Jiwon & Kim, 2022). Academic staff are psychologically empowered to

function as academics in terms of research, teaching, and community service when they believe
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that their institutions support them through capacity building, training, adequate compensation
among others, in realizing their personal goals which helps to build and develop their ability to act
innovatively in execution of their duties and responsibilities (Kwahar 2021).

Similarly, empowered employees, who see themselves as important contributors to the
organization, are capable of achieving their objectives, feel in control of their work, and engage in
activities that have positive impact on the organization (Maan et al. 2020). Consequently, such
employees constantly take part in activities that maintain their closeness with employer (K’osuri
& Onyango, 2020) and develop innovative concepts as organization encourage them to contribute
without concern for administrative rules and restrictions (Putra, Suharti, and Sasongko 2022). The
importance of psychological empowerment (PE) in raising people's self-efficacy has made it
popular (Nasir et al. 2019) and it has started to gain traction as a mediator (Emete Toros 2021).
The PE of employees underlying the association between POS and IWB is crucial yet has received
relatively little attention (Jiwon & Kim, 2022). Since POS and an employee's IWB are related, we
propose that PE may serve as a mediating factor. The reasoning behind this theoretical argument
resides in the view that when employees feel support from their institutions, they develop a feeling
of psychological empowerment to complete their tasks, which ultimately impacts their IWB. This
investigation thus, seeks to determine whether psychological factors such as PE provides a
mechanism through which POS is related to IWB in Uganda’s public universities. In view of the
above theoretical and empirical arguments, we propose that:

H6: Psychological empowerment mediates the relationship between POS and IWB.
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3.3.7 Psychological Empowerment mediates the relationship between SL on IWB

Serving followers’ needs at work takes precedence over other leadership philosophies that
value the success of the organization as the ultimate goal (Thelen and Yue 2021). Servant leaders
exhibit traits that foster a calm work environment, motivates staff to behave independently, thus
leading to high-level perceived psychological empowerment (Wang et al., 2022), which then
prompts them to exhibit innovative actions, IWB (Faraz et al., 2019). PE is therefore a concept of
intrinsic motivation that servant leaders employ to positively affect employee outcomes like IWBs
(Spreitzer, 1995). Faraz et al. (2019) claims that SL boost their team members' feelings of
significance, competence, self-determination, and effect, which adds to their psychological
empowerment and encourages IWBs.

Existing literature on the influence of servant leadership style on IWB provide
contradictory results (Mahdzir, 2022; Khan et al., 2020). For instance, some research findings
reveal a positive relationship between SL and employees' IWBs (Olaleye & Solanke, 2021;
Chongvisal, 2020), whereas Amin et al. (2022) found no evidence of a significant positive
relationship between servant leadership and IWBs. The mixed findings highlight the necessity for
further examination of the interaction between SL and IWB (Mahdzir, 2022) to discover the
underlying mechanisms of SL- IWB relationship and provide a better understanding of the IWB
problem (Opoku et al., 2019).

Prior studies have argued that there is a connection between servant leadership and IWB
through a variety of mediators such as PE (Khan, et al., 2022) albeit the current level of explanation
is still insufficient (Khan et al., 2022). Investigating how SL impacts IWB in the context of PE as
the mediating factor is therefore justified (Faraz et al., 2019). Moreover, knowledge on indirect

effects remains inadequate which necessitates integration of a process variable, in this context PE
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in the IWB Model consistent with the recommendations of Faraz et al., (2019). In the current
study, we argue that when managers of public universities provide an appropriate level of servant
leadership, they might promote and strengthen employees’ PE, which in turn, might induce
employees to embrace diverse activities necessary for improved IWB, a relationship that remains
unexplored in previous studies.

Servant leadership, also called empowering leadership delegates authority, allows
employees to contribute in decision making and are made aware of organization operations (Khan
et al., 2022), allows for the development of a sense of competence in their subordinates, for
example through provision of training opportunities to employees to acquire new abilities
(Aldabbas, Pinnington, and Lahrech 2019). Consequently, when employees perceive care and fair
treatment from their bosses regarding their professional development, they feel psychologically
empowered (Hoven et al., 2021) and consistent with SET, they reciprocate through enhanced IWB.
Also, selflessness and fragility are diminished when people have a high level of moral thinking
ability (Zorlu & Avan, 2019). Therefore, under this type of leadership, employees are more likely
to honestly express themselves as opposed to keeping their opinions and feelings to themselves
(Thelen & Yue, 2021). As a result, the following claim was made:

H7: Psychological empowerment mediates the influence of SL on IWB.

3.3.8 Psychological Empowerment and Innovative Work Behavior

Innovation is an essential component in today's very competitive and changing corporate
climate (Emete Toros, 2021). The ability of employees to put their ideas and suggestions for
change into action is improved by PE, leading to more innovation at work (Wang, 2019).
Innovation comes from the creative conduct of an organization's staff (Zhang et al., 2021). In this

situation, PE based on personal active orientation towards specific work responsibilities is
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necessary to manage uncertainty in innovative enterprises (Citta et al. 2019). Employees are
motivated and influenced by PE to take initiative and act autonomously at work (Kustanto et al.,
2020). Employees therefore, might exhibit IWB if they believe their work responsibilities are
relevant, feel confident in their knowledge and skills, have a sense of autonomy and believe their
work has an impact on others (Helmy et al. 2019).

Also, previous research has demonstrated that IWB is improved by PE (Nasir et al, 2019).
Improvements in organizational procedures and employee PE through information availability and
decision-making delegation (Almulhim 2020) is essential for encouraging workers to take the risks
necessary to accomplish goals, and if they feel highly impactful, they will behave more innovative
(Ghosh et al. 2019). Staff members who are confident and independent, believe that their work
tasks are valuable, have an impact on business operations, or feel empowered, are more inclined
to participate in IWB (Duger 2021). When given more discretion, an employee will act
imaginatively since they appreciate their jobs (Aldabbas et al. 2019).

Numerous studies have noted that PE is an impulse that results from a person's feeling of
mastery over their work (Putra et al., 2022), and that the PE sparks innovative work behavior (Lie
et al. 2022). It should be highlighted, however, that while employee PE is important, research on
its impact on workplace output is modest and frequently inconclusive (Kanake K. Mercy 2020).
As a result of the imbalance in the implementation of PE in organizations, IWB has reduced
(Suparyanto dan Rosad 2022). In light of this, the following assertion is made:

HS8: Psychological empowerment has a significant and positive impact on IWB.
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CHAPTER FOUR

RESEARCH METHODOLOGY
4.0 Introduction:

The research design process and methodological selection for the study are described in
this chapter. the position of philosophy. The methodological choice was heavily influenced by the
research challenges. This chapter also describes the procedures for gathering, evaluating, and
reporting data. Additionally, it established a purpose for both the qualitative and quantitative
methods. The techniques employed to increase the research' validity and reliability were also

covered in detail in this chapter.

4.1 Philosophical stance of the study

This study was founded on the critical realism philosophical position, which makes a distinction
between the "real" world, which claims the existence of a transcendental reality that "operates
independently of human awareness or knowledge of it" (Babbie, 2002; Don-Solomon, et al.,
2018) and the "observable" world, which is created from our perspectives and experiences (Guba
& Lincoln 1998; Handema et al., 2023; Fuyane 2021; Zhang 2023). Both objective reality and
subjective interpretations are acknowledged by critical realism (Sauders et al., 2009). The critical
realism paradigm allows the researcher to examine human behavior from multiple angles in order
to fully comprehend reality (Lawani 2020). This study also suggests that a method that considers
both perceived realities and the underlying causal mechanisms is necessary to investigate the
effects of objectively existing structures, systems, and procedures on academic staff. The following

is an explanation of the ontological, epistemological and axiology beliefs.

Understanding the nature and structure of reality is the essence of ontology. Objectivism

and interpretivism are two opposing stances assumed by this paradigm. According to objectivism,

38



reality exists outside of the researcher's control. It is structured as a result (Saunders et al., 2019).
Interpretivism, on the other hand, makes the assumption that people's lived experiences shape
reality (Creswell 2003). Innovative work behavior can be both structured and unstructured in this
sense. Consequently, neither positivist (quantitative) nor subjective (qualitative) approaches can
adequately describe it (Sauders, 2009; Maksimovi¢ and Evtimov 2023). Universities, for example,
have frameworks that direct the use of educational technologies, eLearning, online collaboration,
and artificial intelligence (Al) in teaching and learning. Universities, on the other hand, support
interpretivism, which holds that social reality exists only in people's thoughts. In this sense,

innovative work behavior is unstructured since universities employ similar tactics in diverse ways.

The process of acquiring knowledge about reality is referred to as epistemology (Creswell,
2003). From an epistemological view, critical realists believe that reality is structured, thus, using
standardized tools is necessary to learn about it (Ansari et al. 2016). It highlights the significance
of objectivity, reproducibility, and the application of statistical methods for hypothesis testing. In
order to quantitatively gather information about innovative work behavior, a questionnaire was
employed. Furthermore, critical realists embrace an interpretivist view of knowledge acquisition,
which maintains that as reality is unstructured and subjective, one must seek out other people's

perspectives in order to learn about it (Sauders, 2009).

In order to fully comprehend innovative work behavior from the viewpoint of public
universities, data were qualitatively gathered in this context using an interview guide, observation,
and group discussions. A mixed-methods strategy was employed to gather data for this study,
starting with surveys for quantitative data and moving on to an interview guide for qualitative data
(Saunders et al., 2019). While the interview guide allowed respondents share their thoughts about

innovative work behavior, the surveys served to highlight the structured reality. By emphasizing a
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positivist philosophy, this research emphasizes and guarantees an early commitment to theoretical
construct development/hypotheses framed prior to data collection and subsequent analysis (Denzin

& Lincoln, 2005; Handema et al., 2023).

In view of axiology, interpretivists contend that the knowledge management is not value-
free but rather full of value since humans form social reality through social interaction, meaning
that humans created the systems (Setiawan 2014) . Axiological philosophy was examined in light
of ethical principles such as protecting respondent anonymity and informed consent
confidentiality. Thus, objectivity was maintained throughout the entire procedure and the research

remained independent of the data collection.

4.2 Research Design:

A research design serves as the basis for the entire study, which is used to reduce costs and
has significant control over the consistency of the data collected (Pawar 2021). The research design
used for this study was mixed methods. There are basically three primary designs in mixed
methods research: explanatory sequential, exploratory sequential, and convergent (Lall 2021). The
design of this study was sequential explanatory. According to Subedi, (2016), this entails gathering
quantitative data initially, then qualitative data to elucidate or contextualize the quantitative
findings. This design was chosen because of its capacity to offer a thorough response to research

questions (Lall 2021).

4.2.1 Quantitative research design:

A correlational research design was employed in this study. According to Mekonnen,

(2020), correlational research designs are used to describe and measure how strongly two or more

40



variables are related. It is better since it creates behavior in the study's natural environments. The
relationship between servant leadership, organizational culture, innovative work behavior, and

perceived organizational support was investigated in this study.

4.2.2 Qualitative research design

A study design based on phenomenology was employed, emphasizing an individual's real
experiences in the world. This attempts to explain and interpret the inference of this encounter in
terms of both what was experienced and how (Neubauer, Witkop, and Varpio 2019). Interviews
were conducted with executives from public universities who have direct experience with the
innovative processes. For thorough understanding of the phenomenon, particularly innovative
work behavior, both quantitative and qualitative findings were then integrated (Othman, Steen,

and Fleet 2020).

4.3 Research Approaches

There are three techniques to conduct research: mixed methods, qualitative methods, and
quantitative methods (Voss, 2016; Khan et al., 2023). Because both quantitative and qualitative
data were collected and analysed for this study, a mixed methods approach was used to answer the
research objectives. In order to comprehend a research problem, mixed methods research is a
technique for gathering, assessing, and "mixing" quantitative and qualitative research and
approaches in a single study. Using the two approaches can assist researchers deal with challenging
research situations (Taherdoost 2022). Mixed methods not only enables triangulation and
provision of fresh insights (Amaratunga et al. 2002), but also ensures development of a

comprehensive understanding of a research problem (Dawadi, Shrestha, and Giri 2021).
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Alternatively, the technique allows the investigator to respond to inquiries that cannot be addressed
solely through qualitative or qualitative methods. For instance, the quantitative technique
empowers a researcher to collect information on an extensive sample of respondents, enhancing
the likelihood that the results can be used to a larger population (Dawadi et al. 2021). Conversely,

the qualitative approach offers a greater grasp of the problem being examined.

4.3.1 Quantitative methods:

Developing testable theories and hypotheses that can be applied in a variety of contexts is
the goal of this process (Amaratunga et al., 2002). When it comes to providing statistical proof and
enabling extensive data collection and analysis at a reasonable cost and effort, quantitative
methods are practical (Taherdoost, 2022). According to Taherdoost (2022), survey, descriptive,
experimental, correlational, and causal-comparative research methods are among the different
kinds of quantitative research methods. To collect data from academic staff at Uganda's public
universities, this study used a survey approach and questionnaires. Standardization of questions,
anonymity, and the absence of interviewer bias are some benefits of this method (Elangovan and

Sundaravel 2021).

4.3.2 Qualitative Methods:

Maarouf, (2019) describes the qualitative method as "exploratory" or "inductive" in nature,
with the goal of examining and comprehending the interpretations that persons or organizations
attribute to social occurrences. Among the techniques used in qualitative research are focus groups,
case studies, interviews, and observations (Dawadi et al., 2021). Interviews, observation, and focus

groups were used in this study to find complementarity and to learn about IWB among academic
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staff in Uganda's public universities. Particularly, this study identified and interviewed participants
who included senior managers in the universities (Vice Chancellor, Deputy Vice Chancellors,
University Bursar and Faculty Deans) selected purposively as these possess specific characteristics
that are crucial to the investigation (Rahman 2023). Therefore, this study used a mixed research
approach to verify hypotheses relating to the independent variables (perceived organizational
support, servant leadership, organizational culture) and dependent variable (innovative work
behavior). This is important to derive relationships between causal factors and outcomes (Park,

Konge, and Artino 2020).

4.4 Population, Sample size and Sampling strategy

4.4.1 Population of the study

A total of 3,396 academic employees from Uganda's 10 public institutions made up the
study's population (Staff Lists from Respective Directorates of HRM, as of August 30, 2022).
These included the following: the Mountains of the Moon University (146), Kabale University
(354), Muni University (105), Lira University (124), Mbarara University (213), Gulu University
(252), Busitema University (208), Makerere University (1,496), Kyambogo University (409), and
Soroti University (89). Abdullah et al. (2021)’s assertion that only a few studies have looked at the
variables influencing innovative work behavior in public educational institutions provided the
justification for choosing a public university as the study location. Also, the academic staff were
considered for this study because innovation in IHL is manifested in academics’ innovative
behavior (Cheah, Cheng, and Hen 2022). They represent the major creative pillars within the
higher education sector (Baharuddin, Masrek, and Shuhidan 2019) and as such play a significant
role in driving success and utility of the educational systems (Zainal and Matore 2019).
Specifically, research has consistently shown that lecturers' IWB are essential for thriving
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university business (Supriyadi et al. 2020) and that academics' behavior demonstrates innovation
in IHL by carrying out duties and obligations using the most effective and innovative methods

(Cheah et al., 2022; Phuong et al., 2021).

4.4.2 Unit of Analysis

Casteel & Bridier, (2021) contends that unit of analysis is the entity that is being studied
and then analyzed to produce a conclusion that clarifies the result and tackles the research issue.
The study variables' unit of analysis is the person they describe or measure. The public university
academic staff was selected as the individual unit of analysis for this study because it aligns with

the goals of the research.

4.4.3: Sample size determination

Population representation is provided by the sample (Nanjundeswaraswamy and Divakar
2021). Sample size is essential for the required degree of accuracy in an estimate for a specific
population parameter, and the reliability of a significance test (Bathinda 2017). A sample size can
be determined using a variety of techniques, such as the census method, using published tables,
and using formulas which include: Cochran Formula (1977), the Taro Yamane Formula (1967),
and the Krejcie & Morgan Formula (1970). However, Yamane's (1967) formula was adopted for
calculating sample sizes because it is simplified (Nanjundeswaraswamy, et al., 2021; Adam, 2020).

In this context, the sample of 357 respondents was obtained by means of the statistical method

N
T T N(e)?
(Yamani, 1967).

Where n= sample size

N= population size
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e= level of precision (0.05) Therefore, n = 3396 + [1 + 3396 (0.05)2] = 357

Consequently, the following formula was used to calculate each university's sample size: (Sample
size/population size) X stratum size is the stratified sample. The sample size was 357, while the
population size was 3396, as shown in the table below.

Table 4.1 Sample size distribution per university

S/N University Staff population Simple size
1 Makerere University 1496 157
2 Kyambogo University 409 43
3 Mbarara University 213 23
4 Gulu University 252 27
5 Busitema University 208 21
6 Muni University 105 11
7 Lira University 124 13
8 Kabale University 354 37
9 Soroti University 89 10
10 Mountains of the Moon University 146 15.
Total 3396 357

4.4.4: Sampling design and procedure:

According to Patel & Patel, (2019), sampling design describes the methods and approaches
to be applied for selecting samples from the target population. Acknowledged types of sampling
designs are: probability sampling techniques and non-probability sampling approaches (Bhardwaj

2019). Cluster sampling, stratified sampling, and simple random sampling are a few types of
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probability sampling methods (Pal Singh 2019). This study employed a proportionate stratified
sampling technique because academic rank influences the degree and scope of innovation
(Arangote 2021). Further, because the study population was heterogeneous, which ensures
representation of the entire population and yields more accurate results than other methods
(Bhardwaj, 2019; Jaingam & Na-Nan, 2023). Based on similarities in job ranks, the study
population was split into three strata: 1) professors and associate professors 2) Senior lecturers and
Lecturers 3) assistant lecturers and teaching assistants), after which a random sample of 357
respondents was chosen using a sampling frame.

On the other hand, we employed a non-probability sampling strategy because of the mixed
nature of this investigation. Although there are a number of methods available under this design,
such as convenience sampling and quota sampling, this study employed purposive sampling to
find participants who included university senior managers (vice chancellors, deputy vice
chancellors, and academic heads of directorates), as these have particular traits that are essential
to the inquiry (Rahman 2023). This approach yielded pertinent data because the respondents had

a strong grasp of the subject (Bhardwaj, 2019).

4.5 Operationalization and Measurement of Variables

The conceptualization of any concept can be assessed by measuring it with instruments
that meet the validity, reliability, and objectivity standards of the research (Messmann and Mulder
2020). Thus, POS, SL, and OC were among the measured independent variables, as explained in
the theoretical and conceptual framework (Fig.1), as well as IWB and psychological empowerment

as dependent and mediating variables respectively. Items from instruments created by previous
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researchers based on earlier behavioral and psychological theories (SET, Denison's OC Model,

and Spritzer's Empowerment theory) were used to measure the study variables. We did, however,

make some adjustments when thought necessary to fit the current study environment. Table 4:2

below provides an overview of how the study variables were operationalized and measured.

Table 4.2: Definition and Measurement of study variables

Variable Dimension Operational definition Source
Innovative e Opportunity IWB is a set of procedures Ayoub etal., (2023);
Work Behavior exploration (OE) wherein an employee Lambriex-Schmitz et
e Idea generation (IG)  generates, develops, promotes, al. (2020),
e Idea promotion (IP) realizes, implements, and (Messmann and
e Idearealization (IR) ~ modifies new ideas in order to Mulder 2012)
e Idea sustainability enhance his or her performance
(IS) and function.
Perceived e Unidimensional POS is a measure of how much Rhoades &
organizational (Survey of Perceived employee believe their Eisenberger (2002),
support Organizational employers understand their Yogeswaran, (2020)
Support) contributions, value their work,
and are concerned about their
welfare.
Servant e Emotional healing, SL is a type of leadership where Liden et al., (2015),
leadership Creating value for the the leader puts the interests of Rasheed & Lodhi,
community the followers ahead of their (2015)
e Conceptual skills own and concentrates on ways
e Empowering to foster their growth.
e Helping subordinates
grow and succeed,
e Putting subordinates
first
e Behaving ethically
Organizational e Mission OC 1is a group's pattern of Denson (2000), Abid
culture e Involvement fundamental presumptions Marzuki et al., (2019),
e Adaptability invented, discovered, or Sadry et al., (2022),
e Consistence developed in learning to adapt Tulcanaza-Prieto et

both to its external and internal
environments.

al., (2021)
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Psychological e Meaning PE is a term used to describe a Helmy et al., (2019);
empowerment e  Competence, person's cognitive state, which Gebert-persson,
e Self-determination is characterized by a strong (2013);
e Impact sense of authority, strong
motivation, and a high level of
competence to meet

expectations at work.

4.5.1 Innovative work behavior

Scott & Bruce, (1994) state that IWB is measured using a one-dimensional construct scale
consisting of nine items that are based on the conditions at work. In order to measure IWB, Dahiya
& Raghuvanshi, (2022) recently created a nine-item unidimensional scale. According to
Messmann and Mulder (2012) and De Jong & Den Hartog, (2010), a number of scholars have
developed models for measuring IWB and greatly enhanced the instruments that are currently
available. Opportunity discovery, generation, promotion, and idea realization are the four pillars
of the most recent IWB approach (Gkontelos, Vaiopoulou, and Stamovlasis 2021). Janssen (2000)
introduced the first less complex IWB models. De Jong and Den Hartog (2010) created a scale
with multiple dimensions.

According to Messmann and Mulder (2012), the successful integration of novelty into the
educational context requires careful planning and the development of an innovation paradigm.
Because the multidimensional IWB measures developed by Ayoub et al. (2023) were especially
designed for the higher education context (Lambriex-Schmitz et al., 2020), they were used in this
study. These measures include opportunities exploration (OE), idea generation (IG), idea
promotion (IP), idea realization (IR), and idea sustainability (IS). ITWB conceptualizations and
operationalization is yet consider sustainability into account, even though innovation fosters

organizational continuity (Lamriex-Schmitz et al., 2020).
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4.5.2 Perceived Organizational Support

Several scales measuring POS exist in literature including Eisenberger’s et al. (1986) 36
item uni-dimensional scale, Ming-Chu and Meng-Hsiu (2015) multi- dimensional scale that taps
the five dimensions of: the wellbeing of employees, their individual goals, their contributions, their
professional and career development, and their pride in their work and Yuan (2017)’s measure
that highlights five facets underlying the concept of POS. These include support for one's career,
appreciation for one's accomplishments, concern for one's interests, emotional support, and
developmental assistance, respectively. Additionally, Sun (2019) abridged the POS measures as
follows: justice, employee empowerment, superior and coworker support, and supportive HR
practices. However, a 16-item revised version of the POS test created by Rhoades and Eisenberger
(2002) was used in this investigation. It is unidimensional and has demonstrated strong and

consistent internal reliability (Sun, 2019; Rhoades & Eisenberger, 2002).

4.5.3 Servant Leadership

In the literature, SL is measured using a number of scales: The six-dimensional scale—
voluntary subordination, authenticity, covenantal connections, moral responsibility,
transcendental spirituality, and transformational influence—was validated by studies conducted
by Sendjaya et al., (2019) and Mardhayiska et al., 2021). According to Van Dierendonck &
Nuijten, (2011), SL is a six-dimensional framework that includes stewardship, directing, exhibiting
humility, interpersonal acceptance, authenticity, and empowering and growing people.
Furthermore, Franco & Antunes, (2020); Barbuto & Wheeler, (2006) and Sawan, (2020) presented
a model that combines five dimensions, which are as follows: emotional healing, altruistic
vocation, wisdom, persuasive mapping and organizational stewardship, while Liden et al., (2008)

proposes a 28-item measure comprising the seven facets of: conceptualizing, emotional healing,
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putting followers’ first, helping followers grow and succeed, behaving ethically, empowering, and
creating value for the community. This study thus adopted the 28-itemed scale because this tool
has been commonly utilized across diverse settings while posting robust psychometric properties

(Liden et al., 2015).

4.5.4 Organizational Culture

Numerous scholars have highlighted a number of scales for measuring OC. According to
Wahyuningsih et al., (2019), Denison's organizational culture model, for example, proposes a four-
dimensional OC measure: involvement, constancy, adaptation, and mission. In contrast, Langton
and Robbins (2006) have identified seven dimensions: aggressiveness, stability, results in
orientation, attention to small details, team orientation, innovation and decision making, and
stability. Furthermore, according to Muthoni (2013) and Harhash et al. (2018), OC encompasses
the four elements of mission, bureaucracy, entrepreneurialism, and adaptability. Denison's OC
Model, which proposes involvement, consistency, flexibility, and mission as metrics for OC, was
used in this study. This is because the Denison model's constructs incorporate both the external
(involvement and consistency) and internal (adaptability and mission) dimensions of OC
evaluation (Tulcanaza-Prieto et al. 2021). Additionally, Denison's model offers a convincing
explanation of how OC's internal and external integration boosts business competitiveness

(Tulcanaza-Prieto et al., 2021).

4.5.5 Psychological Empowerment

The literature that is currently available indicates that a number of researchers have created
scales to measure PE. Spreitzer, (1995) and Wang et al., (2022) developed four dimensional scale
of impact, self-efficacy, meaning, and self-determination. Short & Johnson, (1994) and Ahadi &
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Suandi, (2014) identified six dimensions in the educational sector: autonomy, status, influence,
professional growth opportunities, self-efficacy, and involvement in the decision-making process.
Furthermore, Thomas & Velthouse, (1990) and Garg et al., (2022) established four dimensional
cognitions: impact, competence, meaning, and self-determination. However, The Spreitzer (1995)
scale, which evaluates the four facets of psychological empowerment—meaning, competence,
self-determination, and impact—was employed in this study. This is because it is among the most
extensively utilized instruments to measure PE and the four dimensions provide adequate
conceptualization of the PE construct (Khairani et al. 2021), Therefore, if any of the dimensions

are missing, the degree of PE will be inflated.

4.6 Questionnaire Design and Pretest

The questionnaire was created in accordance with Taherdoost, (2022)’s recommendations.
Because self-administered surveys reduce costs, simplify survey implementation, and improve
respondent confidentiality, they were utilized to gather quantitative data for this purpose
(Taherdoost, 2022). To assist in creating survey questions that produced actionable data, the
questionnaire included items drawn from literature with pre-existing items of known validity
(Cobern & Adams, 2020; Ikart, 2019). There were five sections on the tool: Data on demographics
was collected in Section A, POS was covered in Section B, SL-related topics were covered in
Section C, organizational culture was covered in Section D, and psychological empowerment was
covered in Section E. IWB issues were covered in the last section. The 5-likert scale (1-SD to 5-
SA), served as the anchor for every item. As a result, the target sample consisted of ten associate

professors, as primary target groups. These experts were therefore used to confirm the
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questionnaire's numerous aspects, such as its wording, the sequence and flow of the questions, its
presentation, and its content. Ultimately, the questionnaire was updated, and the feedback was

included as helpful information.

Table 4.3: Pre-test procedures employed

Procedure Target Justification for use

Panel of experts ~ Experts (10) 1) To assess the conceptualization of
Professors (8) innovative work behavior
Executive managers (2) i1) To evaluate the applicability of the

survey items that gauge the
corresponding variables

ii1) iii) To offer additional recommendations,
critiques, and remarks regarding the

survey
iv) To validate the questionnaire
Pre-test survey 10 public universities 1) To modify and refine the survey
in Uganda instrument in order to develop the final

instrument for the main survey
ii) To statistically test the instrument for

reliability and validity
Following the collection of pilot data, we used Exploratory Factor Analysis (EFA) to narrow down
the items to those that could accurately assess the research variables. Reliability and validity were
evaluated using EFA, which resulted in the discovery of underlying factors and items that were
then utilized for Confirmatory Factor Analysis (CFA). The structural model in SEM was
developed using the emerging variables and the items from EFA that corresponded with them.

EFA is a statistical method that uses correlations between questionnaire questions to identify latent

factors in a dataset (Field, 2009).

4.7 Control for Biases

4.7.1 Control of Common Methods Variance (CMYV) and Bias

Common methods bias is a significant source of measurement error that may jeopardize
the validity and reliability of the results pertaining to the correlations between measures or
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constructs (Podsakoff et al., 2003; Cooper et al., 2020)). According to Liang et al., (2021) CMV
results in the common method bias (CMB), which inflates or deflates correlations. When
researchers gather data on the focal independent (predictor) and dependent (criterion) variables
from one measurement source, CMV is created. Spector, (2006) argues that the use of self-reported
and cross-sectional surveys as the primary research tool raises the most concerns regarding
common methods bias. Consistent with Podsakoff et al. (2003), to deal with CMB problem, we
adopted both procedural and statistical approaches. Specifically, at the questionnaire formulation
stage, we used procedural remedies to address common methods bias, while the pre-test and main

survey stages used statistical remedies to evaluate for the existence of CMB.

4.7.1.1 Procedural remedies

As part of the procedural remedies, this study also considered a number of remedies
pertaining to instrument development. For example, the scale items were made clear, and the
questionnaire development process was systematic. In order to adapt to the study setting, the
questionnaire items were first created using scales developed by earlier researchers. The
questionnaire items were then slightly modified and refined based on qualitative data generated
through interviews. Also, the constructs were clearly stated, the instrument was clear, and
experts/raters were asked to review all items before giving each one a score. To aid in the
understanding and clarity of the items, the experts were invited to provide written or spoken
commentary. The survey instrument was therefore modified to guarantee high response rates
(Yusoft, 2019). This aided in the improvement of the instruments. Items were also reverse-coded

(negatively worded) to lessen the possible effects of response pattern biases.
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The tool balanced the positively and negatively worded measures of each construct, so that
a higher or lower score on the underlying construct corresponds to agreement or disagreement with
the item, respectively. Acquiescence and dis-acquiescence biases can be actively managed with
this approach (Podsakoff et al., 2012). Cognitive "speed bumps" in the form of reverse-coded items
force respondents to employ more deliberate cognitive processing as opposed to automatic
cognitive processing (Podsakoff et al., 2003). The scale's items were reworded, rephrased, and
rearranged with the help of the pretest results (Kamal et al., 2021). Each item was written in easily
comprehensible language and designed to measure a single topic in order to guarantee that
respondents understand what it means. Second, we used the questionnaire and the interview guide
to gather information from academic staff members and senior executives of public universities
which led to the collection of both quantitative and qualitative data. By using a multi-rater and
multi-source approach, the study was able to reduce the CMB and CMV (Liang et al., 2021).

Third, we applied psychological separation of measurements in the questionnaire
development process. Specifically, the items that measure criterion or outcome variable appeared
first on the questionnaire, followed by the predictor variables. This is in line with the suggestions
of Podsakoff et al. (2003), who claim that this methodological approach reduces the respondents'
capacity and enticement to use their earlier answers while responding to new questions or to
address follow up questions. Due to this, the respondents are less likely to alter their answers after
finishing the other questionnaire sections. Fourth, participants' confidentiality and anonymity were
ensured. To inspire the respondents to answer the questions honestly, the phrase ‘there is no right

or wrong answer’ was included on the cover of the questionnaire.
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4.7.1.2 Statistical remedies

Finally, post hoc tests like CFA and Harman's single-component test were used in relation
to statistical remedies. Twenty-one factors were identified by exploratory factor analysis that
combined items from the independent, mediation, and dependent variables. With an eigenvalue of
5.21, the first factor explained 12.6% of the variation. This provides evidence that several factors
emerged from these variables. Precisely, considering that no single factor contributed much
variation from the test is evidence of limited threat of CMB. To assess the model fit, all
independent and dependent variables were loaded onto a one-factor and five-factor CFA model. If
these variables exhibit common methods variance, the one-factor CFA model provides a good fit
to the data (Chi-square = 2105.49; df=365; p=.000; CFI=.573; GFI=.570; NFI=.441; TLI=.525;
RMSEA=.231). The findings of a one-factor and five-factor CFA show that the one-factor model

fits the data the worst. Therefore, there was no evidence of a common methods bias threat.

4.7.2 Control for non-response bias

According to Podsakoff et al. (2012), non-response bias happens when a researcher is
unable to collect data from the sampling units chosen for the sample. In a survey of this kind,
taking non-response bias into account is crucial. Dalecki et al., (1993) contends that it is
problematic to evade non-response bias, though its potential effects can be limited by
implementing righteous research measures. In particular, a large non-response bias diminishes
randomness and compromises sample representativeness (Hair et al., 2010). By assuring
respondents of confidentiality throughout data collection process and stressing to them that the
information was being collected for scholarly purposes, this study alleviated the probable effects

of non-response bias. In addition, the questionnaire's independent variables were distributed in
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phases (it didn't seem to be large), and those who had stuck with the questionnaires were kindly

reminded via phone calls, emails, and physical massage.

4.7.3 Controls for Endogeneity Bias

Consideration was given to endogeneity bias assessment. When additional external
variables in the study have an impact on the independent and dependent variables, endogeneity
bias usually results (Antonakis et al., 2014; Stone & Rose, 2011). The researcher concludes that
the rise in the dependent variable is due to an increase in the independent variable because of
external causes (Field, 2009). These endogeneity biases, according to Antonakis et al. (2014),
might be linked to common method variance, omission of relevant independent variables in the
study, and measurement errors. We controlled for the endogeneity bias following Antonakis et al.
(2014) guidelines by ensuring that the variables were theoretically supported, verifying all
measurement models with confirmatory factor analysis (CFA), and handling the endogenous and
exogeneous variables' questionnaires independently in accordance with the claims of Podsakoff et
al., (2012).

