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Abstract

This study aims to examine structural relationships between Thai authentic leadership, follower
wellbeing, and follower innovative work behaviour. It was conducted with 644 Royal Thai Navy Officers.
SEM and bootstrapping used to determine influential relationships and a mediation effect. Results from
SEM reveal that Thai authentic leadership has a positive influential relationship with both follower
wellbeing and follower innovative work behaviour. In addition, the result from bootstrapping supports
that wellbeing is a full mediator of the relationship between authentic leadership and innovative work
behaviour. The findings of the structural relationship, limitations of the study, and recommendations for
practice and future research are discussed.
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Introduction
Literatures demonstrates that if employees experience an appropriate level of wellbeing at work,
they tend to exert additional effort into utilising their knowledge and skills in fulfilling their work, and
report a positive mood, which creates helping behaviours and creative ideas that help the organisation to

achieve its goals (Eisenberger, Jones, Stinglhamber, Shanock& Randall, 2005). Employees who are

suffering from a lack of positive resources at work are likely to be detached from their work and struggle

to complete their tasks (Bakker, Demerouti&Schaufeli, 2003). Negative pressure on employees to excel
creates stress and burnout, resulting negatively in an unwillingness to innovate and invest effort in

creativity (Amabile, Hadley & Kramer, 2002). Leaders play a key role in stimulating positive working

climate and relationship at the workplace, which subsequently have an impact on wellbeing and
innovativeness among their followers, especially authentic leadership as this type of leadership is based

on positive psychological health (Deci& Ryan, 2000; Kernis& Goldman, 2005). This study aims to

investigate the relationships between authentic leadership and follower wellbeing and follower innovative
work behaviour in order to provide an empirical evidence to shed lights on embracing elevating wellbeing
at the workplace for organisations.

This article provides literatures review on authentic leadership, wellbeing, and innovative work
behaviour in the next section. It is followed by methods and results of the study. Finally, the study ends
with limitations, recommendations, and conclusion.

Literature Review

In this section, literatures on authentic leadership, follower wellbeing, follower innovative work
behaviour, and their relationships were reviewed in order to formulate hypotheses.
Authentic Leadership
The most wildly used theory for authentic leadership is that proposed by Walumbwa, Avolio, Gardner,
Wernsing, and Peterson’s 2008 (Gardner et al., 2011). This theory has emerged over the last several years
from the intersection of leadership, ethics, positive organizational behaviors, and academic literature
(Walumbwa et al., 2008). The definition of authentic leadership could be
“a pattern of leader behaviour that draws upon and promotes both positive psychological capacities and a
positive ethical climate, to foster greater self-awareness, and internalized moral perspective, balance
processing of information, and relational transparency on the part of leaders working with followers,
fostering positive self-development” (Walumbwa et al., 2008, p. 94).
Although the theory of authentic leadership by Walumbwa et al. (2008) is most widely used in various

literatures, the contextual factors may shape leadership diffrently (Klenke, 2005). This statement
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emphasizes the importance of cultural contexts underlining leadership theories. Authentic leadership in a
Thai context may be fundamentally different from Walumbwa et al.’s (2008) concept. Amornpipat and
McLean (2016) study a concept of Thai authentic leadership and found that there are effects of culture on
authentic leadership under Thai context. Thai leaders represent behaviours that consistent with the four
constructs of Walumbwa et al.’s (2008) authentic leadership concept. Moreover, it is also found to
consistent with the authentic leadership definition, yet it does not include in Walumbwa et al.’s (2008)
authentic leadership construct. Thus, they proposed a new construct called ‘relational harmony’. The five
constructs of Thai authentic leadership are conceptualised as follows:

Self-Awareness. This reflects leaders who demonstrate positive modeling by understanding and accepting
values, feelings, identity and goals of themselves and others. They are also aware of the impact from their
decision-making on others because they have sympathy for other’s feelings, values, and strengths and
weaknesses as it is driven by benevolence manners (Metta) (Amornpipat& McLean, 2016, p. 12).
Balanced processing.It reflects leaders’ authenticity through objectively analyzing relevant information
through a balanced equitable social process without bias before making decisions. The leaders allow
others’ objective input though such input may challenge their own perspective(Amornpipat& McLean,
2016, p. 12).

Relational transparency.lt reflects leaders who share information and communicate openly with others
while revealing true thoughts with non-aggressive emotional expression and appropriate manner. They
also demonstrate genuine positive interest in others in which trust, respect, and identification with them
are emerged(Amornpipat& McLean, 2016, p. 12).

Internalised moral perspective. This refers to leaders as being self-regulated and being congruent with
moral integrity between values and actions. It includes being self-disciplined and not allowing external
influences to sway authenticity, which lead to negative future consequences (Bad-Karma)(Amorpipat&
McLean, 2016, p. 12).

Relational harmony. This means leaders who demonstrate respectful behaviours to others as being
humane. They build positive psychological conditions and ethical climates through promoting harmonious
relationships among their multiple in-groups(Amornpipat& McLean, 2016, p. 13).

These five constructs of Amornpipat and McLean’s (2016) Thai authentic leadership will be used as a
theoretical foundation for this study.

Follower Wellbeing.

Recently, the Gallup research conducted by Rath and Harter (2010) focusing on leadership, workplace

management and wellbeing practices considers wellbeing as the ‘combination of our love for what we do
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each day, the quality of our relationships, the security of our finances, the vibrancy of our physical health,
and the pride we take in our contribution to our communities’ (p. 4). Rath and Harter (2010) reveal the
five universal essential interconnected elements of wellbeing: career wellbeing, social wellbeing, financial
wellbeing, physical wellbeing, and community wellbeing.

