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Abstract 
In this research, the thinking is carried out in accordance with logical order. 
The results of this study show that: the four dimensions of transformational 
leadership have different effects on the service innovation of government de-
partments. On the basis of the results, this paper puts forward four specific 
strategies and methods to achieve and improve the service innovation of gov-
ernment departments, and discusses the shortcomings of this study and future 
research directions. 
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1. Introduction 

The government faces more complex social and environmental issues, the over-
all goal of deepening reform, the construction of learning government and ser-
vice-oriented government put forward higher expectations for government 
management and service innovation (Berry, 1994; Barzelay & Jacobsen, 2009). 
Government departments continue to improve the level of management and 
service innovation, not only conducive to efficient and smooth operation of the 
department, but also having an important impact on the economic and social 
development of the region as a whole (Borins, 2012). In China scenario, the 
government departments are implementation of responsibility system; depart-
ment leadership cannot be ignored in policy formulation and implementation, 
therefore, influence factors of government service innovation cannot ignore the 
leadership. Since the 1990s, China had set off a wave of government innovation, 
and governments tend to carry out various innovative practices all over the 
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world (Wu et al., 2011). The level of government innovation has become one of 
the important criteria for the promotion and appointment of government ca-
dres, leading to the government leaders at all levels of government departments 
tend to innovation. This paper wants to discuss the relationship between trans-
formational leadership and government service innovation. 

Previous studies on the relationship between leadership and organizational 
performance are mainly focused on the enterprise level, although there are some 
issues in public management research, the lack of academic attention. For the 
service innovation of government departments, there is a lack of detailed classi-
fication and discussion; the government leaders make the choice of innovation 
model, which is also affected by many factors (Berry, 1994; Hartley, 2005). 
Compared with previous studies, this study has two innovations: First, the re-
search on transformational leadership and knowledge acquisition is classified, 
divided into exploratory service innovation and exploitative service innovation, 
tacit knowledge acquisition and explicit knowledge acquisition, to explore the 
“transformational leadership-government service innovation” mechanism. To 
some extent, it enriches the theory of transformational leadership and govern-
ment service innovation. Second, this research not only discusses the overall 
concept of transformational leadership, but on the four dimensions of transfor-
mational leadership in government service innovation choice, mainly because 
the four dimensions of transformational leadership are very different in conno-
tation. 

The value orientation of government leaders is different from that of private 
enterprise leaders. The leaders of government departments take the social fair 
value instead of the economic value as the main value. At the same time, the 
private sector and the public sector are intrinsically consistent, emphasizing that 
leaders play an important role in management, service and innovation in this 
sector (Fernandez, 2004). This consistency and difference lead to the empirical 
confusion for the writer: what are the differences between the leaders in the gov-
ernment departments and the leaders in the management of enterprises? Could 
the study of leadership in government departments draw on private sector stu-
dies? From the perspective of leadership, what is the concrete way for govern-
ment departments to realize their own service innovation? What factors influ-
ence the relationship between leadership and government service innovation? 

2. Transformational Leadership and Government Service  
Innovation 

Through sorting out and summarizing the relevant theories and literatures, we 
can conclude that there have been some achievements about transformational 
leadership, knowledge acquisition and the service innovation of government 
departments, mainly reflected in the following aspects. 

Firstly, in the study of transformational leadership, the existing literature 
mainly focuses on qualitative research on concept definition, leadership style 
and leadership influence (Bennis & Nanus, 1985; Barbuto & Burbach, 2006). 
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Foreign scholars have gradually adopted quantitative methods to study govern-
ment leadership (Zacher et al., 2011; Kim, 2014). However, under the Chinese 
situation, there is a lack of quantitative research methods to study the mechan-
ism of leadership in government departments. Through the review of the litera-
ture, we found that the research on the relationship between transformational 
leadership and government service innovation is relatively small, while discussed 
the mechanism between them standing on the Chinese situation is blank. At the 
same time, this study divides the transformational leadership into dimensions, 
and then explores the impact of different dimensions on the service innovation 
of government departments (Burns, 1978; Bass, 1985; Bennis & Nanus, 1985). 

