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Abstract

Ethical leadership plays an important role in enhancement of thriving at work and
that leads to Innovative Work Behavior. In the light of Affective Event Theory,
this study investigates the antecedent involved in Innovative Work Behavior. This
investigation examined the role of ethical leadership in Innovative Work Behavior
with mediating role of thriving at work and moderating role of openness to expe-
rience. Sample undertaken in this study consisted of 204 employees of software
houses in twin cities (Rawalpindi & Islamabad) and data was collected through
distributed questionnaires. Results showed that the relation between ethical lead-
ership and Innovative Work Behavior was significant. Likewise, thriving at work
mediated the relation between ethical leadership and Innovative Work Behavior.
Role of openness to experience as moderator was also found significant. Theo-
retical and practical implications were also discussed and future directions were

given.

Key Words: Ethical Leadership, Thriving at Work, Openness to Expe-

rience, Innovative Work Behavior
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Chapter 1

Introduction

1.1 Background

A business environment has become vigorous and unstable, making it difficult
for business to exist and develop (Battistelli, Montani, Odoardi, Vadenbeghe, &
Picci, 2014; Chowhan, Pries, & Mann, 2016). Innovativeness has become an es-
sential part of organization as it is crucial ingredient for organizational success.
In a demanding environment it is essential for an organization to integrate its
business model and drastic technological transformation innovation plays an im-
portant role in doing so (Boic & Ozretic-Doen, 2015; Wan, Williamson, & Yin,
2015; Sanchez-Famoso, Maseda, & Iturralde, 2017). According to Janssen (2000)
innovation is an outcome when employee follows three steps, which are develop-
ment of idea, promotion of idea and implementation of idea. These three steps
are core element of innovative work behavior. It is evident in the light of previ-
ous researches that innovative work behavior has vital importance at workplace
(De Jong, Parker, Wennekers, & Wu, 2011). Complicated and tricky environment
demand Innovative Work Behavior as supplementary behavior from employee to
meet challenges faced by organization in an evolving situation (Scott & Bruce,
1998). For years Studies including Franco & Haase, 2016; Zlatanovi & Mulej,
2015; Hammond, Neff, Farr, Schwall, & Zhao, 2011have investigated the factors

and variables effecting innovative work behavior.
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Current business environment demands innovation to be deep rooted in work pro-
cesses which lead to highly innovated products and services. This evident im-
portance of innovation has managed to grab attention of researchers for past 2
decades. King and Anderson (2002) are of the view that studies related to innova-
tion is about administering management at multiple levels which include employees
who have been assigned duties individually, secondly employees working in groups

and at the last management networks.

World has transformed into a global village in which no one is isolated, this phe-
nomenon has given birth to many challenges for modern organizations. These
challenges demand innovation at a broad level than before. Hence it becomes im-
portant for organization to make sure that they innovate and put effort to develop

and survive (Jung, Chow, & Wu, 2003).

Opportunity identification is based on many factors but the most important of
them is innovation which is more vital when environment is tangled and vigorous
(Shalley et al., 2004). Value creation process is the mechanism which based on
innovation and this process is fueled by individual’s knowledge resource and their
actions at workplace (Chen and Huang, 2009). According to Janssen,Van De
Vliert, & West(2004), an effective organization is outcome of innovation. West
& Farr, 1990a, took it further, according to them development of new idea, then
adaptation and implementation leads to innovation which tends to be a vital asset
which allows organization to flourish vigorous business environment. According to
Anderson, De Dreu & Nijstad (2004) it is widely accepted among researches and
scholars that innovation is essential for growth in every discipline including politics,
economics, technology, sociology, legal and process and procedures followed in
organizations, in the era of rapid changes innovations becomes a basic requirement

for an organization to prosper and sustain.

Innovative work behavior is a multifaceted phenomenon which involves creativ-
ity. According to Mumford and Gustafson (1988) creativity is about creation of
new ideas accompanied by innovation and in further step it’s about putting them

into real life use. Hence innovative work behavior surrounds both, creation and
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development of new ideas and at the same time implementation (Janssen, 2000,

2002).

Two significant researches related to innovative work behavior Janssen (2000),
and Scott and Bruce (1994) proposed that innovative work behavior consist of
four steps. Starting from identifying the problem, creating idea, promoting and
proposing the idea and lastly apprehension of the idea. They can be classified into
two categories one is based on creativity and the other is based on implementation.
First two were more related to creativity because it dealt with creation and part

is based on implementing it which is more practical in nature.

The reinforcing role of leadership in nurturing employee’s creativity has been under
notable concentration of researchers (Javed, Bashir, Rawwas, & Arjoon, 2017).
Results by researches like (Gu, Tang, & Jiang, 2015; Brown, Trevio, & Harrison,
2005) state that employee’s creativity is an outcome of an environment in which
supervisor exhibits encouraging behavior and its ethical behavior. According to
Janssen (2000), Innovative work behavior can be defined as innovation at daily
basis and this is at a large extent dependent on the willingness of worker to produce

ideas and products which are different from conventional products and services.

IWB is a behavior in which employee think in an unorthodox manner while avoid-
ing conventional thinking patterns and expressing novel ideas (Kessel, Hannemann-
Weber, & Kratzer, 2012). In the current literature, the effect of IWB has not just
been theoretically investigated but empirically as well and the outcome are evi-
dent about its strong effect on behaviors and work attitude such as voice behavior,
OCB, organizational commitment and workplace performance (Brown and Trevino

2006; Brown et al. 2005).

Janssen (2000)identified and divided innovative work behavior on the basis of
behavioral task which are generation of idea, advertising ideaand at the end im-
plementing that idea. Employee behavior within boundary of organization is a
determinant factor in manifestation of innovation and especially when organiza-
tion is operating in an economy which is based on knowledge then it became easy

to understand that exhibition of innovative work behavior is crucial for growth
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and survival of organization (Thurlings, Evers and Vermeulen, 2015).Role of Eth-
ical leadership as a predictor on employee’s performances which are related to
tasks has more involvement of novelty and contributes toward the betterment and

improvement of competitive abilities of organization (Ireland and Hitt 2005).

It is the exhibition of culturally and generally accepted behavior by the leader
through setting a personal example or through communicating formally and en-
couragement of such behavior to subordinates by dyadic communication, supple-
mentation and involvement in taking decision (Brown, Trevio, &Harrison, 2005).
It boosts the trust of follower in leader by giving rise to an atmosphere and cli-
mate which transmits positive vibes (Ng & Feldman, 2015). Exhibition of high
moral value is an attribute of ethical leadership and leader continuously attempts
to boost the same characteristics in followers. This attempt also involves the use
of stick and carrot rule to make them adopt moral aspects of ethical leader and

treat their subordinate with respect and care (Brown & Trevino, 2006).

Results from mentioned studies (Mo, Booth, & Wang, 2012;Zheng, Wang, & Li,
2011; Strobel, Tumasjan, & Welpe, 2010; Tu & Lu, 2013) showed that all stake-
holders including candidate applying for job, purchaser and existing workforce re-
act in a positive way whenever they experience ethical leadership. It is evident from
studyconducted by Mayer, Nurmohamed, Trevino, Shapiro, & Schminke(2013),
that subordinates and employees follow their leader in such a way that they col-
lect cues that what is the most appropriate behavior and what is the true definition
of right. After learning from leader employees exhibit same behavior which they
have learned from leaders in the form of attitude toward their assigned duties while
keeping high moral and ethical values in giving their best performance (Mayer,
Kuenzi, & Greenbaum, 2010). social learning argues that workers or employees
who are under the supervision of an ethical leader will express positive attitude
while performing at work which will enhance their performance, the reason is the
fairness and caring nature of the ethical leader (Kalshoven, Den Hartog, & De
Hoogh, 2011). The presence of positive and comforting feeling towards leader will
lead to enhancement of satisfaction and trust which in result in effective leadership

and positive evaluation. Ethical leaders represent a kind employer; secondly their
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decisions are based on principles. These two factors lead to a favorable and posi-
tive feeling about work environment and organization (e.g., Piccolo, Greenbaum,
Den Hartog, & Folger, 2010). According to Walumbwa et al., (2011), workers
working under the supervision of ethical leader will exhibit less work strain in-
cluding higher level of work satisfaction, in addition to this, subordinates will be
more attached with their job which will make them committed with their work
and turnover rate of organizational will decrease. Combination of just treatment
and favorable attitude by ethical leader makes followers to exhibit low level of
counterproductive work behavior, high level of OCB, motivation and performance

(Mayer, Kuenzi, & Greenbaum, 2010).

Kalshoven et al., 2011,believe that subordinates trust their leaders more when they
display ethical leadership. Ethical leadership conveys a message that they won’t
be harmed if they depend on leader and leader will keep on supporting and make
sure to keep on treating in a gentle manner (Eisenbeiss, 2012). The behavior of
copying leader is explained by social learning theory, so followers who copy their
ethical leader will exhibit positive job attitude and performance. This positive
job attitude results in thriving at work which is anticipated outcome of Ethical

leadership.

Thriving at work has managed to grab a lot of attention in past few years despite
of the fact as it is newly emerged concept (Paterson, Luthans, & Jeung, 2014).
When a worker learns and feels vital at the same time, this phenomenon is called
as thriving at work (Spreitzer & Sutcliffe, 2007). As employee works at a position
he starts to learn and keeps on getting better, in addition to this the employee

also feels lively and full of energy this state is called vitality (Porath et al., 2012).

Spreitzer, Sutcliffe, Dutton, Sonenshein, & Grant (2005) also explained thriving at
work. According to them thriving is a state of mind in which a person not just only
improves by learning but his psychological wellbeing is also enhanced. An employee
who is thriving at work has tendency to think different from others and develop
new ideas on the base of newly acquired knowledge and experience. In this way
thriving at work not only just focuses on enhancement and knowledge and skill but

also health of the employee (Porath, Spreitzer, Gibson, & Garnett, 2012). Factors
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prevailing in working environment in combination with dispositional inbuilt factors

contribute to enhancement of thriving at work (Spreitzer et al., 2005).

The advantage of thriving at work is not just limited to wellbeing of worker but
it also enhances and boosts the overall performance of organization. Results from
Porath et al. (2012) exhibit that thriving at work leads to lowering of stress and
burnout while elevating overall health and happiness. In addition to this, benefits
of thriving include performing job duties with diligence while keeping the proactive
aspect in consideration (Paterson et al., 2014). According to Carmeli & Spreitzer
(2009) thriving at work has a positive effect on enhancement of innovation. Thus,
further leads to innovative work behavior (Wallace, Butts, Johnson, Stevens, &

Smith, 2016).

It’s been proclaimed by contingency theorist that the extent to which leadership
can be effective depends on many factors one of them is employee personality and
attributes (Fiedler, 1964). Follower’s insight and their response to leadership style
whether it is transformational or charismatic is based upon their characteristic and
personality type (Klein & House, 1995). In order to get the better understanding
of the influence of ethical leadership on the innovative work behavior, we must
know that whether it is uniform across the each and every employee, so we took
personality as a determining factor. OCEAN is a classification of personality types
which turnout to be very helpful in understanding the achievements in academics,
in sports and in social interactions, including attitude on the basis of personal-
ity types (Ozer & Benet-Martinez, 2006). The most closely related personality
classification which deals with all these achievements and most closely related
to creativity, innovation and different thinking patterns is openness to experience
(Silvia et al., 2008; Silvia, Nusbaum, Berg, Martin, & O’Connor, 2009).A sheer in-
terest towards acquisition of uncommon knowledge, generation of unique ideas and
unorthodox point of views is expressed by subordinates with an open mind, they
are always ready to react in a positive manner whenever confronted by anything
unexpected and challenging because they are equipped with resources (Sharot,

2011). Ethical leadership is most effective on followers who are better at openness



Introduction 7

to experience because they enjoy being challenged and mentally stimulated, em-
brace change and passionate about acquiring new knowledge (Komarraju, Karau,
& Schmeck, 2009). The combination of an affective event taking place inside the
organization and the open-minded personality of employee further leads to trigger
the thriving at work, people high at OTE are more stimulated when ethically gov-
erned, on the other hand employee with low OTE are more tilted toward routine

work (Costa & McCrae, 1992).

