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Abstract
In this research, we propose to use literature research method to explore a
new research model to explain the relationship between authentic leadership
and innovative behavior. Research result shows that authentic leadership is
positively related to innovative behavior via employee well-being. What’s
more, when organizational innovative climate is high, the relationship between employee well-being and innovative behavior would be strengthened,
on the contrary, it is weakened. We believe that these findings are important
for guiding future empirical research in employee’s innovative behavior.
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1. Introduction
Innovation has become a hot topic in organizational science when the society is
becoming increasingly competitive (Crossan & Apaydin, 2010; Garud et al.,
2013; Özarallı, 2015). As related research states, individuals contribute to overall
team innovation, and innovative behavior of employees is an important source
of innovation within the organization (Wegner, 1987; Fan et al., 2016). According to prior research, innovative behavior is positively related to employee’s job
productivity (Changa & Liub, 2008); organizational performance (Yuan &
Woodman, 2010); and organizational success (Tewari, 2011) in a dynamic business environment. Therefore, scholars have increasingly recognized the impor-

DOI: 10.4236/ojl.2017.63009 Sep. 27, 2017

126

Open Journal of Leadership

P. Y. Huang

tance of individual innovative behavior and try to make further research on it.
Given the significance of innovative behavior, scholars have attempted to
identify specific variables that predict innovative behavior. According to previous research, antecedents of innovative behavior can be generally divided into
four categories: personal factors (e.g. personality traits, motivation), contextual
influences (e.g. Justice, organizational support), job characteristics (e.g. task
complexity), and the interaction between personal factor and contextual factor
(Shalley et al., 2004; Hammond et al., 2011). Especially, innovation and leadership are closely related (Slimane, 2015). Leaders usually control job related resources and play a critical role in affecting employee’s behavior (Zhang, Wang,
& Shi, 2012). Authentic leadership is a kind of emerging leadership which attracts wide attention during these years. In the study of authentic leadership,
scholars believe that authentic leadership would affect employee’s positive attitude and behavior (Avolio & Gardne, 2005). Innovative behavior is one of positive behaviors for the enterprise，yet few studies discuss the relationship between
authentic leadership and innovative behavior. Rego tried to explore the relationship between authentic leadership and employee’s creativity in his study.
Since then, scholars gradually focus the relationship between authentic leadership and innovation (Rego et al., 2014). However, definite correlation between
authentic leadership and innovative behavior still remained to be explored.
Thus, the primary aim of this study is to investigate whether authentic leadership is positively related to innovative behavior. It would not only contribute to
extend current knowledge of the role of authentic leadership, but also provide
guidance in innovative behavior at work.
Additionally, how authentic leadership influences employee’s innovative behavior also remains a question. On the one hand, we find that the intermediate
mechanism trying to explain authentic leadership and some related outcomes
(creativity, innovation) is usually discussed from the single perspective, for example, from perspective of emotion (e.g. employee’s affect, employee’s emotion)
or cognition (e.g. perception of support for innovation, basic need satisfaction),
but studies rarely consider cognitive and emotional factors in the same time in
mediation. On the other hand, current literature about authentic leadership also
increasingly calls for considering different types of intermediary variable to explain the relationship between authentic leadership and some related outcomes
(Özlem et al., 2016). In the process of reading the literature, we find that employee well-being (EWB) is a potential intermediary variable. Employee
well-being not only involves employee’s perception and feeling but also their
psychological experience and the level of satisfaction (Zheng et al., 2015). In
other words, employee well-being is the variable combined cognition and emotion together. In addition, prior research has shown that employee well-being is
valuable in understanding innovative behavior (Sharifirad, 2013). However,
there are few studies take employee well-being into account in the relationship
between authentic leadership and innovative behavior. What’s more, drawing on
broaden-and-build theory (Fredrickson 1998), employees’ positive psychology
DOI: 10.4236/ojl.2017.63009
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resources would broaden people’s momentary thought-actions that come to
mind, and also enable people to explore, take in new information and experiences, and expand the self in the process (Fredrickson, 1998; Ryan & Deci,
2000). Therefore, the second aim of this study is to illustrate that employee
well-being serves as an intermediate mechanism between authentic leadership
and innovative behavior.
According to the existing researches, employee’s behavior is affected not only
by the individual psychology but also by the organizational climate (Shalley, et
al., 2004; Hammond et al., 2011). And situational strength theory thinks that organizational settings have large impact on individual attitudes and behavior
(Meyer, et al., 2010). In fact, employee well-being does not directly transform
into employee's innovative behavior, support and encouragement from the organization is also essential. Furthermore, we have discovered that organizational
innovative climate is one of vital variables predicting innovative behavior, and
different extent of organizational innovative climate would lead to different extent of innovative behavior (Yu et al., 2013). Therefore, we tend to believe that
organizational innovative climate is likely to moderate the relationship between
employee well-being and innovative behavior.
Overall speaking, considering both contextual influence and employee’s psychological process simultaneously, this investigation contributes to test the relationship between authentic leadership and innovative behavior. More specifically, we test the mediating role of employee well-being and the moderating effect
of team climate in this model. Through comprehensive perspective of authentic
leadership theory and broaden and build theory, this investigation would broaden our knowledge of innovative behavior and would help organizations to increase employee’s innovative behavior better.