According to earlier studies, if endogeneity bias is not taken into consideration, a
hypothesis may be mistakenly rejected when it ought to have been accepted (Bartov et al., 2000).
By including the control variables (age, sex, and educational levels) in the model, this overlap and
the possible association between error terms were addressed with better and improved model
specification. This guaranteed the accuracy and consistency of the projected or anticipated results
(Bollen 1989). Finding one or more extra variables, known as instrumental variables, that correlate
with the independent variables but not with the unobserved determinants of the independent

variable (that are included in the error term) is a common method of resolving the endogeneity
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issue (Greene 2011). The best conventional approach for addressing endogeneity bias in linear

regression models.

4.8 Data collection methods:

Both quantitative and qualitative information was gathered, though quantitative data made
up the major data collection source. Using the questionnaire, academic staff provided quantitative
data. A series of questions with predetermined responses were provided to the study participants
to rate. Questionnaires were deemed relevant in this study because they enlist information from
the target population and capture respondent replies promptly and precisely and generate a
significant amount of objective data at a comparatively cheap cost (Zhao et al. 2022). In each
university where data was obtained, we identified a point of contact who was trained to facilitate
a seamless data collection process and was informed about the objective of the study.

In collection of qualitative data, we used an interview guide. Before the interviews
commenced, the interview team made appointments with the selected respondents who had
consented to the planned interviews. Ideally, these were senior administrators of public universities
as well as regulators of higher education such as the National Council for Higher Education
(NCHE) and the Ministry of Science, Technology, and Innovation (MoSTI). The interviewers
elucidated the objective of the study to the executives and requested their consent to record the
interviews. The interviews lasted anywhere from thirty to an hour. The interview tools (interview
guide) were simple, affordable, and time-efficient for both the participants and the researchers
(Magolo Annet, 2019). Documentary sources, particularly published reports on staff IWB in public
universities, also provided additional or secondary data. Overall, the study adopted a two-stage
method of gathering data was used. Phase 1: Pre-testing data collection tools (June—Oct 2023).

During this phase, both qualitative and quantitative data were collected to evaluate the validity and
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reliability of the developed instrument. Phase 2: Collection of primary data for the main survey
(October 2023— March 2024). Meaningful discussions and conclusions for this study were derived

from the data gathered at this point.

4.9 Data Entry

To ascertain the usable questionnaires, the investigator started sorting through the ones that
were collected from the respondents. After sorting the questionnaires, 308 of the 357 administered
instruments for the full-scale study were deemed usable. To prevent mistakes while entering the
data into the SPSS version 21 software and then into analysis of moment of structure (AMOS) for

analysis, the tools were labeled with serial numbers.

4.10 Management

To guarantee clean data prior to analysis following data entry, data exploration and
management was deemed crucial. Following data entry, data management was deemed vital to
ensure the data was clean before analysis. Field, (2005) asserts that if data is not cleaned, it tends
to skew the results (Field, 2009). Field (2009) outlines several reasons for data cleaning. Finding
out if the responses provided in the questionnaires were correctly entered was the first reason
sighted. Second, to confirm whether missing values exist and address them in a scientific manner.
Moreover, as Field (2013) suggests, locate outlier cases and, if found, create strategies to deal with
them to reduce their detrimental effects on the data. In order to deal with missing numbers and
get rid of outliers, the data was thus meticulously cleansed. According to Field (2009) and Hair, et
al., (2010), the researcher used basic frequency analysis to see whether there were any incorrect
inputs, missing data, or outliers that could raise error variance and lower the power of statistical

tests. Similarly, applying Field's (2010) procedures, the researcher conducted diagnostic tests to
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determine whether the data satisfied parametric assumptions prior to further statistical analysis.
These tests included normality of data distribution, homogeneity of variance, linearity of data, and

multicollinearity, among others (Hair et al., 2010).

4.10.1 Missing Value Analysis (MVA)

When data values for one or more data variables are absent from the observed dataset, the
missing data problem occurs (Alruhaymi and Kim 2021). There are three missing value categories
that are mutually exclusive: Missing at random (MAR), Missing completely at random (MCAR),
and missing not at random (MNAR). Field (2006) asserts that missing values have a negative
impact on multi-variate analysis, and must be located and dealt with. Thus, using missing value
analysis (MVA), the data was screened to look for missing values and analyze the distribution
patterns of those missing values (Alruhaymi and Kim 2021). The main causes of missing data, are
mistakes made during the data entry or collection process or respondent omission of responses
(Hair et al., 2014). Missing values are a major problem in statistical analysis if they are not handled
correctly. Tabachnick and Fidell, (2001) states that if a few data points (5% or less) are missing in
arandom pattern from a large data set, the problems are less serious. As a result, Hair, et al., (2014)
contends that if the percentage of missing data in a particular questionnaire exceeds 15%, the
observation is eliminated from the data set.

Using Little MCAR's test, we performed a missing value analysis (Alruhaymi & Kim,
2021). This test posited insignificant results (p=.322), further supporting MCAR, and showed that
missing values were completely at random (MCAR), and at less than 5%. Consequently, after
determining that the missing values were MCAR and that they were also less than 5%, we replaced

them using linear interpolation method through SPSS. The ability of this method to maintain or
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preserve the sample led to its consideration as appropriate (Tabachnick and Fidell 2013). The

charts display the findings of the missing value analysis (Fig. 4.1).

Overall Summary of Missing Values

M complete Data
B incomplete Data

“ariahles Cases “alues

Fig.4.1: Overall summary of missing values

According to Fig. 4.1 above, the study's total variables are 17.33% complete and 82.67%
incomplete; 32.52% of the cases entered are complete and 67.48% are incomplete; the values show
that the variables and the cases are 98.91% complete and 1.09% incomplete. Missing values
between 1% and 5% are considered manageable, while values above 15% are considered
dangerous (Field, 2009). Since the study's missing values fell below a tolerable threshold (less than

5%), they were deemed manageable (Hair et al. 2021).

4.10.2 Pattern of missing values

The ability to detect patterns in missing data is made possible by the presence of missing
values. In order to show the distribution of the missing values in the data gathered for this survey,
a missing value pattern was created using graphs. The degree of randomization test was employed

to ascertain if the missing data were dispersed randomly across the cases and variables. The p-
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value was utilized to ascertain the extent of missing data and whether it was random (MCAR) or
non-random (NMCAR), based on Little's MCAR test. Further, expectation-maximization (EM)
estimation was validated. In our parametric models, EM estimation used the likelihood estimates
to differentiate between data with and without missing variables.

According to Alruhaymi & Kim (2021), missing data may be deemed MCAR if 5% or less
of the dataset is absent. The results showed that the data's Chi-Square was 16728.703, its df was
16517, and its significant level was .322 (p=.322) for the Little's MCAR test. Given that the
percentage was less than 5%, which is acceptable for replacement, and that the Chi-square statistic
was insignificant (Sig. =.322), it appears that the data values were missing completely at random
(MCAR). The findings showed that the missing values were dispersed or distributed throughout
the carefully examined study variables. The Missing Value Patterns were also used to depict the

distribution of the missing data (Fig. 4.2).

Missing Value Patterns
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Fig. 4.2: Pattern of missing values
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4.10.3 Dealing with missing values

The results of our investigation showed that the level of missing data was low, with less
than 5% of the data being missing completely at random (MCAR), a value suitable and acceptable
for replacement. Since missing values are perilous and lower the statistical power of the results,
the missing data was replaced. To determine which data replacement method to adopt, several
approaches were examined. Both pairwise deletion, which keeps the questionnaire but only deletes
cases without responses, and listwise deletion, which removes all questionnaires or cases with
missing values, were taken into consideration. Additionally, the mean (if normal), median (if
skewed), and mode (if categorical) might be used to replace the missing data if less than 5% of the
data were missing. However, using linear interpolation, the missing values were substituted as this
approach represents an optimum data replacement technique due to its ability to preserve the data

structure (Tabachnick & Fidell, 2013; Field, 2009).

4.10.4 Outlier detection and management

According to Field (2006) and Hair et al. (1998), outliers are values that deviate from the
measurement scale. Outliers are mostly caused by data entry errors, although they can also happen
when respondents provide out-of-range values in their responses. Accordingly, outliers inflate the
standard deviation and distort the mean (Field, 2009; Ghorbani, 2019), thereby leading to incorrect
conclusions (Hair et al., 2010; Afzal et al., 2021). Consequently, eliminating outliers could make
the data more normal and prepared for further statistical analysis. Thus, outliers must be identified

and dealt with, either by deletion, transformation, or correction.
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Several methods have been proposed to detect outliers, including frequency inspection, use
of box plots, and categorized data points based on their observed Mahalanobis distance from the
study's expected values (Hair et al., 2010). One of the most widely used techniques is the box plots
used for identifying univariate outliers, scatter plots for bivariate outliers, and Mahalanobis
distance for multivariant outliers (Deng, Li, and Jiang 2019). This research adopted all the three
in dealing with the threat of outliers. Hair et al. (1998) and Afzal et al., (2021) state that outliers
should be identified using a variety of methods and handled regardless of whether they are
univariate, bivariate, or multivariate. Frequency counts were used to identify uni-variate outliers,
and bivariate scatter plots were employed to identify values that were out of range (bivariate
outliers). Generally, we also used box plot for determining and analysis of outliers using 1.5*1QR
rule. The box plot rule declares observations as outliers if they lie outside the interval (Ghorbani,

2019, Rehman & Belhaouari, 2021). (See Fig.4.3 below)

Interquartile Range
(IQR)
Outliers } | Outliers
(@) @I @0
"Minimum™” "Maximum"
(Q1 - 1.5*IQR) Q1 Median Q3 (Q3 + 1.5*IQR)
(25th Percentile) (75th Percentile)
—q —3 —2 -1 0 1 2 3 4

Fig.4.3: Outliers 1.5*1QR rule.
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Using box plots, the univariate outliers were located. In SPSS, outlier scores were displayed with
numbers (ID numbers) associated with values deemed extreme, i.e., 1.5 below and more than 3
above the normal (Tabachnick and Fidell, 2001). Our data contained some extreme values
(outliers) as illustrated by the box plots (Fig.4.4) below. Specifically, outliers were found in the

variables (organizational culture and perceived organizational support).

200 — 203
169,

3
o

Perceived Servant Crganisational Psychological Innovative Work
Organisational Leadership Culture Empowerment Behaviour
Support

Fig. 4.4: Boxplots showing outliers

To handle outliers, z-scores that deviated from the typical range of +2.5 and -2.5 were
replaced. According to Field's (2009) recommendations, values that did not fall within the £2.5
interquartile range were assigned to the next lower or higher value. The results of a second data

check revealed that there were no outliers in any of the study constructs (Fig 4.5. Below).
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Fig.4.5: Boxplots without outliers

To deal with bivariate outlier, we used regression scatter plots to display distinct out of range
values (Rehman and Belhaouari 2021). On examination of the regression scatterplot, we found
that data points followed or matched a general shape-a particular curve, and that data points were
not far from the general pattern of the other points, alluding to nonexistence of bivariate outliers,

(See Fig4.6, .47, 4.8 and 4.9 below).
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Fig. 4.6: Scatter plot of IWB and Perceived organizational support
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Innovative Work Behaviour

Fig.4.7:

Innovative Work Behaviour
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Data was also assessed for multivariate outliers using Mahalanobis distance test (D?)
(Tabachnick & Fidell, 2013; Deng et al., 2019 ). A score higher than the critical value was deemed
an outlier and was consequently removed from the dataset and any additional analysis. Based on
this rule, one value was established and removed from the analysis. The final analysis was thus,

based on a sample of 308 academic staff.

4.11 Testing for parametric Assumptions

To examine the data and ascertain the distribution, parametric assumption tests were performed.
The assumptions of normality, homogeneity, linearity, and multicollinearity were examined in this
case. The analysis results may be inaccurate or misleading when these assumptions are violated.
The research conclusion and interpretation of the findings are altered when these assumptions are
violated. Model robustness is ensured by data adhering to multivariate statistical assumptions
(Hair et al., 2010). Therefore, in order to prevent probable violations that could skew and distort
data, it was essential to verify for statistical assumptions before applying multivariate analysis.
4.11.1 Normality Tests

The requirement that data adhere to the normal distribution principle is one of the most
commonly cited assumptions of parametric testing (Mishra et al. 2019). This allows the researcher
to verify if the data sample was drawn from a population that is normally distributed (Hair et al.,
2010; (Hatem et al. 2022). A basic need for all statistical tests is the claim that the data meets the
assumption of normality (Tabachnick & Fidell, 2001). To determine data normality, we relied on
both graphical and statistical tests. Specifically, the normal distribution was analyzed using four
methods, including the histogram, normal P-P plots, and the level of skewness and kurtosis (S-K

test), and Kolmogorov-Smirnov (K-S), and Shapiro-Wilk (S-W) (Hair et al.,1998; Field, 2006).
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4.11.1.1 Graphical approach to testing for normality

Since statistical tests are subjective and may be overly sensitive, the graphical technique is
highly recommended as it allows for good assessment and judgment in many situations (Field,
2009). This involved the use of bell-shaped histograms, normal probability plots, and normal

regression scatter plots.

a) Histogram

This was one of the graphical methods used to evaluate the normality assumption. A bell-
shaped curve represented the normal distribution for each of the study constructs (Khatun 2021).
Fig.4.10 below shows the bell-shaped histogram used in this investigation, which suggests that the
data were normally distributed. This implies that our data was appropriate for additional statistical

analysis because the assumptions of normality was satisfied.

Histogram

Dependent Variable: Innovative Work Behavior

Mean =1.14E-15
S0 Std. Dev. = 0993
M = 308

Frequency

-4 -2 1] 2

Regression Standardized Residual

Fig 4.10: Histogram- Dependent variable- Innovative work behavior
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b) Normal Probability plots (Normal P-P Plots)

This was the second graphical test for testing the assumption of normal distribution of data.
Scholars such as Hair et al. (2010) and Field (2005) emphasize that observed values should be

shown as separate data points and should fall exactly along the straight diagonal line, also called

line of best fit under a typical p-p chart. When data points are dispersed, we conclude non-
normality. It is assumed that the observed values, represented by the dots on the chart, should fall
exactly sideways, along the straight line, also called line of best fit to conclude that the data are
normally distributed. Consequently, an examination of our data revealed that the majority of the
observed values (data points/dots) fell along a straight diagonal line or line of best fit as indicated
by the normal p-p plots. This suggested that the study's data was appropriate and tenable for

additional statistical tests as the assumption of normality was met (see Fig 4.11)

MNormal P-P Plot of Regression Standardized Residual

Puependent Variable: Innovative Work Behavior

Expected Cum Prob

0o 0.2 0.4 0B 08 1.0

Observed Cum Prob

Fig. 4.11: Normal p-p plot of IWB

69



¢) Scatter Plots

We also used regression scatter plot to examine if our data had a normal distribution. This
technique was used to uncover patterns in the data and show whether or not there was a relationship
between the study variables, what kind of relationship there was, and whether or not some cases
were notably different from the others (Field, 2005). This was crucial because it helps to locate
cases that substantially depart or deviate from the data's general trend, which could materially
distort or skew the data's normality. The regression scatter plot, shown in Fig. 4.12 below, shows
that most of the cases are grouped or clustered together and are within vicinity of other data points,
suggesting that there is a relationship between the cases. This suggests that the data from the study
is normal and since the assumption of normality was met, the study's data was suitable for further

statistical analysis.
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Fig. 4.12: Regression Scatter plot
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4.11.1.2 Statistical tests of normality

As previously noted, we also examined for the normality assumption using statistical
methods. These tests helped quantify the distribution shapes and locate outliers. Statistical tests
generate objective results, but they are too sensitive in big sample sizes and insensitive in small
sample sizes. Due to this study’s high sample size (308), this approach can thus, be relied upon to
generate an objective opinion. Two statistical tests, the Shapiro-Wilk Test and the Kolmogorov-
Smirnov (K-S), and Skewness & Kurtosis tests (S-K), were employed to examine for the normality

assumption.

a) Skewness and Kurtosis

Hair, et al. (2010) define skewness as the distribution's balance, i.e., whether it is centred
and balanced, with the same form on both sides, or imbalanced and slanted to one side (either the
right or left). A distribution is considered skewed if it is not balanced. A distribution that has shifted
to the left is indicated by a positive skew, whereas one that has shifted to the right is shown by a
negative skewness. Two types of deviations from the normal are skewness (lack of symmetry) and
kurtosis (pointiness). Data piles to the left are indicated by positive values, whereas data piles to
the right are shown by negative values (Hair et al., 2010). Kurtosis shows how "flat" or "peaked"
the distribution is in contrast to the normal distribution, whereas skewness defines how balanced

the distribution is. Kurtosis also shows the height of the distribution.

The normal distribution of S-K is typically given values of zero (0) in most systems.
Consequently, values that are either above or below zero are those that do not fit the normal
distribution. For instance, a leptokurtic (peaked) distribution is indicated by positive kurtosis
values, whereas a platykurtic (flatter) distribution is shown by negative values. Similarly,

distributions with negative skewness values shift to the right, while those with positive values shift
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to the left. The likelihood that the data are not normally distributed increases with the amount that
the value deviates from zero (Field, 2005). Ideally, the data should be normally distributed,
meaning it shouldn't be overly skewed or flat or pointed. According to Field (2005), a normal
distribution is perfectly symmetrical and neither too flat nor too sharp, with skew and kurtosis

values of zero.

Skewness and kurtosis are more warranted in testing for assumption of normality because
they show the normal distribution's flatness and pointiness, whereas the other approaches do not.
Our study data revealed that the skew and kurtosis values are close to zero. To normalize the
skewness and kurtosis scores, it is advised that they be transformed to a z-score; the conventional
rule to determine normality is + 3.29 and — 3.29 (Field, 2009), an approach we followed in this
study. To generate the z- score, for skewness, the formula is (skewness- 0 divided by the standard
error (SE). The also holds true for kurtosis. The normality test assumption- that is, that the
skewness and kurtosis values in a normal distribution are zero- was confirmed to be met and
tenable, as indicated in Table 4.3. Also, the z-scores for all values are within the range of (+ 3.29
and — 3.29) indicating normality at significance level (p<.05).

Table 4.3: Skewness and Kurtosis z- score statistics for Normality

Construct Skewness Kurtosis

S- statistic SE z-score  K-statistic SE Z-score
Innovative work behavior -.438 139 -3.15 339 277 1.22
Perceived organizational support -416 139 2.99 -441 277 -1.59
Servant leadership .032 139 0.23 =727 277 -2.62
Organizational culture -.328 139 -2.35 450 277 1.62
Psychological empowerment -.246 139 1.76 -.678 277 -2.44

Source: Primary data
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b) Kolmogorov-Smirnov and Shapiro-Wilk Test

We used the Shapiro-Wilk and Kolmogorov-Smirnov tests to see if the distribution in our
data generally deviated from normal levels. It is commonly believed that the test is non-significant
(p >.05) since the sample distribution does not significantly differ from the normal distribution.
The distribution in question is non-normal, however, if the test is significant (p <.05), since it
deviates significantly from a normal distribution. As shown in Table 4.4 below, all of the study
variables had non-significant values (P>.05), indicating that the sample distribution did not deviate
significantly from a normal distribution. As a result, it can be concluded that the distribution is

fairly normal, meaning that further statistical tests can be carried out because the normality

assumption was satisfied.

Table 4.4. Kolmogorov-Smirnov and Shapiro-Wilk Test

Kolmogorov-Smirnov Shapiro-Wilk

Variable Statistic  df Sig Statistic  df Sig

Innovative work behavior .057 308 .210 995 308 231
Perceived organizational support .059 308 421 994 308  .460
Servant leadership .061 308  .091 995 308  .095
Organizational culture .060 308 312 308 316
Psychological empowerment .062 308 204 .994 308  .248

Source: Primary data
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4.11.2 Homogeneity of variance

Using our data, we examined the homogeneity of variance assumption. In this assumption,
the data's variances ought to be steady or continuous. Levene's test was used to establish whether
there is no difference between the groups and whether their variances are identical (Field, 2009).
If the Levene's test is significant at p <.05, we can assume that the homogeneity of variances
assumption has been violated and that the variances are significantly different. However, if
Levene's test results indicate that the variances are similar (p >.05), it is justified or satisfied. All
of the research variables' p-values for Levene's test results are greater than 0.05 (see table 4.5

below), suggesting that the data are homogeneous and appropriate for further statistical analysis.

Table 4.5: Levene’s test for Homogeneity of Variance

Variable Levene

Statistic dfl df2 Sig.
Innovative work behavior 564 1 308 320
Perceived organizational support 736 1 308 281
Servant leadership 1.121 1 308 283
Organizational culture 1.254 1 308 465
Psychological empowerment 342 1 308 S12

Source: Primary data

4.11.3 Linearity:

The linearity assumption posits that a straight-line relationship between two variables
exists (Nimon 2012). However, linearity should be verified using graphical methods as it is not

guaranteed (Tabachnick & Fidell, 2001). The relationship between the independent and dependent
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variables were thus examined using a P-P regression plot of the standardized residual plot, which
led to the finding of a normal distribution. On examination of scatter plot (Fig.4.13), the data points
were distributed along a straight line in the graph, also referred to as a line of best fit (Field, 2009,

Garson, 2010), alluding to a linear relationship between the study variables as indicated below.

Scatterplot

Dependent Variable: Innovative Work Behavior

R? Linear =0.808

Innovative Work Behaivior

-3 -2 -1 =] 1 2 3

Regression Standardized Residual

Fig.4.13: Regression standardized scatter plot

4.11.4 Test for Multicollinearity

The multi-collinearity test was used to find the degree of correlation between two or more
independent variables. When there is multi-collinearity, it is quite challenging to determine which
of the two independent factors has a major impact on the dependent variable (innovative work
behavior). Two well-known metrics for determining the risk of multi-collinearity are the Variance
Inflation Factors (VIF) and the Tolerance statistics. When tolerance levels are higher than.2 (TL
> (.2) and Variance Inflation Values (VIF) are less than 5 (VIF < 5), multicollinearity is often not
a danger (Hair et al., 2010; Shrestha, 2020). It is recommended that one of the offending variables
be eliminated as soon as it is identified in order to alleviate the multi-collinearity issues. The VIF
and tolerance level or statistics matched both assumptions when regression results from the SPSS

were examined to check for multi-collinearity (see table 4.6). To further validate these results, we
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further examined for multi-collinearity through condition index. Multicollinearity is deemed
problematic if the condition index is higher than 30 (Shrestha, 2020; Tabachnick & Fidell, 2007).
Examination of all the collinearity statistics for all the predictor variables revealed values in the
range of 14.516- 23.523, well below the threshold of 30 (Tabachnick & Fidell, 2007), providing
evidence for less risk of multi-collinearity threat. Thus, the results indicated in Table 4.6 below
show VIF, tolerance statistics and conditional index results which reveal tolerable threat of multi-
collinearity.

Table 4.6: Test for multicollinearity

Variable Variance Inflation = Tolerance Condition
Factor (VIF) Statistics Index
Perceived organizational support  1.35 0.46 14.516
Servant Leadership 2.36 0.35 16.254
Organizational Culture 1.84 0.57 21.375
Psychological Empowerment 1.79 0.58 23.523

4.12 Reliability of the main study instrument

Hair et al. (2010) state that reliability, which is also referred to as a measure of internal
consistency, shows that a measure will deliver and exhibit greater consistency if it is repeated.
Reliability is a measure of how consistently a variable is measured over multiple measurements.
Cronbach's Alpha coefficients at exploratory factor analysis (EFA) and composite reliability at
confirmatory factor analysis (CFA) were used to evaluate the reliability of the full-scale study data

in order to ascertain the internal consistency of the data collection technique (Cronbach, 1951, Hair
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et al., 2010; Peterson et al., 2024). The degree of agreement between the outcomes of repeated
measurements of the same concept is known as reliability.

A reliable assessment of a known concept remains unchanged when conducted twice with
the same individual in comparable situations. On different occasions, it ought to yield the same or
consistent result. A research instrument is considered reliable if its Cronbach's Alpha coefficient is
0.7 or greater (Cronbach, 1951). For a construct to be deemed sufficiently reliable, confirmatory
factor analysis (CFA) must yield a composite reliability score of CR > 0.6 (Cheung et al. 2023).
According to the results obtained from the study data, all of our variables had Cronbach's Alpha
coefficients of 0.7 and above and composite reliability values of >0.6 (see table 4.7). This proved

that the data collection tool used in the study was reliable.

Table 4.7: Summary of reliability coefficients

Study Variables Cronbach's No. Composite No. Items
alpha @>0.7  Items reliability

Perceived Organizational Support .842 13 781 10

Servant Leadership .862 32 810 22

Organizational Culture 872 19 .875. 10

Psychological Empowerment .866 16 .858 10

Innovative work behavior .829 29 .864 17

Source: Primary data

All of the study variables; perceived organizational support, servant leadership, organizational
culture, psychological empowerment and innovative work behavior, met the cut-off mark of 0.7 at
both EFA and CFA, according to the results in the above table. This indicates that the study's

instrument was reliable enough to be employed.
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4.13 Validity of Quantitative Instrument

After verifying that a scale meets the necessary reliability requirements, we conducted a
validity test. Finding out if the instrument truly measures the things it claims to assess — which
was the aim of this test (Field, 2009). On the other hand, validity is how well a measure captures
what it is supposed to capture (Hair et al., 2010). The measurement of the constructs derived from
the study's theories and concepts was taken into account. Both content as well as construct validity
were considered. Two requirements must be satisfied by survey items in order to conclude accurate
measurements. Each respondent must, first and foremost, comprehend the question as intended by
the researcher and, second, interpret it in the same way. "How do we know that we are certainly
measuring what we want to measure?" is a pertinent question to ask when a decision has been
made, and a measure has been devised (a laborious and meticulous procedure). Usually, it is
focused on whether the tool actually measures the aspects it is supposed to measure (Babbie &
Mouton, 2002). As previously noted, validity may be divided into two categories: construct

validity and content validity.

4.13.1 Content Validity

Content validity evaluates the relationship between variables to be involved in a summed
scale and its conceptual definition is known as content validity. Measuring each of the study's
constructs is necessary for content validity (DeVellis, 2003; Gregory, 2015). If participants and
researchers generally agree that the constituent items of a measure cover every facet of the variable
being measured, then the measure is said to have content validity. This type of validity, sometimes
referred to as face validity, uses pre-testing with several subpopulations, expert judge evaluations,

or other methods to subjectively evaluate how well the individual items and the idea match. The
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goal is to make sure that theoretical and practical factors are taken into account in addition to
empirical ones when choosing scale items to integrate in the tool (Hair et al. 2010). As a result, we
assessed the content validity of the developed instrument by distributing it to ten experts, including
policy makers, practitioners, and academic supervisors in the field of innovation management.
Expert comments were graded using a five-point Likert scale, which comprised
assessments of innovative work behavior, POS, SL, OC, and PE: 1. Strongly Disagree 2. Disagree,
3. Not Sure, 4. Agree, and 5. Strongly Agree. This implies that the instrument was rated based on
an expert assessment. The content validity index was computed by dividing the percentage of items
considered valid by the total number of questions included in the study's instrument, in compliance
with Amin's (2005) recommendations. The results demonstrate that the Content Validity Index
(CV]) for each construct is higher than the 0.7 threshold. The tool was therefore judged to be

appropriate and to possess content validity.

4.13.2 Construct Validity

Construct validity is the degree of consistency in assessing the set latent items of a construct
(Lu et al., 2011). Based on the underlying theoretical underpinnings, construct validity quantifies
the relationship between one variable and another. Both convergent and discriminant validity were
analyzed in order to investigate construct validity, in line with Blumberg et al. (2014). Convergent
validity shows homogeneity within a single construct, whereas discriminant validity shows
variability or heterogeneity across many constructs. In other words, discriminant validity looked
at whether there was a lack of strong correlation between the measures of the items from different
constructs, while convergent validity examined whether there was a high or strong correlation

between the measures of items of constructs used to measure the same variable (Sekara, 2000).
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Exploratory factor analysis (EFA) was employed for every construct item in our study
variables. By comparing the inter-construct correlation values to the square root of AVE (average
variance extracted) during confirmatory factor analysis (CFA), the convergent and discriminant
validity of the study's components were evaluated. EFA and the subsequent CFA were designed
to assess and validate the proper validity of the measurement model (Hair et al., 2010). (See
appendix 1)

Additionally, KMO were taken into consideration in determining the sampling adequacy
and to verify whether or not the items were correlated. According to Kaiser (1974), the Bartlett
test values should be (sig. <.05), and the values of the sampling adequacy must be greater than .70.
for variables. According to the study's findings, every KMO value was higher than the suggested
0.7, and every Bartlett's test value was significant at 0.000 below the suggested cutoff of 0.05 (EFA
Results Matrix). This demonstrated that all constructs' items correlated, a prerequisite for
component analysis, and that the sample data was sufficient. This was done on every item in our

study variables for every study concept, as seen below.

4.13.2.1 Convergent validity

According to Hair et al. (2013), this is the degree to which a measure has a positive
correlation with other measures of the same variable. To evaluate convergent validity, Average
Variance Expected (AVE) was computed. AVE is calculated by dividing the total squared loadings
by the total number of indicators. AVE must be at least 0.50. A construct is said to explain at least
50% of the variance of the indicators that comprise it if its AVE is 0.50 or higher (Hair et al.,

2022). All of the latent variables employed in this investigation had AVE values greater than the
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recommended value of above 0.5, according to our results in Table 4.8, indicating convergent

validity among the study variables (Hair et al., 2017; Hair et al., 2021).

Table 4.8 Average Variance Expected (AVE)

Study Variable AVE >(0.5)
Perceived organizational support 0.68
Servant leadership 0.64
Organizational culture 0.69
Psychological empowerment 0.64
Innovative work behavior 0.61

4.13.2.2 Discriminate validity

According to Hair et al. (2010) and Field (2009), discriminant validity examines whether
items measuring several constructs are unique and load independently. The SEM path model aims
at ensuring that reflective concepts have the strongest correlations with its own indicators to assess
discriminant validity (Hair et al., 2022). Generally, a threshold value of 0.90 is recommended. A
threshold of 0.95 and higher was taken into consideration in this research. Table 4.9 below displays

the SEM data for each of the constructions.
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Table 4.8 Normed fit indices (>0.90)

Study Variable NFI
Perceived organizational support 0.963
Servant leadership 0.952
Organizational culture 0.969
Psychological empowerment 0.954
Innovative work behavior 0.952

According to Table 4.11, all of the variable measurement items' discriminant validity using SEM
(AMOS) was higher than the 0.95 cutoff. According to Hair et al. (2017), this suggests that the

constructs are actually different from one another confirming construct validity.

4.14 Data Analytical strategy

Descriptive statistics were calculated, and regressions, analysis of variance, and correlation
analyses between the variables were conducted. In particular, we used frequency count
(frequencies and percentages), descriptive statistics (means and standard deviations), and
significance testing (analysis of variance, correlations, regressions, and structural equation
modeling, or SEM). To get results and make inferences, we leaned mainly on SEM as our primary
data analysis technique. Additionally, mediation was analyzed using SEM, the bootstrapping
process, and the mediation principles of Baron and Kenny (1986). The statistics pertaining to the
objectives, theories, and propositions of the study were the main emphasis of the subsequent data
analysis method. A description of the many statistical techniques employed in this investigation

(table 4.9).
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Table 4.9: Statistical Modelling

S/ Objectives Hypotheses to be Tested Statistical

N Tests

1 To investigate the relationship between HI1: POS and employee IWB are Zero  order
POS and employee IWB among academic significantly related in Uganda’s correlations,
staff in public universities in Uganda. public universities. SEM

2 To investigate the relationship between H2: There is a positive and Zero order
servant leadership and employee IWB significant relationship between SL  correlations,
among academic staff in public and employee IWB in Uganda’s SEM
universities in Uganda. public universities.

3 To investigate the relationship between H3: There is a positive and Zero order
organizational culture and employee IWB  significant relationship between OC correlations,
in public universities in Uganda. and employee IWB in Uganda’s SEM

public universities.

4 To investigate the relationship between H4: There is a positive and Zero  order
POS and psychological empowerment in significant relationship between correlations,
public universities in Uganda POS and Psychological SEM

empowerment in Uganda’s public
universities.

5 To investigate the relationship between HS5: There is a positive and Zero order
servant leadership and psychological significant relationship between correlations,
empowerment in public universities in servant leadership and SEM
Uganda psychological empowerment in

Uganda’s public universities

6 To investigate whether psychological H6: Psychological empowerment Zero  order
empowerment mediates the relationship mediates the relationship between correlations,
between POS and employee IWB in POS and IWB in Uganda’s public SEM,
public universities in Uganda. universities. bootstrapping

test

7 To investigate whether psychological H7: Psychological empowerment Zero order
empowerment mediates the relationship mediates the relationship between correlations,
between servant leadership and employee Servant leadership and IWB in SEM,
innovative IWB in public universities in Uganda’s public universities. bootstrapping
Uganda. test

8 To examine the relationship between HS8: Psychological empowermentis Zero  order
psychological empowerment and IWB in positively and significantly related correlations,
public universities in Uganda. to IWB in Uganda’s public SEM

universities.
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Source: Literature review

4.15 Quantitative Data Analysis Tools

Based on 308 valid observations, the quantitative data analysis included structural equation
modeling, zero order correlations, and descriptive statistics using SPSS 19 and AMOS Version -
21. Hair et al. (2010) states that SEM is a second-generation modelling technique that assesses
validity, reliability, and correlations between variables simultaneously. It offers both individual
parameters estimate tests, and a composite test of the model fit. The same statistical assumptions
that apply to multivariate analysis also apply to SEM. Furthermore, a sufficient sample size is
crucial for SEM because covariance and correlations are less stable when computed from small
samples (Hair et al., 2010). All of the statistical assumptions were supported in this respect, based
on the performed diagnostic parametric tests. Additionally, a sample size of three hundred and
eight (308) was judged sufficient and suitable for SEM.