1.2 Theoretical GGap

Role of ethical leadership in promoting innovative work behavior has not been
studied in Pakistan’s software houses. In international arena organizations are
fostering by leaps and bounds only because they are putting effort in order to
promote innovative work behavior. This is evident from the results from the study
carried by Tu and Lu in 2013. According to results of the study ethical leadership
and innovative work behavior are related to each other.Growth and prosperity
of an organization is strongly linked with the extent to which its employees are
creative and innovative (DiLiello and Houghton, 2006).Secondly, in the light of
study conducted by Tu and Lu (2013) and (Carmeli & Spreitzer, 2009) it is argued
that thriving at work acts as a mediator among ethical leadership and innovative
work behavior, according to formerly mentioned study there is a strong relation
among employee level of ethical leadership plus working departmental level ethical
leadership perception and innovative work behavior. Thirdly, role of personality
as moderator in boosting effect of ethical leadership towardsworker’s innovative
work behaviorhas not been studied before so we took openness to experience as
moderator. It has been used in previous study (Hildenbrand, Sacramento, and
Binnewies,2018) as moderator while studying relation between transformational
leadership and burnout. According to results of this study relation between the
transformational leadership and thriving at work was moderated by openness to
experience in such manner that if openness was high the thriving at work was also

high and if openness to experience was low then thriving at work was also low.
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1.3 Problem statement

If we observe the current international business scenario it is evident that busi-
nesses are progressing and innovating at a pace never seen before. Information
Technology industry is no exception. The total worth of global IT industry is
$303 billion out of which contribution of Pakistan is merely 0.9%. According
to the information shared by PSEB (Pakistan Software Export Board) Pakistan
contributes with only $2.8 billion in total global sales out of which $1.6 billion
weighs IT related services and software development. A huge volume of activity
takes place in Pakistan’s I'T industry with almost 10,000 IT graduates entering
the IT industry in each year and number of I'T firms in the country has rose
to 1500 which is a remarkable development but still the global market share is
mismatched and the country is far behind economies like India., Singapore and
Malaysia. The evident difference between both economies is the aggressive steps
taken by those economies which have boosted their global market share. On the
other hand, Pakistan’s IT industry is directionless and requires a total revamp.
For the comparison purpose if we take stats of Indian I'T industry the differences
are shocking, Indian IT industry has doubled the market share from $60 billion
(in 2008/ 2009) to $120 billion in only 9 years. This development puts a huge
question mark on Pakistan’s performance in this regard. Current research is also
directed in this direction, it is intended to identify ways to increase the creation
of innovative ideas and enhance creativity among people working in IT indus-
try.Bydiggingdeeper into current research’s population which is Software Houses,
the stats tell almost same story, India’s software exports cross the figure of $60
Billion in year 2016. Whereas Pakistan is lacking behind with just $1.6 Billion
in software exports. For this purpose, we have proposed a model which comes
under the Affective Event Theory. Our research models focus on the function of
ethical leadership in enhancement of Innovative Work Behavior while not keeping

the learning and vitality out of sight.

According to the proposed model, ethical leadership and the right personality of

the follower can lead to thriving at work which further leads to Innovative Work
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Behavior which is essential to progress especially in IT industry which is experience

rapid changes.

A research undertaken by Ramamoorthy et al., in 2005 stated that organizations
who want to enrich their daily routine tasks with innovation and creativity must
work on their workers in such a way that their procedure and practices are supple-
mented by innovativeness. According to Janssen (2000), if an organization wants
to be complemented with innovation and timely attainment of targets it has to

transform innovation into an essential skill embedded in its culture and employees.

These researchers(Bilton and Cummings, 2010; Edwards, Delbridge, and Munday,
2005; Isaksen and Tidd, 2006; Jung, Chow and Wu, 2003) have highlighted the
importance for acquisition of further knowledge on antecedents of Innovative Work
Behavior and how employee level struggle in creation of new ideas can lead to

innovation at departmental and organization level

1.4 Research Question

1. Does Ethical Leadership is directly associated to Innovative Work Behavior?

2. Does Thriving at Work mediate the linkage between Ethical Leadership and

Innovative Work Behavior?

3. Does Openness to Experience moderate the linkage between Ethical Lead-

ership and Thriving at Work?

1.5 Research objectives

The purpose behind this investigation is to investigation the relation between
ethical leadership and innovative work behavior due to increase in thriving at work
with the moderating path consisting of openness to experience among workers of

software houses of twin cities.
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1. To explorewhether ethical leadership is directly associated with innovative

work behavior or not.

2. To investigate whether thriving at work mediates the linkage between ethical

leadership and innovative work behavior.

3. To investigate whether openness to experience moderates the relationship

between ethical leadership and innovative work behavior or not.

4. To explore whether ethical leadership is directly associated with thriving at

work

5. To explore whether thriving at work is directly associated with innovative

work behavior

6. To explore whether ethical leadership is directly associated with openness to

experience

7. To explore whether openness to experience is directly associated with thriv-

ing at work

1.6 Supporting theory

According to Affective Event Theory, the way workers manage workplace affairs
is crucially based on emotions. The way employees perform, the way they show
commitment and to what extent they are satisfied with their job is based on the
dispositions or personality type and internal event happening inside the organiza-

tion.

It is proposed by the theory that there are different types of events and occur-
rences inside organization which can be classified into positive and negative events.
These events affect the way employee performs his job duties and to the extent he
is satisfied. AET describes the phenomenon that in what way surrounding cogni-
tively affect, in addition to this it also states that it doesn’t includes any external
influence. For example, if an employee has sick children outside the organization,

that scenario does not falls under the domain of affective event theory.
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Favorable and unfavorable happening can range from something like being rebuked
on a mistake to an appreciation certificate of achievement. Fach aspect of job can
cause a change in cognitions which include stress at workplace, relation with col-
leagues, administration and handling daily tasks. Good or bad events of situation
create broad emotional reactions which can alter growth and satisfaction with the
job. AET also includes the role of disposition during the transferring of effect of an
event on the behavior of individual. It is true that events happening at workplace
have meaningful effect on employee but at the same time it is the mood which
largely determines the tendency of their response to the event. In other words,
personality type and mood play an important role in determining how a person

will react to an event occurring.

AET acts as an overarching framework for our research model. In prescribed
research model occurring of Ethical leadership (independent variable) acts as a
work environment feature and it further gives rise to affective reaction (mediator)
which is Thriving at work in our model. But effect of ethical leadership on thriving
at work is dependent on disposition (moderator) which in our case is Openness to
Experience. At the end of this process the work attitude (dependent variable) is

exhibited, which in our case is Innovative Work Behavior.

1.7 Significance of the study

This study attempts to explain the relation between occurrence of ethical leader-
ship at workplace and it effect on innovative work behavior which is said to be a
crucial business element in current scenario where everything is changing at rapid
pace. This relation is easy to understand if we take Affective Event Theory in
account. Affective event theory states that any positive or negative occurrence at

workplace can cause an uplift or downfall in the work attitude of the individual.

This study is theoretically significant as it develops a relation between ethical
leadership and innovative work behavior. Secondly, it also takes in account the role

of moderator which is openness to experience, in strengthening the linkage among
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ethical leadership and innovative work behavior. Moreover, it also addresses the

role of thriving at work as mediator.

Taking in consideration the practical significance of this study, it is evident from
the complex and dynamic environment that innovative work behavior is not just
an option but a compulsion (shalley et al., 2004). Innovative work behavior vastly
depends on the workplace environment and employee’s personal abilities. These
ingredients act as an input in the value chain which creates innovative work be-
havior. Pakistan is lacking behind in field of Information Technology especially
software development. Pakistan’s I'T industry total share in international market
is merely 0.9 percent and total international IT industry is worth $303.8 billion
according to Pakistan Software Export Board (PSEB). That 0.9 percent share
gives us a figure of $2.8 billion of which $1.6 billion consists of IT related services
and software exports. Pakistan has almost 1500 registered IT firms and 10,000
IT graduates are entering market each year. Despite of such a huge number of
man power availability our share in international market is alarming. The role of
innovation becomes more significant when it comes to I'T industry and specially
software houses. The target population of this study is software houses of twin
cities. Findings of this study will give guidelines to manager to promote ethical
leadership in the organization which in return will foster innovative tendencies in

workers making them to exhibit innovative work behavior.
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Literature Review

2.1 Ethical Leadership and Innovative Work Be-

havior

These days only those organizations are able to compete while maintaining mar-
ket share and upholding customer satisfaction by providing them with innovative
product and services. A significant study undertaken in 2005 by Ramamoorthy;,
Flood, Slattery, and Sardessai, came to the conclusion that in order to promote and
achieve the target of innovation, organization has to put effort in its employees by
implementing and devising operational and methodological techniques. According
to janssen (2000) if an organization wants to innovate at organizational level as a
daily routine work then it must make sure that its employee work on innovation
like acquiring a skill. Extended innovation, progress and growth are not only out-
comes of extended innovation, in addition to this entrepreneurship at corporate

level and superior management can also be achieved (Chrisman &Sharma, 1999).

Many researchers hold opinions that those antecedents include work climate, role
of leader, and relation between members of group, personal differences, work at-
tributes, work requirements and moral values. These factors are strongly related
to innovative work behavior. Between all these factors the role of leadership is
most significant as an antecedent of innovative work behavior. According to Gery-
badze, Hommel, Reiners, and Thomaschewski (2010) role of a supervisor is most

13
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important factor as a helpful conduct as a linking mechanism for innovative work
behavior. These findings have intrigued researcher in exploring that why role of
supervisor is this much vital for innovative work behavior and in addition to this,
they also came to the conclusion that that is because of the complicated charac-
teristic of innovative work behavior. The high level of uncertainty associated with
innovative work behavior depicts that it is vaguely unusual course of action in
which followers try to stay away from conventional way of thinking and have the
ability to express novel viewpoint (Kessel, Hannemann-Weber& Kratzer, 2012;
Kanter, 1988). From these point of views and findings it can be said that for
exhibiting innovative work behavior employee has to challenge higher authorities
which requires a higher level of authority (Janssen, 2005). Liberty and authority
to communicate novel viewpoint is only possible if the supervisor or leader pro-
vides support to its followers (Foss, Woll, & Moilanen, 2013). A huge number
of studies advocate the role of leadership in boosting innovative work behavior
(Javed, Bashir, Rawwas, & Arjoon, 2016: 16; Tu & Lu, 2013; Resick, Hargis,
Shao, & Dust, 2013; Aryee, Walumbwa, Zhou, & Hartnell, 2012; Raub & Robert,
2010; Martens, 2011).

A distinctive method by which leader can enhance the innovative work behavior
of employee is by managing a healthy and strong relation with subordinate. In
a relation which is strong and based on mutual understanding, supervisor fur-
nishes assistance while dealing with work related task with obstacles (De Jong &
Den Hartog, 2007). To further explore this relation the current study examines
how ethical leadership plays its role in enhancement of innovative work behavior

(Carmeli, Ben-Hador, Waldman& Rupp, 2009).

Innovative work behavior can be defined as a way of behaving at workplace which
results in introduction of latest products, task processes, procedures of perform-
ing work and tailor-made services; effectiveness at both level including personal
and organizational level; enhancement of employee skills according to job demand
and requirements; bidirectional communication between employees and job satis-

faction (Janssen, van de Vliert& West, 2004).Effect of the variable in the social
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environmental have effect on innovation, to understand this relation it is impor-
tant to review literature keeping in view the role of communal networks (Sosa,
2011). When people are close together and working in groups at organizational

level then are more chances of innovative behaviors (Lingo & O’Mahony, 2010).