Second, in the study of government innovation, domestic and foreign scholars 
think that the government innovation is focusing on the process of innovation, 
not only the innovation results, the government is the biggest supplier of public 
service (Damanpour, 1988; Berry, 1994; Barzelay & Jacobsen, 2009; Wen, 2014). 
This study mainly adopts this view, which is mainly about the government ser-
vice innovation, which mainly refers to the innovation of the way and process of 
the service provided by the government. This study divides it into two types: ex-
ploratory service innovation and exploitation service innovation, and probes in-
to two types of government service innovation. 

Third, knowledge acquisition as an important factor affects innovation per-
formance. But in the study of antecedents of knowledge acquisition, scholars pay 
more attention to the characteristics of knowledge, organization and network 
(Harvey et al., 2010; Pinjani & Palvia, 2013; Titi Amayah, 2013; De Vries et al., 
2015; Reagans & McEvily, 2003), and ignore the leader characteristics that in-
fluence knowledge acquisition in organizations (Richards & Duxbury, 2015). 
This study attempts to study the relationship between transformational leader-
ship and government service innovation from the perspective of knowledge ac-
quisition, so as to understand the mechanism. At the same time, according to the 
nature of knowledge, the knowledge acquisition will be divided into tacit know-
ledge acquisition and tacit knowledge acquisition, corresponding to the two 
kinds of government service innovation category, namely the exploratory service 
innovation and exploitative service innovation. 

3. Conceptual Model 

Figure 1 presents our conceptual model. In the following paragraphs we discuss, 
first, how transformational leadership influences government service innovation, 
second, how transformational leadership behaviors are associated with know-
ledge acquisition, and, third, how knowledge acquisition influence government 
service innovation in teams. 

3.1. Transformational Leadership and Government Service  
Innovation 

Wright et al. (2012) point out that transformational leadership refers to leader-
ship behaviors that focus on strategic decisions, adapt to environmental change,  
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Figure 1. Theoretical model. 

 
improve complexity and innovation levels, and constantly meet changing de-
mands. Relevant literature holds that transformational leadership influences or-
ganizational performance in three main ways. First, change oriented leadership 
improves organizational performance by improving the organization’s adapta-
bility and responsiveness to the external environment. Second, change oriented 
leaders are able to identify profitable, forward-looking strategic innovations that 
are good for organizational development. Third, change oriented leadership can 
encourage employees to actively seek creative ideas to cope with organizational 
problems (Bass, 1985). 

Transformational leaders have the ability to challenge assumptions, take risks 
and motivate others, and agree with exploratory service innovation. Transfor-
mational leaders achieve the implementation of exploratory innovation through 
information feedback from effective communicators (Vera & Crossan, 2004). 
First, through the display of their idealized influence, transformational leaders 
establish themselves as example, and will be able to transfer this tendency to in-
novation behavior to the members of the organization (Waldman & Yammari-
no, 1999). Second, through intellectual stimulation, transformational leaders 
encourage subordinates should be thinking “outside the box”, and encourage to 
look at the problem in different angles (Sosik et al., 1997). Third, through indi-
vidualized consideration, transformational leaders pay close attention to em-
ployee growth and needs, to help employees occupation planning, through the 
consideration to make the members of the organization feel the importance of 
transformational leadership on reform and innovation, thus affecting the whole 
tendency of government departments in the choice of exploratory service inno-
vation. Fourth, though inspirational motivation, transformational leaders com-
bine personal identity with collective identity. The main responsibility of trans-
formational leaders is to change the individual consciousness of subordinates to 
serve organizational goals and to enhance the intrinsic motivation of subordi-
nates to pursue exploratory innovation (Jansen, Vera, & Crossan, 2009).  