2. Method
In order to achieve the objection of the research, we could mainly use literature
research method to do this study. Literature research is a useful method to do
research by collecting and analyzing various existing literature. Literature research allows scholars to select the latest information and finally to achieve the
purpose of research. Overall speaking, there are two obvious benefits by choosing this method. Firstly, we can know the latest trends in related studies, for
example, new theory, new variables and new direction in the field of authentic
leadership and innovative behavior. Secondly, through reviewing the literature,
we can reintegrate the research model by considering the latest change and
strong evidence in related research.

3. Hypothesis Development
3.1. Authentic Leadership and Innovative Behavior
Authentic leadership (AL) can be defined as a pattern of leader behavior that
draws upon and promotes both positive psychological capacities and a positive
DOI: 10.4236/ojl.2017.63009
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ethical climate, to foster greater self-awareness, an internalized moral perspective, balanced processing of information, and relational transparency on the part
of leaders working with followers, fostering positive self-development (Walumbwa et al., 2008; Gardner, 2011). Another important variable considered in
our model, innovative behavior, can be defined as employee’s intentional introduction or application of new ideas, products, processes, and procedures to his
or her work role, work unit, or organization (West & Farr, 1989, 1990b). Generally speaking, positive leadership always leads to employee’s positive behavior.
(Youssef & Luthans, 2013), authentic leadership is a kind of positive leadership
that caring about collective benefits and interest, this would enable team members to engage in related activities for the benefit of the collective (Avolio et al.,
2004). Furthermore, innovative behavior has been described as the foundation of
team development and competition (Suliman, 2013). Thus, under the influence
of authentic leadership, employees tend to do more try in innovative behavior.
Specifically speaking, Self-awareness is the degree to which the leader demonstrates an understanding of how (s)he derives and makes sense of the world and
is aware of his or her strengths, limitations, how others see him or her, and how
(s)he impacts others (Kernis, 2003; Walumbwa et al., 2008). In other words, innovative behavior is also the process making use of one’s advantages and avoiding one’s weaknesses to put up with develop new ideas and products, in addition, balanced processing is the degree to which the leader shows that their objectively analyzes the relevant data before coming to a decision and solicits views
that challenge deeply held positions (Gardner et al., 2005; Walumbwa et al.,
2008), this is very benefit to creative thinking, And there is no doubt that innovative behavior is a process to collect information and make use of information
resources to achieve goal and make novel decision (Kim & Lee, 2013). Employees view the leader as a credible source of input and feedback (Walumbwa et
al., 2008). Employees tend to find different pathways for solving problems and
taking risks (Avolio et al., 2004). Besides, internalized moral perspective, it refers
to the degree to which the leader sets a high standard for moral and ethical conduct, guides actions by internal moral standards and value, and this is also would
encourage employees to expresses decision making and behaviors (Avolio &
Gardner, 2005; Gardner et al., 2005; Walumbwa et al., 2008). Last but not least,
relational transparency, is the degree to which the leader presents his/her authentic self to others, openly shares information, and expresses his/her true
thoughts and feelings, reinforcing a level of openness with others that provides
them with an opportunity to be forthcoming with their ideas, challenges, and
opinions. To a certain extent, the generation of innovative behavior is often inseparable from the knowledge gathering and information sharing (Kim & Lee,
2013). By providing mission information and expertise, employees collaborate
with others to solve problems, develop new ideas and products, implement service or procedures (Cummings, 2004). Considering Above all, we therefore
make the following assumptions:
DOI: 10.4236/ojl.2017.63009
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Hypothesis 1: There will be a significantly positive correlation between authentic leadership and innovative behavior.