Amabile (1988) differentiated between creativity and innovation, because creativ-
ity is just limited to introduction and formation of novel ideas but it lacks im-
plementation of those ideas. Conversely, innovative work behavior is focused on
getting practical benefit of those newly generated ideas and putting them to work
instead of limiting them just to paperwork or mind process. Innovative work be-
havior is a comprehensive phenomenon while creativity is an important part of
this process. Creativity is the initial step in the process of innovation and it starts
when there is some issue at workplace like performance not up to the mark. These

problems result in development of novel ideas to tackle such issues (West, 2002).

According to Hennessey & Amabile (2010)Innovative work behavior as an out-
come is dependent on the mood of employee, if they are feeling lively and full of
energy they tend to exhibit innovative work behavior.Perry-Smith & Mannucci,
(2017) presented four stages of innovative work behavior; first stage is related to
idea generation, second stage is about elaboration of idea, in third stage focus
is on championing of idea, which means presenting it in front of colleagues and
convincing them and the fourth and last stage is about implementation of the idea
in which idea is put at practical application. According to them the idea presenter
remains the soul driver of idea throughout the innovative work behavior. In order
to generate idea according to (Taylor & Greve, 2006; Granovetter, 1973) in order
to generate novel idea, it is important for the presenter to hold complicated and

authentic knowledge.

Conversely, creativity literature expresses the opinion that knowledge is not essen-
tial for idea generation but the cognitive structuring ability of the presenter(Dane,
2010).The more concrete and complex knowledge a person holds more difficult it
would be for him to integrate that knowledge in creation of new idea (Mueller &

Kamdar, 2011).
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At the root when idea has been generated, the developer or presenter of the idea
refines it by checking discrepancies and disparities (Mainemelis, 2010). It is com-
monly observed that a novel idea has an ability to bring discomposure so in order
to manage this turbulence idea presenter has to stabilize the associated uncer-
tainty with some prospective benefits; idea presenter may foresee opposition at
the beginning about the expected positive outcomes of idea and without asking
someone should move toward detailed explanation (Criscuolo, Salter, & TerWal,
2013). Because of the risk and doubts associated with new idea the individual who
is presenting it, feels fear of opposing comments from those with who they share
idea (Detert &Edmonson, 2011). Such response can lead presenter of the idea to
surrender his or her novel thinking if he does not get fortification in the shape
of psychological reinforcement. Novel and groundbreaking ideas initially look like
a foolish idea they require detailed clear explanation, only then they would be
considered (Catmull & Wallace, 2014). Idea developers require valuable feedback
and counsel to furnish them with directions to revamp and amplify their idea; to
make sure that the given feedback has affected idea creation in a positive way, it’s
imperative to make sure that information is given in a statistical way (Harrison &

Rouse, 2015).

A contribution that deviates from prevailing application may be discarded as un-
practical, experience opposition from co-workers and at the end lost, until and un-
less it is discovered and used by other co-workers with support of an ethical leader
(Anand, Gardner, & Morris, 2007;Hargadon & Beckhy, 2006). Bidirectional com-
munication which is an attribute of ethical leader promotes shared vision which
has many benefits especially magnified supportive behavior, superior sharing of
information and influential devotion (Lingo & O’Mahony, 2010). In addition to
this, shared vision also contributes in enhancement of dependability, resolve and

possession (Fleming et al., 2007).

De Jong and Den Hartog, (2010) identified four dimensions encompassing innova-
tive work behavior, first dimension is idea exploration which deals with identifi-

cation of performance gap, second dimension is generating idea, third dimension
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is collaborating and communicating idea with others and the last dimension is re-
lated to putting idea at work.The initial steps of innovation process can be result
of a coincidence which can be a realization of a trouble or chance to grab opportu-
nity. This impulse can be generated to handle suddenly arose issues or problems

which need quick response.

IWB’s further phase include the generation of new idea. Idea generation can be
related to answer to a visible challenge; betterment in ongoing processes and pro-
cedures followed at work; entrance into a fresh market and production of unique
product (Van de Ven, 1986; Amabile, 1988). Collaboration of newly gained knowl-
edge and previous understanding can lead to creation of novel ideas which further
results in providing solution for problems and enhancement in performance. Kan-
ter (1988) advocates a term called "kaleidoscopic thinking” which means that in-

ception of a new idea frequently encompasses reorganizing already held knowledge.

When idea has been generated the next step of promoting it becomes evident.
Majority of newly introduced ideas need to be publicized because they are not
aligned with the previous procedures and processes (De Jong and Den Hartog,
2010). Despite of the fact that an idea is apparently able to enhance the current
performance to level at which it is needed to be, still it is unresolved that whether
that idea would be able to produce more benefits than the cost incurred on it
or the opposition faced while promoting it (Kanter, 1988). To deal with such
situation the advocator of idea highlights those people who have informal role
in organization and ask them to push the idea over the obstacles coming in the
way of implementation (Shane, 1994). Promotion of idea incorporates identifying
encouragement, establishing alliances by communicating keenness and belief about

the triumph of the innovation while being committed and involving suitable people

(Howell, Shea & Higgins, 2005).

At the final stage of innovative work behavior implementation of idea takes place.
Substantial attempt and goal-oriented stance is required to make an idea turn into
reality. Innovation should be part of daily routine and consistent work process
only then an idea could be considered that it is implemented (Kleysen & Street,

2001). Including behaviors such as producing an innovative product or standard
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operation procedures while putting them to test and altering them according to

need (Kanter, 1988).

Brown et al. (2005) defined ethical leadership as the exhibition of normatively
suitable behavior by individual actions and mutual relationships, and publicizing
such behavior to followers through bi-directional exchange of thoughts, fortify and
taking decision. This definition encompasses both aspect of ethical leadership one
is related to person who is managing his work in such a way that reliability, self-
lessness, uprightness, righteousness and honesty are reflected in his work (Brown
and Trevino 2006). Second aspect of ethical leadership is about a person who'’s
ethical and moral values are not just limited to himself but to others as well by
two-way communication and results in fostering ethical behavior in its followers as
well (Trevino and Brown 2004). Liao and Chuang (2007) used a term a ”discre-
tionary stimulus” which means the reaction or response is based on the person who
is being exposed to some external factors which in this case is the perception of
ethical leadership that how he apprehends the actions and behavior of his leader.
Bandura (1977) proposed social learning theory in which he advocated his point
of view that followers learn from their leader and in this process the leadership
can shape its followers because they believe that their leaders are trustworthy ap-
pealing role model. Same is the case with ethical leadership. Taking this one step
further a Meta-analysis conducted by Ng and Feldman (2015) came up with the
results in which ethical leadership, orientation and behavior like organizational
citizenship behavior, work performance, workplace recognition, consistency and
job satisfaction can be seen positively interrelated with each other. From this it
can be deduced that positive effect of ethical leadership is not limited to ethical

outcomes in leader but it is also extended further De Jong and Den Hartog, (2010).

When an individual takes action in introduction and practical implementation of
new idea in production, standard operation procedures and processes he might
face difficulties, hurdles, challenges, resistances and a feeling arising in itself that
whether the decision he is going to take will give more benefit that he cost. This
situation shows that ethical leadership which supports its followers and takes re-

sponsibility while giving reward any positive contribution can result into fostering
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innovative work behavior (Brown and Trevin’o 2006).

In the light of former researches, the ethical leadership behavior (Zhu et al. 2004)
includes: the conduct of ethical leader is reflection of their moral value, mis-
sion and vision (Kanungo and Mendonca 1996). Clarity about what is accepted
behavior and what is not, reward on performing well and punishment on bad
performance (Trevino et al. 2003). Trustfulness, openness and integrity related
to ethical standard are basics of bidirectional communication occurring between
leader and follower (De Hoogh and Den Hartog 2008). It also includes reward sys-
tem (Brown et al. 2005) and expected behavior at workplace (Brown and Trevino
2006). Reinforcement for betterment in followers (Mayer et al. 2009), include
focus on followers (Resick et al. 2006), affection filled behavior at workplace with
care and respect for the followers (Zhu et al. 2004) and importance (Brown et
al. 2005), improving the factual job attributes of their subordinates by enhancing

importance of job and freedom (Piccolo et al. 2010).

An extensive mass of prevailing literature related to ethical leadership mostly ex-
presses that ethical leadership’s effect on the follower’s behavior and resultant
outcome such as job satisfaction is based on the social exchange and social learn-
ing process (Brown and Trevino 2006). On the other hand, when a follower senses
that leader is not ethical, does not bring some positive change at workplace and
can’t be trusted, he stops to contribute inform of new ideas and does not take
risk of proposing something with which leader does not agree (De Jong and Den
Hartog, 2010). In addition to this, ethical leadership differentiate themselves from
others on the basis of bidirectional communication in which they listen to the
concerns and point of view with tolerance (Martins and Terblanche 2003). Ethical
leadership which focuses humans is intended to regard innovative thinking of fol-
lower, self-esteem and disposition of subordinates (Ciulla, 2004) through provision
of chances to gain skills and knowledge related to task performed at workplace.
This helps them to get themselves placed on the appropriate designation which
suits their abilities (Zhu et al. 2004). Eventually they will be motivated to put all
their abilities and attributes for performing at workplace; this will lead to attain-

ment of latest knowledge, attributes, expertise and competencies to innovate and
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there are more chances that employee will put effort in innovating procedures and

process at work.

Furthermore, the subordinates of ethical leader are granted freedom and liberty
in taking decisions at workplace (Oke et al. 2009), the freedom involves authority
to plan working hours according to individual’s suitability thus giving more con-
trolled tasks at workplace (Piccolo et al. 2010). In addition to this, freedom lets
them to experience low restrictions at workplace which may cause them to stop
promoting, advocating and introducing new ways of performing tasks. Moreover
Javed et al.(2017) established an important linkage between inclusive leadership
and innovative work behavior. But the most relevant and significant study to be
referred in this regard is Tu & Lu(2013). According to findings of this study ethical
leadership and innovative work behavior are directly associated with each other.
After consulting and examining results from above studies, following hypothesis

is proposed.

H1: ethical leadership is positively and significantly associated with

Innovative Work Behavior

2.2 Thriving at Work as Mediator between Eth-
ical Leadership and Innovative Work Behav-
ior

In order to achieve sustainable performance and competitive advantage, organiza-
tions have to manage workforce. The current environment requires organizations
to be better than their competitors and focus should be on acquiring latest knowl-
edge because knowledge based services are high in demand (Fritz, Lam, & Spre-
itzer, 2011; Prem, Ohly, Kubiceki, & Korunka, 2017). Thriving at work is a mental
state in which individual encounters both sense of learning and vitality; learning
relates to acquisition of latest knowledge and vitality is about being energetic in
doing so (Spreitzer, Sutcliffe, Dutton, Sonenshein, & Grant, 2005) thriving helps

to cope with many negative outcomes at workplace like absenteeism which can
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be outcome of sickness, burnout, desolation, detachment and stress. According to
Forbes (2013) and Gallup (2013) absenteeism can incur loss of $85 billion yearly
to organizations. Latest research indicates that thriving at work can be linked
with number of organizational outcomes, like commitment at organizational level,
satisfaction at job, low level of stress and better performance across numerous

industries (Gerbasi, Porath, Parker, Spreitzer, & Cross, 2015).