In Thailand, the concept of wellbeing is aligned with the Eighth and Ninth National Economic and Social

Development Plans (Supaporn, 2009). The 9" National Economic and Social Development Plan of

Thailand (2002 — 2006) focuses on human-centred development, it defines wellbeing as the state of being
mentally and physically healthy, which includes a combination of life satisfaction with family, adequate
financial income, and having positive and ethical environments. It also involves individual functionings
and capabilities that lead to human flourishing and the fulfillment of one’s true nature. There are seven
dimensions consisting under this framework: (1) mentaland physical health; (2) knowledge; (3) financial
income; (4) working life; (5) family life: (6) livingenvironment; and (7) good governance (Office of the

National Economic and Social Development Board, 2002)

The concept of wellbeing in the Eastern context, including in Thailand, emphasises interdependence
(Markus &Kitayama, 1991); social harmony (Ingersoll-Dayton, Neal& Hammer, 2001; Uchida
&Kitayama, 2009);and acceptance and enjoyment (Ingersoll-Dayton et al., 2001). Interestingly, the
constructs of wellbeing from the Western and Eastern perspectives have demonstrated commonalities in
certain aspects: working life, financial income, physical and psychological health, social relationships, and
living environment.

Authentic leadership and Follower Wellbeing.

This section explores the relationship between authentic leadership and wellbeing. First, the self-

awareness component of authentic leadership enables leaders to develop a truthful relationship with

followers (Goldman &Kernis, 2002) because the leader’s self-awareness foster followers’ organisational-

derived self-concept by building followers’ strengths and self-esteem (Avolio& Gardner, 2005; Gardner et

al., 2005; Goldman &Kernis, 2002). Additionally, recent empirical studies have found that the self-

awareness component of authentic leadership is positively associated with creating a supportive
environment for newcomers because leaders are cognisant of the possibility of workplace bullying, and

are able to prevent this from occurring(Giallonardo et al., 2010; Laschinger, Wong&Grau, 2012). The

influence of authentic leadership is therefore likely to contribute to employee wellbeing.

In addition, Macik-Frey et al. (2009) report that authentic leadership is a pathway to wellbeing and
provide evidence that authentic leadership is an efficient and effective manner in whichto move towards

optimal human functioning. Authentic leaders foster follower wellbeing through the development of high-
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quality relationships (Hofmann, Morgeson&Gerras, 2003). Such relationships are based on the principles
of social-exchange theory (Hofman&Morgeson, 1999). Authentic leaders are likely to develop positive
social exchanges, which in turn have a positive effect on followers’ wellbeing through creating positive
emotions (Ilies et al., 2005). The positive emotions can predict positive human attitudes and behaviours
such as coping with adversity, stress, self-realisation, and encouraging flourishing (Fredrickson, 2003). In
turn, the positive emotions followers experience at work lead to better psychological and physical health
(Salovey, Rothman, Detweiler& Steward, 2000).

Further, leaders who exhibit unbiased processing and transparency of related information are more
accurate when interpreting and estimating the skills and capabilities of their followers (Csikszentmihalyi,
2003). By being able to encourage the realisation of followers’ true potential and by being honest by
sharing information with followers through constructive feedback and interpersonal interactions, authentic

leaders foster the continuous learning and development of followers (Ilies et al., 2005; Popper &Lipshitz,

2000). Authentic leaders develop a sense of self-determination in followers, in part by providing
opportunities for skills development and autonomy, which is an important indicator of wellbeing (Ryan
&Deci, 2001; Ryff& Keyes, 1995).

Research suggests that followers respond by engaging in behaviours that are consistent with the
behaviours and values of their leaders (Hofmann et al., 2003). Due to the internal moral-perspective
component of the authentic-leadership construct, authentic leaders serve as an ethical and positive
behavioural model for their followers. Through leading by example and maintaining an open and honest
relationship with followers, the core ethical values of the leaders are demonstrated to followers (Lagan,
2007). These demonstrations increase followers’ perceptions of leader ethicality and an ethical workplace
climate. Therefore, authentic leaders are expected to foster a climate of good governance within
organisations.

Authentic leaders are likely to be associated with creating follower wellbeing by developing a high-
quality relationship through creating truthful relationships and positive emotions. They also provide
continued growth and development to support the self-determination of followers. Ultimately, authentic
leaders build a high degree of ethics in the workplace. Therefore, it is logical to formulate the following
hypothesis for the present study:

Hypothesis 1: Authentic leadership is positively related to follower wellbeing.

Innovative Work Behaviour Defined

Innovations are new products or processes that are applicable to and useful for a certain individual, group

or organisation. Innovations can differ based on the people involved, the time required for their
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development, and the range of people affected by the innovation (West & Farr, 1989). Innovation theorists

often describe the innovation-development process as being composed of two main phases: idea initiation

and idea implementation (Axtell et al., 2000). A number of studies in work contexts have investigated

employee innovative work behaviour, and have defined innovative work behaviour as the sum of all work

activities conducted by individuals during an innovation process (Messmann, 2012). In line with the two-
stage model of the innovation-development process mentioned above, the construct of innovative work
behaviour is conceptually based on psychological models of creativity and innovation as a two-stage

process (Amabile, 1988; King & Anderson, 2002; West, 2002; Woodman, Sawyer &Griffi, 1993).

Creativity is defined as the production of new and useful ideas concerning products, services, processes
and procedures (Amabile, 1988; Oldham & Cummings, 1996). Creativity occurs in the first stage of the
innovation process, where problems or performance gaps are recognised and ideas are generated in

response to a perceived need for innovation (de Jong & den Hartog, 2007; King & Anderson, 2002;

Miron, Erez&Naveh, 2004; West, 2002). The ideas generated in the first stage of the innovation process
are then carried on to the implementation stage, in which problems are solved and desired performance is
achieved (Amabile, 1988; King & Anderson, 2002; Oldham & Cummings, 1996; West, 2002). Innovative

work behaviour integrates a set of tasks and activities required for innovation development (Kanter

2000), and such activities can be physical or cognitive, and can be performed solitarily or in a social

setting (Messmann, 2012; Messmann& Mulder, 2012). Further, innovative work behaviour encompasses

all work activities that are required from employees to accomplish the innovation tasks. These work
activities may by physical or cognitive, and can also be performed solitarily or in a social setting, and
contribute to multiple innovation tasks.