As a data analysis technique, the two-stage SEM process proposed by Anderson &
Gerbing, (1988) was employed. In step one, a measurement model was estimated using CFA, and
in stage two, the structural model utilized to evaluate the study hypotheses was calculated. The
first phase in the SEM technique is model formulation, which links the variables that are believed
to affect one another (Kline 2005). Statistics were evaluated during the estimation process to
ascertain whether the proposed model suited the data and whether any modifications were required
to enhance the model fit. There is no clear consensus on which fit indices should be reported.

Certain fit indices may be sample size dependent, while others may not (Hu & Bentler, 1999).
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4.16 Qualitative Research Approach

We collected qualitative data from key informants throughout the ten universities that were
sampled in order to bolster the quantitative findings. Below is an explanation of the qualitative

research methodology used in this investigation.

4.16.1 Sample Size and Selection

Purposive sampling was used in the study to collect qualitative data. Participants were selected
according to their expertise, experiences, and willingness to take part in the study. In order to
ascertain the respondents' (executive managers) willingness to participate in the interview, the
researcher personally visited these universities before the interviewing procedure began, and
appointments were set. This was done in an effort to establish rapport and reduce the likelihood of
wasteful time management on unprepared interview issues. In order to guarantee complete
representation of views from all universities, the researcher also made sure that executive
managers from all routes including human resource managers, and finance managers, were

included in the sample.

4.16.2 Data Collection and Procedure

A semi-structured interview guide (see Appendix 4) was used to gather qualitative data using
appreciative inquiry. Information was gathered from several cases at ten Ugandan public univesies.
To reach a saturation level of 28 participants, at least two senior managers from each university
were taken into consideration. The interviewees were chosen based on their willingness to
participate in the interview as well as their expertise and familiarity with the topic (innovative
work behavior) of the study. Each interview lasted between 30-60 minutes. When it was

convenient for them, the interviews were conducted from their places of employment. To
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guarantee the accuracy of the information collected, notes and audio recordings were made (with

the interviewees' consent).

4.16.3 Reliability of qualitative data:

According to guidelines by Golafshani (2003), several techniques were employed to ensure
reliability of qualitative data: a) triangulation was used by integrating techniques for gathering data
such as observation, interviews, and group discussions, b) field notes were accurately and
thoroughly documented right away following the observation or interview, c) standardization of
interview and observation procedures, d) established a structure for how and when data was

recorded through audio recording or transcription to ensure that no important data was lost.

4.16.4 Validity of qualitative data:

The validity of the qualitative data was evaluated using the triangulation method. Creswell
& Miller (2000) distinguished four basic types of triangulations: triangulation among investigators,
procedures (such as observations, interviews, documents), theories, and data sources (such as
participants). The study employed methods such as document analysis, interviews, and
observations to determine major and minor themes. Official documents and pertinent parties, such
as organizational executive officers, were among the many data sources used. Complementary
perspectives on the same construct may be offered by data from multiple sources (Coleman 2022).
Consequently, it provided an additional opportunity to demonstrate the accuracy and

comprehensiveness of the constructs’ information.
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4.15.5 Trustworthiness of data

According to Hadjer et al., (2023), trustworthiness is the degree to which "the researcher's
presence may have influenced the data in a way that leads to misleading conclusions." In order to
avoid this, researchers were generally counseled to take proactive steps to lessen their bias and
intrusiveness, maintaining the validity of this study. This was accomplished by a) triangulating
data collection methods (which necessitates gathering information from several sources), b) using
experts and peer debriefing: ten experts evaluated the research tools for improvement, and we
shared our findings with other academic colleagues to share ideas and get feedback on our work,
which helped to stay focused. Therefore, we followed the four steps suggested by Miles and
Huberman (2014) to ensure the trustworthiness of qualitative data. These include (i) credibility,

(i1) transferability, (ii1) dependability, and (iv) confirmability as explained below;

4.15.5.1 Credibility

Credibility relates to the research's focus and is the degree of confidence in the data's ability
to address the intended focus (Elo et al. 2014). Triangulation (Miles and Huberman, 2014) and
extended engagement (Denzin and Lincoln 2005) were used to accomplish this. Respondents were
attentive for a considerable amount of time (30—-60 minutes) throughout interviews, asking for
additional clarification whenever a topic was covered. The respondents had the freedom to voice
their opinions whenever it deemed fit. In order to guarantee the validity of the results, triangulation

of data collection and member techniques were used.
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4.15.5.2 Transferability

Transferability in positivistic studies refers to the potential for results to be extended or
applied to different situations and contexts (Drisko 2025) . Transferability is the capacity to apply
conclusions from one study to different individuals, situations, and times. This is a critical
evaluation of how well a study's conclusions can be applied in a different context. A wider range
of experiences were made possible by the diverse participant pool (several executive mangers),
and in order to assess whether the results would be applicable in other contexts, we gave thorough
explanations of the research setting on innovative work behavior in public universities. This
implies that the inquiry's transferability is facilitated when the researcher gives a thorough

explanation of the study and the participants were chosen with purpose (Anney 2014).

4.15.5.3 Dependability

This phrase describes the consistency of study findings over time and across many
investigations. In order to accomplish this, we made careful adherence to an established audit trail,
which included keeping all transcripts, notes, audiotapes, and notes up to date. Additionally, we
made sure that a continuous audit was conducted with our supervisors (Creswell, 2003), who

consistently provided feedback on the data presentation, analysis, and methodology.

4.15.5.4 Confirmability

The degree to which an investigation's findings could be verified or corroborated by additional
researchers is known as confirmability. An audit trial and triangulation (Guba, & Lincoln 1998).

were used in this study to show observable evidence from the procedure and outcomes/findings.
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Confirmability is the process of demonstrating that data and interpretations of the results are

unmistakably drawn from the data and are not products of the inquirer's imagination (Anney 2014).

4.16.7 Qualitative Data Analysis

The Gioia methodology of data analysis was used to examine qualitative data (Gioia and Hamilton
2012). In accordance with this methodology, the study used a three-stage coding process that
blends deductive and inductive techniques supported by a prior knowledge of innovative work
behavior and its manifestations. Coding (first order coding) of the pertinent ideas from empirical
data was the initial step. The "raw" thoughts that were found at this point were broad because they
came from the interviews. The first-stage thoughts were refined, clarified, and organized into what
we called second-order themes during the second coding step. The emergent second-order themes
were further combined in the third stage to create the aggregated dimension of constructs under

study.

4.17 Ethical Considerations:

The Principles of Research Ethics (Nazmul, 2021) outline the ideals and beliefs of the
research community. Protecting study participants' rights and dignity requires adherence to ethical
standards. For a scientific study to be deemed ethical, it must adhere to five basic ethical principles:
reducing the risk of harm to participants, obtaining informed consent from identified participants,
protecting participants' anonymity and confidentiality, refraining from deceptive practices, and
allowing participants to withdraw from the study at any time, (Rana 2020). The University's
Research Ethics Committee granted ethical approval to the lead investigator for this study (see

appendix 4). This study used the following ethical considerations:
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4.17.1 Informed Consent.

The "Informed" and "consent" are the two key components of the phrase, and each one
needs careful thought. According to Fleming & Zegwaard, (2018), participants must be thoroughly
informed about the questions they will be asked, the purpose of the data, and any potential
repercussions. All individuals in the current investigation were requested to participate willingly,
and informed consent was obtained. All participants received a consent letter (Appendix 6)
outlining the primary goal and objectives of the study to sign. Prior to conducting their interviews,

the executives' signed consent was obtained (Appendix 7).

4.17.2 Risk of Harm, Anonymity and Confidentiality

Researchers should do everything in their power to safeguard data privacy and research
participants' anonymity (Hadjer et al., 2023). Confidentiality and anonymity are crucial measures
in shielding people from any damage. One of the ethical tenets of qualitative research is the
preservation of participant confidentiality and anonymity (Fleming and Zegwaard 2018). All
participants in the current study were de-identified at every stage of the research procedure in order
to preserve confidentiality and anonymity. Every participant in the interviews was deidentified
using pseudonyms, and every effort was made to guarantee that no participant could be identified

in the report by an excerpt from an interview or a description of a situation.

4.15.3 Minimizing Time Burdens

During the data gathering process, it was crucial to keep the research participants' burdens
to a minimum. To inform them of the schedule, the academic staff was called. For them, this was
seen to be the most practical configuration. During office hours at the university, interviews were

conducted with executives. Only the questions that participants felt comfortable answering had to
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be answered. The executives who volunteered for the focus groups were called to set up a time
that worked for them before they left. Participants were not asked to commit to anything other than

the time allocated for interview.
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CHAPTER FIVE

PRESENTATION AND INTERPRETATION OF FINDINGS

5.0 Introduction

This chapter provides analysis of the data gathered based on the study objectives and
hypotheses mentioned in section 1.5 of this thesis's first chapter. To test the formulated hypotheses,

this chapter covers the CFA and SEM procedures.

5.1 Sample profile

In this IWB study in Uganda's public universities, the sample's characteristics and nature
had to be established before looking at the connections between the study variables. Consequently,
Table 5.1 shows the distribution of the questionnaire, while Table 5.2 below details the
respondents' demographic profile, which includes gender, age, job experience, educational

background, and name of position.

5.2 Response Rate

A total of 357 academic staff members were chosen to participate in the study from among
the ten public universities in Uganda: Mountains of the Moon University, Makerere University,
Kyambogo University, Mbarara University, Gulu University, Busitema University, Muni
University, Lira University, Kabale University, and Soroti University. Of these, only 313
completed and returned the questionnaires, with five being excluded for incomplete responses, as
these cases didn’t accurately reflect the sample (Hair et al., 2010). Consequently, the study
comprised of 308 respondents, signifying an 86.2% response rate. A least sample size of 200 is
suggested by Chomeya et al., (2024) for models with seven or fewer components. Based on this

assertion and the fact that structural equation modeling employs sizable/large samples (Tabachnick
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& Fidell, 2007) led to the conclusion that this sample was sufficient and thus suitable for the

research.

Table 5.1: Questionnaire Distribution

Item Frequency Percentage
Distributed questionnaire 357 100%
Returned questionnaire 313 87.7%
Rejected questionnaire 5 1.4%
Usable questionnaire 308 86.3%

5.3 Quantitative Sample Characteristics

It was crucial to comprehend the traits of the participants in this investigation. The features of the
public universities (unit of analysis) and academic staff as respondents (unit of inquiry) that
supplied the useful data, which was subsequently utilized to carry out the analysis to test the study

hypotheses, are presented in this section.

Table 5.2: Demographic Characteristics of the Respondents

Description Frequency Percentage
Gender

Male 207 67.3
Female 101 32.7
Total 308 100%
Staff Title

Teaching Assistant 29 9.40
Assistant Lecturer 67 22.0
Lecturer 98 32.0
Senior Lecturer 77 25.0
Associate Professor 22 7.10
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Professor 15 4.57

Total 308 100%
Academic Qualification

Bachelor’s Degree 39 13.0
Master's Degree 98 31.0
PhD 171 56.0
Total 308 100%
Age in Years

20-29 22 7.14
30-39 101 32.7
40 — 49 124 40.2
50-59 45 14.7
More than 60 16 5.19
Total 308 100%
Work Experience (Years)

1-5 38 12.3
6-10 106 344
11-15 91 29.5
16 — 20 44 14.3
More than 20 29 9.5
Total 308 100%

Table 5.2 shows that the most of respondents were males (67.3%), while the females
constituted (32.7%). Given that the responses were distributed unevenly by gender, this suggests
that the males in this study were slightly more receptive than the females. Table 5.2 above shows
that 56% of respondents had a PhD, while 31% had a master's degree and 13% had a bachelor's
degree respectively. Moreover, as can be seen from Table 5.2, the majority of respondents
(40.2%), were within the age bracket of 40-49; followed by 32.7% in the category of 30 — 39.

Those in the age range of 50-59 made up a percentage of 14.7%. Twenty-two (22) respondents,
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constituting 7.14%, were in the age category of 20-29 and sixteen (16) participants constituting
5.19% were in the category of more than 60. This indicates that young and dynamic people (30—
39; 40-49) make up the majority of academic staff engaged in innovation within public
universities. The majority of respondents—106 in all, or 34.4%—had between six and ten years
of job experience. 91 responses (29.5%) with 11-15 years of work experience came next.
Additionally, 44 (14.3%) fell into the 16—20-year experience category. 29 respondents (9.5%)
reported having more than 20 years of job experience, compared to 38 (12.3%) who had 1-5 years

of experience.

5.4 Descriptive Statistics

The observed data was summarized using the means and standard deviations. This was
due to the fact that while the means offer a summary of the data, standard deviations demonstrate
how well the means represent the data (Field, 2009). Finding out if the statistical means provided
a fair match for the observed data was the primary goal of the descriptive statistics (Field, 2005,
2009). A summary of the means, standard deviations, variances, and standard errors for each of

the study constructs is presented (table 5.3 below).

Table 5.3: Means and Standard Deviations

Construct Minimum Maximum Mean  Std Error Std Dev
Perceived Organizational Support  1.44 5.00 3.6290 0.061 73073
Servant Leadership 2.27 5.00 3.7974  0.064 S7111
Organizational Culture 2.27 5.00 3.8852  0.066 .55902
Psychological empowerment 2.93 5.00 4.0907  0.064 42603
Innovative Work behavior 2.24 5.00 4.0718 0.022 43896
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The mean scores of the constructs under investigation (servant leadership, perceived
organizational support, psychological empowerment, organizational culture, and IWB) range from
3.6290 to 4.0907 on a five-point Likert scale, with standard deviations falling between 0.42603
and 0.73073, as shown in table 5.3 above. standard deviations relative to the mean are displayed
in these statistics. According to Field (2009), data points that have standard deviations (relative to
the value of the mean) are close to the means. As a result, the calculated means represent the
observed data. As a result, the calculated means faithfully capture reality. Examining the standard
error, which shows how representative a sample is likely to be of the population, is also informative
(Field, 2009). The standard error values are relatively small, indicating that the sample used in this
study was probably a good representation of the population. Consequently, it may be concluded

that the study sample accurately represents the population (Field, 2009).

5.5 Data Entry and Statistical Analysis

Several statistical tests and data screening were part of the data analysis stage. More
precisely, data screening and preliminary analysis were conducted using SPSS version 19. The
study objectives were addressed using Pearson correlation, which demonstrated the direction link
between study variables, while study hypotheses were investigated using Structural Equation

Modelling (SEM) and Analysis of Moments of Structures (AMOS) Version 21.

5.6 Results of Bivariate Correlations

We started our data analysis process with zero-order correlation analysis. We were able to
ascertain the degree and direction of the correlation between the variables (POS, SL, OC, and PE

with IWB) by means of this process. The correlation data are summarized in Table 5.4 below,

96



which demonstrates that all research variables had a positive and significant link with IWB. This
compelling preliminary research lays the groundwork for a more in-depth examination of these
correlations (hypotheses testing). Table 5.4 displays a statistical analysis of the variables included
in this investigation.

Table 5.4 Correlations Results

Mean SD 1 2 3 4 5

Perceived Organizational Support (1) 3.6290 0.730 1

Servant Leadership (2) 3.7974 0571 117" 1

Organizational Culture (3) 3.8852 0.559 .009 .032 1

Psychological empowerment (4) 4.0907 0.426 209" 5187 .064 1
Innovative Work Behavior (5) 4.0718 0.438 .444™ 505" 348" 383" 1

**_ Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

The mean scores range from 3.6290 to 4.0907, and the standard deviations range from
0.426 to 0.730, suggesting that the participating public universities have elements of psychological
empowerment, organizational culture, servant leadership, POS, and IWB. The nearer to zero
standard deviation values imply that the respondents most likely have a similar comprehension of
the study variables and that our study sample fairly represents the general population.

Our key variables—Perceived Organizational Support, Servant Leadership, Organizational
Culture, Psychological Empowerment, and Innovative Work Behavior—have substantial, positive,
and strong relationships with one another, as Table 5.4 demonstrates. For instance, POS and IWB
have a substantial positive correlation (r =.444, P<0.01), indicating that POS strengthening is likely

to encourage creative work practices.  Additionally, there is a positive association (r =.505,
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p<0.01) between innovative work behavior and servant leadership, suggesting that advances in
innovative work behavior can be a consequence of improvements in servant leadership
development.

Furthermore, our results demonstrate positive and significant correlations between IWB
and OC (r =.348, P<0.01), PE and IWB (r =.383, P<0.01), POS and servant leadership (r =.117,
P<0.05). According to these results, strengthening organizational culture, psychological
empowerment may encourage innovative work behavior, just as changes in perceived organization
support might stimulate improvements in IWB. Furthermore, our data reveals positive associations
between POS and psychological empowerment (r =209, P<0.01) which means that positive
changes in perceived organization support bring about corresponding changes in psychological
empowerment. Finally, a positive significant relationship between SL and PE was established (r
=.518, P<0.01), implying that progress in servant leadership breeds psychologically empowered
academic staff. In light of these noteworthy and significant associations, the data provides a strong

basis for testing our hypotheses through the use of SEM, as discussed in the subsequent section.

5.7 An overview of Structural Equation Modelling (SEM)

Hair et al. (2010) states that SEM is a second-generation modelling technique that assesses
validity, reliability, and correlations between variables simultaneously. It offers both individual
parameters estimate tests, and a composite test of the model fit. The same statistical assumptions
that apply to multivariate analysis also apply to SEM. Furthermore, a sufficient sample size is
crucial for SEM because covariance and correlations are less stable when computed from small

samples (Hair et al., 2010). All of the statistical assumptions were supported in this respect, based
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on the performed diagnostic parametric tests. Additionally, a sample size of three hundred and
eight (308) was judged sufficient and suitable for SEM.

As a data analysis technique, the two-stage SEM process proposed by Anderson &
Gerbing, (1988) was employed. In step one, a measurement model was estimated using CFA, and
in stage two, the structural model utilized to evaluate the study hypotheses was calculated. The
first phase in the SEM technique is model formulation, which links the variables that are believed
to affect one another (Kline 2005). Statistics were evaluated during the estimation process to
ascertain whether the proposed model suited the data and whether any modifications were required
to enhance the model fit. There is no clear consensus on which fit indices should be reported.
Certain fit indices may be sample size dependent, while others may not (Hu & Bentler, 1999).

Fit indices that are unaffected by sample size include the Tucker Lewis Index (TLI), the
Standardized Root Mean Residual (SRMR), the Incremental Fit Index (IFI), and the Comparative
Fit Index (CFI) (Hu and Bentler, 1995). Sample size (S-Z) sensitive tests include the Chi-square
test (x2) and the Root Mean Square Error of Approximation (RMSEA). Therefore, while
providing the fit statistics or indices, the sample size should be considered. Researchers such as
Kenny & McCoach, (2003) highlight TLI, CFI, and RMSEA as popular fit indices and contend
that there is no universal criterion for assessing a suitable model. However, scholars such as Hair
et al. (2010), and Smith, (2006) advise using a subset of fit indices drawn from the three main
categories (incremental, absolute, and parsimonious indices). The goal is to determine the best
model fit while reflecting a variety of factors. In light of these revelations, a subset of fit indices
from the three main fit categories were used in this investigation.

Under the heading of absolute fit indices, the Goodness-of-fit index (GFI) and RMSEA

were examined in this investigation. The GFI index displays the total amount of variance and
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covariance that the model can explain. .90 is the standard accept/reject rule. The RMSEA is used
to adjust for chi-square's propensity to reject particular models. It relaxes the rigorous requirement
that the model holds exactly in the population by taking population approximation mistakes into
account. A value below.05 is the desired RMSEA, even if a value between.05 and.08 is often
acceptable (Hair et al., 2010). The second set of model fit statistics consists of the incremental fit
indices. By using these measures, it is possible to compare the suggested model to a few baselines
model fit criteria. The Tucker Lewis Index (TLI), the Comparative Fit Index (CFI), and the
Incremental Fit Index (IFI) were selected for this category. The acceptance/rejection rule for a
good fit is .90; a value above .95 is advised for a very good fit. The parsimonious fit indices are
included in the third group. This category tests the proposed model's parsimony by evaluating
how well the model fits the number of estimated coefficients required to achieve the degree of fit.
The normed chi-square statistic (%2) was taken into consideration in order to confirm the data fit
in this category.

Despite the fact that the 2 has been criticized for being overly sensitive to sample size
(Joreskog & Sorbom, 1996) and model complexity (Hair et al., 2010), it is still regarded as a
fundamental metric for assessing model fit. According to Kenny and McCoach (2003), the larger
the y2 that is more likely to reject the given model, the more complex the model. Similar findings
were reported by Gulliksen & Tukey, (1958). Given these issues, some academics have favored
the use of normed %2, which is calculated by dividing 2 by the number of degrees of freedom.
This yields a 2 measure for each degree of freedom together with an index of model parsimony
(Holmes-Smith et al., 2005).

From less than 2.0 (Bollen, 1989; Hair et al., 2010), less than 3.0 (Carmines & Mclver,

1981), to more lenient limitations of less than 5.0 (Wheaton et al., 1977), a number of academics
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have established different limits for the normed y2value. This measure is particularly sensitive to
sample size because 2 is the main factor utilized to compute the normed 2. Therefore, this score
was used as a measure of the overall model fit rather than as a criterion for accepting or rejecting
the model in this investigation. Table 5.5 shows the fit indices and the cutoff criteria for evaluating

model fit in this study, taking sample sensitivity and model complexity into consideration.

Table 5.5: Summary of fit indices utilized in this study

Fit Statistics Acceptable Comments
Level/Decision criteria

Absolute fit indices
GFI .90 or higher Values near 1 signify an excellent fit.
RMSEA .05 -.08 Value less than .50 is considered

Acceptable
Incremental fit indices
NFI .90 or higher Values near 1 signify an excellent fit.
TLI .90 or higher Values near 1 signify an excellent fit.
CFI1 .90 or higher Values near 1 signify an excellent fit.
Parsimonious fit indices
CMIN/df 1.0<y2/df <5 The upper limit is 3.0 or as high as 5,

and the lower limit is 1.0.

5.8 Confirmatory Factor Analysis

To ascertain whether the operationalization of a construct actually measures what theory
purports to measure, construct validity was examined using AMOS V.21 and confirmatory factor
analysis (Sarantakos, 2005). This first stage established distinct measuring models for
organizational culture (OC), psychological empowerment (PE), perceived organizational support
(POS), servant leadership (SL), and innovative work behavior (IWB). Convergent and
discriminant validity tests, which demonstrate item homogeneity within a single construct and

heterogeneity between distinct constructs, respectively, were used to analyze construct validity.
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Following the guidelines provided by Hair et al. (2010), three parameters were taken into
consideration in order to test convergent validity. First, the final parts must be substantially loaded
on one factor, have a factor loading of .50 or above, and be statistically significant. Second, an
average variance extracted (AVE) of .50 or higher for the latent construct indicates acceptable item
convergence. Thirdly, construct reliability should be at least .70, but reliability between .60 and
.70 is acceptable if there are additional strong signs of the model's construct validity. In general,
the reliability of individual items was assessed by looking at the outer loadings of each construct's
measure (Hair et al., 2014; Hair et al., 2012). In keeping with this, Hair et al. (2011) suggests that
indicator loadings must be more than 0.70. Based on the above arguments, a cut-off value of 0.70
for factor loadings was used in this investigation.

In situations when the guidelines' requirements were not fulfilled, adjustments were made.
Prior to examining the normalized residual (standardized residuals), and modification indices, the
factor loadings were examined. The model's specification error is indicated by residuals more than
+ 2.58, while a modification index value greater than 3.84 indicates that the chi-square would be
greatly lowered when the associated parameter is estimated (Hair et al., 2010). Nonetheless, the
assessment of the measurement model is grounded in both theoretical rationale and statistical
principles (Kline, 2010). This suggests that the ultimate objective is to identify a model that fits
the data and theory both statistically and substantively (Joreskog, 1993). ‘The researcher should
thus, guard against making changes solely based on data-driven grounds in an attempt to generate
a model that adequately fits the data,” as stated explicitly by Holmes-Smith et al. (2005, p. 15).

The following below are the results of the convergent, and discriminant validity analysis.

5.8.1 CFA- Measurement model for Perceived Organizational Support (POS)
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With an NFI of 0.963, the Perceived Organizational Support (POS) Measurement Model
exhibits strong convergent validity in Figure 15 and Table 5.6 below. With a p-value of 0.240,
degrees of freedom/df (27), and a y2 statistic of 31.778, the model fit the data well and was not
significant at the 0.05 level. Other fit indices including RMSEA (0.031), TLI (0.977), CFI (0.987),
GFI (0.971), and AGFI (0.952) also confirmed this. According to Fornell and Larcker (1981), a
measure of discriminant validity should have an average variance explained (AVE) of 0.5 or above
(Cheung et al., 2023; Surucu & Maslakei, 2020). This specific study's AVE is 0.68. There is
evidence of a link between POS and its corresponding constructs and item components when the
observed factor loadings are compared to their standard errors (Hair et al., 2010). Multiple
regression analysis was used to evaluate item reliability (R2). For all the eight (8) items retained
for POS, each had a regression weight (R?), a value greater than 0.5, which indicated satisfactory
reliability for each item (Kline, 2005). As a result, save for POS1, every item served as a reliable
component for POS. The POS composite reliability is .78, which is above (.70) that DeVellis
(2003) and Nunnally, (1978) consider to be an acceptable level. (see Appendix-2 for detailed Table

5.6)

Fig.5.1: Confirmatory Factor Analysis for perceived organization support
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Goodness of Fit Indices
x2 = 31.778; p -value = 0.240, d/f = 27; RMSEA (0.031); TLI (.977); IF1 (.983); CFI (.987); NFI (0.963);

GFI (0.971); AGFI (0.952) and AVE = 0.51; Key: PS- Perceived Organizational support.

Table 5.6: CFA for perceived organizational support

Measurement Item Standardized Composite AVE P-Value
regression estimates (R2)  Reliability
(CR)
POS5 .59 78 .68 okx
POS6 .58 oK
POS9 .62 okx
POS10 .70 oA
POSI11 71 okx
POS12 78 oK
POS14 .76 okx
POS15 .70 oA

5.8.2 CFA- Measurement model for Servant Leadership (SL)

Conceptual skills, empowerment, subordinate growth and success, prioritizing
subordinates, ethical behavior, emotional healing, and generating value for the community are the
seven different variables that were used to measure servant leadership. We conducted CFA for
Servant leadership to see how well the model matches the data (Ahadi and Suandi 2014). During
the model modification phase, twenty (20) of the thirty-seven (37) components that did not fit the
accepted criteria were eliminated iteratively. The number of eliminated items had no discernible
impact on the content of the construct as originally conceived or conceptualized because the
retained items had the highest factor loadings and the meaning of the factors was therefore

preserved. The final model's results demonstrated the model's validity with appropriate and
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outstanding model fit statistics for this SL construct measure. The variable’s composite reliability
1s.81, which is within an acceptable range (Nunnally, 1978). Additional convergent validity
assumptions were also satisfied.

Strong convergent validity is indicated by the servant leadership (SL) Measurement
Model's NFI of 0.952 in Fig.16 below. With a p-value of 0.928, degrees of freedom/df (104), and
a 2 statistic of 83.755, the model fit the data well and was not significant at the 0.05 level. Other
fit indices including RMSEA (0.000), TLI (1.000), CFI (1.000), GFI (0.970), and AGFI (0.955)
also supported this. According to Fornell and Larcker (1981), a measure of discriminant validity
should have an average variance explained (AVE) of 0.5 or above (Cheung et al., 2023; Surucu &
Maslakci, 2020). The AVE for this particular study is 0.64. There is proof that SL and its
corresponding constructs and item factors are related when the observed factor loadings are
compared to their standard errors (Hair et al., 2010).

Finally, item reliability (R2) was assessed using multiple regression analysis. For all the
seventeen (17) items retained for SL, each had a regression weight (R?), a value higher than 0.5,
which demonstrated satisfactory reliability for each item (Kline, 2005). As a result, every item
served as a reliable component for SL. Overall, the reported fit indices reveal that, as seen in
Fig.5.2 and Table 5.7 below, a good measurement model fit for SL was acceptable and deemed

satisfactory. (see Appendix-2 for detailed Table 5.7).
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Fig.5.2: Confirmatory Factor Analysis for Servant Leadership

Goodness of Fit Indices
x2 = 83.755; p -value = 0.928, d/f = 104; RMSEA (0.000); TLI (1.000); IFT (0.998); CFI (1.000);
NFI (0.952); GFI (0.970) and AGFT (0.955); Key: SLG- subordinates’ growth and success; SLC-

conceptual skills; SLE-empowering; SLB- ethical behavior; SLH- emotional healing; SLV-
creating value for the community.
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Table 5.7: CFA for servant leadership

Measurement Standardized Composite AVE P-Value
Item regression Reliability
estimates (R2) (CR)

SLV1 .76 81 .64 oAk
SLV2 .53 ok
SLV5 .70 oAk
SLB2 .82 ok
SLB3 .85 oAk
SLB4 .89 ok
SLBS .84 oAk
SLH1 47 ok
SLH5 .64 okx
SLH6 .68 ok
SLE1 .59 okx
SLE2 .58 ok
SLCI .61 ek
SLC6 .54 ok
SLG1 .70 okx
SLG2 .76 ok
SLG3 a7 okx

5.8.3 CFA- Measurement model for Organizational Culture (OC)

Organizational culture was measured using four different factors (adaptability,
involvement, mission, and consistence). We conducted CFA for OC to establish how the model
matches the data (Ahadi and Suandi 2014). During the model modification phase, seventeen (17)
of the thirty-seven (37) components that did not fit the accepted criteria were eliminated iteratively.
The amount of eliminated items had no discernible impact on the content of the construct as
originally conceived because the items that were kept had the highest factor loadings and the
significance of the factors was therefore preserved. The final model's results showed that it was
valid, with robust and adequate model fit statistics for this measure of the OC construct. The

variable’s composite reliability is. 85, which is within an acceptable range of .70 (Nunnally, 1978).
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Other assumptions of convergent validity were also met. Strong convergent validity is
indicated by the OC Measurement Model's NFI of 0.969, which is displayed in Table 5.8 and Fig.
17 below. With a p-value of 0.901 and degrees of freedom/df (29), the 2 statistic of 19.746 was
not significant at the 0.05 level, indicating that the model matched the data well. Other fit indices,
including RMSEA (0.000), TLI (1.024), CFI (1.000), GFI (0.987), and AGFI (0.976), further
supported this. The average variance explained (AVE), a metric for discriminant validity, should
be 0.5 and above, (Fornell and Larcker, 1981; Cheung et al., 2023; Surucu & Maslakci, 2020). In
this particular study, the AVE is 0.69 (Table 5.8).

There is proof that OC is associated with its corresponding constructs and item factors
when the observed factor loadings are compared to their standard errors (Hair et al., 2010). To
assess item reliability, multiple regression analysis was employed (R2). The regression weight
(R2) for each of the ten (10) items retained for OC were greater than 0.5, indicating that each item
had excellent reliability (Kline, 2005). Consequently, every item served as a reliable component
for OC. Overall, the reported fit indices reveal that, as seen in Fig.5.3, Table 5.8. below, a good
measurement model fit for OC was acceptable and considered satisfactory. (see Appendix-2 for

detailed Table 5.8).
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Fig 5.3. Confirmatory Factor Analysis for Organizational Culture

Goodness of Fit Indices

x2 = 19.746; p -value = 0.901, d/f = 29; RMSEA (0.000); TLI (1.024); IFI (1.000); CFI (1.000);
NFI (0.969); GFI (0.987) and AGFI (0.976) Key: OCC-consistence; OCI- involvement; OCM-
mission; OCA- adaptability.

Table 5.8: CFA for organizational culture

Measurement Item Standardized Composite AVE P-Value
regression estimates Reliability
(R2) (CR)
OCAl .54 .85 .69 otk
OCA2 91 otk
OCA3 .62 otk
OClI1 .94 otk
OCI2 Sl otk
OCM4 .59 ook
OCM5 .73 otk
OCM6 .70 ook
OcCcC1 .87 otk
0CC3 47 ook
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5.8.4 CFA- Measurement model for Psychological Empowerment (PE)

Four different components—meaning, competence, self-determination, and impact—were
used to quantify psychological empowerment. We conducted CFA for PE to assess the model's fit
to the data (Ahadi & Suandi, 2014). Fourteen (14) of the twenty-four (24) items that did not meet
the approved criteria were iteratively weeded out during the model modification process. Since the
retained items had the highest factor loadings and the meaning of the factors was thus maintained,
the number of deleted items had no considerable effect on the construct's content as originally
conceived. The final model's results indicated the model's validity with acceptable and robust
model fit statistics for this PE construct measure. The variable’s composite reliability is .83, which
meets the suggested threshold of .70 (Nunnally, 1978). Additional convergent validity assumptions
were also satisfied. The PE Measurement Model in Fig.16 and Strong convergent validity is
indicated by an NFI of 0.954, as seen in Table 5.9 below. With a p-value of 0. 629, degrees of
freedom/df (29), and a 2 statistic of 2.940 that is insignificant at the 0.05 level, the model seems
to have fit the data well.