It has been observed that thriving at work gives rise to many vital outcomes at
organizational level like health condition of employee and performance. (Wallace,

Butts, Johnson, Stevens, & Smith, 2016)

The conception of thriving is vital and pertinent because it acts as a modifying
operation that supports employee in steering and altering work context in order
to elevate their own evolution (Spreitzer et al., 2005). Thriving has been observed
to give rise to many significant organizational outcomes such as low absenteeism,
low burnout, higher motivational levels and most important higher level of inno-
vation (Paterson et al., 2014). Spreitzer et al. (2005) did an influential work in
which he differentiated thriving from other related constructs like resilience. The
researcher confessed that these two constructs share some communal characteris-
tics and claimed that these two constructs are significantly divergent in numerous
manners. The first difference is that resilience focuses on ability of an individual
to bounce back or recover in unfavorable and unpropitious circumstances, whereas
thriving is not related to unfriendly and adverse situation, it can occur or happen
at any situation. People can encounter acquisition of latest knowledge and liveli-
ness at any stage. The second difference is that resilience encompasses someone’s
capacity to cope up with unlucky and adverse situations while recovering from
unanticipated incidents. Conversely, thriving emphasis on favorable cognitive en-
counter of acquisition of latest knowledge and focus on improving and evolve at
workplace. It is also observable from empirical proofs that thriving is discrete from
other associated constructs such as; proactive personality, unfavorable and favor-
able effect (Porath et al., 2012). Even if the situation is not in favor of employee
and things are not working fine if the context is filled with suitable resources and

motivating factors (Spreitzer et al., 2005).
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Spreitzer and Porath (2014) are of the opinion that thriving is a suitable personal
encounter that supports individual to apprehend in what actually they are doing
and in what manner they are doing their work-related tasks. Moreover, is it
facilitating enhancement in their task performance while focusing on comfort at

performing those tasks.

Level of depression and fearfulness will drop when employee will feel alive and full
of energy while performing job tasks (Spreitzer et al., 2012). This state further
leads to better psychological and apparent health (Keyes, 2002). The reason be-
hind this positive effect is that favorable experiences like vitality authorize person
to be physically tougher in difficult conditions (Porath et al., 2012). Physiologi-
cal health experiences improvement when feeling of accomplishment and learning
prevails. Mental and physical health of an individual shows a significant relation
with learning at workplace (Ettner & Grzywacz, 2001). It is evident that thriving
at work has a positive relation with health (Porath et al., 2012).

It is important to differentiate thriving as a construct from other construct which
are related to innovation before the relationship between thriving at work and
innovative work behavior is discussed. That one vital mental state investigated
in previous studies is the force that enlivens behavior (Latham & Pinder, 2005).
There is a common characteristic of both construct (motivation and thriving) i.e.
vitality which is a task oriented behavior which means learning during perform-
ing tasks at workplace. The basic difference between both construct is that in
thriving employee learns and feels good because he enjoys learning. On the other
hand, intrinsic motivation is based on reward which is an external source. The
difference between both is internal and external push. According to Sonenshein,
Dutton, Spreitzer and Sutcliffe (2006) it has been observed that sometime notion
of thriving demonstrated intrinsic motivation which means that people were more
focused and motivated about content of their work while taking care of personal
relationship at workplace, in some situation the notion of thriving was based on ac-
knowledgement and attainments. A highly efficient and high performing business

entity must have innovative work behavioras a regularly exhibited behavior. Focus
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on innovation is more essential in organizations with knowledge as core compe-
tency where untouchable asset have more significance than tangible ones (Carmeli
& Tishler, 2004). According to Carmeli & Spreitzer (2009), those intangible assets
outperform tangible ones by doing more with fewer resources and play a predom-
inant role in growth and performance of organization. Because of the day by day
inclining pressure on organizations to enhance their intangible assets to compete,
organization have start to expect innovative work behavior from their irrespec-
tive of their job roles and position in hierarchy. The work nature and positioning
makes it easy for ground level employee to highlight chances for innovation and
improvements in procedure and process because they are in direct link with cus-
tomers. Their ability is far better than upper tier managers and those who have
been formally appointed to this task. Without any doubt an important factor
that contributes in organizational life span is the creative destruction. Thriving
is a combination of learning and vitality which mean it has two elements; this
dual element composition of thriving at work makes it distinct from other form of
favorable organizational outcomes. To understand this phenomenon the example

of flourishing and thriving can be helpful (Diener et al., 2010).

Beginning of the innovation process is the initiative of workers who are at grass
root level having more knowledge about transformations and changing trends in
massive markets (Foster & Kaplan, 2001) these workers have the ability to propose
new ideas and further lead to implementation. It can be easily being apprehend
from this situation that it is really important to investigate and explore those
factors which can play role of motivator for innovative work behavior. It is well
known in case of a cognitive construct of creativity that what are those reasons
behind effect on it because of the procedures, processes and structures (Ward,
Patterson & Sifonis, 2004). In the light of previous researches, it can be said that
creativity is the combination of two traits, first one is wisdom and the second
one is intelligence, combination of both leads to expression of creativity (Stern-
berg, 2001). In addition to this, in some studies, creative self-efficacy (Carmeli &
Schaubroeck, 2007), openness to experience (McCrae, 1987), unconscious thought

processes (Martindale, 1981), has also proved to be involved in enhancement of
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innovative work behavior. If the role of affect is considered there are two cate-
gories, first one is negative effect, researches in which role of negative affect has
been proved are Zhou & George (2001); George & Zhou (2002) and researches in
which role of positive effect in enhancement of innovative work behavior has been
proved are Isen, Daubman & Nowicki (1987); Amabile, Barsade, Mueller, & Staw

(2005) these finding highlight the significance of explanatory mechanism.

In old literature there had been detailed and sound explanation related to role of
leadership style, belief of follower on leader and controlling strategy of the leader
(Mumford, Scott, Gaddis, & Strange, 2002; Tierney, Farmer, & Graen, 1999)
and role of environment at workplace (Gilson & Shalley, 2004; Hunter, Bedell,
& Mumford, 2007) influence personal and group level innovative behavior and

creativity.

According to Bakker, Schaufeli, Leiter, & Taris, (2008) there are some commonali-
ties between work engagement and thriving at work, as far as conceptual construc-
tion of both variables are concerned. Both variables are influenced by presence
of vitality factor which in other word can be described as energy but in work en-
gagement instead of learning there is dedication which is regarded as a positive
experience for employee with effect of absorption as supportive mechanism.Inner
signalsare found helpful in providing an insight about progress made in the right
direction, and these inner signals are furnished by presence of vitality and learning
which act as self-regulatory mechanism at job (Porath et al., 2012). In addition
to this, thriving performs the role of altering role by supporting employee to re-
vamp according to their environment at workplace, moreover it also facilitates in
individual progress and advancement. Employees experiencing thriving are more
assumed to exhibit better work efficiency as well as achievement of long term
goals(Spreitzer et al., 2005).Significantly,one of the precepts of thriving is vitality
and it is nearly associated with the construct of intrinsic motivation and it is also
being investigated as a crucial component in realtion with creativity (Amabile,
1996)as well as innovation (Anderson et al., 2009). In the research conducted by
Carmeli, Dutton, & Hardin (2015) there are three methods by which innovation

can be achieved through thriving; first one is via attainment of new knowledge
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and progress at workplace, at that time are at most suitable situation to identify
and execute those plans which bring betterment at work processes, innovative be-
havior is based on skill which further are dependent on learning at work (Amabile,
1998). In addition to this, learning also guarantees the accomplishment of efforts
made in innovation (Carmeli & Spreitzer, 2009).Secondly, exploration and practi-
cal use of novel process of performing work related tasks becomes important part
of work when worker is thriving at work. Lastly, quest of creative solution and
elaborative cognitive thinking gets support from favorable emotions and reinforc-
ing moods (Hirt, Levine, McDonald, Melton, & Martin, 1997). Fredrickson (2001)
argued that creation of social resource with combination of psychological resource
is dependent on favorable emotions and supports in employees to be further inno-
vative.Former research work based on empirical evidence suggests that there is a
positive linkage between thriving at work and innovation and positive innovative

organizational outcomes (Walumbwa, Muchiri, Misati, Wu & Meiliani, 2017).

H2: Thriving at work mediates the relationship between ethical lead-

ership and Innovative Work Behavior

2.3 Openness to experience as moderator between

Ethical Leadership and Thriving at Work

McCrae & Costa (1987) proposed Big Five Personality Traits; one of those is Open-
ness to Experience.Trait under discussionis the combination of comprehensive fea-
tures like aesthetic interest (artistic), imagination (fantasy), creativity (unconven-
tional) and intellectual curiosity (idea generation) these aspects make openness to
experience more closely related to learning and vitality(LePine, Colquitt, &Erez,
2000).Barrick & Mount (1991) defined open personality holder person as someone
who thinks comprehensively, authentically, eagerly and insightfully. Those subor-
dinates who are high at openness to experience when come under the supervision
of a leader who can be trusted, then because of the preexisted openness to experi-

ence, they tend to exhibit more creativity than before Hildenbrand, Sacramento,
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and Binnewies (2018). Klein and Lee (2006) are of the opinion that being inven-
tive, imaginative, enlightened, genuine and astute are essential characteristics for
being an individual with openness to experience as personality trait.The ability
to handle unstable and uncertain situation and efficacy to encounter demanding

events is due to their mental state of being extremely stimulated (Kaufman, 2013).

In the light of study conducted by Dweck (2012) workforce can be categorized
on the basis of the apprehension of source of their skills and abilities. Rawwas,
Arjoon, & Sidani (2013) took it step further and identified those categories and
highlighted their understanding about their source of being affective. According
to first category of workforce their abilities and skills are inherent and inbred;
those who have such mind set are categorized as individuals with a mindset which
is restricted and not having many chances of progress and improvement. On the
other hand, the other category of workforce who have the understanding that the
abilities they possess are result of the investigation, consistency and enlighten-
ment these types of people are presumed to fit in the category of those who are
receptive and have evolving attitude. People of this category do not get frightened
from unpredictability nor from risky situations and the reasons behind this sort
of attitude are optimism, acceptance to their faults, ability to face risks, under-
stand reasons behind failure and their creativity (Hildenbrand, Sacramento, and

Binnewies 2018).

Researchers and scientist with an eye on upcoming events hold the opinion that
effective and influence a leader makes on its followers is also dependent on the
personality and attributes the followers hold(Fiedler, 1964). Till now investigation
related to associates and influence made by ethical leadership are directly related
to numerous worker’s stance and conduct like OCB (organizational citizenship
behavior), level of trust and gratification the worker has with leader, to what
extent leader is effective and consistency (Kalshoven et al., 2011; Den Hartog and

De Hoogh, 2009; Kalshoven and Den Hartog, 2009)

In order to insights about the linkage existing between transformation leadership
and burnout, and determine that whether employees are getting same benefit

from transformational leadership in form of lower the burnout, personality of the
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workforce has been considered as the determinant factor or it can also be said as
boundary condition (Hildenbrand, Sacramento, and Binnewies 2018). Extending
this work further in this research we have considered the role of personality in en-
hancing the effect of ethical leadership in increasing thriving at work which further
leads to innovative work behavior. More the person higher at openness of experi-
ence more the effect of ethical leadership will be transformed into enhancement of

thriving at work.

Lahroodi (2007) defined epistemology as the further division of philosophy that
evaluates conflicting connotation regarding morality, soul, benchmark, foundation
and role of knowledge. Workers who understand and apprehend epistemic virtues
are expected and are able to hold suitable point of views of virtuous awareness
and are more comfortable in handling conditions related to ethical dilemma which
is based on their personality attributes, rationality, competency and knowledge.
Epistemic virtues are based on ability for fairly counter and tackle differently
opposing beliefs and point of views without any bias or association, originality,
cautious reasoning, interest and higher acceptability (Rawwas, Arjoon, & Sidani,

2013; Riggs, 2010)

In order to adopt epistemic virtues, the individual must possess openness to expe-
rience as a significant and vital personality trait. Being an open minded individual
it is important to understand the element on unexpected behavior and uncertainty
of other’s reaction in certain situations; people can be right but can also be wrong
(Riggs, 2010). Openness is all about being flexible and understanding; including
readiness to attentively listen other’s point of view, readiness to grasp what others
are trying to express, preparedness to receives others opposing views and if those
opposing views are suitable then replacing them with previous ones (Cohen-Cole,

2009).