Overall, innovative work behaviour is commonly perceived as a multidimensional construct that captures
the innovation-development behaviour of employees, including generation, promotion and realisation of

new ideas within one’s work context with the objective of benefitting the group and/or organisational

performance (e.g., de Jong &danHartog, 2007, 2008, 2010; Kanter, 1988; Messmann& Mulder, 2011;

Scott & Bruce, 1994; West & Farr, 1989; Zhou & George, 2001).

Authentic Leadership and Follower Innovative Work Behaviour

The majority of extant research on factors influencing innovative work behaviour has been concerned
with the effects of different leadership styles and the quality of relationships between leaders and
followers. Studies reveal that followers engage in more innovative activities when their leaders increase
positive emotions by creating positive and supportive interactions (e.g., de Jong & den Hartog, 2007;

Starke, 2012). Authentic leadership is one of the leadership forms that have been founded on positive
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psychology and the ethical and moral movement (Avolio& Gardner, 2005). These constructs are
conceptually relevant to creativity and innovative work behaviour (Bierly III, Kolodinsky&Charette,

2009; Valentine, Godkin, Feischman& Kidwell, 2011).

Authentic leaders are usually described as leading by example (Avolio et al., 2004). Through the process
of positive modelling, authentic leaders are able to affect their followers in a manner that leads the
followers to identify personally with the leaders’ beliefs and values. Such demonstration results in
increasing followers’ level of creativity and innovation (Ilies et al., 2005). In addition, the self-awareness
process helps authentic leaders to learn about, and accept their fundamental values, feelings, identity, and
motives or goals (Avolio& Gardner, 2005). Knowing and accepting themselves makes such leaders be
more independent, which is projected onto the followers, and improves followers’ creative behaviour

(Patterson, 1999). This process is unique to authentic leadership when compared to other leadership styles

(Gardner et al., 2005). In line with being self-aware of their actions towards others, authentic leaders have
a deep understanding and concern about their followers’ strengths and weaknesses, for which they
demonstrate empathy and consideration. Authentic leaders construct interpersonal support among their

followers, which has been found to enhance followers’ creativity and innovation (Amabile et al., 2004;

Oldham & Cummings, 1996). This outcome may be because followers react positively to positive
thinking and feel supported their leaders, which builds their self-confidence and belief in their own ideas

and ability to innovate (Carmeli, Gelbard& Reiter-Palmon, 2013; Cerme et al., 2013; Seibert,

Kraimer&Crant, 2001).

Previous research has demonstrated that supportive leadership can facilitate follower innovative work
behaviour by providing constructive feedback and creating the psychological conditions for such work

behaviour (Atwater &Carmeli, 2009; Carmeli et al., 2010; George & Zhou, 2001). In particular, the

psychological conditions are key in motivating followers to become involved in the creative process and

exhibit innovative work behaviour (Carmeli et al., 2010; Reiter-Palmon&lIlies, 2004; Rego et al., 2014).

Authentic leaders create positive psychological conditions through generating psychological capital (e.g.,
self-efficacy, optimism, hope, and resilience) (Avolio et al., 2004; Avolio& Gardner, 2005; Rego et al.,
2014), and by promoting a positive interpersonal relationship with the followers (Gardner et al., 2011;
Ilies et al., 2005; Walumbwa et al., 2008). This positive relationship is considered quality relationship

thatcreates positive consequences (Haller &Hadler, 2006; Stephens, Heaphy& Dutton, 2012) such as

enhancing followers’ flexibility and creative thinking (Avolio et al., 2004) and motivating followers to

explore new ideas (Miiceldili et al., 2013; Tierney et al., 1999;Yuan & Woodman, 2010). Thus, authentic
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leadership is likely to induce followers’ perceptions of leader support and positivity, which is conducive
to follower innovative work behaviour.
Further, the perception of psychological safety refers to individuals believing that the team or

organisational context provides a safe environment for interpersonal risk taking (Edmondson,

1999).Elsbach and Hargadon (2006) suggest that individuals are motivated to engage in innovative
behaviour at work if they do not fear image threats. Authentic leaders promote followers’ perceptions of
psychological safety by being transparent, guided by internal moral standards, and able to analyse
objectively relevant information before making a decision; they then gain followers’ trust, respect, and
identification (Avolio et al., 2004; Gardner et al., 2005; Ilies et al., 2005; Walumbwa et al., 2008).

Consequently, authentic leaders develop a strong relationship with their followers (Fraley & Shaver,

1998), which creates a sense of greater psychological safety among the followers. Hence, the followers
are motivated to propose unconventional ideas, and introduce conflicting opinions without fear (Avolio et
al., 2004; Edmonson, 1999; Walumbwa et al., 2008).

In conclusion, authentic leadership is likely to enhance follower innovative work behaviour through
building confidence in followers, and creating a supportive environment and positive psychological
conditions for idea generation and implementation. This relationship between authentic leadership and
follower innovative work behaviour suggests the following hypothesis for the present research:
Hypothesis 2: Authentic leadership is positively related to follower innovative work behaviour.