Although transformational leadership has a positive impact on exploratory 
service innovation, it can also be conducive to exploitative innovation. First, 
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transformational leadership through the leader’s idealized influence to convey 
administrative tasks and responsibilities to subordinates, to handle the tasks only 
need to use the type of service innovation, which can improve the work efficien-
cy. Second, through intellectual stimulation, transformational leaders can 
change working methods, so as to solve administrative problems. Third, through 
individualized consideration, transformational leaders and subordinates form 
relatively good personal relationships, so that subordinates can really identify 
with organizational idea, and achieve organizational goals. Fourth, through in-
spirational motivation, transformational leaders can map out the organization’s 
blueprint and identify clear development goals for the organization. In the con-
text of government innovation, Leaders will balance the risks and performance 
of innovation development, which will enable transformational leaders to take 
into account the two types of service innovation. Based on the above discussion, 
we propose the following hypothesis: 

H1: Transformational leadership has a positive impact on exploratory service 
innovation in government sectors. Among them, idealized influence (H1a), in-
tellectual stimulation (H1b), individualized consideration (H1c) and inspira-
tional motivation (H1d) have a positive impact on exploratory service innova-
tion. 

H1: Transformational leadership has a positive impact on exploitative service 
innovation in government sectors. Among them, idealized influence (H1a), in-
tellectual stimulation (H1b), individualized consideration (H1c) and inspira-
tional motivation (H1d) have a positive impact on exploitative service innova-
tion. 

3.2. Transformational Leadership and Knowledge Acquisition 

Cai et al. (2013) point out that transformational leadership has a positive effect 
on knowledge acquisition, transfer and sharing, and then influences the whole 
knowledge acquisition in the level of the team. First, through the idealized in-
fluence, transformational leaders can enhance the team identity, so that can en-
hance mutual trust in the organization, which prompted the organization to be-
come a knowledge exchange platform playing an important role in the interna-
lization of knowledge. In this process, explicit knowledge acquisition and tacit 
knowledge acquisition are promoted positively. Second, through intellectual 
stimulation, transformational leaders encourage subordinates to use new me-
thods and new segments to cope with problems at work. In this process, it is 
beneficial for the organization members to acquire and disseminate all kinds of 
knowledge. Third, through inspirational motivation, transformational leaders 
motivate subordinates in order to strive for the interests of the organization. The 
collective sense of honor is good for knowledge sharing and accessing (Kark & 
Shamir, 2002). Fourth, transformational leaders enhance individual job satisfac-
tion and citizenship behavior through the individualized consideration, while 
organizational members’ attitudes towards knowledge resources determine 
knowledge acquisition at the same time. From this, we can see that transforma-
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tional leadership has a positive role in promoting knowledge sharing and acqui-
sition among team members. Birkinshaw (2001) believes that only by acquiring 
and sharing explicit knowledge and tacit knowledge at the same time, which 
have a positive impact on the improvement of knowledge management level of 
the whole organization. In order to improve the level of knowledge manage-
ment, transformational leaders in government departments tend to acquire ex-
plicit knowledge and tacit knowledge at the same time, so as to achieve the bal-
ance of different types of knowledge. Through the above statement, we have the 
following hypothesis: 

H3: Transformational leadership has a positive influence on tacit knowledge 
acquisition. Among them, idealized influence (H3a), intellectual stimulation 
(H3b), individualized consideration (H3c) and inspirational motivation (H3d) 
have a positive impact on tacit knowledge acquisition. 

H4: Transformational leadership has a positive influence on explicit know-
ledge acquisition. Among them, idealized influence (H4a), intellectual stimula-
tion (H4b), individualized consideration (H4c) and inspirational motivation 
(H4d) have a positive impact on explicit knowledge acquisition. 