Openness to experience is one of those five elements which constitute the forma-
tion of personality and it is regarded as the most closely learning related trait of
personality (LePine, Colquitt, & Erez, 2000). In addition to this, it collaborates
with transformational leadership in combination with thriving at work in order

to evolve and prosper(Hildenbrand, Sacramento, and Binnewies 2018). In the
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current study openness to experience in combination with ethical leadership and
thriving at work leads to innovative work behavior. Workers who have openness
to experience as their personality trait are widely recognized as people who are
agog, imaginative, resourceful, unorthodox and willing to gain latest knowledge.
Conversely, individual who do not have openness to experience as their personal-
ity trait are more tilted toward performing those tasks which are traditional while
trying to hold on to conventional job timing such as going to office at 9 and leaving
it at 5, and prefer those tasks which are not much of based on personal assessment
and are extremely rigid with clearly defined standard operating procedures (Duff,
Boyle, Dunleavy, & Ferguson, 2004).The arguments in study are based onaffective
event theory, according to which individual difference determines the effectiveness

of resources available.

In their latest work Javed et al., (2017) used nitrogen productivity concept and
phytology-growth theory in combination to elaborate the role of inputs, catalyst
and output in a simple and interesting way. We have adopted the same way to
explain the role of openness to experience as catalyst between input which in our

case is ethical leadership and output in our case is thriving at work.

The inquiry which needs to be carried on is to get answer of the question that
what’s the reason behind the moderating role of openness to experience and how
it enhances the relationship between ethical leadership and thriving at work. The
understudy moderation effect can be easily explained and apprehended by includ-
ing two concepts; one of them is phytology-growth theory and the second one
is nitrogen productivity concept. Further elaboration is carried by incorporating
a process with three steps which are input which in our case is ethical leader-
ship, second is catalyst which in our case is openness to experience and output is
thriving at work. Role of openness to experience between ethical leadership and
thriving at work can be associated with the enhancement of plant development,
the role of addition of more water and nitrogen decides the relation between input

and output (Agren & Franklin, 2003).

Necka and hlawacz (2013) investigated those elements and condition which can

result in enhancement of exhibition of creativity in artists. In the light of their
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research it can be said that artists have a different kind of unconventional per-
sonality which makes them to investigate and commence many pursuits and tasks

which leads them to viewing the world from different angle.

To explain how individual respondent differently it is important to understand
what idiographic approach is. In Greek language "idios” means ”individual”,
"own” or "personal”’. Researchers working in this domain are in quest of finding
those factors which make us different from each other (McLoed, 2007). Keeping
in view the definition of idiography, Halbesleben and colleagues (2014) argued
that employees respond to resources in an unusual pattern, the reason behind this
unalike response is the compatibility between the resource and the personality that

employee has.

In addition to this Ten Brummelhuis & Bakker (2012) also carried the same un-
derstanding of key resources and discussed management resource, by putting this
management resource at work employee decides how he is going get the benefit
from those resources by putting them to efficient use. Keeping in view these liter-
ary finding and contributions we build our argument that openness to experience
is the determinant factor which decides that to what extent employee is going to
get benefit from ethical leadership in thriving at work. Employee having high level
of openness to experience would be able to efficiently transform ethical leadership
effect into thriving at work. Ethical leadership is the exhibition of culturally and
normatively accepted behavior by the leader through setting a personal example
or through communicating formally and encouragement of such behavior to sub-
ordinates by dyadic communication, supplementation and involvement in taking
decision (Brown, Trevio, &Harrison, 2005). In addition to this, leadership boosts
the trust of follower in leader by giving rise to an atmosphere and climate which

transmits positive vibes (Ng & Feldman, 2015).

Perry et al., (2010); Gooty, Gavin, Johnson, Frazier, & Snow, (2009) argued that
the reaction of the employees towards leadership in not uniform, some take it as
positive effect on their behavior and others don’t. It is expected that employees
who are open to experience have more chances to get gain from ethical leader as

supervisor, the reason behind this gain is that employee who are open to experience
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are achievement oriented, like to get indulged in intellectual debates, accept change

and passionate learner (Komarraju, Karau, & Schmeck, 2009).

Compatibility between ethical leadership as an event occurring within boundary of
organization and the personality of the employee accustomed with trait of openness
to experience leads to enhanced thriving at work. Conversely employees who are
not open to experience do not enjoy being getting involved in though provoking

discussion and like to stick to conventional work routine (Costa & McCrae, 1992).

In accordance with previously mentioned finding theories and arguments we can
say that when ethical leaders are determined to exhibit importance for morality
and ethical values, willing to highlight transparent ethical standards, exhibit hon-
esty and show that they can be trusted, keep their actions consistent, fulfill their
promises, act fair unbiased while assigning tasks, acknowledges mistakes and takes
responsibility, puts needs of others above his own interest and stays objective while
evaluating members performance,these reasons lead to development of a relation
enriched with trust, instead employee avoiding constructing of strong bond. Such
mental state leads to learning while being vital and energized at workplace. Flex-
ibility to accept own mistake, giving space to other’s opinions and being a good
listener additionally, in short openness to experience affirms the relation between
leader and follower. In the light of literature previously discussed we came up with

this hypothesis.

H3: Openness to experience moderates the relation between ethical

leadership and thriving at work
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2.4 Theoretical framework

Openness to
Experience

Thriving at

/ Work

Ethical Innovative

Leadership Work Behavior

FiGURE 2.1: The Conceptual Model

Following hypothesis are being inferred by this conceptual framework

H1: Ethical leadership is positively and significantly associated with Innovative

Work Behayvior.

H2: Thriving at Work mediates the relationship between Ethical Leadership and

Innovative Work Behavior.

H3: Openness to Experience moderates the relation between Ethical Leadership

and Thriving at Work.



Chapter 3

Research Methodology

This section of thesis will address the methodological approach taken to complete
this quest. The major components of this section include description of popula-
tion, sample size, instruments used for measurement, data analysis procedure and

statistical tools adopted.

3.1 Nature of the study

The intention of current investigation was to check the relation among ethical lead-
ership and innovative work behavior, so it falls under the category of causal study.
Further this study also accounted for testing the role of thriving at work (media-
tor) between ethical leadership and innovative work behavior. Current study also
addressed the function of personality as a moderator so this investigation included
openness to experience (moderator) between ethical leadership and thriving at
work. Source of data collected in this study were software houses of Islamabad
and Rawalpindi, questionnaires were used in this collection which took almost four
months, which were from October 2017 to January 2018.Thus, the population in
this scenario is Software Houses of Islamabad and Rawalpindi. The data was only

once collected in this study which makes it cross sectional in nature.

The current undertaken study is empirical study in nature because it uses empirical

evidence. Empirical evidence is that evidence which is gathered by Questionnaires.
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In empirical evidence collection each respondent taking part in research is called
unit of analysis and when all unit of analysis are combined they are called popu-
lation. The determinants of selection of unit analysis which can be organization
or any individual are what the nature of study is and what is objective of study.
In our case it was not possible to get data from whole organization so we have
collected data from individuals working in software houses across Rawalpindi and

Islamabad.

3.2 Population and sampling

As stated by Castillo (2009), individuals or organization having homogenous at-
tributes form a group which is further named as population of study. Total num-
bers of respondents involved in this study were 204 who were working in software
houses of Islamabad and Rawalpindi. Notable software houses involved in this
study with their respective share in total sample size were Eziline Software House
Pvt.Ltd. (22%), Ideatech Software House (11%), MASIA Software House (18%),
and Solution Player Pvt. Ltd (24%). As far as gender of respondents was con-
cerned, 139 were males which are 68.1 of total sample and 65 were females which

are 31.9 % of total sample size.

The theme behind this exploration was to check the effectiveness of the relation-
ship among ethical leadership on the innovative work behavior of employees, while
taking in account personality difference of employees (which were respondents)
and role of thriving at work as mediator. innovative work behavior is the visible
part which is reflected in one’s work attitude and work performance. so, it was
important to get it rated by supervisors instead of main respondents themselves.
because if responses related to innovative work behavior were also given by respon-
dents then there were chances of self-reporting bias. all variable except innovative

work behavior were rated by respondents.
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TABLE 3.1: Population and Sampling

Name of Software Houses Number of Respondents
Eziline Software House Pvt Ltd 45

Ideatech SoftwareHouse 23

MASIA SoftwareHouse 37

Software Linkers 24

Purgesol 25

Solutions Player Pvt.Ltd. 50

Total 204

3.3 Sampling technique

In this research the technique used for data collection was convenient sampling
technique. Convenient sampling technique is a non-probability technique. By
using this technique researcher collects sample from those respondents which are
in its reach and easily accessible. Convenient sampling technique has been used
by researchers for generations, the reasons of it beings so popular is its ease and
cost effectiveness. In addition to this it also takes less time and less effort. These
attributes make it more attractive and suitable for researchers. Despite being this
much popular it also has a huge disadvantage of biasness involved in selection of

sample which limits its results to sample involved in study.

Data were collected by questionnaires which were distributed by hand to different
software houses in Islamabad and Rawalpindi. Respondents were guaranteed the
secrecy and confidentiality of responses they were providing. In addition to this it

was also made clear that collected data will only be used for educational purposes.

Questionnaires were distributed among respondents by hand and they were given
the introduction related to objective and purpose of research to minimize errors.
They were given general guidelines about usage of Likert scale and were told how
to express themselves in the form of categories given in Likert scale. 300 ques-
tionnaires were distributed out of which 204 were returned making 68% response

rate.
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3.4 Instrumentation

In the intended research questionnaire was composed of items from four different
variables. items from four variables which were ethical leadership, openness to
experience, thriving at work and innovative work behavior contributed to form a
questionnaire which was distributed to our sample for responses. responses against
ethical leadership, openness to experience and thriving at work were given by
employees and responses against innovative work behavior were given by respective

SUpervisors.

3.4.1 Ethical Leadership

A 15-item scale developed by Yukl et al. (2013) was used to measure of Ethical
leadership. Items in the scale covered various aspect of leader’s behavior encom-
passing ethical and moral values. It also collected the responses from employee
related to the ability of supervisor to communicate ethical standards. Responses
against the honesty of supervisor were also collected. Items included in scale are
My supervisor shows a strong concern for ethical and moral values, My supervisor
communicates clear ethical standards for members, My supervisor sets an exam-
ple of ethical behavior in his/her decisions and actions, My supervisor is honest
and can be trusted to tell the truth, My supervisor keeps his/her actions con-
sistent with his/her stated values ("walks the talk”), My supervisor is fair and
unbiased when assigning tasks to members, My supervisor can be trusted to carry
out promises and commitments, My supervisor insists on doing what is fair and
ethical even when it is not easy, My supervisor acknowledges mistakes and takes
responsibility for them, My supervisor regards honesty and integrity as important
personal values, My supervisor sets an example of dedication and self-sacrifice for
the organization, My supervisor opposes the use of unethical practices to increase
performance, My supervisor is fair and objective when evaluating member per-
formance and providing rewards, My supervisor puts the needs of others above
his/her own self-interest and My supervisor holds members accountable for using

ethical practices in their work.
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3.4.2 Openness to Experience

A 10-item scale developed by John & Srivastava (1999) was used to measure open-
ness to experience. This scale measured the effect of personality as a moderator on
the outcomes of our model. Selected scale deals with the ability of an individual
to create new ideas and be curious about different things while deeply thinking.
In addition to this, involvement in music and artistic activities was also taken in
account by this scale. Items included in scale are I see myself as someone who is
original, comes up with new ideas, I see myself as someone who is curious about
many different things, I see myself as someone who is ingenious, a deep thinker, I
see myself as someone who has an active imagination, I see myself as someone who
is incentive, I see myself as someone who values artistic, aesthetic experiences, I
see myself as someone who prefers work that is routine, I see myself as someone
who like to reflect, play with ideas, I see myself as someone who has few artistic

interests and I see myself as someone who is sophisticated in art music.