Wellbeing and Innovative Work Behaviour

Studies suggest that upcoming generations of employees will seek greater meaning and personal
development from their work, and perceive their work as a ‘calling’ that must be enjoyable, fulfilling, and

socially useful (Avolio&Sosik, 1999; Wrzesniewski, McCauley, Rozin& Schwartz, 1997). Thus, HR

professionals have begun to consider employee wellbeing to be in the best interests of employers,
particularly those that spend substantial resources in hiring employees and trying to generate products,

profits, and maintain loyal customers (Anderson, Serxner& Gold, 2001; Fulmer, Gerhar& Scott, 2003;

Harter, Schmidt & Keyes, 2002). This emphasis on employee wellbeing has been created because

employee wellbeing represents the physical, mental, and emotional features of employee health, which act

synergistically to affect employees in a complex manner (DeJoy& Wilson, 2003). Ensuring employee

wellbeing could be a source of organisational advantage through creating factors such as increases in
competitive advantage, performance, productivity, hiring selectivity, and customer satisfaction, and

decreases in absenteeism, turnover, accident rates, and healthcare costs (Brown, 2000; DeJoy&Wilson,

2003; Grawitch, Gottschalk&Munz, 2006; Huselid, 1995). Further, employee wellbeing may play a
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central role in employee innovation, uponwhich companies increasingly rely (Blom, Melin&Pyoria, 2001,

cited in Huhtala&Parzefall, 2007) for their continuous improvement. However, innovation literature has

paid surprisingly little attention to employee wellbeing and its relationship to innovation
(Huhtala&Parzefall, 2007).

The reinforcing link between employee wellbeing and innovative behaviour serves to strengthen the
positive effect of organisational practices. First, it helps organisations understand how innovative
employees can and should be supported in the workplace given that innovation requires psychological

nurturing (Deery, 2002; Florida, 2002; Guest, 2002). Second, it helps to explain how the characteristics of

the work environment affect employees’ intention to exercise their creative skills and abilities for the
benefit of the organisation (Huhtala&Parzefall, 2007).

In addition, the positive aspects of employee wellbeing appear relevant to the promotion and support of
innovation in the organisation through helping employees counterbalance the negative effect of demands
on wellbeing and the costs associated with engaging in activities that are beneficial for the organisation
(Organ, 1988). As one of five wellbeing dimensions proposed by Rath and Harter (2010), career
wellbeing is naturally a factor that affects employees’ innovative work behaviour either indirectly or

directly. Career wellbeing could include a number of factors that have been labelled job-related resources

such as author, challenge, time, materials and social relationships (Anderson, De Dreu&Nijstad, 2004;

Shalley& Gilson, 2004). Schaufeli and Bakker (2004) suggest that every job has certain resources; these

could come from physical, psychological, social, and organisational aspects that enable employees to
accomplish their work and influence them to feel motivated and fulfilled when they work. These positive
aspects are considered a simulative process for personal growth and deep-rooted satisfaction that
subsequently leads to employee innovation (Huhtala&Parzefall, 2007).

The positive effect of healthy physical and psychological wellbeing at work has the potential to promote

employee innovation, which means that it is predictive that employees’ productivity and performance

relate to emotional wellbeing (Harter et al., 2002). Ellis and Ashbrook (1989) explain that depressive
individuals demonstrate poorer memory compared to neutral-mood individuals. Moreover, depression
may limit cognition, particularly complex cognition in most work environments. Conversely, cognitive

potential and creative thinking may be stimulated as well as untie information-processing strategies

through the effect of positive emotions (Fiedler, 1991; Fredrickson, 1998; Isen, 1987; Schwarz & Bless,

1991;Ziv, 1976).

Empirical research reveals that supervisors rate employees who report greater positive emotional

symptoms as having a higher performance than those with more negative emotional symptoms (Wright
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&Bonnett, 1997; Wright &Cropanzano, 2000; Wright&Staw, 1999). Avolio et al. (2004) suggest that
authentic leadership is considered an intervention variable in the workplace because it can improve
followers’ positive outcomes such as work engagement, job satisfaction, and organisational commitment

through creating positive emotions, identification, trust, and optimism. Similarly, Yammarino, Dionne

Schriesheim and Dansereau (2008) reviewed and analysed 27 published studies to examine the influence
of authentic leadership on followers’ performance in positive organisational behaviours at all levels (i.e.,
individual, group and organisational). At an individual level, they found that authentic leadership has a
positive effect on performance of followers via positive organisational behaviours. Authentic leaders were
found to play a role in generating positive psychological processes in the workplace by stimulating
followers’ confidence, self-efficacy, hope and optimism.

Therefore, it appears that authentic leaders create a working environment that provides employees with
the ability to improve their physical wellbeing, human relationships, self-determination, and career
advancement, which appear to reinforce creativity and innovation among employees through
communication (Harter et al.,, 2002; Rath& Harter, 2010). Employee creativity and innovation can
become an organisational intellectual resource.

As noted, a key outcome of authentic leadership is wellbeing in the workplace (Gardner et al., 2005;
Walumbwa et al., 2005), which has an indirect effect on employee innovation. The review of the literature
suggests a positive relationship between wellbeing and innovative work behaviour among employees, and
a mediation effect of wellbeing on the relationship between authentic leadership and innovative work
behaviour of followers. Therefore, this research develops the following hypotheses:

Hypothesis 3(a): Follower wellbeing is positively related to follower innovative work behaviour.
Hypothesis 3(b): The influential relationship between authentic leadership and innovative work behaviour
is mediated by wellbeing.

MethodsandDataAnalysis
Thissectionexplainsmethodsanddataanalysisusedinthisstudyaswellaspresntstheresults.
PopulationandSample

In comparison to a more traditional work context, military contexts provide greater opportunity for leaders

to encourage positivity and reduce negativity in followers (Hannah, Uhl-Bien, Avolio&Cavarretta, 2009;

Yammarino, Mumford, Connelly & Dionne, 2010) because jobs in the military context create greater
levels of stress, and followers tend to look to leaders for guidance in how to feel and behave under such

conditions, as well as for support and meaning (Bartone, 2006).
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The population for the study was officers in the Royal Thai Navy currently working at the major four
operational branches: the Royal Thai Navy Headquarters; the Royal Thai Fleet; the Naval Dockyard
Department; and the Naval Studies and Research. The number of active Royal Thai Navy personnel is
71,000 serving officers. The sample for this study used a sample of 644 officers from the Royal Thai
Navy. The division of the 644 participants from the scale-validation study was as follows: Royal Thai
Fleet (36.7%), Naval Studies and Research (33.07%), and Naval Dockyard Department (30.23%).
Instruments

Authentic-leadership scale.The 19-item developed by the researcher based on the Thai authentic
leadership concept of Amornpipat and McLean’s (2016). It consisted of five subscales: self-awareness (Ol
= 0.76), balanced processing (O = 0.83), relational transparency(Ql = 0.83), internalised moral perspective
(0L = 0.90), and relational harmony(Ol = 0.80). The total Cronbach’s alpha was 0.94. The items are
measured on five-point Likert scale.