3.2. The Mediating Role of Employee Well-Being
Scholars found that employee well-being involves three basic aspects: life, work,
and psychological needs in both work and life aspects. Scholars propose that
employee well-being involves not only employee’s perceptions and feelings
about their work and life satisfaction but also their psychological experience and
the level of satisfaction exhibited in both their work and personal lives. Therefore, the employee well-being concept is three dimensional and encompasses life
well being, workplace well being, and psychology well being (Zheng et al., 2015).
Although there are many studies that have proven the link between authentic
leadership and employee well-being, and the link between employee well-being
and innovative behavior, there is little research take employee well-being as an
intermediary variable to explain the specific relationship between authentic leadership and innovative behavior. Therefore, we will explore the specific relationship between them.
There are various evidences shows that authentic leadership and well being
are closed related (llies et al., 2005; Rahimnia et al., 2015; Farida et al., 2009).
Firstly, they both reflect positive psychological resources within individual from
their definition, we know that authentic leadership is a process that draws from
leader’s positive psychological capacities (Gardner, 2011), and employee well-being
also reflects person’s positive emotion and positive cognition (Zheng et al.,
2015). In addition, other positive form of leadership, for example, transformational leadership, ethical leadership, has been confirmed that it is positively related to well-being (sharifirad et al., 2013; Tu & Lu, 2013). Thus, authentic leadership might also have a certain connection with employee well-being. Secondly, four dimensions of authentic leadership can be also roughly mapped onto
three aspects of employee well being. More specifically, authentic leaders are
known as those who are deeply aware of their values and beliefs, self-confidant,
genuine, reliable and trustworthy (Avolio & Gardner, 2005; Gardner et al.,
2005), and authentic relational orientation of leader would lead to positive interaction between authentic leader and employees, employee might experience
more psychological pleasure, then enhance employees’ psychological well-being.
Besides, self-awareness enable employee to know which kind of life they like,
and they also tend to satisfy with their life, employees can do better in work family balance, and which might help to enhance employee’s life well being. What’s
more, unbiased processing would enhance one’s personal growth through
self-development (Ilies et al., 2005), and it would further enhance employee’s
workplace well being. Furthermore, authentic behaviors and actions would make
employee dare to do more try to in his occupation and they might achieve their
career goal. Therefore, we have reason to think that authentic leadership is positively related to employee well-being.
There is also some empirical research support that employee well-being is poDOI: 10.4236/ojl.2017.63009
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sitively related to innovative behavior (Sharifirad, 2013). Generally speaking,
employee who owns positive psychological resources or happy feelings would
usually lead to constructive behavior (Nordin et al., 2012). Specifically speaking,
life well-being mainly states that individual satisfied with their life, and they
think they are close to their dream in most aspects of their life, and life satisfaction (Zheng et al., 2015), it would help to facilitate employee’s work family balance and would help to engaged more innovative behavior. In addition, employees who own work place well-being are more satisfied with their job and
they would find ways to enrich their work (Zheng et al., 2015), and psychology
well-being would help to create an open atmosphere, workplace well-being enable employee to do more try to in his work and they are willing to engaged innovative behavior (Zheng et al., 2015).
To sum up, we hypothesize:
Hypothesis 2: employee well-being mediates the relationship between authentic relationship and innovative behavior.

3.3. The Moderator Role of Organizational Innovative Climate
Innovation is not happening in a vacuum, and innovation is not only influenced
by individual factors, but also by contextual factors (Woodman et al., 1993).
According to the existing research, empirical studies show that contextual factor
is also important for innovative behavior (Shalley et al., 2004; Hammond et al.,
2011). In this study, we have considered the individual factors of employee
well-being, however, contextual factor hasn’t considered in our model. According to the literature, organizational innovative climate, one important contextual
factor, which has been confirmed that it is positively related to innovative behavior (Yu et al., 2013; Ren & Zhang, 2015). Specifically speaking, organizational
innovative climate includes four factors, they are vision, participative safety, task
orientation, and support for innovation. When the team has a higher level of
organizational innovative climate, happy employee would feel the support and
encouragement from the organization, and employee’s ability to innovate will be
maximized (Amabile et al., 1996; Oldham & Cummings, 1996). On the contrary,
When the team has a lower level of Organizational innovative climate, employees will show low motivation to innovative behavior, although the staff feel
happy, because of employees lack of appropriate support of the organization, the
employee's happiness wouldn’t be transformed into effective innovative behavior, and thus, the relationship strength between employee well-being and innovative behavior would be weakened. Based on the above view, we hypothesize:
Hypothesis 3: Organizational innovative climate moderate the relationship
between employee well-being and innovative behavior.

4. The Framework for Research
Based on the analysis of previous literatures, we put forward the researching
framework among authentic leadership, employee well-being, organizational
DOI: 10.4236/ojl.2017.63009
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Organizational innovative climate

Authentic leadership

Innovative behavior

Employee well-being

Figure 1. Research model among authentic leadership, employee well-being, organizational innovative climate and innovative behavior.

innovative behavior and innovative behavior. As we show in Figure 1, we put
forward three hypothesizes in this research, they are 1) There will be a significantly positive correlation between authentic leadership and innovative behavior. 2) Employee well-being mediated the relationship between authentic relationship and innovative behavior. 3) Organizational innovative climate moderates the relationship between employee well-being and innovative behavior.

5. Conclusion
This research model aims to explore the relationship between authentic leadership and innovative behavior through literature research method; we also illustrate the intermediary mechanism by considering employee well-being. And
organizational innovative climate might moderate the relationship between employee well-being and innovative behavior. We think that these results would be
helpful to the business development. Companies could better encourage leaders
to implement authentic leadership in order to enhance employee well-being and
enable employees to engage in more innovative behavior. What’s more, support
from the organization is also essential; companies should create an atmosphere
to support employees to engage in innovative behavior. However, this research
also has its limitation; for example, this model hasn’t been tested by empirical
studies. Thus, future research could try to do some related empirical studies, and
explore other potential mechanisms in authentic leadership.
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