This was further corroborated by the fit indices of RMSEA (0.000), TLI (1.009), CFI
(1.000), GFT (0.984), and AGFI (0.969). According to Fornell and Larcker (1981), the AVE, a
metric for discriminant validity, ought to be 0.5 and higher (Cheung et al., 2023; Surucu &
Maslakci, 2020; Lim, 2024). For this specific investigation, the AVE is 0.64. Comparing the
observed factor loadings with their standard errors provides evidence of a relationship between PE
and the constructs and item factors that correspond to it (Hair et al., 2010, 2016). Multiple
regression analysis was used to evaluate item reliability (R2). The reliability of each of the ten
(10) items that were retained for PE was good, as indicated by their regression weights (R2) being

better than 0.5 (Kline, 2005). Consequently, each item functioned as a dependable PE component.
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Fig 5.4. Confirmatory Factor Analysis for Psychological Empowerment

Goodness of Fit Indices

x2 = 25.940; p -value = 0.629, d/f = 29; RMSEA (0.000); TLI (1.009); IFI (1.001); CFI (1.000);
NFI (0.954); GFI (0.984) and AGFI (0.969) Key: PEM- meaning; PES- self-determination; PEC-
competence; PEI-impact

Overall, the reported fit indices reveal that, as seen in Fig 5.4. above, a good measurement model
fit for PE was acceptable and considered satisfactory. (see Appendix-1 for detailed Table 5.9).
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Table 5.9: CFA for psychological empowerment

Measurement Item Standardized Composite AVE P-Value
regression estimates Reliability (CR)
(R2)
PEM4 .68 .83 .64 ook
PEMS .79 Ak
PEM6 .65 *EE
PEC3 57 *EE
PEC4 52 Ak
PES3 .60 ok
PES4 77 ko
PESS .56 ko
PEI2 .55 *ERE
PEI3 72 Hedkok

5.8.5 CFA- Measurement model for Innovative Work Behavior (IWB)

Five different criteria were used to quantify IWB: opportunity exploration, idea generation, idea
promotion, idea realization, and idea sustainability. CFA for IWB was conducted to assess the
model's fit to the data (Ahadi & Suandi, 2014). The model update method successively eliminated
18 of the 35 components that did not fit the predetermined criteria. Since the factors' meaning was
preserved and the retained items had the highest factor loadings, the number of eliminated items
had no discernible impact on the construct's content as originally conceived. The final model's
results indicated the model's validity with acceptable and strong model fit statistics for this IWB
construct measure. The variable’s composite reliability is .86 (Table 5.10), which is within an
acceptable range (Nunnally, 1978). Other convergent validity assumptions were similarly

satisfied.
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Fig.5.5 below displays the IWB Measurement Model with an NFI of 0.952, indicating strong
convergent validity. With degrees of freedom/df (109) and a p-value of 0. 579, the %2 statistic of
105.445 was not significant at the 0.05 level, indicating that the model matched the data well. The
following fit indices: RMSEA (0.000), TLI (.992), CFI (1.000), GFI (0.961), and AGFI (0.946)
provided additional evidence for that conclusion. Fornell and Larcker (1981) suggest that, the
AVE, a measure for discriminant validity should be 0.5 and above (Cheung et al., 2023; Surucu &

Maslakei, 2020; Lim, 2024). In this present study, the AVE is 0.61 (Table 5.10).

There is proof that IWB and its corresponding constructs and item factors are related when the
observed factor loadings are compared to their standard errors (Hair et al., 2010). To assess item
reliability, multiple regression analysis was employed (R2). Regression weights (R2) more than
0.5 were found for all seventeen (17) items retained for IWB, indicating excellent reliability for
each item (Kline, 2005). Therefore, every item served as a reliable component for IWB. Generally,
the reported fit indices tell that, as seen in Fig.5.5 below, a good measurement model fit for IWB

was acceptable and considered satisfactory. (see Appendix-2 for detailed Table 5.10).
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Fig 5.5. Confirmatory Factor Analysis for Innovative Work Behavior

Goodness of Fit Indices

x2 = 105.445; p -value = 0.579, d/f = 109; RMSEA (0.000); TLI (.992); IFI (1.000); CFI (1.000); NFI
(0.952); GFI (0.961) and AGFI (0.946); Key: IWR-idea realization; IWG- idea generation; IWS- idea
sustainability; IWP-idea promotion; IWP-idea promotion.
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Table 5.10: CFA for innovative work behavior

Measurement Item Standardized Composite AVE P-
regression estimates (R2) Reliability (CR) Value
IWOI1 .63 .86 .61 ok
IWO2 73 oAk
IWO3 Sl ok
IWO6 52 oAk
IWGI 52 otk
IWGS .69 oAk
IWG6 93 ok
IWG7 .67 oAk
IWS4 .68 ok
IWS5 46 ok
IWS7 46 ok
IWP1 .67 ok
IWP2 .76 ok
IWP3 .60 ok
IWP5 75 ok
IWR1 45 ok
IWR4 .86 ok
IWRS 49 ok

Source: Primary data

5.9 Estimation of the Structural model and hypotheses testing

After fitting the measurement models for perceived organizational support, servant leadership,
organizational culture, psychological empowerment and innovative work behavior, it was
imperative to estimate a structural model to aid hypotheses testing process. The findings from

testing the hypotheses listed in Table 5.11 below are accordingly covered in this section.
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Table 5.11: Study hypotheses

Hypo Statements Hypothesized Accept/R

theses Path eject

Hi: Perceived organizational support has a positive and significant POS-—»IWB Accept
relationship with innovative work behavior.

Ho: Servant leadership has a positive and significant effect on SL —»IWB Accept
innovative work behavior.

Ha: Organizational culture has a positive and significant impact on OC —» IWB Accept
innovative work behavior.

Ha: Perceived organizational support has a positive and significant POS-—»PE Accept
impact on psychological empowerment.

Hs: Servant leadership has a positive and significant impact on SL—> PE Accept
psychological empowerment.

He: Psychological empowerment mediates the relationship between POS»PE®»IWB  Accept
Perceived organizational support and innovative work behavior.

H7: Psychological empowerment mediates the influence of SL on SL—>PE-—»IWB Accept
innovative work behavior.

Hs: Psychological empowerment has a significant and positive PE—»IWB  Accept

impact on innovative work behavior.

5.9.1: Testing for Competing Models

To ascertain which model was most appropriate for hypothesis testing, two models—the

mediated and alternate (non-mediated/competing) models—were evaluated in compliance with the

recommendations of Morgan and Hunt (1994) and Musenze et al., (2021). According to Morgan

and Hunt (1994), SEM models were compared using the following criteria: (1) overall model fit

as determined by confirmatory factor indices (CFI); (2) the percentage or proportion of the
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hypothesized significant paths (p < 0.05); (3) the amount of variance explained as determined by
squared multiple correlations (SMC), also known as adjusted R2; and (4) model parsimony as
determined by the parsimonious normed fit indices (NFI). At 0.05, every path coefficient for the
compared models (mediated and non-mediated models) suggested favorable and significant
outcomes. The results of the mediated model, i.e., when the basic relationship between perceived
organizational support and servant leadership with innovative work behavior was controlled by
entering psychological empowerment (Fig.5.6, Table 5.12), show squared multiple correlations
(SMC) of .50, NFI - 0.986, TLI- .995, and CFI - .998. Similarly, the alternative or non-mediated
model, in which the path from perceived organizational support and servant leadership to
psychological empowerment was cut or trimmed (Fig.5.7, Table 5.12), exhibits a poor model fit

with squared multiple correlations (SMC) - 0.47, NFI -0.672, TLI- 0.468, and CFI- 0.681

As can be observed in Fig.5.7, additional fit indices demonstrate that the non-mediated
model did not sufficiently fit the data. The model's RMSEA of 0.238, Goodness of Fit Indexes
(GFI) of 0.884, Adjusted Goodness of Fit Indexes (AGFI) of 0.711, and y2 statistic of 110.291, d/f
(6) were all significant (p - 0.000). Thus, based on the criteria suggested by Morgan and Hunt
(1994), the model comparison findings indicate that the mediated model in Fig.5.6. is superior,
having the highest SMC (R - 0.50), better parsimony (NFI- .986), besides highest number of the
significant hypothesized paths or routes. The study hypotheses were thus, tested using the mediated
model.

After the measurement models were evaluated, the structural model was estimated using
SEM to examine the hypothesized links between the latent components. According to Kline
(2011) and Richter et al. (2016), SEM is also recommended for mediation studies because to its

adaptability and ability to analyze complicated correlations (analysis of direct and indirect effects)
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between the variables. The results of the structural models for the mediated and non-mediated

(competing) models (Table 5.12 below).

Fig.5.6: Mediated model:

Goodness of Fit Indices

2 =4.702; p -value = 0.319, d/f = 4; RMSEA (0.024); TLI (.995); IFI (0.998); CFI (0.998); NFI
(0.986); GFI (0.994) and AGFI (0.997); Key: POS- Perceived Organizational Support; SL- Servant
Leadership; OC- Organizational Culture; PE --; IWBB- Innovative Work Behavior.

Fig.5.7: Non-mediated model:

Goodness of Fit Indices

x2 = 110.291; p -value = 0.000, d/f = 6; RMSEA (0.238); TLI (0.468); IFI (0.685); CFI (0.681);
NFTI (0.672); GFI (0.884) and AGFI (0.711); Key: POS- Perceived Organizational Support; SL-
Servant Leadership; OC- Organizational Culture; PE --; IWBB- Innovative Work Behavior.
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Table 5.12 Competing Structural Model Results

Model Essentials Modell- Mediated Model = Model2- Non- Mediated Model
Model fit

x2 4.702 110.291
Df 4 6
p-value 0.319 0.000
RMSEA 0.024 0.238
GFI 0.994 0.884
AGFI 0.997 0.711
CFI 0.998 0.681
TLI 0.995 0.468
NFI 0.986 0.672
SMC-PE 0.28 -—-
SMC - IWB 0.50 0.47
Percentage of significant routes/paths 100% 100%
Parameter estimates (standardized)

POS—»IWB 384H%* 364%H*
SL —IWB A10%** A02%H*
OC—-» IWB 342k 327k
POS— PE 52k ---
SL—> PE S5k ---
PE—»IWB JQ1** 105 (p=.034)

5.9.2 Testing Direct Relationships

Table 5.13 below demonstrates the significance of each of the six suggested direct pathways
between IWB and POS, servant leadership, organizational culture, and psychological

empowerment.
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Table 5.13: Regression results on the direct paths

Hypotheses Unstd. S.E CR Std. p- Supported
Est (B) Est(f) value

Hi: Perceived Org support—» innovative  .421 015 9.255 384 oAk YES
work behavior.

Ha: Servant leadership —» Innovative work .475 016 8.653 410 oAk YES
behavior.

H3s: Organizational culture »innovative work .378 013 8421 .342 ok YES
behavior.

Hs4: Perceived Org support»psychological .154 .049 3.118 .152 .002 YES
empowerment.

Hs: Servant leadership —» psychological .567 .047 10.347 .505 HoAk YES
empowerment.

Hs: Psychological —» empowerment .235 017 2115 .101 .034 YES

innovative work behavior.

*EE p< 0001, **p<.01, *p<.05

5.9.3 Interpretation of Results in relation with Direct Hypotheses

The SEM estimation in this study provides no insight into causality. Instead, it mostly informs us

about correlations. We are able to draw stronger conclusions regarding causality thanks to the

qualitative data and the SEM estimation. As a result, the findings were interpreted using

quantitative data, which were then augmented by qualitative data, as shown below.

5.9.3.1 Hypothesis 1: Perceived organizational support has a positive and significant

relationship with innovative work behavior

Hypothesis H1 examined the relationship between perceived organizational support and

innovative work behavior. According to the results, this hypothesis was supported because there

was a positive and significant connection (f =0.384, p <0.001). This shows a relationship between

enhanced innovative work behavior and university academic staff's view of positive organizational

support. These findings are consistent with the following qualitative extracts;
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“... during the evolution of university-wide plan, support for innovation in the form
of budgetary allocation is provided which has enabled academic staff to come up
with several innovations including transition to blended learning environment and
Technology Assisted Instruction that integrates education software, social
networking tools and emerging technologies into the learning process”

(interviewee))

Another respondent had this to say:
“... this university has a research and innovation policy in place. This policy has
provided guidance and direction to researchers and academicians in this university
and supports the process of innovation. No wonder, several innovations by the

academic staff including the four-grain chamber silo have come up” (interviewee

3)

The above highlights the role POS plays in stimulating innovative behavior among academic staff
of public universities. Thus, public university executives must create a culture in which staff feel
supported and cared for. This provided further support to Hi.

5.9.3.2 Hypothesis 2: Servant leadership has a positive and significant effect on innovative
work behavior

Hypothesis H2 tested the association between servant leadership practices and innovative work
behavior. The findings of this hypothesis test show a positive and significant correlation between
innovative work behavior and servant leadership (3=0.410; p<<0.001). H2 was therefore supported.
This suggests that improvements in innovative work behavior are linked to improvements in
servant leadership. These results are further corroborated by the qualitative extracts below;

“... during the COVID-19 period, staff were granted autonomy to come up with
novel ideas to deal with the pandemic. Also, the university provided funding to
enable staff to innovate solutions to deal with the pandemic. As a result, we were
able to come up with COVIDEX which later became a game changer in the
management of the COVID-19 health challenges” (interviewee 8).
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In addition, another key informant supposed;

113

. in this university, grants such as MakRIF that support innovation are
competitive and awarded in a more honest, fair and transparent manner. This has
allowed competent staff to compete for these funds and use the funds for

development of fundamental innovations” (interviewee 5)

Further, another key informant said;

“... top leadership of this university has prioritized regular training and workshops
in areas like critical thinking, decision making, adaptability, and logical reasoning
which has improved the knowledge, comprehension and synthesis skills among
staff. We are armed with these skills which have supported us in our innovative

efforts (interviewee 6)

It can thus be noted that the dimensions of moral development, empowerment, and the
development of conceptual skills, and creating value for the community, within servant leadership
emerge as significant factors for innovation. Thus, servant leadership significantly promotes
innovation which highlights its crucial role in building a culture of creativity and innovative

behaviors amongst academic staff in public universities.

5.9.3.3 Hypothesis 3: Organizational culture has a positive and significant impact on
innovative work behavior.

Hypothesis H3 investigated the link between organizational culture and innovative work behavior.
The findings indicated that innovative work behavior and organizational culture were positively
and significantly correlated (B = 0.342; p <0.001). These findings provided support for H3. This

implies that academic staff at public universities exhibit innovative work practices in response to
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changes in organizational culture. This finding was consistent with qualitative findings indicated

below;

113

. to promote innovative work behavior among staff in this university, the
university leadership regularly organizes staff retreats where core values,
including innovation, accountability, teamwork among others, are imparted to
staff” (interviewee 11)

Another informant said;

“... the mission of this university aims at providing high-quality training, research,
and outreach for sustainable development and industrialization. This mission has
focused the efforts of university staff towards seeking the development of innovative

work behaviors to actualize it” (interviewee 16)

In light of the above, this participant observed:

6

. in this university, for any curriculum that we develop, we include learning
technologies that promote online and distance learning to cater for a diverse set of
contemporary learners. This has promoted innovative work behaviors such as

personalized learning, flexibility, and access to global resources” (interviewee 17)

In a nutshell, it can therefore be noted that OC metrics such as mission, adaptability, involvement
and consistency seem relevant factors for the development of innovative work behavior.
Therefore, organizational culture significantly promotes innovation which highlights its important
role in building a culture of creativity and innovative behaviors amongst academic staff in public

universities.

123



5.9.3.4 Perceived organizational support has a positive and significant impact on
psychological empowerment

Hypothesis H4 assessed the relationship between perceived organizational support and
psychological empowerment. The results reveal a statistically positive and significant relationship
(B=0.152; p <0.001) between Organizational culture and innovative work behavior. On the basis
of these results, H4 was supported. This suggests that positive perception of perceived
organizational support brings about variations in psychological empowerment among academic
staff in public universities. the qualitative views also indicate support for the hypothesis as shown
below;

“... because of the several competence development programs that are embraced
in this university including training and capacity building, and professional
development programs, academic staff have developed innovative abilities as

evidenced by several innovations in this university” (interviewee 27).

This was further reinforced that;

I

. in this university, for any curriculum that we develop, we include learning
technologies that promote online and distance learning to cater for a diverse set of
contemporary learners. This has promoted innovative work behaviors such as

personalized learning, flexibility, and access to global resources” (Interviewee 17)

5.9.3.5 Servant leadership has a positive and significant impact on psychological
empowerment.

Hypothesis HS examined the relationship between servant leadership practices and psychological
empowerment. Based on the data, H5 was supported because there was a significant and positive

link (B = 0.505; p < 0.001). According to this, academic staff members' perceptions of positive
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servant leadership are linked to a greater sense of psychological empowerment in public
universities. In view of this, one participant observed:

“... in this university, lecturers have been provided with the independence to enrich
the pedagogical methods which has enabled the implementation of the Problem

Based Learning on the side of the students” (interviewee 2()

Therefore, based on the relevance of self-determination to improving innovative work behavior
among academic staff, leadership of public universities is required to conduct regular self-
determination assessments, provide training on self-determination, encourage participative

decision making and recognize, and reward autonomous behavior.

5.9.3.5 Hypothesis 8: Psychological empowerment has a significant and positive impact on
innovative work behavior.

Hypothesis H8 examined the association between psychological empowerment and innovative
work behavior. A positive and significant correlation (B = 0.101; p < 0.001) was found between
innovative work behavior and psychological empowerment. These findings supported the use of
HS8. This indicates that modifications in psychological empowerment result in a steady change in
innovative work behavior among academic staff at public universities. A key informant added that;
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.. as a result of the inclusive decision-making process, and the ability to effect
change developed through training, we have participated in innovation supporting
policies in this university which has promoted innovative work behavior amongst
academic staff” (interviewee 25).

It can thus be concluded that meaning, impact, self-determination and competence as key measures
for psychological empowerment emerge as relevant factors that drive innovative work behavior

among academic staff in public universities.
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5.9.3 Testing Mediation Effect

The term "mediator" can be used to describe a variable that helps explain the link between
the predictor and outcome variables. This study described psychological empowerment as a
mediator in the relationship between perceived organizational support, servant leadership, and
innovative work behavior among academic staff members in public universities. If a cause-and-
effect link occurs, this model can explain "why" and "how" (Wu and Zumbo 2008); Baron &
Kenny, 1986). The mediation effect test sought to identify the mediating mechanism between the

independent variables (POS and SL) and the dependent variable (IWB).

Hair et al. (2010)'s suggested SEM methodologies were used to investigate the suggested
mediation effects. The SEM method was chosen due to its capacity to evaluate multiple regression
equations simultaneously and offers information on the degree of "fit" for the entire model after
compensating for measurement error (Hair et al., 2010). More precisely, the process of testing for
mediation involved two steps: first, determining whether a mediation effect exists, and second,
determining the strength (significance) of the mediation effect. More precisely, the process of
testing for mediation involved two steps: first, determining whether a mediation effect exists, and
second, determining the strength (significance) of the mediation effect. The discrepancy between
Standardized Direct Effects and Standardized Total Effects is thought to be the result of mediation.
1) psychological empowerment as a mediator in the relationship between innovative work behavior
and perceived organizational support (.015); i1) Psychological empowerment as a mediator in the
relationship between servant leadership and innovative work behavior (.051); mediation is present
for the two hypothesized mediation paths in this study because Standardized Direct Effects and
Standardized Total Effects varied for the two assumed relationships (Standardized indirect

effects). (see table 5.14 below).
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Table 5.14 Total, Direct and Indirect Effects
Standardized Total Effects

Perceived Org Servant Leadership PE IWB
Support
PE 152 .505 .000 .000
IWB .399 461 101 .000
Standardized Direct Effects
POS Servant Leadership PE IWB
PE 152 .505 .000 .000
IWB 384 410 101 .000

Standardized Indirect Effects

POS Servant Leadership PE IWB

IWB 015 051 .000 .000

5.10 Bootstrap significance Testing for Mediation

To test for the significance of mediation, bootstrapping procedure was chosen over other
techniques such as Sobel tests and the casual steps approach. This is primarily because, even
though a model may be complex and contain multiple paths, its estimation and extrapolation rely
on the indirect effect between the independent and dependent variable correspondingly (Preacher,
Rucker, and Hayes 2007). Prior to testing for mediation effects, the Baron and Kenny (1986)
conditions for proving existence of mediation were satisfied thus, providing support for testing the
mediation hypotheses. Before testing for the indirect hypotheses, it was necessary to determine
whether the direct hypotheses had a substantial direct effect, which was answered in the
affirmative. To verify the existence of mediation, we looked at the importance of mediation or the
indirect impacts of PE on the link between POS, SL, and IWB (Preacher & Hayes, 2004). For the
indirect effect, the lower and upper bounds of the confidence intervals identifies whether the
hypothesis is accepted or rejected. When the lower and higher bounds are equal to zero, the

alternative hypothesis on the indirect impact is not supported. Accordingly, the 95% confidence
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level for the indirect impact is 0. The alternate theory about the indirect impact is upheld, if there
isn't a zero between the lower and upper boundaries. In Table 5.15 below, based on the
contemporary version of AMOS (Arbuckle et al,. 1999), we present bootstrapping results based
on assessment of the indirect effects of psychological empowerment in the relationships between

perceived organization support, servant leadership and innovative work behavior as seen below.

Table 5.15 Bootstrapping mediation Results- Two tailed significance

Standardized Total Effects

Perceived Org Servant Leadership PE IWB

Support
PE 152 .505 .000 .000
IWB 399 461 101 .000
Standardized Direct Effects
POS Servant Leadership PE IWB
PE 152 .505 .000 .000
IWB 384 410 101 .000

Standardized Indirect Effects

POS Servant Leadership PE IWB

IWB 015 051 .000 .000

Bootstrapping Mediation Results of PE

Parameter  Point Lower Upper Standardized indirect effect p
Estimate Bounds Bounds of PE

IWB «— 015 .001 .047 .037 001

POS

IWB < SL .051 .001 110 .046 001

To confirm whether the mediation is significant, the standardized indirect effects must be
smaller than .5 (Hair et al 2010), which this study established or found. As seen in Table 5.19
above, the estimates of the indirect effect from each bootstrap sample for our two mediation

hypotheses were .037 for the mediation of PE in POS- IWB relationship and .046 for the mediation
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influence of PE in the SL- IWB association, respectively, confirming partial mediation of PE in
the POS, SL relationship with IWB.

In particular, at the 0.001 level of significance, the standardized indirect (mediated effect)
of POS on IWB is significantly different from zero (P-.037, two tailed), supporting the hypothesis
that PE mediates the relationship between IWB and POS. On the other hand, the standardized
indirect (mediated effect) of servant leadership on IWB differs significantly from zero at the 0.001
level of significance (P-.046, two-tailed), supporting the hypothesis that PE mediates the
relationship between innovative work behavior and servant leadership.

5.10.1 Heé: Psychological empowerment mediates the relationship between Perceived
organizational support and innovative work behavior.

H6 was supported, and the analysis confirmed a partial mediation (=.015, p<.05). This finding
suggests that psychological empowerment acts as a mediator in the association between innovative
work behavior and perceived organizational support. As a result, psychological empowerment
serves as a mediator in the association between innovative work behavior and perceived
organizational support.

5.10.2 H7: Psychological empowerment mediates the influence of SL on innovative work
behavior.

H7 was supported, and the analysis confirmed partial mediation (B=.051, p<.05). This finding
suggests that psychological empowerment acts as a mediator in the interaction between servant
leadership and IWB. Therefore, psychological empowerment offers a way for servant leadership
to influence innovative work behavior. This novel finding further suggests that servant leaders
require psychologically empowered employees to promote innovative work behavior among

academic staff of public universities in Uganda.
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.Per.celved Servant Leadership Organizational
Organizational Subport Culture

Psychological
Empowerment

Fig.23: The relationship between Perceived Organizational Support, Servant
Leadership, Organizational Culture, Psychological Empowerment and Innovative
Work Behavior

SL dimensions—conceptual skills, subordinates' growth and success, empowering subordinates,
ethical behavior, putting subordinates first, creating value for the community, and emotional
healing; POS, and OC indicated by involvement, adaptability, mission, and consistency, directly
influence IWB. The influence of POS, SL, and OC is processed by Psychological Empowerment
indicated by meaning, competence, self-determination, and impact resulting into IWB.

Fig.5.8: The Event Causal Network Showing the Association between Perceived
Organizational Support, Servant Leadership, Organizational Culture, Psychological
Empowerment & Innovative Work Behavior
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5.11 Analysis of Qualitative Data
Qualitative data was collected from key informants throughout the ten universities that were
sampled in order to bolster the quantitative findings. Below is an explanation of the qualitative

research results.

5.11.1 Demographics for the Qualitative Data

One-on-one interviews were conducted with 28 managers from all Ugandan public
universities, including faculty deans and executives. At the moment of saturation, this was
achieved. Because of their shared decision-making and provision of a secure environment for
testing educational technology, these leaders were selected (Laufer et al., 2025). These were full-
time employees at several the respective universities. The sample size included; Makerere
University (2), Kyambogo University (3), Mbarara University (2), Gulu University (3), Busitema
University (4), Muni University (3), Lira University (3), Kabale University (2), Soroti University
(3) and Mountains of the Moon University (3). Each participant had experience for at least two
years in their individual roles at the time of data collection. At the time of data collection, the
majority of the executives (22) had worked in their respective jobs for more than five years
(78.6%). Most of the executives (18) were on five-year contract employment (64.3%), and most

of the executives (21) were between 45- 50 (75%) years of age.
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5.11.2 Interpretation of Qualitative Results

5.11.2.1 Perception of innovative work behavior in Uganda’s public Universities

The key informants' opinions on how innovative work practices are seen in Uganda's public
universities are presented in this part. The key informants were requested to characterize the
research IWB in order to get a clearer perspective. As a result, we were able to convert their
narrative explanation into new themes and sub-themes. With the help of the Gioia methodology of
qualitative data analysis, these themes and sub-themes were connected to create a hierarchical
model (Gioia and Hamilton 2012). The research constructs perceived meaning as well as its main
themes and sub-themes are presented in the following sections.IWB comprises five interconnected
behavioral activities, namely: opportunity exploration, idea production, idea promotion, and idea

realization, and idea sustainability (Scott & Bruce, 1994; Jiwon & Kim, 2022).

On analyzing the transcripts from qualitative interviews, it was established that four major themes
emerged and the respective sub themes; 1) Entrepreneurial mindset (innovation consciousness
cognitive adaptability, individual motivation and innovation capability), ii) Creation of innovative
atmosphere (organizational support, welfare and care psychological security and autonomy),
digitalization of information/ideas (digital competence, innovative culture, compensation and
incentives) and sustainable innovations (societal demands, government regulation, intellectual
property rights and technological transfer).

Entrepreneurial mindset: refers to a mental state that guides behavior in order to spot
opportunities, take initiative, and innovate (Cui and Bell 2022). This type of mind includes
innovation consciousness, cognitive adaptability, individual motivation and innovative capability.

One of the key informants exclaimed;
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6

. innovation is so difficult that it calls for the collaboration of employees with

entrepreneurial mindset” (interviewee 24).

Creation of innovative atmosphere: This is the existence of a stimulating and
encouraging workplace that fosters individuals' innate curiosity, independence, and sense of
accomplishment, all of which increase their inherent drive to innovate (Luo and Zhang 2024). The
subthemes that emerged included; organizational support, welfare and care psychological security
and autonomy.

“..in this university top managers are always meeting to discuss how to improve the

teaching and learning environment to enable employees to take chances, challenge

themselves, and the best innovators are rewarded as a way of feedback.” (interviewee 12)

Digitalization of information: In order to integrate ICT into teaching and learning,
academic professionals must possess digital abilities (Abun et al. 2023). The sub-themes which
emerged include; digital competence, innovative culture, compensation and incentives, and
Innovation proficiency.

Sustainable innovations: Senior managers are essential to creating a successful and long-
lasting innovation culture. Senior managers play a key role in four areas, especially when it comes
to creating new products: leadership, flexibility, responsibility, and employee empowerment.
These areas combine with process innovations to adapt to the rapidly changing environment with
consumer and societal demands in the market (Shayah 2019). The emerging subthemes included;
societal demands, government regulation, intellectual property rights and technological transfer.

One of the key informants said;
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6

. the introduction of digital technology has altered teaching and learning,

changed the structures of universities, and encouraged the adoption of numerous long-

term innovations...”. (interviewee 7)

In order to determine the factors impacting employees' innovative work behavior, the

characteristics of the components and the opinions of key informants were finally integrated. (see

Fig 5.9) below.
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1% Order Codes 2" Order Codes Aggregated Dimension

Fig. 5.9: A Reality Radial Diagram of perceptions of Innovative Work Behavior
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5.12 Factors that drive innovative work behavior among academic staff
5.12.1 Theoretical model construction

In the setting of public universities, the Gioia technique is used to identify the elements
that affect employees' innovative behavior. According to Gong and Liu (2022), the Gioia
technique is thought to be the most authoritative and normative qualitative research approach
for creating new theories and summarizing novel ideas and phenomena. The study examined
each element and its impact on employees' innovative behavior using the interpretive structural
modelling (ISM) method. Particularly, this study made use of a hierarchical topological
diagram, which makes it possible to quickly comprehend the system factors' causal hierarchy.
The recursive structure model diagram of this study was ultimately established based on the
key informant interviews, which enhances the research on employee innovation work behavior.
Through the perspectives of key informants, first-order concepts, combining second-order
themes, and refining aggregate dimensions, we discovered in this study that there are three
levels of factors influencing employees' innovative behavior: individual, interpersonal, and
organizational. As seen in Fig.5.10, we develop a theoretical model of the variables impacting

IWB.

5.12.2 Emerging factors that influence innovative work behavior

Three overarching themes emerged from the examination of the opinions of important
informants, specifically: personal, interpersonal, and organizational. One executive manager
explained that’

. innovation is carried out by conscientious employees who believe themselves

responsible, trustworthy, and goal-oriented are the ones that spark their own innovation.
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They are typically assertive, self-assured, actively seek out opportunities for social

engagement, and aspire to success. but will constantly look for rewards.” (interviewee 28)

Another key informant also claimed that;
“.... good feelings at work can be enhanced by positive relationships among
coworkers. A staff member who experiences rejection or isolation from their
coworkers may have self-doubt, which may have a detrimental effect on their
personality. Employees' creative endeavours will be impacted in some way by
informal feedback on ideas that is supportive and encouraging ...”. (interviewee
25)
The degree of organizational innovation will affect enterprise employees' awareness of and
capacity for innovation, as well as cause shifts in innovation performance. The two most
important elements affecting employees' innovative behavior are leadership style and
organizational social responsibility. As a result of their social responsibility, universities foster
social collaboration and use the lessons learned from successfully transformed businesses as a
foundation for innovation realization. Employees might be made aware of whether or not their
innovative behavior is supported through innovation support feedback and innovation
expectations (Gong, and Liu 2022). In addition, another three key informants emphasised that;
“.. employee innovation can be greatly enhanced by friendly leadership and an
innovative culture. For example, in the digital age, a university with a strong
sharing culture will encourage workers to share digital expertise and create

conducive work environment....” (interviewee 20).
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“... This university has enhanced social interaction and gain knowledge from the
experiences of businesses that have successfully undergone transformation to serve

as a foundation for innovation implementation.” (interviewee 11)

“... to stimulate subordinates' desire to innovate, a leaders must make them feel
that job duties are important, give them possibilities, and enable them to satisfy
their psychological demands for autonomy. This can be done through trust and

developmental expectations...” (interviewee 21)

In view of the above perspectives of the key informants about the factors that influence
innovative work behavior among academic staff in public universities in Uganda, a reality radial
diagram of factors that affect innovative Work behavior was developed as indicated in Fig 5.10
below. In addition, the matrix (Appendix 5) describes how the interaction of POS, SL, and PE
in Driving Innovative Work Behavior among Academic Staff in Public Universities. Further,
Fig.5.11 below illustrates the emerging dimensions of innovative work behavior among

academic staff in public universities in Uganda.
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Fig.5.10 A Reality Radial Diagram of factors influencing Innovative Work Behavior
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Fig.5.11: Emerging IWB
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5.13 Constraints to the innovative work behavior among the academic staff in public

universities of Uganda

Through interviews, several constraints to the innovative work behavior among the academic staff
of public universities in Uganda were highlighted. These were categorized as internal, external,
individual and organizational constraints.