Follower-wellbeing measure. The follower-wellbeing measure developed by Jariyapanya (2013). This is a
measure written in Thai that is based on Rath and Harter’s (2010) concept of wellbeing. The constructs of
follower wellbeing encompass five dimensions: career wellbeing (Ol = 0.83); social wellbeing (Ol = 0.83);
financial wellbeing (Ol = 0.84); physical wellbeing (0L = 0.78); and community wellbeing (O = 0.86). The
total items are 24 (O = 0.94) and are measured on five-point Likertscale.
Follower-innovative-work-behaviour measure. The translated measure of follower innovative work
behaviour developed by de Jong and Hartog (2008) was chosen by the present study to examine follower
innovative work behaviour. There are 10 items (0L = 0.93) measured on five-point Likert scale, consisting
of four dimensions: opportunity exploration (O = 0.75); idea generation (Ol = 0.85); championing (0L =
0.80), and application (Ol = 0.88).

Goodness-fit Indices

Criteria to determine a good fit of a testing model in this study include chi-square (Bollen, 1989);
minimum discrepancy (CMN/df. < 5.0, Bollen, 1989); root-mean-square residual (RMR < .08, Hu
&Bentler, 1999); root-mean-square error of approximation (RMSEA < 0.08, Browne &Cuduk, 1993); the
comparative fit index (CFI > 0.90, Bentler, 1990); the Tucker-Lewis Index (TLI > 0.90; Bentler&Bonett,
1980); goodness of fit index (GFI = 0.90, Hair et al., 2006): adjusted goodness of fit index (AGFI = 0.90,
Tanaka &Huba, 1985); normed fit index (NFI = 0.90, Bollen, 1989); incremental fit index (IFI = 0.90,
Henry & Stone, 1994); and the parsimony normed fit index (PNFI > 0.60, Schumaker& Lomax, 2004).

Results
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SEM was conducted on AMOS to examine measurement errors and the direct and indirect effects of the
structural relationships among the three variables: authentic leadership, follower wellbeing, and follower
innovative work behaviour. The results presented in Table 4.27reveal that the hypothesised model was
statistically supported: chi-square value (x%(73) = 289.24, p< 0.05); CMIN/df. = 3.96; RMR = 0.02;
RMSEA = 0.07; CFI = 0.96; TLI = 0.96; GFI = 0.94; AGFI = 0.91; NFI = 0.95; IFI = 0.96; and PNFI =
0.77. The results presented in Table 1 demonstrate a positive statistically significant influential effects
from the two relationships—the influence of authentic leadership on follower wellbeing (SPC = 0.74, ¢ =
14.97; p < 0.000), and the influence of wellbeing on innovative work behaviour (SPC = 0.43, ¢ = 6.139; p
< 0.000). These two outcomes support Hypothesis 1 ‘ Authentic leadership is positively related to follower
wellbeing, and Hypothesis 3a Follower wellbeing is positively related to follower innovative work
behaviour’. However, the influential relationship between authentic leadership and innovative work

behaviour was not found to be statistically significance (SPC = 0.06, 1= 1.00; p = 0.31).

Table 1

Standardised Regression Weightsof the Hypothesis Model

Estimate SE t-value p-value
AL > WB 0.738 0.06 14.971 0.00
AL > W 0.064 0.073 1.002 0.31
WB > W 0.431 0.066 6.139 0.00
Mediation Effect

The path line between wellbeing and innovative work behaviour demonstrated in the hypothesised model
was removed to investigate an influential effect of authentic leadership on the two variables. The results
presented in Table 2 indicate the significant influential effects of authentic leadership on follower
wellbeing (SPC = 0.75, ¢ = 15.06; p < 0.000) and follower innovative work behaviour (SPC = 0.41, ¢ =
8.65; p < 0.000) because the #-value is greater than 1.96 at a significance level of 0.00. This confirms
Hypothesis 2 ‘Authentic leadership is positively related to follower innovative work behaviour’. The
results also suggests that wellbeing is a full mediator of the relationship between authentic leadership and
innovative work behaviour because the influential relationship between authentic leadership and

innovative work behaviour was not significant when wellbeing was also measure in the relationship.
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Table 2

Standardised Regression Weights

Estimate  SE t-value  p-value
AL > WB 0.75 0.06 15.06 0.00
AL > w 0.41 0.06 8.65 0.00

SEM standardised direct and indirect effects were examined to explain the influential relationship of
authentic leadership and follower innovative work behaviour via follower wellbeing. As presented in
Table 3, authentic leadership had a total effect of 0.382 on follower innovative work behaviour, of which
only 0.064 (16.75%) was directly transmitted. Further, bootstrapping was performed to determine an
indirect effect of follower wellbeing. A number of 1,000 bootstrap samples were used as suggested by
Cheung and Lau (2008). In addition, percentile confidence and bias-connected confidence intervals at
95%, and Type I error were determined. Table 4 demonstrates that the indirect effect was 0.32, and the z-
value was significant and greater than1.96 (z = 6.40, p< 0.01). In addition, the bootstrapped confidence

intervals confirmed the result because zero did not fall into 95% CIs (Cheung & Lau 2008). Overall, the

statistical results indicate that follower wellbeing is a significant full mediator in the relationship between
authentic leadership and follower innovative work behaviour. Thus Hypothesis 4b ‘The influential
relationship between authentic leadership and innovative work behaviour is mediated by wellbeing’ is

confirmed.