3.4.3 Thriving at work

A 10-item scale by Porath et al., (2012) was used to measure thriving at work.
This scale measured the effect of thriving at work (mediator) and focused on
the ability of an individual to learn and be happy at the same time. The scale
developed by Porath et al., (2012) covers two dimensions i.e. learning and vitality.
Learning focuses on getting better with each coming day and Vitality concentrates
on being lively and energized in doing so (Paterson, Luthans, & Jeung, 2014). Each
dimension has 5 items and one item each of those dimensions was reversed. Items
are At work, I find myself learning often, At work, I continue to learn more and
more as time goes by, At work, I see myself continuously improving, At work, I
am not learning, At work, I have developed a lot as a person, At work, I feel alive
and vital, At work, I have energy and spirit, At work, I don’t feel very energetic,
At work, I feel alert and awake and At work, I am looking forward to each new

day.
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3.4.4 Innovative Work Behavior

Innovative Work Behavior was measured by using 9-items scale developed by
Janssen’s (2000). This scale covered 3 dimensions which covered generation of
idea, its promotion and realization. All of these dimensions had 3 items each.
Items are Employee creates new ideas for difficult issues, Employee searches out
new working methods, techniques, or instruments, Employee generates original so-
lutions for problems, Employee mobilizes support for innovative ideas, Employee
acquires approval for innovative ideas, Employee makes important organizational
members enthusiastic for innovative ideas, Employee transforms innovative ideas
into useful applications, Employee introduces innovative ideas into the work en-
vironment in a systematic way and Employee evaluates the utility of innovative

ideas.

3.5 Data Analysis Tools

SPSS version 21 was used to analyze data. In order to get the true understanding
of what data is trying to say we had to run several tests. The test undertaken
to analyze the data were correlation, mediation, regression, moderation and re-
liability. Value of Cronbach alpha was calculated against each variable by using
reliability test. Linkages and relations between variables were calculated by using
correlation test. Dependency between variable was investigated by using regres-
sion analysis. Moderation and mediation was tested by taking in account method

put forth by Preacher and Hayes.

3.6 Sample Characteristics

Data was analyzed on the basis of gender which gave us the percentage of males
and females involved in the study. According to the results total numbers of

respondents were 204 out of which 139 were male and 65 were female. If we see
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results in the form of percentage then there were 68.1% male and 31.9% female

which shows that male respondents were higher in number.

As far as frequencies on the basis of age are concerned age of major proportion
of respondents are between 26-30 years, and a small fraction of respondents was
above 40. 61 respondents were between 20-25, 86 were between 26-30, 46 were
between 31-35, 10 were between 36-40 and only one respondent was in category of

40 and above.

According to the frequencies based on education a large number of respondents
have bachelors as their last degree very few were above masters and metric. Going
in detail, we can see that number of employee with metric as their last degree were
9, number of employee with inter as their last qualification were 27, employee with
bachelors as their last qualification were 93, employee with masters as their last
degree were 70 and at last there was only five employees with education higher

than master.

TABLE 3.2: Sample Characteristics

Frequency Percent Cumulative Percent

Gender

MALE 139 68.1 68.1
FEMALE 65 31.9 100
Age

20-25 61 29.9 29.9
26-30 86 42.2 72.1
31-35 46 22.5 94.6
36-40 10 4.9 99.5
Above 40 1 0.5 100
Education

MATRIC 9 4.4 4.4
INTER 27 13.2 17.6
BACHELOR 93 45.6 63.2
MASTER 70 34.3 97.5

ABOVE MASTER 5 2.5 100
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3.7 Reliability of scales

Under given tables depicts the reliabilities of different scales used in this research.

In order to find these values of Cronbach Alpha reliability analysis through SPSS

was done.
TABLE 3.3: Reliability of Scales
Variables Cronbach’s Alpha No. of Items
Ethical Leadership 0.968 15
Openness to Experience 0.728 10
Thriving at Work 0.814 10
Innovative Work Behavior 0.826 9

The objective behind running a reliability test is to check whether the scale is
reliable of not. In other words, it shows that whether scale is consistent with the
results or not. The value which determines the reliability of the scale is Cronbach
Alpha which ranges from Zero to One (0-1). As this constant move nearer to 1 it
means higher reliability and as it movies near to 0 it means low reliability. The
adequate and acceptable level of Cronbach Alpha is 0.7. if any variable has 0.7 as

value of Cronbach Alpha it means that results are reliable.
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Results

This study aimed at studying the influence of ethical leadership on innovative work
behavior with the mediating effect of thriving at work and moderating effect of
openness to experience among ethical leadership and thriving at work. this chapter
covers the relation of these variables are tested by using tests and descriptive
statistics. Most notable tests are regression analysis, correlation, and moderation

and mediation test.

4.1 Descriptive Statistics

The table which is presented as an output of running descriptive statistic test gives
us a brief overview of data. The results induced from this test are in form of table
which is given below which has several columns and rows. Each row and column
has its own importance and gives distinct information. In order to understand
what these particulars of table tells us, its importance to know what headings
of rows and columns showing. For instance, column with sample size as heading
shows the number of individuals who have participated in this study. Column with
"Minimum” as heading shows the value of least response given by participants. In
addition to this, "Maximum” column shows the highest value of responses given
by participants. Furthermore, last two columns show the Mean and standard

deviation. Mean is used to show the whole data set with a single value. It is
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useful when data is very extensive and limited time and space is available to show
what data depicts. Secondly, standard deviation tells us that to what extent the

member of group or responses deviate from the mean value.

"Sample size” column of the Output tables’ shows that total number of respon-
dents involved in this study which are 204. Corresponding values of ethical lead-
ership depicts that ” Minimum” value of the responses is 1.4; "Maximum” value of
the responses is 4.87 while mean & standard deviation are 3.5 and 0.9 respectively.
Similarly, openness to experience has 1 as "minimum” value, 4.8 as "maximum”

value while mean & standard deviation are 3.8 and 0.58.

In addition to this, thriving at work had almost same value as of openness to
experience with just a difference in standard deviation which is 0.62 in this case.
Moreover, Innovative Work Behavior has 1.44 as minimum value and 4.67 as max-

imum, mean & standard deviation are 3.6 and 0.62087.

Ethical leadership highest level of standard deviation and openness to experience

showed least at the same time, while thriving at work showed highest value of

mean.
TABLE 4.1: Descriptive Statistics
Sample Size Minimum Maximum Mean  Std.Dev
Ethical Leadership 204 14 4.87 3.501  0.94539
Openness to Experience 204 1 4.8 3.8324 0.58219
Thriving at Work 204 1 4.8 3.8696 0.62134
Innovative Workplace Behavior 204 1.44 4.67 3.6906 0.62087

4.2 Control variables

In this study demographics were also considered so responses related to demo-
graphics were also collected. It is obligatory to check the relevance and signifi-
cance of the demographics variables which are Gender, Age and Education with
Dependent Variable which in our case is innovative work behavior. In order to
check whether demographic variable influence innovative work behavior or not we
run one-way ANOVA analysis. Results we got after running this test are given

below.
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TABLE 4.2: One Way Anova

Control Variable F Sig.

Gender 0.733 0.818
Age 1.041 0.417
Education 1.511 0.066

4.3 Correlation Analysis

Correlation analysis is carried on in order to explore the relation between variables.
It shows the relation between the variable irrespective of direction. It only focuses
that whether variables are related to each other or not. The condition which is to
be applied on variables whose correlation is to be calculated is that they should
be continuous variable in nature and they must be measured by using numbers.
Correlation analyses come handy when the aim of researcher is to investigate the
potential connection among variables. A wrong perspective of correlation analysis
has been widely spread that effect and cause is established by it. But this is not
true because there are certain other variables which are part of current research
and they are present in the environment which can cause a change in the other

variable.

Organized change in value of one variable cause a methodological change in value
other variable, this condition can only withstand when there is correlation among
two variables. This change in value of variable on the basis of change in value
of other variable is limited to a specific time limit. Correlation value which is
outcome of this analysis depends on the value of both variables and it can be

positive and it can also be negative.

There are two conditions in which correlation value can be negative and positive.
In first condition when increment in value of one variable results increase in the
value of other variable then value of coefficient would be positive. In the second
condition when there is inverse relation, in other words increase in variable cause
decrease in other’s value or decline in value of one variable results increment in
value of other variable, then the coefficient of correlation would be negative. Pear-
son coefficient is measure of the correlation among variables and it ranges from +1

to -1. The more a coefficient is nearer to +1 the more it is positive relation and
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the more it is near to -1, more it will be negative relation. 0 value of coefficient

indicated no relation.

The given table represents the detailed depiction of relation between variables of

the study.

TABLE 4.3: Correlations analysis

Variables 1 2 3 4
EL 1

OTE 35T7F* 1

T™™W .355%* .839%* 1

IWB 704%* A488** b516%* 1

Ethical leadership is significantly and positively associated with thriving at work,
the value of coefficient of correlation is R= 0.355 and P < 0.05, secondly, EL is
positively and significantly related with Openness to Experience with a 0.357 as
value of coefficient of correlation (R) and P < 0.05, thirdly, EL is also positively
and significantly related with Innovative Work Behavior as well with the 0.704 as
coefficient of correlation (R) and P < 0.05.

Openness to Experience is positively and significantly associated with Thriving at
work, coefficient of correlation in this case is 0.839 and value of P is less than 0.05.
In addition to this, Openness to Experience is positively and significantly related
to Innovative Work Behavior with a value of 0.488 (R) and value of P is less than

0.05.

Thriving at work is significantly related with Innovative Work Behavior, the value
of coefficient of correlation in this case is 0.516 and the value of P is less than 0.05

(P < 0.05).

4.4 Regression Analysis

Regression analysis is also known as predictive analysis and most commonly used
method of regression analysis is linear regression. The concept behind the linear

regression provides answer to two major questions. First one is about the ability
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of independent variables that whether they do justice in explaining the change in
dependent variables and the second one is the identification of that those indepen-
dent variables which explain the significant change in outcome. In addition to this
also gives the answer about to what extent the variable explains and direction of

estimated represented by beta.

TABLE 4.4: ANOVA

Model Sum of Squares df Mean Square F Sig.
Regression 38.776 1 38.776 198.41 .000°
1 Residual 39.477 202 0.195
Total 78.253 203

a. Dependent Variable: IWB
b. Predictors: (Constant), EL

The former given tables tell about the goodness of model fit, in other words it
tells about how well the recorded data responds to the presumed model. Model
of fitness explores the difference between the values which are observed and the
anticipated values which are part of the questions asked in the model. In the
Anova table obtained after running regression analysis the value under the column
of Sig. shows the significance of model fit. If this value is less than 0.05 then the
model is fit for further explanation and interpretation. If not then model needs
to be revisited. In current scenario the F value is significant which shows that

anticipated and actual data is not different.

TABLE 4.5: Regression

R? Adjusted R B Sig.
0.496 0.493 0.462 .000
a. Predictors: (Constant), EL_mean

The model summary gives the details about how much variation in the predicted
variable has been explained by independent variable. Simple value of R is the
actually Pearson coefficient, when it is multiplied by itself we get R Square. In
results of current regression analysis, the value of R Square is 0.496 which indicates
that almost 50% change in the value of Dependent Variable (Innovative Work
Behavior) is explained by Independent Variable (Ethical Leadership).
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Secondly, the Value of Beta Coeflicient tells about the change in value of Dependent
Variable (Innovative Work Behavior) if value of Independent Variable (Ethical
Leadership) experiences an increase of 1. The sign with the beta determines the
direction of this change, if it’s negative then it is decreasing and if it has positive
sign then it is increasing. Lastly, the value significant value of significance of Beta

value describes that whether it is worthwhile to examine the Beta value or not.

4.5 Mediation Analysis

For the purpose of exploring the mediating role of Thriving at Work, process writ-
ten by Dr. Andrew F. Hayes was used. In the light of our theoretical framework
model number 4 was selected in SPSS and Boot Strap Samples were raised to
5000. In addition to this, Confidence Interval was 95%. From the ”Option” tab,
”OLS/ML Confidence Interval” was preselected. Furthermore, we selected ” Effect
Size” and ”Total Effect Model”.