3.3. Knowledge Acquisition and Government Service Innovation 

In certain situations, organizations with more knowledge are more likely to find 
solutions to solve problems (Mol et al., 2008). The organization’s knowledge 
stock plays an important role in organizational decision making. However, little 
research has focused on how knowledge is created, and how knowledge creation 
processes are managed (Girard & McIntyre, 2010). According to Bloodgood & 
Salisbury (2001), each organization must identify the specific location of the 
knowledge stock, thereby ensuring the creation, transfer and protection of 
knowledge with the right methods. Organizational performance achieved by 
knowledge is more dependent on the availability of knowledge (Girard & McIn-
tyre, 2010). In the government sector, the knowledge acquisition can make the or-
ganization get more knowledge stock, to innovate government management mod-
el, which is conducive to cope with the increasingly complex social issues and 
matters, gradually increase public satisfaction, improve the management level, so 
as to achieving the goal of public interest (Yu, 2006). 

As a higher degree of innovation, exploratory service innovation puts forward 
higher requirements for the tacit knowledge. Because of the relatively low mobil-
ity of personnel, the government departments are lack of tacit knowledge. In or-
der to meet the needs of the exploration service innovation, the government 
must pay attention to the acquisition of tacit knowledge. Valle & Vázquez-Bus- 
telo (2009) believes that the tacit knowledge can significantly enhance the explo-
ratory innovation performance. 

The process of organizing the application of existing knowledge to produce 
new knowledge is primarily through the use of exploitative innovation 
(Popadiuk & Choo, 2006). Nonaka & Takeushi (1995) proposed a SECI model of 
explicit knowledge and tacit knowledge, scholars combine the fusion and inter-
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nalization with exploitative innovation together, and the explicit knowledge ac-
quisition of innovation have a positive impact on the incremental service inno-
vation. Based on the above discussion, we propose the following hypothesis: 

H5: Tacit knowledge acquisition has a positive impact on the government ex-
ploratory service innovation. 

H6: Explicit knowledge acquisition has a positive impact on government ex-
ploitative service innovation. 

4. Methods 

The main method used in this study is questionnaire survey. The main subjects 
of questionnaire survey are government leaders and department staff. In this 
study, the scale was revised and improved on the basis of drawing on the more 
mature scales at home and abroad, and the factor analysis of the scale was com-
pleted, and the validity and reliability of the scale were proved. After this, the 
main variables in this study of transformational leadership, knowledge acquisi-
tion, government service innovation is measured. The MPA class students of the 
school fill the questionnaire, then we modify and improve the questionnaire, so 
as to form the final version of the questionnaire. Finally, through the assistance 
of teachers and friends, we launched questionnaires officially. In order to make 
the results more reasonable and scientific, the questionnaire is divided into gov-
ernment leader questionnaire (A questionnaire) and general staff questionnaire 
(B questionnaire), department leaders to evaluate the knowledge acquisition and 
service innovation, and general staff evaluate the transformational leadership. In 
this paper, an independent encoding is given to each questionnaire to achieve 
the matching between the A questionnaire and the B questionnaire, so as to 
avoid data confusion. The 5 point Likert scale was used for all variables. The re-
search uses SPSS19.0 and LISERL8.0 to analyze the data and verify the above 
hypothesis. 

4.1. Measures 

Transformational leadership. The Multifactor Leadership Questionnaire is 
used in this study to measure transformational leadership, including idealized 
influence, intellectual stimulation, individualized consideration and inspirational 
motivation. This research has 12 projects for transformational leadership mea-
surement. The measurement items of idealized influence include: (1) The leaders 
emphasize the importance of the concept of collectivism in the tasks; (2) I am 
very trust leaders’ ability; (3) I would like to share responsibility with leaders. 
The measurement items of intellectual stimulation include: (1) My leaders al-
ways encourages me to analyze problems from different perspectives; (2) My 
leaders always encouraged me to solve problems from different perspective; (3) 
My leaders always provide new ideas and viewpoints when I complete the tasks. 
The measurement items of individualized consideration include: (1) My leaders 
will spend a lot of time to help and guide me; (2) My leaders can recognize that 
each employee’s growth and development needs are different; (3) My leaders will 
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give different care and help for different employees. The measurement items of 
inspirational motivation include: (1) My leaders is always passionate about the 
future goals; (2) My leaders are confident with of achieving the goals of my 
work; (3) My leaders always encourage me to finish the task ahead of time. 