Table 3

Decomposition of Effects

Path Standardised coefficient
Direct Effect Indirect Effect Total Effect
AL2IW  0.06 0.32 0.38

Table 4
Mediation of the Effect of Authentic Leadership on Follower Innovative Work Behaviour through

Follower Wellbeing

Product of Bootstrapping
Point of estimate coefficients Percentile 95% CI BC 95% CI
SE Z Lower Upper Lower Upper

Wellbeing 0.32 0.05 6.40 0.22 0.42 0.22 0.42
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Discussion

Positive influential relationships were reported in the findings. These relationships may exist because
authentic leaders foster a positive relationship with their employees in the workplace (Hofmann et al.,
2003). The results also emphasised the specific value of having a good relationship for Thai employees
(e.g., Boonsathorn, 2007; Gupta, Suric, Javidan, &Chhokar, 2002; Quek, Knudson-Martin, Rue,
&Alabiso, 2010) because the relational harmony had the strongest correlation with follower wellbeing and
innovative work behaviour. This can be explained by the fact that Thai leaders are likely to develop a
positive social-exchange working environment, particularly in developing a fair and harmonious working
atmosphere, which can result in improving the emotional wellbeing, health, and creativity of their
employees. This interpretation aligns with the conceptual relationship proposed by many researchers (e.g.,
Avolio& Gardner, 2005; Gardner et al., 2005; Goldman &Kernis, 2002). Additionally, the literature
suggests that authentic leaders build a creative, positive, and ethical climate at the workplace in which
positive psychological effects of followers such as confidence; hope and optimism are encouraged ((V:erne
et al., 2013; Lagan, 2007; Seibert et al., 2001). Such suggestions are coherent with the finding in this
study that given that Thailand is a country that has a high level of power distance and has a bureaucratic
working system, Thai employees tend to depend on their supervisor when making decisions related to
work and behave according to their supervisor’s values and instructions (Hank, 1962). Thus, Thai
followers may seek leaders who are able to demonstrate an understanding of the followers’ strengths and
weaknesses when assigning tasks, and who treat them in a benevolent manner. Displaying such qualities
should lead to Thai employees gaining confidence and optimism in relation to their working life, which
results in an increase in wellbeing level, and leads to followers making greater effort to create new ideas
and innovate in their workplace.

The mediation effect of follower wellbeing on authentic leadership and follower innovative work
behaviour was found to be significant in this research. This mediation effect emphasises that leaders may
exercise authentic-leadership behaviours as an intervention to improve follower wellbeing to enhance
their performance (Avolio et al., 2004). Elevating overall wellbeing in the workplace, can lead employees
to be indirectly stimulated to be more enthusiastic to enhance their knowledge and skills in performing
work tasks because they are satisfied with their mental and physical health (Ambalieet al., 2002;

Eisenberger et al., 2005; Harter et al., 2002; Rath& Harter, 2010). Thus, it can be concluded that followers

demonstrate their confidence and optimism through an ability to express and share their own values,

which can manifest itself through generating new ideas and adopting new challenges in implementing
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such ideas in the workplace, while exchanging opinions with their authentic leaders without
fearingjudgement.

Limitations of Study
There are several limitations of the present research. First, the measure design used a follower perception-
based scale to assess authentic leadership. In this research, participants were from the military context,
which might mean they were afraid to respond honestly to the items in relation to their immediate
supervisor, as the nature of their workplace may not have a leader-evaluation system. In addition, the
possibility of rating problems may have occurred. Some complete questionnaires presented a potential
error from a central tendency rating. This could be because the participants encountered difficulty in
understanding the questions or avoided reporting negative behaviours of their supervisor.
Recommendations for Practice and Future Research
For practical point of view, leaders may demonstrate authentic-leadership behaviours to build high-quality
leader—follower relationships in the workplace. Such leaders should take time to develop a dialogue with
their followers about their strengths and weaknesses, as well as the followers’ values to demonstrate that
they genuinely care about their employees. The findings in this research serve as a reminder to
organisations that they should not neglect the importance of leaders’ roles in improving employee
wellbeing in the workplace because a higher level of follower wellbeing leads to a higher level of
innovative work behaviour, which results in increasing organisational performance.
Further, The influence of authentic leadership on follower outcomes that are different from the two
variables used in this study may be empirically investigated to expand the network relationship of the
authentic-leadership theory as part of the theory-building process. It might also be interesting to examine
organisational culture to determine how it mediates or moderates the effect of authentic leaders on
follower outcomes.
Conclusion
This study provides an evidence to confirm that authentic leadership has positive influential relationships
with wellbeing and innovative work behaviour among followers. Additionally, it is found that wellbeing
is a mediator of the relationship between authentic leadership and follower innovative work behaviour.
Exercising positive leadership behaviours may be considered as an important aspect of the interaction
between leaders and followers within a military context and other type of organisations as they generate
positive working climate and build good quality with their followers in which resulting in enhancing
enthusiasm in putting more effort to create innovations for their organisation. This action can lead to an

overall increase in organisational performance.



20 ’J']ﬁﬁ']ﬁlllél‘hlﬂﬁWﬁﬁ%LLagﬁﬁﬂNﬁWﬁﬂg Wei3001MA

References

Amabile, T. M. (1988). A model of creativity and innovation in organizations.Research in Organizational
Behavior, 10(1), 123-167.

Amabile, T. M., Hadley, C. N., & Kramer, S. J. (2002).Creativity under the gun. Harvard Business
Review, 80(8), 52-61.

Amabile, T. M., Schatzel, E. A., Moneta, G. B., & Kramer, S. J. (2004).Leader behaviors and the work
environment for creativity: Perceived leader support.The Leadership Quarterly, 15(1), 5-32.

Amornpipat, 1., & McLean, G.N. (2016).Cultural influence on authentic leadership in
Thailand.Proceedings of the 1 7" International Conference on Human Resource Development
Research and Practice across Europe: Leadership, Diversity and Changing Practices in HRD in a
Global Context, Manchester, United Kingdom.