5.13.1 Organizational Constraints

5.13.1.1 Structural Constraints

It was noted that while University Councils are responsible for the provision of a clear
framework to guide the decision-making process, allocation of resources, and aiding the institution
to operate efficiently and effectively for purposes of achieving its goal, responses from interviews
indicated that the majority of these public universities have hierarchical organizational structures
which limit flexibility and autonomy, delays and stifles innovation due to bureaucratic decision-
making processes. This structure has inversely affected innovation as it inhibits critical thinking
amongst staff. When asked how the existing organizational structure affected their capacity to
innovate, a senior academic staff replied:

“... the problem we have in this university is a centralized decision-
making structure where all powers are concentrated in the hands of top
managers. This delays decision is related to innovation and has

affected our capacity to innovate in this university” (interviewee 14)

5.13.1.2 Policy Constraints

Through their respective Governing Councils, public universities determine the research

and innovation policies, research direction and management structures to drive innovation.
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However, interviews seem to suggest that there are inflexible policies that limit innovation and
experimentation. Also, there is a problem of over-regulation that stifles innovation and creativity,
and support from entrepreneurship units is limited partly due to capacity issues. Asked how the
absence of key research policies and structures has affected the development of innovative work
behaviors amongst academic staff, a senior academic replied:

6

while policies and guidelines in this university to support
innovation are in abundance, they are so rigid to the extent that they
rarely support innovation initiative amongst lecturers. No wonder the

volume of innovations keeps reducing every year...” (interviewee 28)

5.13.1.3 Resource Constraints

Innovations among academic staff are associated with many costs including research and
development that is required to develop new products, services and technology. The responses
from key informants indicate that most of the funding for innovation comes from development
partners, the government and at times, the industry. However, participant responses indicated
insufficient funding that limits investment in innovation, inadequate infrastructure, which is
outdated with obsolete equipment and technology, and above all, limited skilled human resources.
Moreover, the key informants noted that the funding structure for the majority of innovation does
not promote systematic continuity in research and innovation. For example, one participant
remarked:

“... Iwrote a project to work on the problem of unemployment among
the youth in Bukedi sub-region and submitted it BURIF for funding.
The project’s amount was UGX. 200m, but what advanced was UGX.

25m which is so limited to realize the project goals” (interviewee 16)
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The above organizational constraints highlight the need for public universities in Uganda
to implement flexible organizational structures, foster a culture of innovation and risk-taking,
provide training and development opportunities, encourage industry-academia collaboration,
develop strategic plans to promote innovation, improve leadership and management practices, and

enhance infrastructure and resources.

5.13.2 Individual Constraints

5.13.2.1 Knowledge and Skill Constraints

Interviews indicated that the quality and skills among the academic staff in public
universities are significant limitations to the successful development of innovative work behavior.
Most universities lack the right staff with sufficient expertise, training, exposure, research skills
and digital literacy to drive innovations. One respondent said:

“...majority of staff in this university have limited familiarity with the
emerging technologies and are less developed professionally to meet the
demands of innovation. This coupled with their inadequate research skills

has significantly affected their innovative capabilities...” (interviewee 23)

5.13.2.2 Limited incentive to innovate

Due to the absence of a clear institutional and national policy framework, there are evident
problems with patent ownership and revenue sharing that arise from the innovations. According
to the responses, the majority of public universities lack policies that specify who owns what and
how much money is shared in proceedings that arise from the innovation of the academic staff.
The innovations are further affected by the absence of a clear policy framework regarding patent
ownership and revenue sharing. Asked about the presence of a policy framework on innovation,

a senior researcher replied:
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“... the university administration wanted to own the patent on one of
my innovations, but I went through African Intellectual Property

Organization to get it. I was informed that I, as the researcher, should

2

own the patent, but the institution serves as the patent's address ...

(interviewee 1)

5.13.2.3 Psychological and Attitudinal Constraints

While the literature on innovation reveals that psychological and attitudinal constraints are
associated inversely with innovation, the interview outcomes validated this assertion. The
participants revealed that risk assertion — fear of failure and uncertainty, fixed mindset — resistance
to change and new ideas, lack of motivation — limited incentives and rewards, burnout and stress,
arising from the heavy workload and the limited resources, limit the potential of academic staff to
develop and engage in innovative work behaviors. Moreover, skepticism about the value of
innovation, resistance to change arising with comfort with traditional methods, individualism due
to limited collaboration and teamwork, lack of creativity and complacence related to the
satisfaction with the status quo, have combined in various ratios to inhibit the development of
innovative work behaviors amongst the academic staff in public universities. One of the senior
respondents had this to say:

“... In this young university, most of the academic staff consider
research for innovations to be a bother and as a consequence, they give

it little emphasis unlike in my previous university.” (interviewee 3)

Therefore, to address these constraints, universities could benefit from providing relevant
training and development opportunities, encouraging collaboration and teamwork, and fostering a

culture of innovation and risk-taking. Also, authorities in public universities must address the
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demographic and behavioral constraints through targeted initiatives besides promoting digital

literacy and emerging technologies.

5.13.3 External Constraints

5.13.3.1 Industry and Market Constraints

Literature on innovation indicates that industry and market factors are influential for
promoting innovation in institutions of higher learning. Correspondingly, qualitative results from
the interviews and focus group discussions seem to suggest that limited industry-academia
collaboration, low market demands for innovative products, high competition from established
industries and inadequate entrepreneurship support, have greatly undermined efforts among the
academic staff to develop and engage in innovative work behaviors. About this, one respondent
had this to share:

%3

. unlike in Europe where the university-industry partnership is
emphasized and practiced, in Uganda is yet to the realized. This is one

of the reasons why we do not innovate as expected ...” (interviewee 5)

5.13.4 Global Constraints

Participants highlighted several global constraints that have affected their capability to
innovate including limited international collaboration and networking, inadequate access to global
markets, intellectual property protection challenges, limited access to cutting-edge technologies
and above all, global economic trends and uncertainties. To address these challenges, therefore,
universities will have to engage in advocacy and policy influence, develop innovative funding
models, promote public awareness, and appreciation for innovation, besides, massive investments

in infrastructural development
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CHAPTER SIX:

DISCUSSION OF FINDINGS

6.0 Introduction

The results from chapters five and six, which are outlined below. In order to create a logical
model for improving IWB, the study's primary goals were to ascertain the relationship between
perceived organizational support (POS), servant leadership (SL), organizational culture (OC), and
innovative work behavior (IWB) and to look into whether psychological empowerment (PE)
mediated these relationships. This chapter generally addresses the link between the results and the
theoretical foundations, and the empirical findings in the existing literature.

While this chapter relies on qualitative results to understand the social reality of IWB
among academic staff in Uganda’s public universities to support the discussions, the major focus
of quantitative analyses was on the study objectives and the corresponding hypotheses as the study
made an initial commitment to theory and hypotheses development prior to data collection.
Therefore, this chapter examines the findings in the context of pertinent literature in order to draw
specific conclusions and offer suggestions for improvement in IWB. Since it is the next to last
chapter, it serves as the foundation for the final chapter of this thesis, which includes conclusions,

implications, suggestions, limitations, and areas that require more investigation.

6.1 Summary of findings

The scope and comprehensive analysis of findings in this chapter are predicated on the eight
hypotheses, two (2) of which are mediated and seven of which are directional, as shown in table

7.1 below:
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Table 6.1 Summary of the results of the hypothesis testing

| | Hypothesis | Results | Decision

H1 Perceived organizational support has a positive (f=0.384,p <0.001)  Supported
and significant relationship with innovative
work behavior

H2 Servant leadership has a positive and (B=0.410; p<0.001) Supported
significant effect on innovative work behavior.

H3 Organizational culture has a positive and (f=0.342;p<0.001) Supported
significant impact on innovative work behavior.

H4 Perceived organizational support has a positive (f=0.152; p<0.001)  Supported
and significant impact on psychological
empowerment

HS Servant leadership has a positive and significant ( =0.505; p <0.001)  Supported
impact on psychological empowerment.

H6 Psychological empowerment mediates the (p=.015, p<.05) Supported
relationship between Perceived organizational
support and innovative work behavior

H7 Psychological empowerment mediates the (B=.051, p<.05) Supported
influence of SL on innovative work behavior

H8 Psychological empowerment has a significant (=0.101; p<0.001)  Supported

and positive impact on innovative work
behavior

6.2 Discussion of results

6.2.1 Perceived organizational support and Innovative Work Behavior

organizational support (POS) and innovative work behavior (IWB) of academic staff in Uganda’s
public universities. POS, operationalized by fair treatment, support from the supervisor, and
organizational rewards, and work environment (Rhoades and Eisenberger 2002), is conceptualized
as employees’ perceptions of how much the organization values their contributions, and is
concerned about their welfare (Eisenberger et al. 1986). Its primary goal is to strengthen
employees’ sense of duty to assist the organization in achieving its goals, strengthen their sense of
affiliation with the organization, and help them anticipate that better work would be rewarded

(Peng et al. 2023), and such, POS is one of the essentials that persuades employees to work

The purpose of this study was to examine the relationship between perceived
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innovatively (Susilo, 2019; Peng et al., 2023). On the other hand, IWB denotes a conduct involving
employees coming up with and putting into practice new and practical ideas at work (Jaingam and
Na-Nan 2023).

Employees’ perception of organizational support significantly impacts their motivation to
engage in activities such as idea generation, idea promotion, as well as idea realization, that
promote IWB. POS thus, represents a motivational mechanism through which employees feel
obliged to engage in positive behavior and workplace- IWB. The results of the hypothesis testing
thus, show that POS has a significant and positive impact on IWB, thereby providing support to
HI. This suggests that a perception of favorable organizational support indicated by fair treatment
of employees, strong, and quality supervisor support to subordinates, and provision of good
organizational rewards, and work environment (Rhoades & Eisenberger, 2002) is associated with
enhanced feeling to engage in IWB among academic in public universities. This finding is
consistent with the extensive body of empirical evidence that show that POS plays a crucial role
in promoting IWB (Peng et al., 2023; Cardina & Negara, 2022; Dirgantara, 2022; Kwahar, 2021).
Moreover, Mustika et al., (2020) found that employees exhibit commitment to achieving
organizational goals through generation of innovative ideas when they perceive fair and just
treatment- POS.

Drawing from the above empirical support, universities can promote a perception of
organizational support for improved IWB among their employees by enacting innovation
supportive policies, providing good rewards and benefits, helping employees feel supported
(supervisor support), fairness, and developing positive work environment characterized by open
communication, and involvement in organization’s decision making. This is demonstrated by the

following interview responses:
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“... this university has a research and innovation policy in place. This policy has
provided guidance and direction to researchers and academicians in this university
and supports the process of innovation. No wonder, several innovations by the
academic staff including the four-grain chamber silo have come up.” (Interviewee

3)

“... during the evolution of university-wide plan, support for innovation in the form

of budgetary allocation is provided which has enabled academic staff to come up

with several innovations including transition to blended learning environment and

Technology Assisted Instruction that integrates education software, social

networking tools and emerging technologies into the learning process’.

(Interviewee 5)

“... top leadership of this university has prioritized regular training and workshops

in areas like critical thinking, decision making, adaptability, and logical reasoning

which has improved the knowledge, comprehension and synthesis skills among

staff. We are armed with these skills which have supported us in our innovative

efforts.” (Interviewee 6)

The above responses show that the organizational initiatives that are perceived as
supportive to employees’ wellbeing drive employees to engage in innovative work behaviors. This
research thus, validates the argument that POS is closely related to IWB.

Accordingly, academic staff members at public universities will engage in IWB when they believe

that the organizations, they work for will reward them in terms of compensation and benefits,
career advancement, training and development, and overall personal well-being. These
perspectives inherently motivate them to actively seek out IWB in order to succeed in their job
tasks (Wiggins, 2021).

Moreover, the study findings provide support for SET (Blau, 1964) that suggests that
employees will reciprocate the positive treatment from their employers by engaging in IWB
(Krupah, 2022; Khawar et al., 2021). Based on the SET, employees who believe that their

organizations are supporting them fairly develop a sense of obligation that helps them to act in

ways that help them achieve organizational objectives. One of such positive behaviors is IWB.
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Due to felt obligations, POS has consequently encouraged extra-role behavior, such as IWB,
among academic staff. In line with SET, these findings indicate that when employees are rewarded
appropriately, treated fairly, supported by supervisors, and surrounded by a positive work
atmosphere, they feel motivated to reciprocate by exceeding expectations through exhibition of
IWB (Anwar, 2022; Musenze & Mayende, 2022).

Despite increased research on the relationship between POS and IWB in a number of
domains (Pratiwi et al., 2023; Mustika et al., 2020; Dirgantara Prakoso, 2022), empirical studies
on the link between perceived organizational support and IWB has not been extensively explored
(Caglar Dogru, 2018; Jiwon & Kim, 2022). In addition, recent research by (Ayoub et al. 2023)
emphasized the dearth of studies on IWB in higher education generally. According to scholars,
perception of organizational support characteristics such fair treatment, adequate rewards and
benefits, supervisor support, and a positive work environment enhances IWB among academic
personnel in public universities (Musenze & Mayende, 2023; Anwar, 2022; Jamal et al., 2023;
Kong & Wang, 2024). Consequently, this study reinforces the theoretical assertion that in the
higher education sector, the degree of IWB exhibited by employees is influenced by the feeling of
fairness, supervisor support, adequate compensation and benefits, and supportive work
environment.

Consequently, it is reasonable to assert that within the context of higher education,
particularly in public universities, POS has a significant impact on IWB among academic staff.
This assertion is supported by the emerging factors of organisational support leading to innovative

work behavior as presented using the flow diagram in Fig. 6.1.
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6.2.2 Servant Leadership and Innovative Work Behavior

The study postulated that servant leadership is associated with IWB of university academic
staff. The findings revealed a positive significant correlation between servant leadership and IWB.
Qualitative data further reinforced these conclusions by highlighting the critical role servant
leaders play in fostering a culture of innovative work behavior. These results thus, suggest that
developing a culture of IWB requires the support of servant leaders. This is true as servant leaders
have the ability to foster an environment of trust that encourages workers to take risks and develop
creative solutions, and also motivate employees to think creatively. The qualitative finding in

vignette 1 below supports the quantitative findings above.
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Vignette 1: Servant leadership enhances IWB among academic staff in Uganda’s Public
Universities:

/Participants informed the study that an environment of trust created by servant leaders is\
demonstrated by putting others first, acting morally, and empowering members of the team.
Informants indicated that top leadership of their respective universities actively listen to their
issues, establish sincere relationships, and openly share information, promoting an
environment of mutual respect and understanding. They also stated that they feel appreciated
and trusted because of their leaders’ empathy, accountability, and dedication to their growth
and development. They reported that as a means of giving back to their leaders and

Qniversity, they put in more effort and participate in innovative activities. j

These findings are consistent with previous research that supports the servant leadership -
IWB link. For example, studies conducted by Abdullah & Asif, 2022; Zeng & Xu, 2020; and
Olaleye & Solanke, 2021), suggest that leaders who prioritize their subordinates, empower
followers, practice emotional healing, support subordinate growth and success through education
and training, and act with ethical principles succeed in inspiring employees to create and
implement innovative ideas. These studies thus, provide support to the assertion that engaging in
opportunity exploration, idea generation, idea promotion, idea realization and ensuring
sustainability of IWBs is driven by how servant leaders encourage such IWB practices.

The study findings further support the SET (Blau, 1964), which emphasizes employees’
obligation to reciprocate good treatment from their leaders (SL). Servant leadership (SL) is a style
that prioritizes the well-being of employees over personal interests, showing concern for their work
and personal lives, emphasizing their career growth, promoting their ability to make decisions
autonomously, and assisting them in overcoming work-related challenges (Ekmekcioglu and Oner
2024). Such leadership behaviors, focused on serving others, can be seen as a leader’s investment

in resources to cultivate positive social exchange relationships with employees.

152



Thus, when employees believe their leaders treat them fairly, for example, by offering them
empowerment and courage to take risks, helping to them grow and succeed, and conceptual skills
(Krupah, 2022; Saleem et al., 2024). One of the ways through which academic staff have
reciprocated SL is the promotion of IWB. Accordingly, based on SET, these results suggest that
by promoting employee growth and development, empowering employees, and exercising care for
the employees’ interests, servant leaders have provided a platform for the introduction and
implementation of innovative ideas.

Despite the fact that the relationship between SL and IWB has been thoroughly examined
in several domains, such as banking (Akram et al. 2024), manufacturing (Opoku et al. 2019), and
pharmaceutical (Saleem et al., 2024), the evaluated literature asserts that there is a lack of
coherence and clarity in the conceptualization of the SL research across disciplines such as
innovation (Sendjaya et al., 2019; Akram et al., 2024). Nevertheless, extant literature suggests that
promotion of SL traits such as employee empowerment, caring treatment, and autonomy in
decision-making boosts IWB among academic staff in public universities (Georges, 2023; Daud
et al., 2023; Khattak et al., 2023). This study advances the theoretical assertion that leaders in the
higher education sector can build relationships and influence employees’ IWB by establishing
subordinates’ priorities, prioritizing their interests, supporting their growth and development, and
maintaining complete honesty. It’s thus, logical to argue that in the context of higher education,
and specifically in public universities, SL significantly influences IWB among the academic staff.
The key informants’ views support the above findings through the emerging factors shown in Fig.

6.2 below;
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6.2.3 Organizational culture and Innovative Work Behavior

The study hypothesized that organizational culture (OC) is linked with IWB of university
academic staff. The findings revealed a positive significant relationship between OC and IWB.
Qualitative data further supported these findings by emphasizing how important OC is in
promoting IWB. Therefore, these findings suggest that organizations behavioral norms and values
foster a sense of belonging and shared meaning, which encourages employees to exhibit more
creative behavior related to opportunity exploration, idea generation, idea promotion, idea
realization, and idea sustainability. This is true because the organization’s culture impacts the kind
of people the organization recruits, their retention prospects, and their engagement, and
performance levels while they work with the organization. The qualitative results in vignette 2 and

3 below supports the quantitative findings above.
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Vignette 2: Organizational culture through mission dimension enhances IWB among academic
staff in Uganda’s Public Universities:

/Participants underlined the necessity of innovation, for the university to fulfill its mandate and\
proposed that academic staff who effectively participated in innovative activities were enabled
by a strong university mission that was communicated to all university personnel. According
to the interviews, the university administration encourages staff members to accept new ideas,
cultivates a culture of creativity and teamwork, and provides clear direction and purpose. They
observed that by highlighting and outlining the university’s values and goals, employees felt
more empowered and saw their role as a part of a bigger, more significant whole, which
improved their IWB. /

Vignette 3: Organizational culture- through involvement enhances IWB among academic staff in

Uganda’s Public Universities

/Key informants also revealed that academic staff that are engaged in successful innovatioh
were those who were actively involved in several university-wide activities. University
management involved staff in university activities through decision-making process,
empowerment and engagement, which offered them an opportunity to participate in
activities that help the universities achieve their goal, solve problems, and offer feedback
on decisions that impact their jobs and the university as a whole. Participants also reported
feeling more purpose and ownership as a result of participating in the decision-making
process, which boosts creativity and encourages a more proactive approach to problem-
solving. They now feel appreciated, which increases their likelithood of coming up with

\fresh ideas and actively promoting innovation. /

Moreover, this is one of the most potent elements that defines the innovative behaviors of

employees. This study finding is in agreement with Eskiler et al., (2016); Priyadi et al., (2023);
Matin et al., (2024); Gautam, (2020); and Aboramadan et al., (2020), who contend that OC
promotes the exchange of thoughts and viewpoints among academic staff members in order to

enhance their expertise and capacity to provide novel ideas and more inventive work procedures.
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Similarly, Muhammed, (2020), found that an organization’s culture influences the work
environment, which in turn affects individuals’ ability to innovate. Moreover, Harhash et al.
(2018) argued that an organization’s basic assumptions and beliefs influence its practices and
behavioral patterns-IWB. These studies support the assertion that a positive OC underpinned by
virtues of open communication, supportive leadership, and a shared set of values between the
organization and employees lead to increased productivity, enhanced employee well-being,
decision making authority, and high levels of engagement, which boost employees’ IWB.

Moreover, this study provides support for the theoretical assertions of the Denison
organizational culture model (1990), that emphasizes the need to promote organization’s
effectiveness- IWB through cultural performance-oriented dimensions of mission, involvement,
consistency and adaptability. The mission is the external ‘steady pole’ that articulates the
organization’s goal, and serves as a crucial instrument for promoting general employee behavior-
IWB. Therefore, through articulating the mission statement, public universities have been able to
provide a vital mechanism for encouraging overall employee behavior- IWB. The results also
highlight how crucial it is to successfully incorporate innovation into the university’s strategic
management agenda.

Consequently, in order to increase the likelihood of success, IWB should be aligned with
the university mission, and supported with the organization’s senior management. Similarly, the
findings confirm the literature’s assertion that flexibility is essential for advancing IWB.
Adaptability is the flexibility that an organization develops to react to changes in the environment,
and in the needs of its clients. Scholars such as Denison et al., (2012), Montreuil et al., (2021), and
Tian et al., (2021), contend that flexibility, risk taking, customer focus, and organizational learning

are all encouraged by adaptability, moreover these are important for advancing IWB in
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organizations. Therefore, given the substantial impact that adaptability has on IWB, public
university leadership should identify, understand, and act upon customer needs, as these are what
propel IWB forward. Thus, in order to increase employee IWB, our findings urge organizations
and top management to support flexibility.

Also, the findings indicate that through consistency, public universities have been able to
enhance IWB among its academic staff. Consistency is a feature of aligning employee views and
values with the organization (Buhumaid 2022) and coordinating and integrating core principles
(Kokina and Ostrovska 2013). Organizations with an innovative structure must continuously and
meticulously explore new facilities and opportunities (Eskiler et al. 2016). Our findings thus
suggest the need for public university management to develop and implement decentralized
organizational structures, and also waive formal decision-making structures in order to enhance
IWB. In light of the study findings that positively associate consistency with IWB, this study
highlights the need for public universities to enable IWB among staff through developing
standards, managerial principles and compatible viewpoints among workers (Denison, 2001).
Finally, through involvement, public universities have been able to enhance IWB among academic
staff. Involvement denotes the extent of the participation that employees have in terms of decision-
making. Our findings therefore suggest the crucial role of involving employees in decision-making

processes as this enables them to realize value of their contributions which stimulates IWB.

Despite the fact that the relationship between OC and IWB has been extensively researched
in other domains (Setyawasih & Buchdadi, 2022; Luo et al., 2024; Priyadi et al., 2023), the current
research does not fully understand the role of certain organizational culture dimensions in
educational innovations (Caliskan & Zhu, 2020; Aboramadan et al., 2020) and some lecturers do

not adhere to the organizational culture (Matin et al. 2024). Extant literature suggests that
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supportive OC boosts IWB in public universities (Ssempebwa 2020). This study therefore lends
support to the theoretical assertion that IWB depend on whether they perceive the OC as favorable.
Consistent with this argument, it is logical to argue that understanding and improving IWB requires
examining the prevailing OC culture. The results of this research provide empirical support on the
important role of OC in promoting an enabling environment for IWB. The above findings are

consistent with key informants’ views and emerging factors indicated below;
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Fig. 6.3 Emerging factors relating to organizational culture

6.2.4 Perceived organizational support and psychological empowerment.

The purpose of this study was to examine how perceived organizational support (POS) and
psychological empowerment (PE) among academic staff of Uganda’s public universities. In a
workplace context, POS reflects the organization’s commitment to its employees. This concept
encompasses two interrelated aspects: the perceived support from colleagues and the perceived
support from supervisors. Colleague support involves practical assistance and task-related
information, as well as socio-emotional support and empathy (Rousseau et al., 2009; Maan et al.,

2020), while POS is understood as how much employees believe their supervisors care about and
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support their well-being (Rhoades and Eisenberger 2002). Conversely, PE is conceptualized in this
context as an inspiring and motivating concept that provides methods to be positive in employees’
work and behavior (Kwahar, 2021; Wiggins, 2021). Building a good mindset that provides an
employee with strength is greatly influenced by the work environment and how employees
perceive it. PE is thus, a motivational belief that give ways to positivity in employees’ behavior
and work. The hypothesis’s results demonstrate a positive and significant correlation between POS
and PE. This hypothesis was therefore supported.

The above results implies that academic staff in public universities are better equipped to
feel empowered and actively execute their tasks including research and publication, teaching and
learning, and research and community engagement, if they perceive a feeling of care and support
from both the supervisors, peers, and organization at large. The qualitative responses derived from
the interactions between the university management and academic staff examined in Vignette 4
corroborate the aforesaid quantitative findings:

Vignette 4: Perceive organizational support improves psychological empowerment of staff in
Uganda’s Public Universities:

ﬁ(ey informants noted that their capacity to execute tasks in their respective roles in thh
university was determined by how well they perceived the support in terms of care for their
well-being and the appreciation they received arising from their contribution to their
respective universities. They indicated that universities engaged in activities like enhancing
employee perks including free insurance cover, housing and compensation, improved
working conditions, and equitable treatment for all employees. Participants informed the
study that this feeling of support gives them the impression that the university values, cares
for, and supports them, which has led to a feeling of meaning, capability, self-determination,

Qnd influence at work /

The finding is in line with Maan et al. (2020) who established that employees who

perceived care for their wellbeing by their respective organizations tend to be more
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psychologically empowered- motivated to execute their tasks with positivity. However, this study
was conducted in the manufacturing companies in Pakistan, an emerging economy, and using a
single theory approach. On the contrary, the present study was done within academic staff of public
universities in Uganda, a developing nation, using a multi-theoretical approach. Scholars such as
(Yin, 2009; Nag et al., 2006; Shepherd & Suddaby, 2016) have argued that theory development is
better realized when the process is based on several theories drawn from different disciplines.
Consequently, this research adds significantly to available literature on IWB through the use of a
multi-theoretic approach.

Contextually, in Uganda’s educational sector, several public universities have embraced
POS mechanisms such as use of fair compensation and benefits scheme, staff training and
development initiatives, and several positive employee welfare initiatives to enhance employees
motivational and inspirational thought (PE) thereby, ensuring positivity in employees’ behavior
and work. Busitema university, a public university in Uganda is a prime example of this
movement.

The university has improved its support services including timely payment of workers’
compensation, provided regular funding for staff development and research, and evolved
supportive policies and regulations, a practice that has scaled up research and innovation. By
enhancing employees’ POS, public universities have not only improved service delivery but also
increased employees’ impact, competence, meaning, and self-determination (PE), reflected in their
ability to execute assigned tasks with positivity.

Similarly, universities in Uganda have demonstrated POS by reforming their compensation
and benefits scheme to provide for extra incentives such as bonuses, housing, and fuel to facilitate

their movements while on duty, enhanced supervisor support, individual coaching, as well as



mentoring schemes, personal development support, and improvement in the general working
conditions, for example, provision of tools and equipment to support employees in the execution
of their tasks, thereby enhancing employees expression of internal motivation in relation to the
four cognitive components of impact, competence, meaning, and self-determination, also known
as PE. By instituting POS inducing strategies highlighted above, the public universities have
positioned themselves to navigate challenges that inhibit PE, thereby promoting organizational
citizenship behavior, increased academic and professional satisfaction, job satisfaction, employee
wellbeing, and IWB (Wiggins, 2021). Public universities have thus, driven innovation by
promoting IWB among staff, especially through the development of virtual or online learning
technologies, fostered entrepreneurship, and explored the link between technology and society,
thereby contributing to sustainable development goal- SDG 9 (Industry, Innovation, &
Infrastructure).

This finding associating POS with PE can be discussed using Organizational support theory
(OST) (Eisenberg et al., 1986) SET (Blau, 1964) and Spritzer’s Employee Empowerment Model
(Spritzer, 1995). The OST (Eisenberger et al. 1986) suggests that POS is driven by the interaction
of supervisor support, organizational support and peer support factors. Eisenberg et al. (1986)
argue that the interplay of these elements helps employees develop the perception or broad
understanding of how much the organization appreciates their effort and is concerned for their
wellbeing. Concurrently, the SET (Blau (1964) suggests that a perception of organizational support
by employees enhances employees’ impact, competence, meaning, and self-determination (PE),
reflected in their ability to execute assigned tasks with positivity. This theory suggests that POS

significantly contributes to PE of academic staff in public universities by inducing a motivational



and inspirational thought that give ways to positivity in employees’ behavior (Kwahar, 2021;
Wiggins, 2021).

However, while Maan et al. (2020), argue that proactive organizations should empower
their staff through involvement in decision-making (POS) to give them a sense of purpose in their
work, limited empirical research demonstrating the effects of POS on PE exists (Caesens et al.
2020). This study thus, provides empirical support for the increased understanding of the role of
POS in enhancing PE of employees within Uganda’s public university setting. Accordingly,
improvement in PE among academic staff in public universities requires implementation of POS
enhancing strategies such as better compensation and benefits schemes, providing supervisor, and
peer support, and provision of supportive staff development programs. When employees feel that
their organizations appreciate their contributions, they will feel more psychologically empowered.
These results show that academicians at public universities who perceived organizational support
from their institutions are motivated to execute their tasks and achieve, find their employment
meaningful, and exhibit competence in their profession. The views of the key informants concur

with the above findings and puts emphasis on the following factors;
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6.2.5 Servant Leadership and psychological empowerment

This study looked into the connection between academic staff members' psychological
empowerment (PE) and servant leadership in Uganda's public universities. Servant leadership (SL)
is a holistic approach to leadership that involves followers in several aspects (e.g., relational,
ethical, emotional, and spiritual) in order to empower them to reach their full potential. Its main
objective is to cultivate followers based on leaders' moral and selfless tendencies (Greenleaf, 1977;
Khan, et al., 2022). The primary operationalizations of SL, notwithstanding certain variations, are
humility, empowering staff, focusing on followers’ needs, behaving as a steward, fairness, and
autonomous decision making (Hoven et al., 2021; Khan et al., 2022). On the other hand, PE is
viewed in this context, as an inspiring and motivational impression that offers strategies to foster
positive work and behavior in employees (Kwahar, 2021; Wiggins, 2021). How employees view
their workplace has a big impact on how they develop a positive outlook that gives them strength.

Therefore, PE is an inspiring and motivating concept that provides avenues to employees
for positive behavior and work. The results of the hypothesis testing show that SL has a significant
and positive relationship with PE, thereby providing support to H5. This suggests that a perception
of favorable SL indicated by employee empowerment, humility, concern for followers’ needs
among university academic staff is associated with enhanced feeling of psychological
empowerment in public universities. This finding is in tandem with Mahendri et al. (2022) and
Hoven et al. (2021) who found that servant leaders who supported, empowered followers, and
addressed their needs, tended to augment their perceptions of meaning, competence, impact, and

self-determination (PE).



The significant association between SL and PE in the context of public universities can be
explained by three major factors namely: supportive work environment, autonomy and decision
making, and finally employee personal growth and development. Through supportive work
environment, servant leaders prioritized their team members’ well-being, creating a supportive
work environment that encourages PE. Also, from autonomy and decision-making perspective,
servant leaders have empowered their followers with decision making authority, which has
enhanced their perceptions of meaning, competence, impact, and self-determination to execute
work related tasks.

Moreover, through personal growth and development, servant leaders have been able to
invest in their team members or followers’ growth and development. Therefore, servant leaders
develop a sense of competence in their workforce by offering training opportunities for employees
to acquire new skills (Faraz et al. 2019). Consequently, when workers feel that their leaders are
interested in their professional growth and encourage them to take responsibility for their actions,
they may feel psychologically empowered to perform in their respective roles (Hoven et al., 2021).

The results of this study further suggest that the servant leadership philosophy comprises
behaviors that provide followers with a sense of psychological empowerment (PE). The crucial
behaviors such as humility, caring for followers, staff growth and development, and decision-
making autonomy unique to servant leaders generate PE as defined by Conger and Kanungo
(1988), Hoven et al. (2021) and Zafar et al., (2022). The study findings imply that servant leaders
are fundamentally aware that the effectiveness of their empowering actions depend on the
followers’ sense of psychological empowerment. The findings further suggest that by training
leaders to apply servant leader behaviors or by hiring leaders who exhibit such behaviors,

employers can achieve long-term success at the operational levels of their organizations.



The study's findings, which align with the social exchange theory, indicate that employees
might acquire PE as a useful psychological resource through their relationships with leaders. As a
result, employee attitudes and behavior at work are also significantly impacted (Wang et al. 2022).
According to the findings, servant leaders who support and care for their staff members’ personal
and professional development also provide them a stronger sense of PE- self-determination, and
meaning in their work. Therefore, servant leaders enhance employees’ PE by improving their
views of significance, competence, self-determination, and impact.

The SL behaviors exhibited by public university leaders enable their followers to realize
and enhance their professional potential through PE. The leader, the followers, and the
organization all gain from this SL. The study findings highlight the fundamental importance of SL
in promoting PE. As a result, employees feel psychologically empowered to perform when they
believe that their bosses care about their professional development, grant them autonomy for
decision making, and also motivate them to take ownership of their behavior (Hoven et al. 2021).
Several predictors of PE have been considered in literature (Karimi et al. 2021), however, although
leadership stands out as an essential antecedent of workers’ PE, little is known about which specific
leadership philosophies work best in explaining PE (Schermuly et al., 2022).

This study thus, answers the call of Schermuly et al. (2022) for examining which leadership
philosophy better explains PE. In response to this call, the study finds that SL evokes more PE
among university academic staff. Therefore, it can be stated that the association between SL and
PE exists among academic staff in public universities. Accordingly, when management practices
SL principles, we begin to witness improvement in employees’ PE in public universities. Hence,

the emerging factors listed below from the key informant support the above assertion.
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6.2.6 Psychological empowerment mediates the relationship between Perceived
Organizational Support and Innovation Work Behavior.

The purpose of this study was to ascertain how psychological empowerment (PE) mediated
the relationship between academic staff members' IWB and POS at public universities. The results
showed that PE acts as a mediator in the interaction between POS and IWB and that POS has a
favourable primary influence on employees' IWB. Importantly, the results on the perceived
organization support’s influence, demonstrated that first, POS and IWB are significantly
associated. Second, this association is partially achieved through PE towards IWB, thereby,
providing support for H6. The findings indicate that the specific mechanism or channel by which
the relationship between POS and IWB occurs is direct, even though psychological empowerment
to some extent offsets or reduces the strength of this association, and thus, takes away part of the
contribution of perceived organizational support on IWB. As was previously noted, we anticipated
that IWB would be enhanced when academic staff perceive adequate organizational support.
However, as the performance of public universities is centered on individual academic

performance, the final action intended to support decisions on IWB are based on the employees’



inspirational and motivational impression that offers strategies to foster positive work and behavior
among employees (PE).