Knowledge acquisition. Since the problem studied in this paper is the know-
ledge acquisition in the context of Chinese government, the measurement of 
knowledge acquisition is adjusted in this study. We draw on previous scholars’ 
research (Norman, 2004), the measurement items of explicit knowledge acquisi-
tion include: (1) The organization obtains relevant information about the system 
of organization and archives of the department; (2) The organization obtains 
information about the work steps and the process from the members of the de-
partment; (3) The organization can get specific measures from the members of 
the department; (4) The organization can get specific content of organization for 
organization service from members of the department. The measurement items 
of tacit knowledge acquisition include: (1) The organization can get new skills 
about development and use of new service from members of the department; (2) 
The organization can get new skills about management from members of the 
department; (3) The organization internalize the organizational culture from 
members of the department; (4) The organization department can obtain service 
problem skills from members of the department. 

Government service innovation. The measurement of government service 
innovation mainly referring to the previous scholar’s research (Jansen et al., 
2009; Tan, 2016). The measurement items of exploratory service innovation in-
clude: (1) My department can accept more requirements transcend existing ser-
vice; (2) My department often provide new services; (3) My department often 
adopt the new service model and management model; (4) My department often 
learn new practice from other departments. The measurement items of exploita-
tive service innovation include: (1) My department often carry out the adjust-
ment and upgrading to existing services; (2) My department often improve the 
efficiency of service and management; (3) My department often pays attention to 
reduce the service cost; (4) My department often pays more attention to the ex-
isting regulations system. 

4.2. Data Collection 

The sample of this study selected from the government departments. In the 
course of the questionnaire collection, we distinguish the government leader 
questionnaire and general staff questionnaire. The questionnaire investigation 
lasted 3 months, making full use of teachers and students in the MPA class of the 
University of Science and Technology of China. The final recovery of 300 ques-
tionnaires, excluding 40 invalid questionnaires, 260 valid questionnaires, the ef-
fective recovery rate is 86.67%. 

4.3. Reliability and Validity Analysis 

Each variable’s Cranbach’s alpha is greater than 0.8, indicating that the scale of 
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this study has high reliability. At the same time, we also need to consider the va-
lidity, the KMO value is equal to 0.884, Bartlett’s spherical test results show that 
the chi-square value is equal to 2335.104, the significance level is less than 0.001. 

5. Results 

The descriptive statistics and inter-correlations of the study variables are shown 
in Tables 1-3. From model 2 in Table 2 and Table 3, the results show that 
transformational leadership has a positive influence on government exploratory 
service innovation and exploitative service innovation (β = 0.846, p < 0.01, β = 
0.655, p < 0.01). Among them, idealized influence, intellectual stimulation and 
individualized consideration have a positive effect on government exploratory 
innovation (β = 0.569, p < 0.01; β = 0.085 p < 0.01; β = 0.332, p < 0.01), but the 
role of inspirational motivation influences on the exploratory service innovation 
is not significant (β = 0.029, p > 0.05) idealized influence and individualized 
consideration has positive effects on exploitative service innovation (β = 0.250, p 
< 0.01; β = 0.492, p < 0.01), but the role of intellectual stimulation and inspira-
tional motivation on the exploitative service innovation is not significant (β = 
−0.036, p > 0.05; β = 0.038, p > 0.05). As a result, H1, H1a, H1b, H1c, H2, H2a, 
H2c are supported, and H1d, H2b, and H2d are not supported. 