Anderson, N., De Dreu, C. K., &Nijstad, B. A. (2004). The routinization of innovation research: A
constructively critical review of the state=of-the=science.Journal of organizational Behavior, 25(2),
147-173.

Anderson, D. R., Serxner, S. A., & Gold, D. B. (2001).Conceptual framework, critical questions and
practical challenges in conducting research on the financial impact of worksite health
promotion.American Journal of Health Promotion, 15, 281-287.

Atwater, L., &Carmeli, A. (2009).Leader—-member exchange, feelings of energy, and involvement in
creative work. The Leadership Quarterly, 20(3), 264-275.

Avolio, B. J., &Gardner, W. L. (2005). Authentic leadership development: Getting to the root of positive
forms of leadership. The leadership quarterly, 16(3), 315-338.

Avolio, B. J., Gardner, W. L., Walumbwa, F. O., Luthans, F., & May, D. R. (2004). Unlocking the mask:
A look at the process by which authentic leaders impact follower attitudes and behaviors. The
Leadership Quarterly, 15(6), 801-823.

Avoilo, B. I, &Sosik, J. J. (1999).A life-span framework for assessing impact of work on white-collar
workers. In S. L. Willis & J. D. Reid (Eds.), Life in the middle: Psychological and social
development in middle age (pp. 251-274). San Diego, CA: Academic Press.

Axtell, C. M., Holman, D. J., Unsworth, K. L., Wall, T. D., Waterson, P. E., & Harrington, E.
(2000).Shopfloor innovation: Facilitating the suggestion and implementation of ideas. Journal of
occupational and organizational psychology, 73(3), 265-285.

Bakker, A. B., Demerouti, E., De Boer, E., &Schaufeli, W. B. (2003).Job demands and job resources as

predictors of absence duration and frequency. Journal of Vocational Behavior, 62(2), 341-356.



' td' = td' o/
[auN 4310 4 unTIAN-FUNAY 2559 21

Bartone, P. T. (2006). Resilience under military operational stress: can leaders influence
hardiness?. Military psychology, 18(S), 131 — 148.doi: 10.1207/s15327876mp1803s_10

Bentler, P. M. (1990). Comparative fit indexes in structural models. Psychological Bulletin, 107, 238-246.

Bentler, P. M., &Bonett, D. G. (1980).Significance tests and goodness of fit in the analysis of covariance
structures.Psychological Bulletin, 88, 588—606.

Bierly III, P. E.,Kolodinsky, R. W., &Charette, B. J. (2009).Understanding the complex relationship
between creativity and ethical ideologies. Journal of Business Ethics, 86(1), 101-112.

Bollen, K. A. (1989). Structural equations with latent variables. Oxford, England: Wiley.

Boonsathorn, W. (2007). Understanding conflict management styles of Thais and Americans in
multinational corporations in Thailand. International Journal of Conflict Management, 18(3), 196-
221.

Browne, J. H. (2000). Benchmarking HRM practices in healthy work organizations.The American
Business Review, 18, 54-61.

Browne, M. W., &Cudeck, R. (1992).Alternative ways of assessing model fit.Sociological Methods &
Research, 21(2), 230-258.

Carmeli, A., Gelbard, R., & Reiter-Palmon, R. (2013). Leadership, Creative Problem-Solving Capacity,
and Creative Performance: The Importance of Knowledge Sharing. Human Resource
Management, 52(1), 95-121.

Carmeli, A., Reiter-Palmon, R., &Ziv, E. (2010). Inclusive leadership and employee involvement in
creative tasks in the workplace: The mediating role of psychological safety. Creativity Research
Journal, 22, 250-260.

Ceme, M, Jaklié, M., &Skerlavaj, M. (2013). Authentic leadership, creativity, and innovation: A
multilevel perspective. Leadership, 9(1), 63-85.

Cheung, G. W., & Lau, R. S. (2008). Testing mediation and suppression effects of latent variables:
Bootstrapping with structural equation models. Organizational Research Methods, 11(2), 296-325.

Csikszentmihalyi, M. (2003).Good business: Leadership, flow, and the making of meaning. New York:
Penguin Group.

Deci, E. L., & Ryan, R. M. (2000). “What” and “Why” of goal pursuits: Human needs and the self-
determination of behavior. Psychological Inquiry, 11(4), 227-268.

Deery, S. (2002).Afterward. Employee reactions to human resource management: A review and

assessment. Journal of Industrial Relations, 44, 458-66.



22 ’J']ﬁﬁ']ﬁlllél‘hlﬂﬁWﬁﬁ%LLagﬁﬁﬂNﬁWﬁﬂg Wei3001MA

de Jong, J. P., & Den Hartog, D. N. (2007). How leaders influence employees' innovative
behaviour. European Journal of innovation management, 10(1), 41-64.

de Jong, J., & Den Hartog, D. (2008). Innovative work behaviour measurement and validation, available
at http://www.entrepreneurship-sme.eu/pdf-ez/h200820.pdf (assessed 15 June 2015).

de Jong, J., & Den Hartog, D. (2010). Measuring innovative work behaviour.Creativity and Innovation
Management, 19(1), 23-36.

Deloy, D. M., & Wilson, M. G. (2003). Organizational health promotion: Broadening the horizon of
workplace health promotion. American Journal of Health Promotion, 17, 337-341.

Edmondson, A. (1999). Psychological safety and learning behavior in work teams. Administrative Science
Quarterly, 44,350-383.

Ellis, H. C., &Ashbrook, P. W. (1989). The" state" of mood and memory research: A selective
review. Journal of Social Behavior& Personality, 4(2), 1-21.

Eisenberger, R., Jones, J. R., Stinglhamber, F., Shanock, L., & Randall, A. T. (2005). Flow experiences at
work: For high need achievers alone? Journal of Organizational Behavior, 26(7), 755-775.

Elsbach, K. D., &Hargadon, A. B. (2006).Enhancing creativity through “mindless” work: A framework of
workday design.Organization Science, 17(4), 470-483.