The evidence provided through the qualitative interviews show that managing IWB in
public universities is all about “this is my knowledge”, should I use it to innovate for organization’s
success?’ Therefore, academic staff may perceive organizational support to innovate but at the end
of the day, the kind of actions, and behaviors that they undertake depend on whether they are
inspired and motivated to execute such behaviors. This demonstrates that, when the level of
psychological empowerment towards IWB is high, it takes away some of the direct contribution
in the causal pathway of POS and IWB. In this case, PE acts as a channel and since it takes priority
in IWB, one cannot divorce PE from IWB. Undeniably, POS and PE are mutually true drivers of

IWB among academic staff in public universities.

Although there is dearth of empirical support in the IWB literature, this finding links well with the
SET (Blau, 1964) which argues that, when people perceive care and support for their wellbeing
(POS) from their respective organizations, they reciprocate through enhanced IWB (Park et al.,
2022). However, when the feeling of PE is strong, POS may have little direct effect on IWB, as
part of its influence is transmitted via PE. Previous research on the relationship between perceived
organizational support (POS) and innovative work behaviors (IWB) has tended to focus on the
direct links. Jiwon and Kim (2022), for example, examined the direct relationships and found a
strong correlation between POS and IWB. Moreover, Ranihusna et al., (2021) discovered a strong
correlation between POS and IWB. Similarly, Mustika et al. (2020) found that employees exhibit
commitment to achieving organizational goals through generation of innovative ideas when they
perceive fair and just treatment- POS. Thus, this study contributes to the knowledge or

understanding that psychological empowerment is a partial mediator in the association between



POS and IWB among academic staff in public universities. The above arguments were supported

by the causal model in Fig. 6.6, which was derived from interviewing key informants.
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Fig. 6.6 Mediation role of psychological empowerment on the relationship between perceived
organizational support and IWB

6.2.7 Psychological empowerment mediates the relationship between servant leadership
and Innovation Work Behavior.

The purpose of this study was to determine how PE mediated the association between IWB
and servant leadership practices among academic staff members in public universities. The
findings demonstrated that servant leadership has a positive primary influence on employees' IWB
and that PE mediates the relationship between servant leadership and IWB. Fundamentally, the
results of the study on the effects of servant leadership principles demonstrated that, first, there is
a strong relationship between IWB and servant leadership. Second, the association between IWB
and servant leadership is partially mediated by PE, which supports H7. The findings demonstrate
that the specific mechanism by which the relationship between servant leadership and IWB takes
place is direct, even though psychological empowerment offsets or reduces this relationship, and

thus, takes away part of the contribution of servant leadership on IWB.



As earlier noted, we expect IWB to improve when academic staff feel that their leaders
exhibit and practice servant leadership practices such as promotion of training, and staff
development programs, staff empowerment, and exercise concern for employees’ wellbeing. The
ultimate servant leadership decision to support IWB actions, however, will be based on the
employees’ inspirational and motivating impressions, which provide strategies to foster positive
work and behavior in employees (PE). These inspirational and motivating impressions formed,
enhance employees’ capacity to explore novel ideas, a practice that promotes IWB.

Based on the gathered qualitative data, managing IWB in public universities concerned
two fundamental aspects: whether or not employees have sufficient knowledge base to innovate,
and if they use such knowledge to innovate for organization’s success. As a result, although
academic staff may believe that SL practices such as staff growth and development, employee
empowerment, and provision of employees with decision making autonomy encourage innovation,
their actual actions and behaviors ultimately depend on their level of inspiration, motivation, and
capacity to explore novel ideas -PE. This illustrates how a high a feeling of PE toward IWB reduces
the direct contribution to the causal route or path between servant leadership and IWB. PE thus,
serves as a channel through which SL impacts IWB. Considering the prominent role of PE in IWB,
both PE and IWB cannot be separated. Conclusively, servant leadership and PE work together to
drive IWB, among academic employees in public universities.

Despite the dearth of empirical evidence in the IWB literature, this finding aligns well with
the SET (Blau, 1964), which contends that people reciprocate by exhibiting increased IWB when
they believe their respective leaders empower them, guarantees staff with decision making
autonomy, and extend staff development and growth opportunities to them (Khan et al., 2022).

Despite this, this investigation finds that SL may have minimal direct impact or strength on IWB



as part of its influence is transmitted to IWB via PE. Therefore, this study contends that while SL
is important for IWB, its total effect on innovative work behavior is enhanced by a perception of
psychological empowerment among organizational staff.

Prior studies investigating the relationship between servant leadership (SL) and IWB
typically concentrated on direct associations. For instance, Nurbaety Rojuaniah, (2022) analyzed
these direct links and identified a strong correlation between servant leadership and TWB.
Additionally, Faraz et al. (2019) found a significant association between SL and IWB as well by
establishing that leader-follower cordial relationship arising from implementation of SL principles
enhanced workplace innovation behaviors among organizational employees.

In a similar vein, Khan et al. (2022) revealed that by empowering, providing staff
development opportunities, and granting decision making autonomy to staff, SL facilitates
cognitive processes that enable employees to engage in IWB. Employees are committed to
reaching organizational objectives by generating innovative ideas- IWB when they feel their
leaders primarily focus on their growth and wellbeing- reflecting high SL. Therefore, this research
enhances the understanding on mediation studies by demonstrating that PE acts as a partial
mediator in the relationship between SL and IWB among academic staff in public universities. We
argue that PE and SL work in tandem to drive IWB. The causal model in Figure 6.7, which was

developed through key informant interviews, bolsters the aforementioned claims.
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Fig. 6.7 Mediation role of psychological empowerment on the relationship between servant
leadership and IWB

6.2.8 Psychological Empowerment and Innovative Work Behavior

The purpose of this study was to investigate how psychological empowerment (PE) and
innovative work behavior (IWB) are related. While IWB is the combined efforts or actions of
individuals and teams to develop new services, products, activities, processes and ideas that
improve overall innovativeness and generate favorable outcomes (Farrukh et al. 2023), PE denotes
a person’s perception and belief that he possesses the necessary capacity, self-efficacy, and
decision-making autonomy to choose his own path, achieve set goals, and find purpose in his work
(Aristana et al., 2024; Wang, 2019).

The results displayed in Table 7.1 above demonstrate a strong and significant correlation
between PE and IWB, thereby providing support to hypothesis 8. This implies that organizations
with psychologically empowered employees are more likely to innovate successfully. Thus, the
capacity to develop psychologically empowered employees acts as a motivation or significant

driver for educational institutions to engage in IWB. The following quantitative findings are
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corroborated by the qualitative responses derived from the interviews of senior managers of public

universities as examined in Vignette 5:

Vignette 5: Psychological empowerment enhances IWB of academic staff in Uganda’s Public
Universities:

/Throughout the investigator’s interaction with the public university senior leadership, it was\
observed that academic staff in public universities exhibited a sense of self-efficacy and
capacity to influence their work setting, allowing them to execute their duties effectively
even in the face of adversity. The participants reported that as a result, they felt empowered,
which boosted their motivation and encouraged them to engage in innovative and creative
behaviors.

- /

This finding is consistent with a growing body of empirical evidence that indicate that PE

plays a key role in promoting IWB (Citta et al., 2019; Kustanto et al., 2020; Sun, 2023). In line
with this, Helmy et al., (2019) and Zia et al., (2023), suggest that employees might exhibit IWB
if they believe their work responsibilities are relevant, feel confident in their knowledge and skills,
and have a sense of autonomy and belief in their work. Drawing from empirical literature above,
Universities can promote PE among their staff by putting in place mechanisms such as allowing
staff members to participate in decision-making, offering professional development opportunities,
cultivating an environment of open communication, acknowledging accomplishments, assigning
meaningful tasks, and guaranteeing access to resources. All of this can be done while maintaining
a supportive leadership style that values staff input and fosters a sense of ownership over their
work.

PE symbolizes employees’ belief and perception that they can change things, in this context
innovation, by being self-sufficient, independent in making decisions, and equipped to choose their

own path, and achieve the stated goals.
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In a complex and turbulent environment, like the one that public universities operate in, PE
becomes very crucial, and important. For example, when Uganda’s education sector was
liberalized in the 1990s, established IHL had to show capability to develop psychologically
empowered staff, as a coping strategy by offering opportunities for decision-making, professional
development, recognition, open communication, and alignment of their work with the university’s
mission and values. These strategies have enabled staff to develop and feel a sense of competence,
impact, and meaning in their roles. Thus, university staff can have autonomy and urgency in their
work while receiving the support and resources they need, a practice that promoted their ability to
explore new opportunities, generate, promote, realize and sustain new ideas-IWB.

On the other hand, innovation- which is the creation and use of novel concepts, methods,
goods, or techniques- also depends on PE (Lie et al. 2022). IWB, specifically, requires institutions
to embrace a culture of development of personal competency, meaning, psychological wellbeing,
commitment and self-determination- all of which are key features of PE (Sun, 2023). Research by
Manjari et al. (2018) provides empirical support for the positive and significant association
between PE and IWB. The study suggests that PE, perceived as individual’s motivation, and
capability to execute tasks due to positive work environment, might promote a culture of
opportunity exploration, idea generation, promotion, realization and sustainability-IWB. This
claim is observable in the context of Uganda’s institutions of higher learning (IHL), where
environmental uncertainty and instability arising from liberalization of the education market,
technological changes, and demographic factors are central features of the environment in which
public universities operate.

PE demonstrated by these IHL in the face of the examined uncertainty has regularly led to

exploration, generation, execution, and sustainability of novel ideas-IWB as an approach for
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institutional success and survival. The study findings further support, and expand the Spritzer’s
(1995) Empowerment Model, which emphasizes the motivational influence that employees have
in promoting innovation through four work-related cognitions: Meaning, competence, impact, and
self-determination. Through meaning, university employees have found belief and significance in
their work, explored various options to find solutions and generated new ideas along the way.

Moreover, through competence, university employees have gained adequate knowledge,
skills and abilities relevant for the development and execution of IWB. Yet, in line with the aspects
of self-determination and influence, university personnel have been given the autonomy to decide
how to accomplish their tasks, approach their work more innovatively, generate novel concepts,
and have greater assurance that their contributions will be appreciated, which has promoted IWB
(Javed et al. 2019). Thus, the results offer empirical support for the assertion that employees who
believe in PE perceive themselves as more proactive, influential, independent, and capable of
coming up with innovative solutions, which is consistent with the core tenets of the Spreitzer
Empowerment model (Kustanto et al. 2020). Considering the competitive nature of the
environment in which public universities operate, innovation has become a vital theme in
organizational literature (Ibus et al., 2020; Dan et al., 2020). Thus, interest of several organizations
has focused on establishing strategies aimed at motivating employees to innovate.

In line with the above, previous studies have attempted to examine the relationship between
PE and IWB (Putra et al. 2022), however, the findings of this research are modest and frequently
inconclusive (Kanake K. Mercy 2020). In the context of public universities, this study finds that
a perception of self-efficacy, competence, meaning and self-determination tend to drive IWB
among staff in public universities. The findings of the present study thus, align with prior research

(Sudirman, 2024; Putra et al., 2022; Suparyanto dan Rosad, 2022). These authors established that
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successful innovation results from employees’ perception of self-efficacy, technical proficiency
arising from competence development, autonomous decision making, and self-determination.
Accordingly, effort to improve IWB among university academic staff must deal with the question
of how staffs’ PE can be developed and enhanced. The views of the key informants also empathize

that psychological empowerment impacts IWB through the following factors;

Technical
proficiency

Professonal
development

.Self-efﬁcacy

Fig. 6.8 Factors of psychological empowerment that influence innovative work
behavior
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CHAPTER SEVEN
CONCLUSIONS, IMPLICATIONS, RECOMMENDATIONS, LIMITATIONS AND
AREAS FOR FUTURE RESEARCH

7.0 Introduction

This research investigated the effect of perceived organizational support (POS), servant
leadership (SL), organizational culture (OC), and innovative work behavior (IWB), and examined
whether psychological empowerment (PE) serves as a mediator between the relationships of POS
and SL with IWB, with the aim of developing a clear model geared towards enhancing innovative
work behavior. The current study collected data from 308 academic staff drawn from a total of ten
(10) public universities. In line with the study’s focus, and methodological design, additional data
were gathered from senior managers of the 10 public universities.

This research was prompted by the unsatisfactory IWB among Uganda’s academic staff in
public universities, which adversely affects delivery of the universities’ mandate especially in the
area of teaching and learning, research and innovation, and community engagement. To tackle
this challenge, the study focused on eight (8) objectives. Correspondingly, this research proposed
and evaluated a total of eight hypotheses. This chapter summarizes the conclusions drawn from
the research, offers recommendations, and highlights implications in line with the study’s findings
as well as relevant literature and theory. Suggestions for areas requiring additional focus within

the context of this study are as well suggested.
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7.1 Conclusions

It was crucial to determine the elements that impact IWB and the consequences that follow,
such as better customer interactions, improved organizational procedures, and improved product
systems, in order to determine the likely adjustments required to improve IWB among academic
staff in public universities. The following conclusions were reached as a result of the results and
debate in the previous chapter.

First, this study defines SL in Uganda’s public universities as subordinate’s growth and
success, conceptual skills, empowering leadership, ethical behavior, emotional healing, and
creating value to community; OC in Uganda as comprising: consistence, involvement, mission,
and adaptability; PE as: meaning, self-determination, competence, and impact; POS as involving:
fairness, supervisor support, and organizational support (organizational rewards & working
conditions) while IWB is explained by idea realization, idea generation, idea promotion and idea
sustainability. POS, SL, and OC make significant contributions to IWB, whilst the contribution
of both POS and SL can also be realized through PE.

Second, on assessment of the level of POS, the study tells that academic staff in public
universities value the care and support they receive from their respective institutions, and would
reciprocate this care through enhanced IWB. However, the following conclusions are drawn from
the findings about the mediation influence of PE in the association between POS and IWB: a) IWB
among academic staff in public universities are directly influenced by POS. This suggests that
support from the supervisors, fair treatment of employees, and decent benefits and compensation,
and working conditions strengthen worker’s IWB in public universities; b) part of the influence of

POS on IWB is realized through PE. This proves that POS is very important for both PE and IWB.
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Third, SL is crucial for both SL and IWB. On examination of the role of SL, the findings
reveal that when employees are treated with humility, involved in decision making, and provided
with opportunities for growth and development (SL), they are more engaged in IWB. Thus, it can
be concluded that SL is a key driver for IWB. Nonetheless, the results on the mediating role of PE
in the relationship between SL and IWB lead to the following specific conclusions: a) servant
leadership has a direct impact on IWB among academic staff at public universities. This implies
that workers” IWB in public universities is reinforced by SL practices such open communication,
humility, involvement in decision making, and provision of staff with opportunities for growth and
development; b) PE contributes to the influence of SL on IWB. This demonstrates how crucial SL
is for both PE and IWB.

Fourth, the two contextual factors (SL, and OC), along with individual level factors (POS
and PE) are strong predictors of IWB; when combined, they account for up to 50 percent of the
variance in the academic staffs’ IWB in public universities in Uganda. The study has, therefore,
established that SL, POS, OC and PE significantly drive IWB among academic staff in public
universities. Finally, in suggesting the route for improving IWB, this research has supported for a
multi-theoretic approach in the explanation of IWB. The current study which used the theories of
SET (Blau, 1986), Denison’s OC Model (1990) and the Spritzer’s Empowerment Model (1995)
has demonstrated that using a multi-theoretic method provides an alternative pathway to IWB of
academic staff by integrating both the contextual and individual level perspective to identify
pertinent factors for POS, SL, OC and PE in a least developed context. The employees’ IWB in
organizations will suffer if these factors are absent, improper, or ineffective. Fifty percent (50%)

of the variation in IWB in academic staff in the Uganda’s higher education sector- public
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universities may be explained by the collective effects of POS, OC, SL, and PE. The study’s

theoretical, managerial (practical), and policy implications are discussed next.

7.2 Study Implications

7.2.1 Introduction
Understanding the dynamics of POS, SL, OC, PE, and innovative work behavior becomes

crucial for scholars and practitioners in the constantly changing education landscape. These
research implications, which show the importance of the findings for theory, methodology,
practice, and policy implications of the phenomenon under study, are thus, drawn from the study
discussion and conclusions. This is accomplished by unpacking their relationships and examining
how they work together to influence IWB. Scholars and researchers can use the theoretical and
methodological implications to further our understanding of IWB. The practical implications can
also be used by public universities to create strategies that promote IWB, which are crucial to their
long-term success and survival. Moreover, governments and universities can use the policy
implications to create initiatives and policies that foster a positive workplace culture that supports
public Universities” IWB of their academic staff. The following implications are explained, and

expanded as below:

7.2.2 Theoretical Implications

First, in tackling the important topic of ‘innovative work behavior of academic staff in
Uganda’s public universities’, this study has been carefully grounded in the robust theoretical
frameworks of the social exchange theory, Denison’s organizational culture model, and the
Spritzer’s empowerment model. Drawing from this theoretical base, a novel model has been
developed that captures the complex interactions among POS, SL, OC, and PE, clarifying their

combined effectiveness in promoting long-term IWB in the higher education sector. Using a multi-
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theoretical approach, the study drew on the theories of social exchange theory (SET) (Blau, 1964),
organizational culture model (Denison, 1990) and Spritzer’s Empowerment Model (1995) to offer
a more thorough explanation and understanding of IWB among academic staff in Uganda’s public
universities. It was found that no single theory of the aforementioned theories could adequately
explain IWB phenomenon.

Yin (2009) supports the use of a multi-theoretical approach by highlighting the need of
applying several theories to examine a research theme (IWB) from different perspectives, enabling
a more comprehensive and in-depth understanding of the topic under study-IWB. Further, scholars
such as Nag et al. (2006) and Shepherd and Suddaby (2017) have argued that the theorizing process
requires integrating several constructs drawn from several theories, and from diverse knowledge
fields to explicate a phenomenon under study. As a result, the study has developed a model that
offers an explanatory framework for IWB by incorporating constructs such as POS, SL, OC, and
PE.

This model can be used to improve IWB in similar situations. In doing so, the study
responds to the demand of innovation scholars to investigate this phenomenon from a variety of
theoretical angles, as advocated by researchers such as Stake (2013) and Dubin (1970). This study
thus, provides a thorough understanding of the interactions between POS, SL, PE, and IWB within
the intricate higher education ecosystem by fusing theoretical insights with empirical data and real-
world applications. This adds to the larger conversation on organizational dynamics in this
industry.

Second, although the significance of IWB is becoming more well recognized, the majority
of research has concentrated on traditional approaches, specifically the organizational level

perspective on innovation (Jankelova et al., 2021; Hock et al., 2024), ignoring one important
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component: the individual perspective on innovation. Individuals are a key source of creativity in
the workplace, as this study showed (Lee & Kim, 2016; Tajeddini & Martin, 2020). By exploring
the understudied area of the contribution of individual level elements like attitudes and cognitive
abilities to IWB, the study adds to the existing body of knowledge on IWB and develops a
conceptual model that emphasizes this crucial dimension. In particular, this study argues that IWB
at the individual level- defined as employees’ intention to introduce and apply new concepts,
products, and procedures to their work roles-is framed as critical thinking that makes it possible to
identify possible issues and investigate opportunities and solutions to add value, which in turn
promotes IWB (AlEssa and Durugbo 2021). Largely, this study answers the call by Hulsheger, &
Salgado, (2009) for further studies on individual innovation. Therefore, this study suggests that
IWB can be increased by applying individual-level methods such providing access to training
programs, promoting lifelong learning to strengthen employees’ professional cognitive abilities,
and offering incentives for effective work performance.

Third, previous research has generally established that POS has a beneficial impact on
employees’ IWB (e.g., Wiggins, 2021; Kwahar et al., 2021; Khan, 2022; Rhoades & Eisenberger,
2002). These studies, however, did not emphasize or highlight the basic process that link POS to
workers’ IWB. To further explore the relationship between POS and employees’ IWB, this study
uses PE as one of the main underlying processes through which POS is associated with IWB. By
examining the mediating role of PE in the POS- IWB relationship, our study advances knowledge
of the fundamental process through which POS influence IWB. These results suggest that a
perception of organizational support as indicated by fair treatment, conducive working
environment, support from supervisors, and good compensation and reward system, might

increases workers’ level of PE, which in turn increases their IWB.
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Our mediation results provide support to existing research that specify PE as an important
source of motivation that drives IWB in organizations (Tahira, 2021; Yildiz et al., 2017; Jiwon &
Kim, 2022). These studies argue that when employees believe that their organization supports their
fundamental rights, including social, economic and others, it affects their PE and motivates them
to innovate (Tahira 2021). Moreover, examining PE as a mediating factor, helps provide a better
understanding of how and why POS can increase IWB among organizational employees. Fourth,
earlier studies have generally demonstrated that SL has an influential role in promoting employees’
IWB (e.g., Nurbaety Rojuaniah, 2022; Faraz et al., 2019). This research, however, failed to
highlight the basic mechanism that link SL to workers’ IWB. Moreover, existing research on the
effects of SL on IWB provide mixed results (Mahdzir, 2022; Khan et al., 2020). For instance,
studies by Olaleye & Solanke, (2021) and Chongyvisal, (2020) reveal a positive correlation between
SL and employees’ IWB, albeit Amin et al. (2022) found no evidence of a significant association
between SL and IWB. The mixed nature of the findings highlights the need for further examination
of the interaction between SL and IWB (Mahdzir 2022) in order to explore the underlying
mechanisms by which SL impacts IWB and provide a better understanding of the IWB problem
(Opoku et al. 2019).

Scholars have argued that in the face of contradictory results, it is important to integrate a
process variable with a definitive role as either a mediation or moderation to account for the
aforesaid relationship (Namazi, 2016; Pokhariyal, 2019; Kouam, 2024). In line with these
arguments, this study examines the relationship between SL and employees’ IWB, by integrating
PE as one of the fundamental underlying mechanisms through which SL is associated with IWB.
By exploring the mediating influence of PE in the relationship between SL and IWB, our study

advances knowledge of the fundamental process through which SL influences IWB. The study
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findings suggest SL reinforced by actions such as empathy, commitment to employees’ growth
and development, listening, and involvement in decision making process, might enhance workers’
level of PE, which in turn increases their IWB. Our results provide support to existing research
that specify PE as a significant source of motivation that drive IWB in organizations (Tahira, 2021;
Khan et al., 2022; Jiwon & Kim, 2022). These studies contend that by empowering, providing staff
development opportunities, and granting decision making autonomy to staff, SL facilitates
cognitive, and motivational processes that enable employees to engage in IWB. Employees are
thus, committed to reaching organizational objectives by generating innovative ideas- IWB when
they feel that their leaders primarily focus on their growth and wellbeing, and grant them with
decision making autonomy- reflecting high SL. Therefore, when employees perceive SL culture
underpinned by humility, involvement in decision making, and listening to followers’ concerns,
their PE is affected and they are motivated to innovate- IWB (Khan et al., 2022). Moreover,
examining PE as a mediating concept, helps provide a better understanding of how and why SL
can improve IWB among employees in their respective organizations.

Fifth, previous studies have posited inconclusive or mixed results about the relationship
between SL and IWB in organizations (Mahdzir, 2022; Khan et al., 2020). For instance, while
Olaleye and Solanke (2021); and Chongvisal (2020) found positive significant association between
SL and IWB, studies by Amin et al. (2022) suggest contradictory results, as no evidence of positive
and significant relationship between SL and IWB was found. This study contributes by providing
empirical evidence that SL practices such as emotional healing, empowering leadership, promoting
subordinate growth and development, account for substantial unique variance in the IWB among
academic staff in organizations thereby providing support for studies by Olaleye and Solanke

(2021); and Chongyvisal (2020).
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Finally, another important contribution is that this study provided additional empirical
evidence for the effectiveness of POS, SL and OC in promoting IWB among academic employees
in public universities and evaluated our assumptions in Uganda’s context. Although several
research has been conducted in western countries regarding the effectiveness of POS (Wiggins,
2021; Kwabhar et al., 2021; Khan, 2022; Rhoades & Eisenberger, 2002), SL (Olaleye & Solanke
2021; Chongyvisal, 2020) and OC (Aboramadan et al., 2020) in promoting IWB, not much of it has
been conducted in underdeveloped countries such as Uganda. The degree of collectivism,
operational environment, cultural orientation, and the support that universities provide to staff
(POS) in the higher education sector in Uganda is less compared to western nations. Consequently,
assuming that POS, SL and OC will have the same beneficial impact on IWB in Ugandan society
is not tenable, as this affects generalizability, and suitability for use in underdeveloped countries.
The results of this research thus, contribute by advancing our understanding of the effectiveness

of POS, SL, and OC on IWB in several countries with differing levels of culture and development.

7.2.3. The central thesis

In the setting of Uganda’s higher education sector, this study suggests that POS, servant
leadership, and organizational culture are essential predictors of innovative work behavior.
Moreover, the overarching concept of PE has a significant mediating influence in the relationship
between these important factors and IWB, highlighting its critical role in determining the course
of IWB among academic staff in higher education institutions-public universities.

According to the main argument/central thesis of this study, which takes into consideration
the variables from various theories that were combined to explain innovative work
behavior among academic staff in public universities, "perceived organizational support,
servant leadership, and organizational culture independently predicted innovative work
behavior; the mediation influence of psychological empowerment in the perceived

184



organizational support and servant leadership relationship with innovative work behavior
provide a better explanation for innovative work behavior among academic staff in public
universities in Uganda”

Fig 7.1 Thus, below is the novel conceptual and theoretical model resulting from this research that
might be used to provide a better explanation of innovative work behavior among academic staff

in Uganda’s public universities.

Perceived A 4
Organization Support
Unidimensional
eyl Psychological
Empowerment
e Meaning Innovative work
e Competence Behavior
Servant Leadership e Self- » o Opportunity
e Emotional healing, determination exploration,
e Creating value for o Impact e Idea generation
the community, e Idea promotion
e Conceptual skills, [ ] e Idea
e Empowering sustainability
e subordinates grow
and succeed, >
e Behaving ethically

Organization Culture
e Involvement
e Consistency
e Adaptability
e Mission

Fig 7.1: Final Modified Model for enhancing Innovative Work Behavior among academic
staff in Uganda's Higher Education Sector - Wanyana Mercy IWB Model (2025)
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According to the final model for IWB, which is depicted in Figure 8.1, there was a significant
direct relationship between perceived organizational support, servant leadership, organizational
culture with innovative work behavior. Moreover, psychological empowerment mediated the
relationship between POS, and servant leadership with IWB. This means that POS, servant
leadership, and organizational culture can have a direct influence on IWB, while perceived
organizational support and servant leadership can have an indirect influence on innovative work

behavior with psychological empowerment mediating the relationship between them.

8.2.4 Practical Implications

The current study has a number of implications for practice. First, this study supports
previous research showing that SL promotes employees’ IWB. Servant leadership’s service style
provides employees with the confidence and support they need to pursue IWB. Employees in the
knowledge economy-public universities are more likely to develop and apply new ideas when their
workplaces offer an atmosphere that supports their cognitive processes. As a result, organizations
need to improve employees’ work environment in order to raise their IWB. This can be achieved
through a number of ways: a) By giving them the right instruction and knowledge to adhere to SL.
b) despite being a successful leadership style, managers struggle to adapt to SL, which prevents

organizations from reaping the full benefits of its application.

As additional research demonstrates the benefits of SL for knowledge workers,
organizations should concentrate on cultivating these talents through a series of training initiatives.
c¢) organizations need to develop and implement procedures for performance reviews that assess
SL behavior. The notion of adopting SL should be associated with promotions in order to promote

SL behavior among administrators, considering its crucial role for promoting IWB among
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employees. Moreover, to promote SL, IHL must ensure recruitment and retention of servant
leaders through appealing compensation benefits as these aid IHL in realizing their goals-IWB

(Liden et al., 2014).

Second, POS was found to be associated with IWB. Primarily, the findings elucidate or
clarify the relationship between the creation of innovative ideas and their execution, and highlight
the significance of POS in fostering IWB ethos. When employees lack resources, their proactive
innovation behavior is adversely affected. The development of an IWB culture among employees
is contingent upon the provision of enough innovation resources, including cash, equipment, and
technology, as well as a comfortable and equitable work environment. To encourage creative
thinking and development of proactive IWB among employees, organizations should reinforce
pertinent supporting policies and measures, create an ideal innovation service support structure,
provide employees with staff training and development opportunities to grow their innovative
capacity, provide supervisor support, and offer better compensation and rewards.

Third, according to our research, PE is a significant factor in the relationship between
supervisors and subordinates in an organizational setting. In a broader sense, the more supportive
an organization is, the more their employees will believe they are motivated to perform tasks
effectively, and the higher the level of IWB. Our results also highlight the critical role that the
relationship between the organization and its employees plays: in order to maximize their PE and
produce greater levels of IWB, institutions need to look out for their employees and provide a
conducive work environment. Supporting activities that can raise employees' IWB is also crucial
for businesses because this will eventually contribute to individual output-IWB. These
organizations can improve employees’ IWB by implementing appropriate POS management

practices, such as open communication, improved leadership, acknowledging professional
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accomplishments, adjusting work schedules to suit individual needs, treating employees fairly, and
fostering positive working relationships (Eisenberger et al., 2001). Overall, organizations must
offer a strong, supportive framework for workers to become psychologically empowered and
flourish at work, which might drive high IWB.

Finally, the study established a significant relationship between PE and IWB. These results
suggest the need for university management to focus on initiatives that promote PE empowerment
in order to enhance the IWB of university academic staff. Such initiatives could include provision
of decision-making autonomy to staff, access to staff development and growth opportunities,
provision of flexible working environment, establishing a culture of open communication, and
delegation of work and responsibility. Generally, universities’ effort to improve employees’ IWB

must deal with the question of whether or not their staff are psychologically empowered.

8.2.5 Policy Implications

Academicians, decision-makers, and administrators worldwide might find this research
particularly interesting. First, as a concept in the fourth industrial revolution, low IWB has an
impact on a country's overall social-economic development as well as the expansion,
competitiveness, and performance of higher education institutions. In particular, this study has
demonstrated that POS, SL, OC, and PE are significant factors that impact IWB among academic
staff in public institutions. Given this, policymakers ought to create projects and programs that
take into account how academic staff members in public universities view PE, leadership styles,
and organizational support. For instance, the government should enact comprehensive training
programs through legislation to enhance the professional and pedagogical abilities of academic

staff and senior management at public universities.
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Second, academic staff at public universities still struggle with poor IWB, as evidenced by
their incapacity to identify issues and search for new opportunities, their incapacity to come up
with innovative ideas for teaching and learning, their inadequate promotion of innovative concepts,
their incapacity to develop prototypes and research models, and their lack of entrepreneurial skills
to transfer or offer innovative solutions to community demands (Namono et al., 2021; Wao et al.,
2022). As a result, this study supports, and recommends reviewing the current innovation policy.
With an emphasis on STEM (Science, Technology, Engineering, and Mathematics) subjects-
which are strongly linked to the success of innovations-the goal should be to make the educational
system strong for innovation success. In order to enhance knowledge transfer and advance IWB,
the policy should also ensure that research and development (R&D) institutions, universities, and
research centers receive sufficient funding. It should also encourage collaborations between
government, industry and academia. The application of technology, interdisciplinary efforts,
chances for collaborative learning, entrepreneurship promotion, and a strong emphasis on practical

experience are the five specific focus areas that should be considered in the evaluation.

8.3 Recommendations
Based on the results of the study and the literature review, and study conclusions, the following
suggestions/recommendations are relevant to the IWB success of academic staff in public

universities in Uganda.

Perceived organizational support
Management of public universities can improve employees’ IWB through organizational
support initiatives to employees. This research provides empirical evidence suggesting that

employees’ IWB is supported by workers perception of care for their well-being and support from
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their respective organizations. Given the positive and significant correlation found between POS
and IWB, university managers ought to give top priority to putting in place organizational support
systems that could be focused on offering competitive pay, opportunities for career advancement,
work-life balance programs, mental health resources, recognition programs, and strong leadership
that cultivates a positive work environment. This will aid employees in returning the favor from
the organization through increased engagement in IWB. Rhoades and Eisenberger (2002) argue
that a feeling of fairness, and impartiality, support from the supervisor, and provision of sound
organizational rewards, and positive work environment is essential for employees’ successful

innovation-IWB.

Servant Leadership

The study findings offer empirical support that IWB is positively and significantly
correlated with SL. This shows that poor IWB, which is frequently linked to SL, results from
leader’s propensity to act without due regard to followers’ growth, and development, lack of
empathy, foresight and listening, and above all, failure to demonstrate stewardship character. This
study thus, recommends that management of public universities must squarely deal with these
consequences by organizing training programs in SL that majorly focus on the seven critical SL
pillars namely: integrity, compassion, empowerment, strong communication, authenticity,
constant progress, and prioritizing others. Once trained, servant leaders would uphold the
principles of SL, foster a satisfying work environment, and inspire team members to deliver their

best work- IWB.