From model 4 in Table 2, transformational leadership has a significant posi-
tive effect on explicit knowledge acquisition and tacit knowledge acquisition (β = 
0.724, p < 0.01, β = 0.814, p < 0.01). Among them, inspirational motivation and 
individualized consideration have a significant impact on explicit knowledge 
acquisition (β = 0.236, p < 0.01; β = 0.497, p < 0.01), and the effects of idealized 
influence and intellectual stimulation is not significant (β = 0.083, p > 0.05; β = 
0.045, p > 0.05). Among them, idealized influence, intellectual stimulation, indi-
vidualized consideration and inspirational motivation have significant positive 
effect on tacit knowledge acquisition (β = 0.158, p < 0.01; β = 0.095, p < 0.01; β = 
0.209, p < 0.01; β = 0.519, p < 0.01). Therefore, H3, H3a, H3b, H3c, H3d, H4, 
H4c and H4d are supported, while H4a and H4b are not supported. 

According to model 8 in Table 2 and Table 3, we can learn that the tacit 
knowledge acquisition has a positive effect on government exploratory service 
innovation (β = 0.178, p < 0.01); explicit knowledge acquisition has a positive 
effect on exploitative service innovation (β = 0.604, p < 0.01). Therefore, H5 and 
H6are supported. 

6. Discussion 
6.1. Conclusion 

First, cultivating and promoting the leadership of government departments play 
an important role in the improvement of innovation performance. This paper 
studies the impact of transformational leadership on government innovation 
performance, and transformational leadership mainly through knowledge acqui-
sition, which enhance service innovation. Second, through the above data re-
sults, we can see that the leadership of government departments has an impor- 
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Table 1. Descriptive analysis, correlation analysis, and discriminant validity analysis of major variables. 

Variables Mean S.D 1 2 3 4 5 6 7 8 9 10 11 12 13 

1 1.10 0.30 N.A.             

2 3.09 0.847 −0.203 N.A.            

3 3.33 0.740 0.161 −0.111 N.A.           

4 1.83 0.961 −0.047 0.209* −0.233* N.A.          

5 3.375 0.8879 −0.267** −0.140** 0.066** −0.109 (0.84)         

6 3.450 1.174 −0.266** −0.180** 0.274** −0.115 0.800** (0.76)        

7 3.571 1.095 −0.189** 0.151* 0.168** −0.038 0.546** 0.301** (0.77)       

8 2.933 1.209 −0.201** −0.221** −0.168 −0.085 0.823** 0.751** 0.241** (0.94)      

9 3.547 1.039 −0.169** −0.171** 0.146** −0.098 0.813** 0.725** 0.207** 0.616** (0.86)     

10 3.542 0.879 −0.202** −0.802 0.192** −0.259 0.745** 0.687** 0.280** 0.702** 0.634** (0.86)    

11 3.371 0.867 −0.355** −0.139* 0.152* −0.157* 0.801** 0.606** 0.353** 0.834** 0.726** 0.807** (0.88)   

12 3.284 0.996 −0.321** −0.167** 0.241** −0.108 0.711** 0.721** 0.368** 0.811** 0.697** 0.722** 0.850** (0.85)  

13 3.397 0.923 −0.370** −0.187** 10.62** 0.068 0.800** 0.665** 0.282** 0.853** 0.661** 0.686 0.814** 0.792** (0.72) 

Note: 1. gender; 2. age; 3. education background; 4. years; 5. transformational leadership; 6. idealized influence; 7. intellectual stimulation; 8. individualized 
consideration; 9. inspirational motivation; 10. explicit knowledge acquisition; 11 tacit knowledge acquisition; 12 exploratory service innovation; 13. exploita-
tive service innovation. **: p < 0.01; *: p < 0.05. 
 
Table 2. Analysis of direct and indirect effects of explanatory variables and exploratory service innovation. 