The results we got from this analysis were evident of occurrence of mediation. To-
tal effect of the independent variable (Ethical Leadership) and mediator (Thriving
at Work) on the dependent variable (Innovative Work Behavior) was 0.463 with a
standard error was 0.328, while LLCI and ULCI were 0.3976 and 0.5270 respec-
tively.

Secondly, direct effect between Ethical Leadership &Innovative Work Behavior
was 0.3914 in size with a standard error of 0.323 with a LLCI of 0.3278 and ULCI
of 0.4550.

Lastly, the indirect effect encompasses around the presence of Mediator (thriving at
work) between Independent variable (Ethical Leadership) and Dependent Variable
(Innovative Work Behavior). The effect size of indirect path passing through
mediator was 0.0709 with a standard error of 0.0238 and LLCI of 0.0307 and
ULCI of 0.1242. We see that bootstrap confidence interval includes zero or not,
this CI gives us a rough idea of population value of indirect effect is. From the
results we got it shows that population value is not zero or it’s really unlikely to be

zero. The indirect effect is most important effect in this part of analysis because
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it tells about that whether mediation has occurred or not. In this case the results
showed the significance of indirect path i.e. mediation path. This proves our
second hypothesis according to which thriving at work mediates the relationship
among ethical leadership and Innovative Work Behavior. We see that bootstrap
confidence interval includes zero or not, this CI gives us a rough idea of population
value of indirect effect is. From the results we got it shows that population value

is not zero or it’s really unlikely to be zero.

TABLE 4.6: Mediation Analysis

Effect Effect Size S.E LLCI ULCI
Total Effect 0.463 0.328 0.3976 0.527
Direct Effect 0.3914 0.323 0.3278 0.455

Indirect Effect 0.0709 0.0238 0.0307 0.1242

4.6 Moderation Analysis

In order to find whether moderation is significant or not we used process written
by Dr. Andre F. Hayes in which we selected model 1 and bootstrapped our sam-
ple to 5000 while confidence interval for confidence level was 95%. This method
auto created interaction term which was of Ethical Leadership and Openness to
Experience (ELxOTE). The significance of this interaction term was tested with
Mediator which is Thriving at work. Result showed that Change in value of R
was 0.197 it was significant because the value of p was 0.0020 while value of F was

9.7729. Hence moderation path was significant too.

TABLE 4.7: Moderation Analysis

R? Change F Sig
0.197 9.7729 0.0020




Chapter 5

Discussion and Conclusion

5.1 Discussion

According to bill gates, business and information technology are not more a sep-
arate phenomenon and in current era they can’t be discussed without discussing
other. Business is the backbone of any economy; interconnectivity of businesses
and globalization is solely dependent on technology which makes Information Tech-
nology make or break element for a nation’s economy. Milan Kundera in his iconic
novel "The Unbearable Lightness of Being” writes that innovating and marketing

are the only two functions of business.

This intended research is all about investigating the antecedent of Innovative Work
Behavior which is the paramount of an IT services business. Worldwide economies
are greatly influenced by this business not just it creates job and taxes for economy
but in also providing innovative business platforms in flourishing businesses. An
epitomic example of current era is AliBaBa which has opened whole world for

Chinese businessmen.

This investigation was about knowing those antecedents which can help Pakistani
software industry to develop and exhibit innovative work behavior. Our proposed
research model took support of Affective Event Theory as an underpinning mech-
anism which explained that events happening inside workplace can influence the
performance outcomes of individuals based on their dispositions. For this purpose,
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we tested the role of Ethical leadership in generation of innovative work behavior-
while thriving atwork mediated this path and openness to experience moderated

the influence of ethical leadership on thriving at work.

The results we got through this research were almost as they were expected relation
between innovative work behavior and ethical leadership was significant and the
change in innovative work behavior was almost 50% explained by ethical leader-
ship, this was our first hypothesis. The second hypothesis was related to mediating
role of thriving at work among ethical leadership and innovative work behavior,
this path was also significant. The path between ethical leadership and thriving
at work significant, moreover the path from thriving at work to innovative work
behavior was also significant. These two significant paths resulted in significance
of indirect effect between ethical leadership and innovative work behavior through
thriving at work. Third hypothesis was related to moderation of openness to ex-
perience which is a personality trait and acted as a differentiating factor among
respondents. According to results this hypothesis was also accepted making all

paths of the theoretical framework significant and positively associated.

When in an organization leader behaves ethically by upholding ethical values it
turns himself into an ethical leader, furthermore ethical leader develops a feeling
a trust in follower about leader which results into exhibition of innovative work
behavior. This of exhibition innovative work behavior becomes a daily routine
of the employee when they see that their leader can be trusted and they will be

regarded for their innovative and out of the box thinking.

Our finding related to first hypothesis which was about the relation of ethical
leadership &Innovative Work Behavior is consonant with the research of Tu & Lu,
2013. In which they said that ethical leadership was a vital predictor of innovative
work behavior at individual and group level as well. De Hoogh and Den Hartog
(2008); Brown and Trevino (2006) emphasized on the role of ethical leader and
put forth the idea that ethical leadership effect is not just limited to organizational
setup but also societal level, according to them when followers are familiar with
the job significance they will be more willing to go extra mile in innovative think-

ing which will lead organization to achieve its goals. Attributes such as selfness,
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sincerity and righteousness are expected from ethical leader to be displayed (Gard-
ner et al. 2005), this exhibition leads to generation of a state in which follower
feels psychologically protected resulting in expressing their innovative thinking and
unique ideas, while transmitting their knowledge with their colleagues Kalshoven
et al.’s (2011) also asserted the importance of ethical leader in enhancing follower’s

innovative abilities.

According to Martins and Terblanche (2003) Ethical leaders differentiate them-
selves from other by carrying out a two-way communication, giving chance to
follower to become vocal and express themselves resulting in generation of ideas
which can contribute in improvement of procedures followed at work and existing

processes.

Many other studies were of same view related to linkage among ethical leadership
&Innovative Work Behavior such as De Hoogh and Den Hartog (2008); Oke et al.
(2009); Piccolo et al. (2010).

According to Zhu et al., (2004) ethical leaders help employee to learn new skills and
develop themselves by giving them confidence which will eventually translate into
Innovative Work Behavior. De Hoogh and Den Hartog (2008) specifically high-
lighted the role of self-determination and authority over decisions allow employee

to experiment new ideas.

Our second hypothesis was related to role of thriving at work. We proposed in our
research that thriving at work mediated between ethical leadership and innovative
work behavior. Carver (1998) stated that thriving is said to be a psychologi-
cal state in which a person experiences development in a constructive frame of
mind which enables individual to enjoy and feel lively. Thriving at work as a
multifaceted construct encompassed two aspects; one is learning and other one is
vitality. According to this study the role combination of these two factors moti-
vated employee to indulge in innovative work behavior while role of leader stayed
positive by giving trust and confidence to follower. Our statistical results showed
that relation among ethical leadership and thriving at work is significant. The sec-
ond relation in same path which is between thriving at work and innovative work

behavior is also significant which results in significant mediation between ethical
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leadership and innovative work behavior through thriving at work. According to
Chen and Kanfer (2006, p. 252), with any doubt leadership is most influential and
important contextual factor that may facilitate emergent states, such as collective

thriving at work.

Chen and kanfer (2006) are of the opinion that one of the most important and vital
influencer in the environment in fostering and arising states like thriving at work
is presence of leadership. It is argued that when followers are given chance by the
leader to flourish and prosper eventually they are naturally tilted toward learning
a wide variety of knowledge while keeping their interest high. This interest part
contributes to vitality which in combination with learning gives rise to thriving at

work.

Spreitzer et al., (2012) also hold almost same opinion, according to them encour-
agement and chances given by leadership to followers for developing and learning
help them to thrive at work which is a positive state. In addition to this they also
found out that two-way communication for engaging employees and taking them
in confidence while solving complex problems proved to be strong influencers in

boosting thriving at work.

In another qualitative study carried out by Sonenshein, Dutton, Grant, Spreitzer,
and Sutcliffe (2013) within three organizations, employees were asked questions
related to thriving at work, responses suggest that there was a vital and weighty

effect of nearest leader.

Results of the study also indicate that the linkage between thriving at work and
innovative work behavior is also significant. Thriving at work is said to be a state
in which an individual learns and stays vital at same time. His energy level stays

up and enjoys learning.

Amabile (1998) is of the opinion that innovative work behavior is enhanced when
employee learn while working, this includes specialized methods and theoretical
proficiency. This is because of the learning that allows employees to indulge in de-
velopment of distinctive methods and procedures of performing at work. Learning

and gaining new knowledge foster the implementation of idea which is an element
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of innovating process it deals with the putting an idea into work. Attainment of
knowledge makes an employee more competent and capable shifting them to a
good position in the eye of administration and colleague as well. Further it leads
to a confident employee who is willing to take risk and responsibility in applying

new method and ideas.

In addition to this, the second dimension of thriving at work which is vitality has
also shown positive relation with innovative work behavior in our study. The rea-
son behind this positive relation is the presence of energy which equips a person
with passion to think and implement new ideas leading toinnovative work behavior.
According to Dutton (2003) and Quinn & Dutton (2005), when a person experi-
ences this sort of energy he gets himself indulged in numerous task with efficacy
and willingly. Research conducted by Filipowitz (2006) showed the result in which
they found out that the positive effect which leads to innovative work behavior is
due to the arousal, the arousal acts as a fuel to positive effect and further leads to
innovative work behavior. Furthermore, Kark and Carmeli (2009) also hold the
same opinion, according to them employee tend to be more creative and associated
to their work. An employee driven by positivity at workplace and highly energized
eventually leads to express Innovative Work Behavior (Hirt, Levine, McDonald, &

Melton, 1997).

In a significant research carried by Fredrickson (2003) he presented a theory of
positive emotions and named it "broaden and built” and explained the reasons
behind the positive relation between thriving and innovative work behavior. Fur-
ther in 2001 Frederickson put forth a term called though-action repertories. As the
term itself tells that cognitive activities give rise to behaviors, he further argued
that the positive effect does not itself give rise to innovative behavior but it is the
development of activities happening in the mind. Taking it step further, cognitive

activities broadens the mind allowing employee to think out of box.

These arguments and finding are parallel to our findings that are presence of
a positive and significant relation among thriving at work and innovative work

behavior. Thus, our second hypothesis of stating the role of thriving at work as
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mediator between ethical leadership and innovative work behavior has also been

proved and supported by previous researchers.

Third hypothesis related role of openness to experience as a moderator states
that, openness to experience moderates the relation between ethical leadership and
innovative work behavior in such a way that employees more open to experience
will get the most benefit of ethical leadership in translating this effect into thriving
at work. According to AET, when an event within boundary of organization occurs
it effect the performance and behavior of employee but this effect is not uniform
for all employees. The variable effect of that event depends on the individual’s
differences. In line of the Affective Event Theory our research model also proposes
a role of personality difference in the form of a personality type which is Openness

to Experience in our case.

Halbesleben et al. (2014) argued that the responses toward resources differ from
person to person, and the response is based upon the harmony and alignment of
the personality of the individuals and the nature of resource. In addition to this,
according to Ten Brummelhuis & Bakker (2012) key resources are conceptualized
as managerial resource which help employee to decide how to implement resource
and how to get maximum output. To the extent to which resources are translated
into outcomes (behavior) and nature and magnitude of resource is determined by

the personal dissimilarities (Hetland et al., 2007).

A number of researcher hold the opinion that effective of leadership behavior is
not unvaried, it is based on many circumstances one of them is attributes of the
follower. The prominent researches in this regard are Kellerman, 2007; De Hoogh,

Den Hartog, & Koopman, 2005.

These findings and arguments are in line with our results and support our findings.
In some situation there are chances that leader is ethical but followers are unable
to translate it into thriving at work. The reason behind this is the personality

difference which doesn’t allows followers to get benefit from ethical leadership.