Organizational culture

The results of this study provide empirical evidence that OC and IWB are positively and
significantly related. This shows that supportive collection of many ideals, standards, values, and
beliefs held by members of an organization affect how employees think, feel, act and as well
influences how they behave in an organization- IWB (Aryani and Widodo 2020). Muhammed,
(2020) contends that an organization’s culture, embraced as a guiding principle influences the
work environment, which in turn affects individuals’ ability to innovate. Given these findings, the
study suggests or recommends that public university administration create and sustain an inventive
culture-a pattern of consistent behavior marked by positivity, inclusivity, and a sense of belonging.
Actions to build this innovative culture could focus on: setting purpose, mission, and values that
support innovation, evaluating the existing culture to determine whether it supports innovation,
aligning leadership and communication strategy, engaging staff, monitoring, and measuring, as
well as planning for future initiatives. This will undoubtably promote IWB among university

academic staff.

Psychological empowerment and IWB

This study established that POS and SL are crucial for the development of psychologically
empowered employees. This therefore, implies that development of IWB improves when the
employees develop innate drive that takes the form of four work-related cognitions: Meaning,
competence, impact, and self-determination. Meaning refers to a person’s assessment of the
organization’s objectives and values in light of his or her own ideals and standards of belief (Wang
et al. 2022). When workers understand how important their work is, they focus on coming up with
novel concepts through IWB (Z. Zhang, Liu, and Yang 2021). Competence is related to the concept

of self-efficacy, which measures a person’s capacity to carry out their job duties successfully.



Competent individuals are more inclined to come up with and use innovative ideas at work, than
incompetent staff (Helmy et al. 2019). Impact denotes the personal influence one has via their
work. The greater the influence the higher IWB are likely to evolve (Kustanto et al. 2020). Finally,
self-determination connotes the ability of the academic staff to make decisions, set goals, and take
autonomous actions, practices that have been associated with increased IWB. This study thus,
recommends delegation of work and responsibility, provision of training and learning
opportunities, setting realistic expectations, quality mentorship, and granting employee decision

making autonomy if we are to witness an improvement in employees’ PE towards IWB.

8.4 Limitations and Areas for Future Research

This research has certain limitations, although it makes important empirical contributions
to theory, practice and policy. First, since our analysis is centered on individual-level data, any
inferences made should not be extrapolated or generalized to team or organizational dynamics.
However, this limitation offers a chance for additional investigation from the viewpoints of the
team and the organizations. Furthermore, academic staff at public universities participated in this
study. The study's industry-specific approach might restrict how broadly the results can be applied.
Therefore, in order to address the issue of external validity, it would be advantageous to repeat our
study approach in a different corporate situation. Researchers from other fields such as
manufacturing sector, healthy, and hospitality industry are thus, invited to test this similar IWB
model.

Second, data used in this study came from a single source- academic staff from the
Uganda’s public universities, and was gathered using a self-administered questionnaire which

involves bias. Using data from a single source to test or measure every study construct may have



resulted in common methods bias (CMB), which might have affected the study findings and
conclusions. Although our study used both procedural- clarity with the scale items, and ensuring
systematic questionnaire development process; and the statistical remedies such as post hoc tests
like confirmatory factor analysis (CFA) and Harman’s single-factor test to deal with the CMB
threat, the problem might not have been entirely ruled out. To further mitigate this issue, future
research should consider using data collection methods from multiple sources, consistent with
recommendations of Podsakoff et al., (2003) and Liang et al. (2021).

Third, because the current study is based on a cross-sectional research design, it is likely
that people’s opinions may change over time, making it difficult to draw conclusions about
causation or causality. As a result, this approach did not allow for definitive causal attributions for
the associations that were established. Consequently, it is important to exercise caution when
interpreting the directional influences proposed in the hypothesized models. Since people’s views
and opinions evolve over time, it is suggested that future research use a longitudinal or time-lagged
design to gather data and evaluate the suggested relationship in order to determine causation. This
will provide researchers and practitioners with a more complete picture of the times when
perceptions, beliefs, and behavior are most strongly correlated.

Lastly, as motivational and affective mechanisms, respectively, the current study
investigated the mediation influence of PE in both POS- IWB, and SL- IWB relationships. Future
studies should look at and contrast other competing mediation mechanisms, like social-relational
processes (like followers’ trust in the leader) and cognitive mechanisms (like self-efficacy, and
employees’ psychological safety), to better understand how POS and SL affect employees’ IWB.
The above drawbacks notwithstanding, this study may be helpful to Ugandan policymakers who

deal with higher education, academics, directors of various higher education institutions,



institutional owners, and even readers in general who are curious about innovation in higher
education sector. The model developed in this study may be tested in future research to predict

creative work practices-IWB in private universities.
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APPENDIX 1

4.14.3 Exploratory Factor Analysis (EFA)

EFA was used to assess the construct validity. Before performing CFA with the items that
had survived after EFA, we began with EFA to establish a factor structure to be confirmed through
CFA. The primary applications of factor analysis are the examination of theoretical framework
and the reduction of variables from complex conceptions into more interpretable and significant
elements (Barclay 1995). According to Hair et al. (2010), a variety of criteria should be taken into
account while deciding how many factors to keep or retain. By placing all objects into their
intended factors with factor loadings more than 0.5 and eigenvalues greater than 1.0 for each factor,
a set of stopping criteria was established to decide the initial number of factors to keep or retain.
To evaluate the dimensionality and factor loadings of our scales and to improve the measures, we
employed principal component analysis as the extraction method and Varimax with Kaiser
Normalization as the rotation method during EFA. This study relied on the principal component
analysis as this is the most effective approach for inferential statistics (Field, 2009). Moreover,
since Varimax with Kaiser Normalization is widely recommended and assumes that factors
correlate, it was deemed a necessary rotation method in this study.

Condensing a large data set to a more manageable size while preserving the crucial
information intended to be measured by the study variables, confirming that the questionnaire
items measure the underlying variables, and recognizing the structure of the primary variables
were the objectives of EFA (Field, 2009). It is assumed that the items that grouped together

measure the same underlying construct, as stated by Kerlinger, (1986). As a result, Field (2009)
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excluded from the study any items that had loadings below 0.5 and those that were cross loading
on other components with values greater than 0.5.

Additionally, KMO were taken into consideration in determining the sampling adequacy
and to verify whether or not the items were correlated. According to Kaiser (1974), the Bartlett
test values should be (sig. <.05), and the values of the sampling adequacy must be greater than .70.
for variables. According to the study's findings, every KMO value was higher than the suggested
0.7, and every Bartlett's test value was significant at 0.000 below the suggested cutoff of 0.05 (EFA
Results Matrix). This demonstrated that all constructs' items correlated, a prerequisite for
component analysis, and that the sample data was sufficient. This was done on every item in our

study variables for every study concept, as seen below.

4.14.3.1 Exploratory Factor Analysis (EFA) for perceived organizational support

The study data's results demonstrated that 12 items loaded well with a single factor on the
perceived organizational support (POS) construct. The data was subjected to principal component
analysis (PCA) with Varimax and Kaiser normalization. The sample data was sufficient with KMO
(.820) and Bartletts' test (.000) as both showed satisfactory results, indicating that the items of the
POS constructs were correlated. Factors with eigen values greater than 1 and items with loadings
greater than 0.50 were the only ones included. The single factor also had significant loadings
between.787 and.647, according to the results, explaining 51.86% of the variance. The POS
variable (see table 4.8 below), was sufficiently explained by the items that loaded above 0.5. (see

Appendix-1 for detailed).

219



Table 4.8: EFA for perceived organizational support

S/N Item Item Label Loading
code
1 POS1 My contribution to the wellbeing of this university is valued. 7187
2 POS5  This university considers my best interests when making decisions 743
that have an impact on me.
3 POS16  This university does its best to make my work interesting 725
4 POS6  Help is available from this university when I have a problem 710
5 POS8  The university is prepared to go above and beyond to support me to 707
do my work effectively
6 POSI12 If given the opportunity, the university would take advantage of me.  .687
7 POS9 My efforts are noticed as much as possible by management .647
8 POS7  This university cares about my well-being. .643
9 POS10  This university is willing to help me when I need a special favor .610
10 POI13 This university shows a lot of concern for me. .607
11 POSI11 This university cares about my general satisfaction at work. 547
12 POS14 This university cares about my opinion 543

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .820, Bartlett's Test of Sphericity —
Approx. Chi-Square- 230.586, df-10; Sig .000.

Source: Primary data

4.14.3.2 EFA for Servant leadership

Results from our data showed that 31 items loaded well on servant leadership construct

with a total of seven factors namely conceptual skills, empowerment, subordinates' growth &

success, putting subordinates first, ethical behavior, emotional healing, and creating value for the

community. The principal component analysis (PCA) using Varimax with Kaiser Normalization

was done on the data to test the components of servant leadership which extracted seven factors

with Eigen values of greater than 1. These factors of conceptual skills (19.999), empowerment
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(6.931), subordinates' growth & success (6.222), putting subordinates first (5.688), ethical
behavior (5.186), emotional healing (4.803), and creating value for the community (4.498) were
extracted, and accounted for 53.32% of the total variance in servant leadership. Both the KMO
(.864) and Bartletts’ test (.000) displayed satisfactory results, which indicated that servant
leadership constructs' items were correlated, and the sample data was sufficient.

Also, to compute the loadings on each of the servant leadership factors, only items with
loadings greater than 0.50 and factors with eigen values greater than 1 were included. Additionally,
the results showed that 9 items had significant loadings between .625 and .505 on factor 1
(conceptual skills), which accounted for 19.999% of the variance, other significant loadings
ranging from.707 t0.527, with 5 items loaded well on factor 2 (empowerment), accounting for
6.931% of the variance. Furthermore, 4 items had significant loadings on factor 3 (subordinates'
growth & success) between .753 and .560, which explained 6.222% of the variance, and 3 items
had significant loadings on factor 4 (putting subordinates first) between .744 and .703, which
explained 5.688% of the variance.

Also, 3 items with significant loadings between .707 and.674 on factor 5 (ethical behavior)
and 3 items with significant loadings between .761 and .503 on factor 6 (emotional healing) both
loaded well and explained 5.186% and 4.803% of the variance, respectively. Lastly, 3 items loaded
well on factor 7 (creating value for the community), with significant loadings between.741 and.685
that explained 4.498% of the variance. The SL variable (table 4.9 below), was sufficiently

explained by the items that loaded above 0.5. (see Appendix-1 for detailed Table 4.9).
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Table 4.9: EFA for Servant Leadership

S/N Item

code

Item Label 1

10

11

12

13

14

15

SLE1

SLE2

SLE3

SLE4

SLES

SLE6

SLE7

SLES

SLC1

SLC2

SLC3

SLC4

SLC6

SLG1

SLG2

Empowerment

My supervisor gives me the .664
responsibility of making important
decisions about my job.

My supervisor encourages me to .625
handle important work decisions on my
own.

My supervisor gives me the freedom to .611
handle difficult situations in the way

that I feel is best.

When I have to make an important .563
decision at work, I do not have to

consult my supervisor first.

My supervisor gives me the confidence .555
I require to succeed

My supervisor always solicits and acts .537
on my feedback

My supervisor always provides me 535
with additional responsibility

My supervisor has confidence in my  .530
ability to succeed at this university.
Conceptual skills

My manager can tell if something
work-related is going wrong.

My manager has the capacity to

effectively solve complicated issues.

My supervisor has a thorough
understanding of our university and its
goals.

My supervisor can solve work

problems with new or creative ideas

I have the ability to evaluate different
aspects of university operations.
Subordinates’ growth & success

My supervisor prioritizes my

professional growth.

My supervisor is interested in making

sure that I achieve my career goals.

707

.643

.642

.626

527

753

.676
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SLG3 My supervisor provides me with work .599
experience that enables me to develop
new skills.
SLG4 My supervisor is interested in learning .560
about my career aspirations at this
university.
Putting subordinates first
SLF2 My supervisor puts my best interests 744
ahead of his/her own.
SLF3 My supervisor sacrifices his/her own 741
interests to meet my needs.
SLF4 My supervisor does whatever she/he .703
can make my job easier.
Ethical behavior
SLB1 My supervisor holds high ethical 707
standards
SLB2 My supervisor is always honest .689
SLLB3 My supervisor would not compromise 674
ethical principles to achieve success.
SLB4 Honesty is more important to my 147
supervisor than financial gain.
SLB5 My supervisor upholds the highest .657
moral standards established by this
university.
Emotional healing
SLH1 IfI have a personal problem, I 761
approach the supervisor who provides
much needed assistance.
SLHS My supervisor shows empathy to me 739
SLH6 My supervisor positively copes with 503
my strong emotions
Creating value for the community

SLV1 My supervisor emphasizes the 741
importance of giving back to
community.

SLV3 My supervisor participates in .692
community activities

SLVS5 My supervisor encourages me to .685
volunteer in community service.
Eigen values 19.999 6.931 6.222 5.688 5.186 4.803 4.498
% Of Variance 11.644 8.249 7.980 6.640 6.445 6.209 6.159
Cumulative 11.644 19.893 27.873 34.513 40.958 47.167 53.326
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Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .864; Bartlett's Test of Sphericity —
Approx. Chi-Square- 1433.680; df-435, Sig .000.

4.13.3.3 EFA for organizational culture

Results from our data revealed that 17 items loaded well on the construct of organizational
culture with a total of four components or dimensions. All the extracted components had eigen
values greater than 1 and the loadings above 0.5. Involvement (20.272), consistency (12.941),
adaptability (9.356), and mission (7.651) factors were extracted and accounted for 50.221% of the
total variance in the organizational culture construct. The KMO was sufficient at .741 and the
Bartlett’s test was significant (p-.000) to assume that the data were likely to factor well due to
appropriate correlations between the study variables. To ascertain the loadings on each component
of organizational culture, only items with absolute values greater than.50 were included. The
components of organizational culture were tested using principal component analysis with

Varimax and Kaiser Normalization (table 4.10 below).

Table 4.10: EFA for organizational culture

S/N  Item
code Item label 1 2 3 4

Involvement

1 OCI1 Most workers in this university are highly involved 738
in their work

2 OCI2 Everyone has access to information when they need 719
1t.

3 OCI3 Work is organized so that everyone sees the 715

relationship between his or her job and the goals of
the university
4 OoCl14 Authority is delegated; therefore, people act on their .659

own
5 OCI5 The capacity of employees is constantly improving. .648
6 OCI6 Problems decrease because employees have enough .643

skills to perform their job.
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11

12

13

14

15

16
17

OCC1
0oCC2
0CC3
OCC4

OCC5

OCAl

OCA2

OCA3

OCM4

OCMS5
OCM6

Consistency

Leaders and managers are aligned with what they
preach.

The university has a consistent set of values
Consensus is easy to reach within the university
Key issues are solved by reaching an agreement
among members

Working in teams with colleagues from different
departments is easy

Adaptability

The university’s procedures are very flexible and
easy to change

The university’s response to competitors in the
education environment is adequate

Changes are generated using client’s comments and
recommendations

Mission

There is a shared vision of the university in the long
run.

Leaders look at things in the long-term perspective.
Short-term and long-term thinking are aligned in the
university.

Eigen values

% Of Variance

Cumulative %

706
.654
.593
551

523

811

.634

.619
818
.616
.598

20.272 12.941 9.356 7.651
18.883 12.308 9.750 9.280
18.883 31.191 40.941 50.221

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .
Approx. Chi-Square- 824.746; df-435; Sig .000.

741, Bartlett's Test of Sphericity-

4.13.3.4 EFA for psychological empowerment

From the psychological empowerment construct, 4 factors with Eigen values greater than

1 were extracted through Exploratory Factor Analysis, namely: meaning (20.416), competence

(12.479), self-determination (10.008), and impact (9.202) were extracted and explained 52.105%

of the total variance in psychological empowerment construct. The analysis (EFA) loaded 16 items

with a KMO of .801 and significant Bartlett test results (p- 0.00), indicating that the sample data

were adequate and thus, the data were likely to factor well due to significant correlations.

Additionally, loadings on each factor of psychological empowerment were only calculated

for components whose absolute values were greater than 0.50. As a result, five items on factor 1
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(meaning) had significant loadings ranging from .720 to .582 and explained 20.41% of the
variance, three items on factor 2 (competence) loaded well and explained 12.47% of the variance
in psychological empowerment with significant loadings ranging from .751 to .698, and three
items on factor 3 (impact) had significant loadings ranging from.753 t0.525 and explained 10.00%
of the variance in the psychological empowerment construct 3 items with significant loadings
between .736 and .698, loaded on factor four (Self-determination) explaining 9.20% of the
variance in the psychological empowerment construct. The components of psychological
empowerment were tested using principal component analysis with Varimax and Kaiser
Normalization. The items loading higher than 0.5 adequately explained the psychological

empowerment construct (table 4.11 below).

Table 4.11: EFA for psychological empowerment

S/N Item
code Psychological empowerment 1 2 3
Meaning
1  PEM2 My work activities are personally meaningful to me 720
2 PEM3 The decisions I make at work correspond with my .662
standards and beliefs of the university
3 PEM4 I am accountable for the outcome of my work. .600
4 PEMS The purpose of my work is related to the university .593
values and standards
5 PEM6 The purpose of my work is related to the standards set 582
by the university.
Competence
6 PEC2 [Iam confident in my ability to perform my work 751
7 PEC3 My work is well-designed to fit my skill level. 709
8 PEC4 I periodically receive training to advance my skills. .698
9 PECI1 I have mastered skills necessary for my work 575
Self-determination
10 PES2 I have a great control over my job activities 753
11 PES3 I have an opportunity to use personal initiative in my 728
work
12 PES4 I determine the way to improve in my job .530
performance
13 PESS I feel independent at my workplace 525
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Impact
14 PEI2 My opinion counts in the university decision-making
15 PEI3 I have a significant influence on service quality.
16 PEI4 My work contributes to the company's overall goals

Eigen values 20.416 12.479 10.008
% Of Variance 15.419 12.889 12.889
Cumulative % 15.419 28.308 40.923

736
12
.698
20.416
11.183
52.105

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .801; Bartlett's Test of Sphericity —
Approx. Chi-Square- 441.501; df-105; Sig .000.

4.13.3.5 EFA for innovative work behavior

In order to identify patterns in data and to reduce data to manageable levels, we executed
an Exploratory Factor Analysis (Field, 2006). This test generated acceptable content validity
indices that were greater than 0.5 (Field, 2006). The analysis indicated that 19 items loaded
adequately well on the innovative work behavior construct and the test extracted a total of five
components or dimensions with eigen values greater than 1. The five factors of idea exploration,
idea generation, idea promotion, idea realization and idea sustainability accounted for 51.966% of
the total variances in innovative work behavior. The KMO of .618 and the significant Bartlett’s
test results (p- 0.00) were satisfactory, indicating that the sample data was adequate and thus, likely

to factor well.

To determine the loadings on each of the components, only items with absolute values
greater than .50 were included. This construct was tested using principal component analysis with
Varimax and Kaiser Normalization. Taken together, the five dimensions explained approximately
50% of the total variance. As shown in Table 4.12 below, the KMO (.618), factor analysis, Eigen
values, and percentage of variance for the five innovative work behavior components: idea
exploration (14.033), idea generation (11.916), idea promotion (9.660), idea realization (8.270),

and idea sustainability (8.270), are adequate and amenable to factorial analysis.
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Table 4.12. EFA for Innovative work behavior

S/N Item
code Item label | 2 3 4 5

Opportunity exploration

1 IWOI1 Iam able to develop ideas and solutions for 819
creative opportunities in my field

2 IWO2 I share ideas with my colleagues or supervisors 7125
about opportunities for the development of
working methods within the university

3 IWO3 [Ishare ideas with my supervisors about the .683
opportunities to find solutions to the problems we
face at work

4 IWO6 I discuss with my colleagues the possible .670
opportunities to change work patterns to achieve
better results
Idea generation

5 IWGI Ipropose new ideas for development within the 741
university

6 IWGS Isuggest improvements to ideas expressed by .664
colleagues or bosses at work

7 IWG6 When putting ideas into practice, I test evolving 595
solutions for work shortcomings.

8 IWG7 In order to make my work easier, I look for .586
unique and innovative tools.
Idea promotion

9 IWP1 TIam able to convince others of the importance of 768
an improved idea.

10 ITWP2 I propose the new idea to key people authorized 752
to allocate resources to this new idea

11 ITWP3 I promote supervisors’ and colleagues’ new ideas 701

12 IWP5 Tillustrate how the new idea can be applied 562
gradually and practically to others
Idea realization

13 ITWR4 I determine the necessary requirements for 725
realizing a new idea.

14 TWRS I keep colleagues informed about progress in .652
achieving the new idea

15 IWR1 I test solutions for unexpected problems that arise .641
when new ideas are put into practice

16 TWR3 I monitor progress during the process of putting 545
new ideas into practice
Idea sustainability

17 TWS4 Idiscuss with colleagues how to consolidate .691

newly implemented ideas in the university.
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18 IWS5

19 IWS7

I am aware of the steps that can be taken to make .682
the implementation of the proposed idea a success

I initiate strategies to anchor the new idea in .670
existing procedures or structures of the University

Eigen values 14.033 11.916 9.660 8.270 8.086
% Of Variance 12.103 10.538 10.345 9.788 9.192
Cumulative % 12.103 22.640 32.985 42.774 51.966

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .618; Bartlett's Test of Sphericity — Approx. Chi-

Square - 508.992; df-136; Sig .000
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APPENDIX 2

Table 5.6: CFA for Perceived Organizational Support

Item Item label Standardized | AVE | P-Value
code regression
estimates (R2)
POS5 This university considers my best interests when .59 .68 Ak
making decisions that impact on me.
POS6 Help is available from this university when [ have .58 HEE
a problem
POS9 My efforts are ever noticed as much as possible by .62 HEE
management
POS10  This university is willing to help me when I need .70 koK
a special favor
POS11 This university cares about my general satisfaction .71 wERE
at work.
POS12  If given opportunity, the university would take .78 HEE
advantage of me.
POS14  This university cares about my opinions. .76 koK
POS15  This university is proud of my achievements at .70 HEE
work.
Composite construct reliability .78
Table 5.7: CFA for Servant Leadership
Item Item label Standardized AVE P-Value
code regression
estimates (R2)
SLV1 My supervisor emphasizes the importance of giving .76 .64 otk
back to community.
SLV2 My supervisor is always interested in helping people .53 otk
in our community.
SLVS My supervisor encourages me to volunteer in .70 otk
community service.
SLB2 My supervisor is always honest .82 otk
SLB3 My supervisor would not compromise ethical .85 otk
principles to achieve success.
SLB4  Honesty is more important to my supervisor than .89 ok
financial gain.
SLB5 My supervisor upholds the highest moral standards .84 ok
established by this university.
SLH1 If T have a personal problem, I approach the 47 otk

supervisor who provides much needed assistance.
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SLHS My supervisor shows empathy to me .64 oAk
SLH6 My supervisor positively copes with my strong .68 kK
emotions
SLEl My supervisor gives me the responsibility to make .59 otk
important decisions about my job.
SLE2 My supervisor encourages me to handle important .58 otk
work decisions on my own.
SLC1 My manager can tell if something work-related is .61 otk
going wrong.
SLC6 I have the ability to evaluate different aspects of .54 kK
university operations.
SLG1 My supervisor prioritizes my professional growth. .70 otk
SLG2 My supervisor is interested in making sure that I .76 oAk
achieve my career goals.
SLG3 My supervisor provides me with work experience that 77 ol
enables me to develop new skills.
Composite construct reliability .81
Table 5.8: CFA for Organizational Culture
Item Item label Standardized AVE P-
code regression Value
estimates (R2)
OCA1 The university’s procedures are very flexible and easy 54 .69  EEE
to change
OCA2 The university’s response to competitors in the 91 otk
education environment is adequate
OCA3 Changes are generated using client’s comments and .62 otk
recommendations
OCI1  Most workers in this university are highly involved in .94 otk
their work
OCI2  Everyone has access to information when they need it. Sl otk
OCM4 There is a shared vision of the university in the long .59 ook
run.
OCMS Leaders look at things in the long-term perspective. 73 ok
OCM6  Short-term and long-term thinking are aligned in the .70 otk
university.
OCC1 Leaders and managers are aligned with what they .87 otk
preach.
OCC3  Consensus is easy to reach within the university 47 HAx

Composite construct reliability .85
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Table 5.9: CFA for Psychological Empowerment

Item Item label Standardized | AVE | P-Value
code regression
estimates (R2)
PEMA4 I am accountable for the outcome of my work. .68 .64 *akk
PEMS The purpose of my work is related to the university .79 *HE
values and standards
PEM6 The purpose of my work is related to the standards set .65 Hkk
by the university.
PEC3 My work is well-designed to fit my skill level. 57 *akk
PEC4 I periodically receive training to advance my skills. 52 *HE
PES3 I have an opportunity to use personal initiative in my .60 Hkk
work
PES4 I determine the way to improve in my job performance .77 Hkk
PESS I feel independent at my workplace .56 Hokok
PEI2 My opinion counts in the university decision-making .55 *HE
PEI3 I have a significant influence on service quality. 72 Hokok
Composite construct reliability .83
Table 5.10: CFA for Innovative Work Behavior
Item Item label Standardized AVE P-Value
code regression
estimates (R2)
IWO1 I am able to develop ideas and solutions for creative .63 .61 otk
opportunities in my field
IWO2 I share ideas with my colleagues or supervisors about 73 otk
opportunities for the development of working
methods within the university
IWO3 1 share ideas with my supervisors about the Sl ook
opportunities to find solutions to the problems we face
at work
IWO6 I discuss with my colleagues the possible 52 otk
opportunities to change work patterns to achieve
better results
IWG1 I propose new ideas for development within the 52 otk
university
IWG5 I suggest improvements to ideas expressed by .69 otk
colleagues or bosses at work
IWG6  When putting ideas into practice, I test evolving .93 otk
solutions for work shortcomings.
IWG7  Inorder to make my work easier, I look for unique and .67 otk
innovative tools.
IWS4 I discuss with colleagues how to consolidate newly .68 otk

implemented ideas in the university.
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IWS5

IWS7

IWP1

IWP2

IWP3
IWP5

IWR1

IWRA4

IWRS

I am aware of the steps that can be taken to make the
implementation of the proposed idea a success

I initiate strategies to anchor the new idea in existing
procedures or structures of the University

I am able to convince others of the importance of an
improved idea.

I propose the new idea to key people authorized to
allocate resources to this new idea

I promote supervisors’ and colleagues’ new ideas

I illustrate how the new idea can be applied gradually
and practically to others

I test solutions for unexpected problems that arise
when new ideas are put into practice

I determine the necessary requirements for realizing a
new idea.

I keep colleagues informed about progress in
achieving the new idea

Composite construct reliability .86

46

46

.67

76

.60
75

45

.86
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QUESTIONNAIRE:

INNOVATIVE WORK BEHAVIOR AMONG ACADEMIC STAFF IN PUBLIC

INTRODUCTION: -

This Questionnaire has six sections: Section A is on background information, Section B taps
questions on perceived organizational support, section C is on servant leadership. Section D is on
organizational culture; section E is on psychological empowerment and Section F relates to
employee innovative work behavior. We appreciate the time and work you have put into this study.

APPENDIX 3

UNIVERSITIES IN UGANDA

SECTION A: BACKGROUND INFORMATION

This part contains statements concerning general information about the participants. Please read
the following statements and checks the category that best describes your situation and tick ().

Please tick the most applicable to you (\)

VARIABLE ()
1. Gender
Male 1
Female 2
2. Staff Title
Teaching Assistant 1
Assistant Lecturer 2
Lecturer 3
Senior Lecturer 4
Associate Professor | 5
Professor 6
3. Academic Qualification
Bachelor’s Degree | 1
Master’s 2
PhD 3
4. Age in Years
20-29 | 1
30-39 | 2
40-49 | 3
50-59| 4
More than 60 | 5
S. Work Experience (Years)
1-5 | 1
6-10| 2
11-15] 3
16-20 | 4
More than 20 | 5
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SECTION B: PERCEIVED ORGANIZATIONAL SUPPORT
Listed below is a series of statements that represent possible feelings that individuals might have
about organizational support. Please indicate the degree of your agreement or disagreement with
each statement by ticking () the number that best represents your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral | Agree Strongly Agree

S/N | Statement SDID [N |A |SA
1 My contribution to the wellbeing of this university is valued. 1 [2 |3 |4 |5
2 This university values the extra work I do. 1 2 |3 |4 |5
3 My values and goals are taken seriously by this university. 1 2 |3 |4 |5
4 The University does not disregard my complaints. 1 2 |3 |4 |5
5 This university considers my best interests when making 1 |2 |3 |4 |5

decisions that have an impact on me.

Help is available from this university when I have a problem 1 2 |3 |4 |5
7 This university cares about my well-being. 1 [2 |3 |4 |5
8 The university is prepared to go above and beyond to support me | 1 2 13 |4 |5

to do my work effectively
9 My efforts are ever noticed as much as possible by management | 1 2 |3 |4 |5
10 | This university is willing to help me when I need a special favor |1 |2 |3 |4 |5
11 | This university cares about my general satisfaction at work. 1 2 |3 |4 |5
12 | If given the opportunity, the university would take advantageof |1 |2 |3 |4 |5

me.
13 | This university shows a lot of concern for me. 1 [2 |3 |4 |5
14 | This university cares about my opinions. 1 2 13 |4 |5
15 | The university is proud of my achievements at work. 1 [2 |3 |4 |5
16 | This university does its best to make my work interesting. 1 2 13 |4 |5

SECTION C: SERVANT LEADERSHIP
Listed below is a series of statements that represent possible feelings that individuals might have
about Servant Leadership. Please indicate the degree of your agreement or disagreement with
each statement that best describe servant leadership by ticking (V) the number that best represents
your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral | Agree Strongly Agree
S/N | Statement [SD/D [N |A [SA
Conceptual skills
1 My manager can tell if something work-related is going wrong. 1 2 |3 |4 |5
2 My manager has the capacity to effectively solve complicated 1 2 3 4 5
issues.
3 My supervisor has a thorough understanding of our university 1 2 3 4 5
and its goals.
4 My supervisor can solve work problems with new or creative 1 2 |3 |4 |5
ideas
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5 My supervisor allows me to come up with answers for complex 1 2 3 4 5
problems

6 I have the ability to evaluate different aspects of university 1 2 3 4 5
operations.
Empowering

1 My supervisor gives me the responsibility to make important 1 2 3 4 5
decisions about my job.

2 My supervisor encourages me to handle important work decisions | 1 2 3 4 5
on my own.

3 My supervisor gives me the freedom to handle difficult situations | 1 2 3 4 5
in the way that I feel is best.

4 When I have to make an important decision at work, I do not 1 2 3 4 5
have to consult my supervisor first.

5 My supervisor gives me the confidence I require to succeed 1 2 3 4 5

6. My supervisor always solicits and acts on my feedback 1 2 |3 |4 |5

7 My supervisor always provides me with additional responsibility | 1 2 |3 |4 |5

8 My supervisor has confidence in my ability to succeed at this 1 2 |3 |4 |5
university.
Subordinate’s growth & success

1 My supervisor prioritizes my professional growth. 1 (2 |3 (4 |5

2 My supervisor is interested in making sure that I achieve my 1 (2 |3 (4 |5
career goals.

3 My supervisor provides me with work experiences that enableme |1 |2 |3 |4 |5
to develop new skills.

4 My supervisor is interested in learning about my career 1 2 3 4 5
aspirations at this university.

5 I'm encouraged to take part in all of this university's skill-training | 1 2 |3 |4 |5
initiatives.

6 I benefit from special mentoring programs in this university 1 2 |3 |4 |5

7 My supervisor regularly provides and asks for feedback 1 2 3 4 5
Putting subordinates first

1 My supervisor cares more about my success than his/her own 1 2 3 4 5

2 My supervisor puts my best interests ahead of his/her own. 1 2 |3 |4 |5

3 My supervisor sacrifices his/her own interests to meet my needs. | 1 2 |3 |4 |5

4 My supervisor does whatever she/he can to make my job easier. 1 2 3 4 5
Ethical Behavior.

1 My supervisor holds high ethical standards 1 2 3 4 5

2 My supervisor is always honest 1 2 |3 |4 |5

3 My supervisor would not compromise ethical principles to 1 2 3 4 5
achieve success.

4 Honesty is more important to my supervisor than financial gain. 1 2 3 4 5

5 My supervisor upholds the highest moral standards established 1 2 |3 |4 |5

by this university.
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6 At this university, my supervisor treats me with dignity and 1 2 3 4 5
respect.