 
1 

innovation 
2 

innovation 
3 

innovation 
4 

explicit 
5 

explicit 
6 

tacit 
7 

tacit 
8 

innovation 
9 

innovation 
10 

innovation 
11 

innovation 
12 

innovation 

Gender −0.411** −0.127** −0.100** −0.012 −0.037 −0.190** −0.209** −0.093** −0.035** −0.028** −0.049 −0.119** 

Age −0.216** −0.066* −0.011 0.060 0.121** −0.069* −0.013 −0.055* −0.010 −0.055** −0.035 −0.004 

Education 0.280** 0.119** 0.105** 0.037 0.136** −0.003 0.085** 0.118** 0.033 0.144** 0.148** 0.257** 

Years −0.017 0.020 0.014 −0.184** −0.177** −0.038 −0.032* 0.030* 0.016 0.043 0.039 0.038 

Transformational  0.846**  0.724**  0.814**  0.686**     

Idealized   0.569**  0.083  0.158**  0.660**    

Intellectual   0.085**  0.045  0.095**   0.069*   

Inspirational   0.029  0.236**  0.209**    0.165**  

Individualized   0.332**  0.497**  0.519**     0.506** 

Explicit        0.021     

Tacit        0.178* 0.298** 797** 0.697** 0.360** 

F 19.804* 276.40** 292.05** 73.53** 55.241** 207.76** 166.69** 208.21** 313.25** 17.932** 135.24** 184.05** 

R2 0.237 0.845 0.903 0.591 0.638 0.804 0.842 0.853 0.881 0.032 0.762 0.814 

adj. R2 0.225 0.843 0.900 0.583 0.626 0.800 0.837 0.848 0.879 0.019 0.757 0.809 

**: p < 0.01;*: p < 0.05. 
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Table 3. Analysis of direct and indirect effects of explanatory variables and exploitative service innovation. 

 
1 

innovation 
2 

innovation 
3 

innovation 
4 

explicit 
5 

explicit 
6 

tacit 
7 

tacit 
8 

innovation 
9 

innovation 
10 

innovation 
11 

innovation 
12 

innovation 

Gender −0.342** −0.122* −0.128** −0.012 −0.037 −0.190** −0.209** −0.159** −0.216** −0.164** −0.154** −0.138** 

Age −0.193** −0.076** 0.005* 0.060 0.121** −0.069* −0.013 −0.129** −0.081* −0.142** −0.128** −0.059 

Education 0.250** 0.125** 0.206** 0.037 0.136** −0.003 0.085** 0.102* 0.233** 0.128** 0.121** 0.202** 

Years 0.039* 0.067** 0.071** −0.184** −0.177** −0.038 −0.032* 0.169** 0.171** 0.191 0.180** 0.151** 

Transforma-
tional 

 0.655**  0.724**  0.814**  0.408**     

Idealized   0.250**  0.083  0.158**  0.539**    

Intellectual   −0.036  0.045  0.095**   −0.013   

Inspirational   0.038  0.236**  0.209**    0.105*  

Individualized   0.492**  0.497**  0.519**     0.394** 

Explicit        0.604** 0.588** 0.709** 0.640** 0.416** 

Tacit        −0.234     

F 12.836** 57.637** 49.439** 70.53** 55.241** 207.76** 166.69** 62.688** 73.554** 61.520** 63.115** 81.34** 

R2 0.168 0.532 0.612 0.591 0.638 0.804 0.842 0.635 0.671 0.593 0.599 0.659 

adj. R2 0.155 0.522 0.599 0.583 0.626 0.800 0.837 0.625 0.662 0.584 0.590 0.650 

**: p < 0.01; *: p < 0.05. 
 

tant impact on service innovation. However, four dimensions of leadership have 
different impacts on service innovation. This paper demonstrates the need to 
split transformational leadership constructs into four dimensions. 

6.2. Limitation and Future Research 

Limitation. First, the paper lacks attention to the external environment va-
riables. The uncertainty of external environment has a great influence on trans-
formational leadership and government service innovation. Second, the paper 
lacks effective panel data. Small sample surveys are hard to convince. Third, the 
paper lacks dynamic display. This research mainly shows causal relationship, 
which is how each variable dynamic work lacks enough display. 

Future research. First, more attention will be paid to the influence of external 
environment. Second, future research should select panel data to study the issue, 
thus making the results more convincing. Third, future research should adopt a 
case study approach to demonstrate dynamic processes. 
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