Summarizing the discussion, it is clear and evident that innovative work behavior
has a significant role in performance of Software houses which are targeted popula-

tion of this study. Current era is era of Information technology and development of
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software has emerged into a mass revenue generation sector of economy. Developed
and developing nations are equally harvesting the benefit of investing in develop-
ment of I'T culture across their nations. Free training programs and certification

on government level have been fruitful in boosting software development.

Pakistan on other hand is also investing in this regarding by introducing latest
courses under the administration of PITB (Punjab Information and Technology
Board) and Technical Education & Vocational Training Authority Punjab. But a
lot more needs to be done in this regard, despite of efforts made at government level
and the fact that a huge number of fresh IT graduates are produced by Universities,
Pakistan is unable to enhance its international market share. The arguments
of absence of Innovative Work Behavior in IT related firm, gains strength from

current scenario.

The current study investigated the antecedent involved in enhancement of innova-
tive work behavior and solution for making employees to exhibit innovative behav-
ior. Ethical leadership was the variable proposed to be antecedent of innovative
work behavior its effect was significant. In addition to this a mediator (thriving
at work) significantly mediated the relationship between ethical leadership and in-
novative work behavior.Furthermore, the relation between ethical leadership and
thriving at work was moderated by openness to experience which explained why

some individuals gained from ethical leadership and some did not.

5.2 Implications and recommendations

Current era’s high paced development and innovation has made it obligatory for
researchers to investigate the ways to promote innovative work behavior because
only those organizations would be able to compete in this upcoming cut throat
competition who would be able to provide something different from existing prod-
uct and services. Even now a day it has become really difficult for organizations
to withstand the tsunami of globalization aimed at destroying every idle organiza-
tion which comes in its way. Environment has become dynamic and volatile, it is

changing at rapid pace last 20 years have witnessed ground breaking development.
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According to Shalley et al. (2004) with the passage of time as the complexity of
situation increases organizations need of producing superior services and grabbing

opportunity increases.

In the light of Chen and Huang (2009), employees are the core input of any orga-
nization’s innovative process and productions so it becomes important to enhance
them. To investigate how this study can be carried on this research takes the
role of leadership in account and individuals difference at the same time. The
study takes into account the explanatory role of thriving at work between ethical

leadership and innovative work behavior.

This study takes one step further by investigating that why some employees do
not respond to ethical leadership the way some do. The dispositional variable used
in this study is openness to experience as it is most closely related to creativity
and innovation. In short, the study contributes at three levels, firstly, illustrating
and proving the linkage between ethical leadership and innovative work behav-
ior. Secondly, addressing the explanatory role of thriving at work between ethical
leadership and innovative work behavior. Thirdly, the role of personality in deter-
mining the differential attributes which leads to conversion ethical leadership into

innovative work behavior.

The study also has practical implications keeping in view the large number of
software houses in twin cities who have to be innovative at a rapid pace as com-
pared to other businesses. The findings of this study help leaders in increasing the
innovative behavior in followers by being an ethical leader. Mayer et al. (2009)
came to this conclusion that ethical leadership was negatively related with work-
place deviance and positively associated with citizenship behavior. Taking a step
further Walumbwa and Schaubroeck (2009) validated that ethical leadership leads
to employee’s voice behavior. In the light of these studies it can easily be under-
stand that ethical leadership changes the behavior of individuals. Results of this
study show same effect of ethical leadership. Thus, this study gives a guideline
to managers that how the Innovative Work Behavior of follower can be enhances.
Leaders portraying themselves as a leader who can be trusted and holding highest

ethical values while interacting with followers can make followers to make effort
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for learning new skills and knowledge while taking risks for implementing and

introducing new ideas without fear of being judged.

In addition to highlighting the significance of ethical leadership for innovative work
behavior, the current study also answers a vital question of why some employees
and followers do not respond to ethical leadership and are not that much innova-
tive. The reason is explained by taking in account the personality difference in
followers. People high at openness to experience exhibit innovative behavior. So,

it allows leader to focus more on employees high on openness to experience.

5.3 Limitations

While conducting this study it was tried to make sure that it covers all aspects but
there are still areas which need to be considered and can be improved in upcoming

studies.

(i) Self-reporting can cause results to be in the favor of responded, for tackling this
issue, responses on the behavior of employee were collected from supervisors and
ethical leadership of the employee was reported by subordinates but the openness
to experience which determines the personality type of the followers was self-
reported and which can result into self-reporting bias. (ii) A number of response
biases can emerge when responses are self-reported(Campbell & Fiske, 1959; Gra-
ham, Collins, Donaldson, & Hansen, 1993; Schwartz, 1999; Stone & Shiffman,
2002; Donaldson, Thomas, & Graham, 2002). (iii) The conclusions made from
correlations and regression analysis can increase rapidly which gives rise to com-
mon variance bias (Borman, 1991; Spector, 1994; Donaldson, Thomas, Graham,
Au, & Hansen, 2000). (iv) The population of study is limited to software houses
of twin cities (Islamabad & Rawalpindi) so it can’t be a true representative at
whole of the industry. There are chances that due to contextual difference and
working conditions results from other cities in Pakistan show different results. (v)
Convenient sampling was the method used in collecting sample. A large number of
respondents were of young and middle aged. Organizations involved in the study

were also selected at the base of convenience.
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5.4 Future Research Direction

The current study opens many further research avenues. The finding of this study
raises many questions in the mind of researchers. (i) Like if openness to experience
can moderate the relationship between ethical leader and Innovative Work Behav-
ior then what about other personality traits such as Conscientiousness, people
having this trait are organized and known to do their tasks timely. (ii) Extroverts
are the people who are expressive and get energized while interacting. These traits
can be used as moderator in future studies. Other explanatory mechanism can
also be used between ethical leadership and Innovative (iii) Work Behavior such
as epistemic curiosity, relating to knowledge or to the degree of its validation.(iv)
Context can also affect findings so if any one conducts this study in other industries
such as textile and construction, it can further strengthen our findings. Culture
can also play its role in determining the role of ethical leadership, conducting the

same research in some other country can come up with interesting findings.

5.5 Conclusion

Significance and importance of Innovative Work Behavior is not hidden from any-
one, especially in current era as the technology is changing rapidly. This study in
the light of Affective Event Theory gives a complete overview to how Innovative
Work Behavior can be enhanced. In accordance with our findings, ethical leader-
ship and Innovative Work Behavior have significant relation with each other. While
thriving at work acts as a mediator between them and plays a role of explanatory
mechanism. Affective Event Theory also highlights the role of individuals differ-
ences, so to take this aspect in account this research also included a moderator,
openness to experience which differentiates between employees who take benefit

of ethical leadership and those who do not respond to ethical leadership.
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Annexure

Questionnaire

Dear Participants,

The purpose of this questionnaire is to study the relationship of Ethical Leadership
and Innovative Work Behavior with mediating role of Thriving at Work and mod-
erating role of Openness to Experience. This questionnaire is partial requirement

in completing a thesis for MS in management sciences.

Your response will be kept as strictly confidential, and for the purpose of academic

research only.

Sincerely

Muhammad Jahan Zaib

MS (HRM) Research Scholar

Department of Management and Social Sciences

Capital University of Science & Technology, Islamabad
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Section 1:

The following statements concern your views about Ethical Leadership. For each item of the

statement below, please indicate one choice by marking the appropriate number.

S No | Items Strongly | Disagree | Neither Agree Strongly
dis- agree/ agree
agree nor

disagree
1 My supervisor shows a strong concern | 1 2 3 4 5

for ethical and moral values.

2 My supervisor communicates clear eth- | 1 2 3 4 5

ical standards for members.

3 My supervisor sets an example of eth- | 1 2 3 4 5
ical behavior in his/her decisions and

actions.

4 My supervisor is honest and can be | 1 2 3 4 5
trusted to tell the truth.

5 My supervisor keeps his/her actions | 1 2 3 4 5
consistent with his/her stated values

(walks the talk).

6 My supervisor is fair and unbiased | 1 2 3 4 5

when assigning tasks to members.

7 My supervisor can be trusted to carry | 1 2 3 4 5

out promises and commitments.

8 My supervisor insists on doing what | 1 2 3 4 5
is fair and ethical even when it is not

easy.

9 My supervisor acknowledges mistakes | 1 2 3 4 5

and takes responsibility for them.

10 My supervisor regards honesty and in- | 1 2 3 4 5

tegrity as important personal values.

11 My supervisor sets an example of dedi- | 1 2 3 4 5
cation and self-sacrifice for the organi-

zation.

12 My supervisor opposes the use of un- | 1 2 3 4 5
ethical practices to increase perfor-

mance.

13 My supervisor is fair and objective | 1 2 3 4 5
when evaluating member performance

and providing rewards.

14 My supervisor puts the needs of others | 1 2 3 4 5

above his/her own self-interest.

15 My supervisor holds members account- | 1 2 3 4 5
able for using ethical practices in their

work.




Section 2:

The following statements concern your views about Openness to Experience. For each item of
the statement below. Please indicate one choice by marking the appropriate number.

S.No | Items Strongly | Disagree | Neither Agree Strongly
dis- agree/ agree
agree nor

disagree
1 I see myself as someone who is original, | 1 2 3 4 5

comes up with new ideas.

2 I see myself as someone who is curious | 1 2 3 4 5

about many different things

3 I see myself as someone who is inge- | 1 2 3 4 5

nious, a deep thinker

4 I see myself as someone who has an | 1 2 3 4 5

active imagination

5 I see myself as someone who is incen- | 1 2 3 4 5
tive
6 I see myself as someone who values | 1 2 3 4 5

artistic, aesthetic experiences.

7 I see myself as someone who prefers | 1 2 3 4 5

work that is routine.

8 I see myself as someone who like to re- | 1 2 3 4 5

flect, play with ideas

9 I see myself as someone who has few | 1 2 3 4 5

artistic interests.

10 I see myself as someone who is sophis- | 1 2 3 4 5

ticated in art music or literature.

Section 3:

The following statements concern about Thriving at Work. Please indicate one choice by marking

the appropriate number.

S.No | Items Strongly | Disagree | Neither Agree Strongly
dis- agree/ agree
agree nor

disagree
1 At work, I find myself learning often. 1 2 3 4 5
2 At work, I continue to learn more and | 1 2 3 4 5

more as time goes by.

3 At work, I see myself continuously im- | 1 2 3 4 5

proving.

4 At work, I am not learning. 1 2 3 4 5




5 At work, I have developed a lot as a | 1 2 3 4 5

person.

At work, I feel alive and vital.

At work, I have energy and spirit.

At work, I don’t feel very energetic.

NoRN el BEN B o>}

At work, I feel alert and awake.
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10 At work, I am looking forward to each

new day

Section 4:

The following statements concern about your views Innovative Work Behavior. Please indicate
one choice by marking the appropriate number. This Section of Questionnaire is to be filled by

respective Supervisor.

S No | Items Strongly | Disagree | Neither Agree Strongly
dis- agree/ agree
agree nor

disagree
1 Employee creates new ideas for diffi- | 1 2 3 4 5

cult issues.

2 Employee searches out new working | 1 2 3 4 5

methods, techniques, or instruments.

3 Employee generates original solutions | 1 2 3 4 5

for problems.

4 Employee mobilizes support for inno- | 1 2 3 4 5

vative ideas.

5 Employee acquires approval for inno- | 1 2 3 4 5

vative ideas.

6 Employee makes important organiza- | 1 2 3 4 5
tional members enthusiastic for inno-

vative ideas.

7 Employee transforms innovative ideas | 1 2 3 4 5

into useful applications.

8 Employee introduces innovative ideas | 1 2 3 4 5
into the work environment in a system-

atic way.

9 Employee evaluates the utility of inno- | 1 2 3 4 5

vative ideas.




Section 5:

[

Gender |
hlzle Femals

Age
1 2 3 4 5
20-23 26-30 31-33 36-40 Abova 40

-4

Education
2 3 El 3
Bachalor Mlaster Above Master

Blatric Inter
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