7 My supervisor values the diversity of her staff members. 1 2 3 4 5
Emotional healing

1 If I have a personal problem, I approach the supervisor who 1 2 |3 |4 |5
provides much needed assistance.

2 My supervisor cares about my personal well-being. 1 2 |3 |4 |5

3 My manager takes time to talk to me on a personal level. 1 2 3 4 5

4 Without having to ask, my manager can tell when I'm not happy. |1 2 |3 |4 |5

5. My supervisor shows empathy to me 1 2 3 4 5

6 My supervisor positively copes with my strong emotions 1 |2 [3 |4 |5
Creating value for the community

1 My supervisor emphasizes the importance of giving back to 1 2 |3 |4 |5
community.

2 My supervisor is always interested in helping people in our 1 2 3 4 5
community.

3 My supervisor participates in community activities 1 2 3 4 5

4 I am encouraged by my manager to participate in the community | 1 2 |3 |4 |5
related activities.

5 My supervisor encourages me to volunteer in community service. 2 |3 |4 |5

6 My supervisor donates to local charities 2 3 4 5

SECTION D: ORGANIZATIONAL CULTURE
Listed below are several statements that represent possible feelings that individuals might have
about Organizational Culture. Please indicate the extent to which you agree or disagree with each
statement that best describe Organizational Culture by ticking (V) the number that best represents
your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral | Agree Strongly Agree
S/N | Statement sD|D [N [A SA
Involvement
1 Most workers in this university are highly involved in their 1 2 |3 4 5
work
2 Everyone has access to information when they need it. 1 2 |3 4 5
3 Work is organized so that everyone sees the relationship 1 2 3 4 5
between his or her job and the goals of the university
4 Authority is delegated; therefore, people act on their own 1 2 3 4 5
5 The capacity of employees is constantly improving. 1 2 |3 4 5
6 Problems decrease because employees have enough skills to 1 2 3 4 5
perform their job.
Consistency
1 Leaders and managers are aligned with what they preach. 1 2 3 4 5
2 The university has a consistent set of values 1 2 |3 4 5
3 Consensus is easy to reach within the university 1 2 3 4 5
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4 Key issues are solved by reaching an agreement among 1 2 3 4 5
members

5 Working in teams with colleagues from different departments | 1 2 3 4 5
is easy

6 There is a good alignment of goals and levels within the 1 2 3 4 5
university
Adaptability

1 The university’s procedures are very flexible and easy to 1 2 3 4 5
change

2 The university’s response to competitors in the education 1 2 3 4 5
environment is adequate

3 Changes are generated using client’s comments and 1 2 3 4 5
recommendations

4 Decisions are made using client’s input. 2 3 4 5

5 Failure is an opportunity for learning and improvement 2 |3 4 5

6 Innovation and risk are tools to improve university 1 2 |3 4 5
performance.

7 The university’s response to the reforms in the education 1 2 |3 4 5
environment is adequate
Mission

1 The university has a long-term goal and direction. 1 2 3 4 5
The achievement of stated goals is continuously monitored 2 |3 4 5

3 The university's managers are aware of what must be doneto | 1 2 |3 4 5
ensure their long-term success.

4 There is a shared vision of the university in the long run. 2 |3 4 5

5 Leaders look at things in the long-term perspective. 2 |3 4 5

6 Short-term and long-term thinking are aligned in the 1 2 |3 4 5
university.

7 Employees in this university understand what needs to be done | 1 2 |3 4 5
for them to succeed in the long run.

SECTION E: PSYCHOLOGICAL EMPOWERMENT

Listed below are several statements that represent possible feelings that individuals might have
about Psychological Empowerment. Please indicate the extent to which you agree or disagree with
each statement that best describe Psychological Empowerment by ticking (V) the number that
best represents your feelings.

1=SD 2=D 3=N 4=A 5=SA
Strongly Disagree Disagree | Neutral Agree Strongly Agree

S/N | Statement [SD|D [N [A [SA
Meaning

1 The university values my work. 1 2 |3 4 |5

2 My work activities are personally meaningful to me 1 2 13 4 |5

3 The decisions I make at work correspond with my standards and | 1 2 13 4 |5
beliefs of the university
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I am accountable for the outcome of my work.

[\

N

The purpose of my work is related to the university values and
standards

The purpose of my work is related to the standards set by the
university.

Competence

I have mastered skills necessary for my work

I am confident in my ability to perform my work

My work is well-designed to fit my skill level.

I periodically receive training to advance my skills.

DN DW=

I have confidence in my ability to deliver work that meets high
standards.

[ER U (JUR U —

NN N[N

WL |W W |W

R RIS

[V MRV, AV, RV, RV, ]

(o)

I possess the knowledge necessary to carry out my duties in this
university.

N

University employees are regularly trained to enable them to
perform efficiently

This university recruits experienced staff to achieve its goals

Self-Determination

I have freedom to choose how I want to carry out my work.

I have a great control over my job activities

I have an opportunity to use personal initiative in my work

I determine the way to improve in my job performance

I feel independent at my workplace

In this university, I take autonomous decision about my work

N[N [N [B|WIN—

I am able to independently regulate my actions pertaining work in
this university

(SR JUNY (JUNI U SR U— —

[\ORL ORI \ORL S RESREOR] )

W[ [ |W|W

NI R RIS

(G NV, AV, NV, RV, R LV, RV,

Impact

I am capable of influencing on service delivery process

My opinion counts in the university decision-making

I have a significant influence on service quality.

My work contributes to the company's overall goals

My decisions have a significant impact on university performance

1
2
3
4
5
6

My work contributes to the university's overall strategy

[Say U [N U — U

[NSRL SN} SR S RE S RE V]

W[ W[ |W([W
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SECTION F: INNOVATIVE WORK BEHAVIOR
The statements below indicate the variety of behaviors relating to developing ideas and obtaining
support to ensure their implementation. Please ticking (\) the box next to the number in the

range provided to indicate how well each of the following statements applies to your innovative

behavior.
S/N | Statement SD |D |N A | SA
Opportunity Exploration
1 I am able to develop ideas and solutions for creative 1 2 |3 4 5

opportunities in my field
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I share ideas with my colleagues or supervisors about
opportunities for the development of working methods within
the university

I share ideas with my supervisors about the opportunities to find
solutions to the problems we face at work

I share ideas with my colleagues about the opportunities to find
solutions to the problems we face at work

I never question the effectiveness of the current way of working
in the university

I discuss with my colleagues the possible opportunities to
change work patterns to achieve better results

I discuss with my supervisors the possible opportunities to
change work patterns to achieve better results

Idea Generation

I propose new ideas for development within the university

A

I am able to express personal opinions about basic problems in
the workplace

I share my own ideas for enhancing my work with university
colleagues.

I share with university colleagues about practical changes made
at work.

I suggest improvements to ideas expressed by colleagues or
bosses at work

When putting ideas into practice, I test evolving solutions for
work shortcomings.

In order to make my work easier, I look for unique and
innovative tools.

Idea Promotion

I am able to convince others of the importance of an improved
idea.

I propose the new idea to key people authorized to allocate
resources to this new idea

I promote supervisors’ and colleagues’ new ideas

I introduce to and encourage colleagues to use an idea or a new
solution

I illustrate how the new idea can be applied gradually and
practically to others

I am able to convince others of the importance of an improved
idea.

I get colleagues acquainted with the utilization of the new idea

Idea Realization

I test solutions for unexpected problems that arise when new
ideas are put into practice

I analyze solutions arising from unwanted effects, when putting
new ideas in practice

240




I monitor progress during the process of putting new ideas into 2 4
practice

I determine the necessary requirements for realizing a new idea. 2 4
I keep colleagues informed about progress in achieving the new 2 4
idea

I critically think about the procedures that are followed when 2 4
putting the new idea into practice

I design practical (operational) strategies for similar future 2 4
situations

Idea Sustainability

I compare the results of the proposed ideas with the original 2 4
predetermined goals

I engage with colleagues to further develop the novel idea 2 4
I Initiate collaboration with other groups in the university to 2 4
apply the new idea in other contexts as well

I discuss with colleagues on how to consolidate newly 2 4
implemented ideas in the university.

I am aware of the steps that can be taken to make the 2 4
implementation of the proposed idea a success

I organize activities for professional development for 2 4
myself and my colleagues, to continue the development of the

new idea.

I initiate strategies to anchor the new idea in existing procedures 2 4

or structures of the University
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APPENDIX 4

INTERVIEW GUIDE:

INNOVATIVE WORK BEHAVIOR AMONG ACADEMIC STAFF
IN UNIVERSITIES IN UGANDA

A. Background questions
Please probe for the following,
a) Title
b) Role at university
c) Educational background

d) Years of experience

e) Academic or non-academic staff

B. Innovative work behavior
d) How has the innovative work behavior been perceived by academic staff in public
universities of Uganda?
e) What factors, practices and processes drive innovative work behavior among academic
staff of public universities of Uganda?

f) What are the constraints to the innovative work behavior among the academic staff in

public universities of Uganda?
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APPENDIX 5

The matrix below describes how the interaction of POS, SL, and PE in Driving Innovative Work Behaviors among Academic Staff
in Public Universities

Table 5.2.2: Matrix showing successful innovation activities

Project/Activity | Perceived Servant Leadership Psychological Innovative Work Behavior
Organizational Empowerment
Support
Multi-chamber | e Recognition and Development of Competence Idea Exploration
Grain Silo Rewards — during a Conceptual Skills e Academic staff in Senior academic staff and
series of university Universities have several public top executives have

. . developed high level universities are regularly  scanned  the
ceremonies like N oo . . . .

) cognitive abilities in their capable and skilled working environment to
graduatlon, the staff through training and to innovate. This earmark opportunities that
nnovators were workshops,  mentorship feeling of require innovation,
publicly recognized programs, and networking, competence has been especially in the area of
and given awards collaborations and developed through teaching and  learning,

o Trust and Open linkages  which  have mentorship research and community
Communication —— fostered academic staff’s programs, and engagement. This has been
ability to innovate training achieved through

throughout the . o .

Innovation and research opportunities collaborative research
development process policies in place in several projects, publications and
of the multi-chamber public universities Impact global networking
grain silo, innovators e Several universities initiatives.
were in  regular Subordinate have imparted
communication with Empowerment among their Idea Generqtion
the intended Several universities have academic staff a Staff crqatlvely d@elqped
beneficiaries and granted autonomy to their sense of control over the new 1d§a (mult1-gra1n 4

staff to innovate, and chamber silo). This was
other stakeholders their work

through research to

experimentation errors are
not punished

environment which

aided by literature review
and research studies,
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ensure they innovate

demand driven

products

Support and Resources
— GoU jointly with
BURIF provided
funding for the
development of a multi-
chamber grain silo at
Busitema University

Existence of  Grants
Management Units such as
TBIC, Makerere
University’s  Innovation
and Incubation Centre to
co-ordinate research and

innovation related
activities
University’s top

executives have delegated
decision making authority
among its staff and
improved communication
among its staff. This has
provided an enabling
innovative environment

Creating Value to

has promoted their
ability to innovate

e Staff have been
empowered to effect
change and influence
innovation decision-

making

Self-Determination

e Staff are granted
autonomy to make
decisions

e Through self-

efficacy, staff have
developed a feeling
of  capability to
participate in several

collaborative initiatives
involving colleagues and
industry  partners  and
participation in national and
international conferences.

Idea Promotion

Busitema University through
BURIF provided sufficient
resources to aid the process of
progressing this idea to
implementation stage. This
was achieved through research
seminars, department meetings
and workshops and the use of
social media.

Community innovations
Through community
engagement  initiatives,
several universities have
allowed community
innovations ~ such  as
COVIDEX, a drug being
COVID-19 pandemic
Development of | Care and Concern Development of Competence Idea Exploration
COVID-19 drug | e The University and Conceptual Skills e Academic staff Through environmental
the GoU cared and MUST  built capacity developed scanning, it was established
supported the through the Africa Centre competence through that COVID-I? pandemic
innovators to scale of Excellence for Pharm- training and necessitated an intervention,
Biotechnology and mentorship
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up the production
due to the efficacy of
the drug. Also, the
GoU  gifted the
developer of
COVIDEX, with 5
acres of land and 10
years of tax holiday
to support him in
scaling  up its
production.

Recognition and
Rewards

The innovators were
recognized and
rewarded, and the
drug secured
approval from the
National Drug
Authority.

Support and Resources

Through GoU,
innovators received
funding from
Uganda
Development Bank

Traditional Medicine
which equipped innovators
with the necessary
knowledge regarding the
innovation.

Subordinate
Empowerment
During the COVIDEX
development, innovators

under the project were
granted independence to
innovate and experiment.
University’s top
executives have delegated
decision making authority
among its staff and
improved communication
among its staff. This has
provided an  enabling

environment

Creating Value to
Community

As a result of this
innovation, local
(Ugandan), and
international community
benefited from the
medicinal herb- the

supportive treatment for
the COVID-19 and other
viral infections.

programmes for
innovation.

Impact

e Innovators of
COVIDEX were
able to effect change
regarding the
management of
COVID-19 and also
influence  decision

making like decision
on the lockdown.

Self-Determination
Through self-efficacy,
innovators developed a
belief in themselves and
were able to develop the
drug.

and innovators made use of
this opportunity.

Idea Generation

Staff ingeniously developed
the new idea (COVIDEX).
Participation in national and
international  conferences,
research studies and
literature  reviews, and
cooperative efforts
including colleagues and
industry partners helped
with this.

Idea Promotion
The innovator of COVIDEX
secured 2bn funding for
COVID clinical trials from
the GoU to progress the idea
to the implementation stage.

Idea Realization

The product (COVIDEX)
has been commercialized
and marketed through the
JENA Pharmacies and a
network of distributors and
retailers has been developed
to further scale up the
availability of the product.
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to scale up the
innovation.

Development of
Low-Cost
Malaria
Diagnostic Kit

Care and Concern

e Innovators led by
Prof. Emmanuel
Otuku, received
support from Gulu
University which
enabled them to
come up with a low-
cost malaria
diagnostic kit.

Recognition and

Rewards
e Prof. Emmanuel
Otuku and the team

were rewarded for
this innovation that
often generated fast
and reliable results.
Specifically, he is a
recipient of ‘The
Best Innovation in
the Health Care at
the 2020 Uganda
Health Care
Innovation Awards.’

Development of
Conceptual Skills
Through research and
training in tropical diseases
program, the WHO in
conjunction  with  the

National Health Research
Fund, provided funding
which enabled the project
team members to acquire
more knowledge,
competence and  skills
necessary for the project

Subordinate
Empowerment

During the development of
low-cost malaria
diagnostic kit, the
innovators  under the
project  were  granted
academic freedom by the
university to innovate and
experiment.

Top management of Gulu
University provided
considerable degree of
decision-making
autonomy to a team of

Competence
Through development
partner initiatives such

as European and
Developing  Countries
Clinical Trials’
Partnership, Uganda
National Health

Research Organization
and Gulu University,
Faculty of Medicine,
competence of team
members was enhanced

through several
mentorship
interventions.

Impact

As a result of this
innovation, the
community has received
widespread benefits.
Some of the documented
impacts of this
innovation include
improved malaria
diagnostic accuracy,
enhanced health worker
capacity, increased

access to healthcare, and

Idea Exploration

e Based on the environmental
scanning results that point
out the ever-growing health
threats of malaria in the
tropics, it has provided an
opportunity for this
intervention, and innovators
have seized this opportunity.

Idea Generation

Staff creatively developed the
new idea (low-cost malaria
diagnostic kit). This was aided
by research studies, literature
reviews, participation in
national and  international
conferences, and collaborative
efforts with coworkers and
industry partners.

Idea Promotion

The low-cost malaria diagnostic
kit innovator was able to
advance the secure funding
from the GoU, and other
development  partners  for
clinical trials.
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Support and Resources

Funding for the low-

cost malaria diagnostic

kit was obtained from

the GoU through the
National Health

Research Fund, WHO,-
Research and Training

in Tropical Diseases.

innovators on all project
related matters.

Creating Value to the
Community

e Due to its ease to use,
minimal training
requirements, rapid results,
and  affordability and
accessibility have made
this innovation suitable for
resource-limited settings.

contribution to malaria
control efforts.

Self-Determination
Through self-efficacy,
innovators developed a
belief in themselves and
developed the low-cost
Rapid Diagnostic Kit
for malaria testing.

Idea Realization

Private clinics and hospitals,
community  health  centres,
public health facilities,
pharmacies and drug shops have
been used to market the product.
Marketing  strategies  have
involved  training of the
healthcare workers, print and
electronic media advertising,
partnership with local
organizations, and word-of-
mouth referrals.

The Solar-
Powered Water
Purification
System

Care and Concern

This innovation was
aimed at increasing
access to clean
water, especially in
remote areas as well

as disaster relief

scenarios.
Recognition and
Rewards

The innovation team at

Makerere University

were recognized by the

Development of Conceptual
Skills

e Through training,
workshops,  mentorship
programs, networking,
partnerships, and
connections, Makerere

University has helped its
employees on this project
build high-level cognitive

capacities, which has
enhanced their innovation
capabilities.

e Makerere University has
policies in place regarding

Competence

The competency of
team members was
improved  through
several mentorship
interventions  and
development
partners like the
WHO, UNICEF, and
the GoU.

Impact

This innovation has
had a wide range of
positive effects on

Idea Exploration

e Top university executives
and senior academic staff
have been observing the
workplace  regularly to
identify areas that need
innovation, particularly in

the areas of research,
teaching and learning, and
community  involvement.
This has been accomplished
through international
networking efforts,
publications, and
cooperative research

innovation and research. the community. projects. This has led to the
University for this Environmental idea of developing an
.Breakthrough that Subordinate protection  through affordable  water  solar-
increased access to Empowerment reduced  chemical
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clean water especially in

rural areas, and in
refugee camps.

Makerere University
granted autonomy to its
staff to innovate, and
experimentation errors are
not punished

Existence  of  Grants
Management Units such as

MAKRIF  which  has
financially empowered
innovators.

Innovators on this program
have been delegated with
decision-making authority
on all matters about this
innovation  which  has
created an  enabling
innovative environment.

Creating Value to the
Community
Through this innovation
several universities have
enormously contributed to
the community through the
provision of safe drinking
water which has reduced
waterborne diseases,
energy efficiency through
low operating costs and
minimal maintenance.

use and  waste
generation, access to
safe drinking water,
and community
empowerment as
communities can
manage their water
resources are part of
this.

Self-Determination
Self-efficacy allowed
innovators to believe in
themselves and create a
low-cost solar-powered
water purification
system

powered
system.

purification

Idea Generation

e The innovative concept (the
solar-powered water
purification system) was
imaginatively designed by
the staff. This was made
possible by research
investigations and literature
reviews, teamwork among
coworkers and business
partners, and involvement in
national and international
conferences.

Idea Promotion

Makerere University through
MakRIF provided adequate
funds to aid the process of
advancing this idea to the
implementation stage. This
was achieved through research
seminars, department meetings
and workshops and the use of
social media.
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APPENDIX 6

B U S1 1k MA P.O Box 236, Tororo, or 226 Busiallganda
Tel: +256-454448876/454448838
P N l\// ERSITY Fax: 4256454436517
WrSRING Heni
www.busitema.ac.ug

FACULTY OF HEALTH SCIENCES’ REC

M BUSITEMA UNIVERSITY
FACULTY OF HEALTH SCIENCES 04/12/2023
APPROVED VALID UNTIL

* O0L4DEC %  *

RESEARCH & ETHICS COMMITTEE
P. 0. BOX 1460, MBALE

To: Mercy Wanyana

+256782485880

Type: Initial Review

Re: BUFHS-2023-102: INNOVATIVE WORK BEHAVIOR AMONG ACADEMIC STAFF IN PUBLIC
UNIVERSITIES IN UGANDA

[ am pleased to inform you that at the 13th Meeting of 2023 convened meeting on 02/11/2023, the Busitema
University Faculty of Health Sciences REC meeting voted to approve the above referenced application.

Approval of the research is for the period of 04/12/2023 to 04/12/2024.

As Principal Investigator of the research, you are responsible for fulfilling the following requirements of approval:

—

. All co-investigators must be kept informed of the status of the research.

. Changes, amendments, and addenda to the protocol or the consent form must be submitted to the REC for re-

review and approval prior to the activation of the changes.

3. Reports of unanticipated problems involving risks to participants or any new information which could
change the risk benefit: ratio must be submitted to the REC.

4. Only approved consent forms are to be used in the enrollment of participants. All consent forms signed by
participants and/or witnesses should be retained on file. The REC may conduct audits of all study records,
and consent documentation may be part of such audits.

5. Continuing review application must be submitted to the REC eight weeks prior to the expiration date of
04/12/2024 in order to continue the study beyond the approved period. Failure to submit a continuing
review application in a timely fashion may result in suspension or termination of the study.

6. The REC application number assigned to the research should be cited in any correspondence with the REC
of record.

7. You are required to register the research protocol with the Uganda National Council for Science and

Technology (UNCST) for final clearance to undertake the study in Uganda.

o

The following is the list of all documents approved in this application by Busitema University Faculty of Health
Criancac REC



N\

No. Document Title Language Version Number Version Date
1 Protocol English 2 2023-11-23
2 Informed Consent forms ENGLISH 2 2023-11-23
3 Data collection tools ENGLISH 1 2023-10-28

Yours Sincerely

Dr.Edith Mbabazi
For: Busitema University Faculty of Health Sciences REC

TEMA UNIVERS! ¥
FAglilJL%'lY OF HEALTH SCIENCES
APPROVED VALID UNTIL

% 0 hDEC 29 *

\ RESEARCH & ETHICS COMMITTEE
P.O

_BOX 1460, MBALE
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APPENDIX 7

P.O. Box 236, Tororo, Uganda
BUSITEMA Gen: +256 - 45 444 8834

UNIVERSITY Dir: +256 - 45 443 6517

Pursuing Excellence Email: inf_o@adm.busitema.ac.u
www.busitema.ac.ug

DIRECTORATE OF GRADUATE STUDIES, RESEARCH AND INNOVATION

Date: 15/12/2023

Ref: BU/GS21/PAM/11
TO WHOM IT MAY CONCERN

RE: WANYANA MERCY MUGONOLA

Dear Sir/Madam,

This is to introduce to you the above-named Doctoral student in Business
Administration and Management (PhD, PAM), tenable at the Faculty of Management Sciences -
Pallisa. Her registration number is: BU/G21/PAM/11. and student number is: 2100403668.

Mrs. Mugonola intends to conduct a field-based study that combines quantitative and qualitative
approaches. This study is entitled, ‘Innovative Work Behavior among Academic Staff in
Public Universities in Uganda’ that should lead to the award of a Doctor of Philosophy in

Business Administration and Management of Busitema University.

The purpose of this letter is to request you grant her permission to conduct her study in your

institution. Any assistance rendered to her will be highly appreciated.

Yours sincerely;

Associate Professor, RWAHWIRE, Samson (PhD), FUNAS
Direcior DGSRI
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Study #:
S—— @ BUSITEMA PARTICIPANT CONSENT FORM

PROTOCOL TITLE: Innovative Work Behaviour among academic staff in public universities in
Uganda

PRINCIPAL INVESTIGATOR: Wanyana Mercy Mugonola
1. PURPOSE OF THE STUDY:

Generally, the study seeks to explore strategies for enhancing innovative work behavior among
academic staff in public universities. The study's major objective is to improve innovative work
behaviors (IWB) by developing an IWB model that integrates the constructs of servant leadership,
perceived organizational support, organizational culture, and employee empowerment from three
different theories: social exchange, Denison's Organizational Culture Model, and Spritzer's
empowerment theory. Specifically, eight objectives underpin this study namely: 1) to examine the
relationship between servant leadership and IWB among academic staff of public universities, 2) to
examine the correlation between perceived organization support and IWB of academic staff of public
universities, 3) to assess the association between psychological empowerment and IWB among
academic staff of public universities, 4) to examine the degree of association between servant
leadership and psychological empowerment, 5) to determine the relationship between perceived
organizational support and psychological empowerment among academic staff of public universities,
6) 1o examine the mediating influence of psychological empowerment in the relationship between
servant leadership and IWB. 7) to examine the relationship between psychological empowerment and
academic staff IWB and finally, 8) to assess how the relationship between perceived organizational
support and IWB among staff of public universities is mediated by psychological empowerment.

2. INVESTIGATORS:

This PhD research in business administration and management is being conducted among academic
staff of the 10 public universities spread across all the regions of Uganda, with funding from Busitema
University. These universities include: Makerere, kyambogo. Busitema, Muni, Mbarara, soroti, lira,
mountain of the moon. Gulu and Kabale University. The principal investigator is Wanyana Mercy
Mugonola from Busitema University, and the work is supervised by Professor Mpaata Kaziba Abdul
(PhD) and Assoc. Prof. Musenze Abaasi Ibrahim (PhD) who are also senior members of staff at

Busitema University.
2. POPULATION:

[ he study population comprise 3,296 academic staff nested in the ten operational public universities in
Uganda. This population is derived from staff lists obtained from the respective HR Directorates as of
August 30, 2022 The consideration to study academic stafl’ from Uganda’s public universities is
informed by persistent reports of poor IWBs among this staff’ category relative to others such as
administrative staff (Wao et al., 2022). From this population, a sample of 357 respondents was drawn
using the statistical formula (Yamani, 1967) and these are expected to participate in this study. The

study employed proportionate stratified sampling technique due to lhg hglurok_gncm of the study
techniques

populaton and the technique's ability to yield accurate
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waj, 2019). The staff academic rank formed the stratification variable. on which basis strata
Zre formed. 1 therefore, request you to participate in the study as an cligible respondent.

4. PERIOD:

This is a 3 YR study programme. However, it is structured in such a way that the data collection shall
last between 3-6 months. This is the period through which the participants’ active involvement in the

study is envisaged.

5. PROCEDURES:

A mixed methods approach will be used in this study using both quantitative and qualitative methods.
Through quantitative methods, data shall be collected from academic staff using questionnaires, while,
based on qualitative approach, this study shall rely on interviews and observation methods to enlist
data from senior executives from these ten public universities. The findings shall be triangulated to
provide a better understanding of the research problem, in this context, innovative work behaviour of
academic staff in Uganda’s public universities.

Through the institutions” respective directorates of HR, we shall establish contacts at each university

where the data will be collected; these individuals shall be informed about the purpose of the study
and a training secession shall be organized for them to facilitate smooth data collection process.
Considering the extent and magnitude of the exercise, we shall also employ three research assistants
with master's qualification to ease the entire data collection exercise. Participation in this study shall
be voluntary, and participants shall be informed of their right to withdraw at any stage and time of the
exercise should they desire to do so. As the study is of a mixed nature, two data collection tools have
been prepared namely: the questionnaire and the interview guide for the collection of quantitative and
qualitative data respectively. The questionnaire comprises of five parts: A- Demographic
characteristics, B- Items on perceived org support, C- Items on servant leadership, D- Items on
organizational culture, E- Items on psychological empowerment and, finally F- Items on innovative
work behavior. All items shall be anchored on a S-likert scale ranging from 1-Strongly Disagree to 5-
Strongly Agree. It is expected that completion of the questionnaire will on average last between 15-25
minutes. Also, the interaction (interviews) between the researcher and the participants are anticipated
to last between45 minutes to 1 hour per respondent, and the interviews shall be both hands recorded,
and video tapped before being transcribed for subsequent analysis. More importantly, SPSS V.19
shall be used for data exploration while structural equation modelling version 21 will be used for
testing of the hypothesized links in order to draw inferences. Finally, we shall rely on Nvivo v.12 as

the major analytical strategy for qualitative data.

6. RISKS:

This study anticipates some reasonably foreseeable risks of harm or discomforts for individuals and/or
groups that may result from participation in the research. The particular risks associated with
participating in this research are those of losing time, being reminded of unpleasant experiences in the
past, and facing legal issues that call for mandatory reporting. Also, physical risks or harms (e.g.,
fatigue, pain or discomfort), information risks (e.g., loss of privacy and/or breach of confidentality),
psychological or emotional risks (e.g.. fear, stress, confusion, loss of self-esteem) present a likelihood
of occurring. Aware of their potential occurrence, this study makes provisions for data and safety
monitoring for the progress of the research and the safety of the participants. For example, potential
research participants are provided with enough information to enable them to make an informed
decision about whether or not to participate in the study, thereby minumnizi ks, Also, this study

; ; . ahikd izin . .
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5, BENEFITS:

This study has benefits or significance to theory, practice, and participants. To theory, existing studies
have assumed an organizational perspective o innovation (Wao et al., 2022), yet innovation 1s as well
an individual level activity (Namono et al., 2021) since individuals develop. initiate, and apply new
ideas at work (Namono et al.. 2021). This study thus contributes by providing an additional individual
perspective 10 innovative work behaviour in public universities thereby broadening our understanding
of innovative work behaviour (IWB). Second. existing studies on perceived organizational support
(POS), servant leadership (SL) and organizational culture (OC) (Park & Kim, 2022: Sendjaya et al.,
2019: Aboramadan et al., 2020) are limited and thus, perpetuated the problem. Extant literature
sustains the view that IWB is influenced by SL (Olaleye & Solanke, 2021: Aboramadan et al., 2022)
and POS (Mustika et al., 2020: Park & Kim, 2022). However, these studies have not integrated
psychological empowerment (PE) as a psychological underlying mechanism through which POS and
SL affect IWB, thus, rendering these relationships unexplored. This study intends to bridge this gap by
investigating employee IWBs in Uganda’s public universities.

To practice, the study findings are likely to have practical significance. First, the empirical findings of

this study might inspire university management 1o encourage innovative culture among 'staﬂ. l.hc
study's findings highlight modalities to encourage staff in public universities 10 engage in innovauve

work behaviour. It is expected that human resource management policies and initiatives will bt.
developed, reviewed, and put into action based on the study's findings to 1mprove academic staffs

innovative behaviour in the Ugandan education sector.

To the participants, people who participate in this study may have a better understanding of a.ddilional
methods and procedures that might enable them and others to experience and increase their overall

sense of innovative work behavior.
8. COSTS:

Participants shall not be compensated for participation in this study.

9. PARTICIPANT’S RIGHTS:

Participation in this study is voluntary and your decision to participate in the study is made by free
will. devoid of compulsion or coercion. Signing the consent does not amount to waiver of personal

rights, including withdrawal from the study in any way.

(b). Withdrawal:

Withdrawal of an initial decision to participate in research is voluntary and your wishes to withdrawal
shall be respected and protected.

(c). Privacy:

The questionnaire shall not have any identifying information. For example, participants shall not be
required to list their names on the questionnair isl { effect has been provided for

on the tool. Thus, we shall also avoid ¢ u;@b’;ﬁ\ﬁ&?"ﬁg&LﬂY&st iescyly identify them, such as their
name, email, phone number, or address. InsteatP ARE AL Hhidhymoys data that cannot be linked to

BUFHS-2023-102_ CONSENT FORM - INN( VATIVE@%%B{“i&VIOR* SNGLISH - Version 3 - 05/12/23

X Page

RESEARCH & ETHICS COMMITTEE
{ P O BOX 1460, MBALE

254



person without additional information. Secondly, we shall limit the scope and duration of
collection. In this way, we shall only collect data that is relevant and necessary for this rescarch
nd this shall later be deleted or destroyed after analysis. Through this approach, eftorts
ertaken to avoid asking questions that are too personal, sensitive, or intrusive, such as
directly related to this rescarch
Thus,

fic

Objcc(i\'cs. a
shall be und -
those related to health, income, or political views, as these are not even

topic. Third, we shall ensure respondent privacy by encrypting and securing the collected data
we shall use encryption techniques and password protection to prevent unauthorized access,
modification, or disclosure of the gathered data. Also, reliable and reputable platforms and tools 10
create and distribute the study questionnaires, and to store and transfer your data shall be used Online
survey software that offers encryption, security, and privacy features, such as SSL, HTTPS, or GDPR
compliance shall be used. Finally, in order to ensure privacy, we shall consistently follow and adhere
{0 ethical and legal guidelines, including principles and standards of ethical and responsible rescarch,
and comply with the laws and regulations of Uganda, as well as public universities, which represent
the context of our study. Thus, the dignity, autonomy. and confidentiality of the respondents shall be
respected, and we shall take necessary steps 10 avoid any harm, deception, or coercion.

(d). Confidentiality:

we shall collect anonymous data, which is not in any way

In order to protect confidentiality, \
ant. Thus, we shall collect data from

connected to information that can identify the individual particip .
participants without identifiers. Also. we shall adhere to good data collection and storage practiccs.

For example, we shall keep rescarch notes, interview transcriptions and any other identifying
participant information if any in a locked file cabinet, in the personal possession of the researcher. In
general, access 1o information about individual participants shall be restricted to the researcher,
research supervisors, and any research assistants on a need-to-know basis. All the research assistants
and 1 shall undergo training in data collection and storage practices and, we shall ensure that study
participants are not discussed outside the rescarch context. In order to protect against psychological,
social and legal harm, care shall be taken to avoid breaches of confidentiality in which this
information shall not be divulged to anyone else. Further, on completion of the study, questionnaires
shall be destroyed within six months. Since this study is of a mixed nature, collection of secondary
data. that is use of data that has already been collected will as well address concerns of

confidentiality in this study.
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10. CONTACTS:

Contact Wanyana Mercy Mugonola — Principal Investigator on (0782485880) for any other questions

or concerns you may have about this study: OR
Chairperson, Busitema University Faculty of Health sciences Research

Contact Dr. Edith Mbabazi,
) on +256 704 414441 for concerns with participants’ rights and other

Ethics Committee (BUFHSREC
ethical-regulatory issues.

DOCUMENTATION AND AUTHORIZATION OF INFORMED CONSENT

What does my signature or thumbprint on this consent form mean?
a) | have read this consent form and was given enough time to consider the decision to participate in
this study.

b) This research study has been satisfactorily explained to me, including possible risks and benefits.

¢) All my questions were satisfactorily answered. ERO\TY
Y] ,::\v SCIENCES
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ndcrsland that participation in this research study is voluntary and that I can withdraw at any

nme-

¢) 1amsig
f) 1give voluntarily
g) | will be provided with a co

ning this consent form prior to participation in any rescarch activities.
my permission 1o participation in this research study.

py of the fully signed consent form for my reference.

Date (DD/MM/Y_Y??)

O AR S - :
Name of Participant (PRINT) Participant’s Signature/I humbprint

e
A ——————————— —— —— .
Name of Investigator/Associate (PRINT) Signature of Investigator/Associate Date (DD/MM/YYYY)
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