Fiedler, K. (1991). On the task, the measures and the mood in research on affect and social
cognition. Emotion and social judgments, 83-104.

Florida, R. (2002). The Rise of the Crative Class—and how it’s transforming work, leisure, community and
everyday life.New York.

Fraley, R. C., & Shaver, P. R. (1998). Airport separations: A naturalistic study of adult attachment
dynamics in separating couples. Journal of Personality and Social Psychology, 75(5), 1198.

Fredrickson, B. L. (2003). The value of positive emotions.American Scientist, 91(4), 330-335.

Fulmer, I. S., Gerhar, B., & Scott, K. S. (2003). Are the 100 best better? An empirical investigation of the
relationship between being a “great place to work” and firm performance.Personnel Psychology,
56(1),965-993.

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., &Tatham, R. L. (2006). Multivariate data analysis
(6"ed.). Upper Saddle River, NJ: Prentice Hall.

Hu, L., &Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis:
Conventional criteria versus new alternatives. Structural Equation Modeling: A Multidisciplinary

Journal, 6, 1-55. doi: 10.1080/10705519909540118



' td' = t:' o/
[auN 4310 4 unTIAN-FUNAY 2559 23

Gardner, W. L., Avolio, B. J., Luthans, F., May, D. R., &Walumbwa, F. (2005). “Can you see the real
me?” A self-based model of authentic leader and follower development. The Leadership
Quarterly, 16(3), 343-372.doi: 10.1016/j.leaqua.2005.03.003

Gardner, W. L., Cogliser, C. C., Davis, K. M., & Dickens, M. P. (2011). Authentic leadership: A review
of the literature and research agenda. The Leadership Quarterly, 22(6), 1120-1145.

George, J. M., & Zhou, J. (2001).When openness to experience and conscientiousness are related to
creative behavior: An interactional approach.Journal of Applied Psychology,86(3), 513-524.

Giallonardo, L. M., Wong, C. A., &Iwasiw, C. L. (2010). Authentic leadership of preceptors: Predictor of
new graduate nurses’ work engagement and job satisfaction. Journal of Nursing Management, 18(8),
993-1003.doi: 10.1111/5.1365-2834.2010.01126.x

Goldman, B. M., &Kernis, M. (2002).The role of authenticity in healthy psychological functioning and
subjective well-being.Annals of the American Psychotherapy Association, 5(6), 18-20.

Grawitch, M. J., Gottschalk, M., &Munz, D. C. (2006). The path to a healthy workplace: a critical review
linking healthy workplace practices, employee well-being, and organizational
improvements. Consulting Psychology Journal: Practice and Research, 58(3), 129-147.

Guest, D. (2002). Human resource management, corporate performance and employee wellbeing:
Building the worker into HRM. Journal of Industrial relations, 44(3), 335-358.

Gupta, V., Surie, G., Javidan, M., &Chhokar, J. (2002). Southern Asia cluster: where the old meets the
new? Journal of world business, 37(1), 16-27.doi: 10.1016/S1090-9516(01)00071-2

Haller, M., &Hadler, M. (2006). How social relations and structures can produce happiness and
unhappiness: An international comparative analysis. Social Indicators Research, 75, 169-216.

Hannah, S. T., Uhl-Bien, M., Avolio, B. J., &Cavarretta, F. L. (2009).A framework for examining
leadership in extreme contexts. The Leadership Quarterly, 20(6), 897-919.

Harter, S. (2002).Authenticity.In C. R. Snyder, & S. Lopez (Eds), Handbook of positive psychology (pp.
382-394). Oxford, UK: Oxford University Press.

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between employee
satisfaction, employee engagement, and business outcomes: a meta-analysis. Journal of applied
psychology, 87(2), 268.doi: 10.1037/0021-9010.87.2.268

Henry, J. W., & Stone, R. W. (1994).A structural equation model of end-user satisfaction with a
computer-based medical information system.Information Resources Management Journal, 7(3), 21-

33.doi: 10.4018/irmj.1994070102



24 ’J']ﬁﬁ']ﬁlllél‘hlﬂﬁWﬁﬁ%LLagﬁﬁﬂNﬁWﬁﬂg Wei3001MA

Hofmann, D. A., &Morgeson, F. P. (1999). Safety-related behavior as a social exchange: The role of
perceived organizational support and leader—member exchange. Journal of Applied Psychology,
84(2), 286-296.doi: 10.1037/0021-9010.84.2.286

Hofmann, D. A., Morgeson, F. P., &Gerras, S. (2003). Climate as a moderator of the relationship between
LMX and content specific citizenship: Safety climate as an exemplar. Journal of Applied Psychology,
88(1), 170-178.doi: 10.1037/0021-9010.88.1.170

Huhtala, H., &Parzefall, M. R. (2007). A Review of Employee Well-Being and Innovativeness: An
Opportunity for a Mutual Benefit. Creativity and Innovation Management, 16(3), 299-306.

Huselid, M. A. (1995). The impact of human resource management practices on turnover, productivity,
and corporate financial performance. Academy of Management Journal, 38, 635—672.

Ilies, R., Morgeson, F. P., &Nahrgang, J. D. (2005). Authentic leadership and eudaemonicwell-being:
Understanding leader—follower outcomes. The Leadership Quarterly, 16(3), 373-394.

Ingersoll-Dayton, B., Neal, M. B., & Hammer, L. B. (2001). Aging Parents Helping Adult Children: The
Experience of the Sandwiched Generation. Family Relations, 50(3), 262-271.

Isen, A. M. (1987). Positive affect, cognitive processes, and social behaviour.In L. Berkowitz (Ed.),
Advances in experimental social psychology (Vol. 20, pp. 203-253). San Diego, CA: Academic Press.

Jariyapanya, N. (2013).Structural relations analysis of organisational socialisation, job embeddedness,
and well-being of bank officers (in Thai).Unpublished master’s thesis.National Institute of
Development Administration, Bangkok, Thailand.

Kanter, R. M. (1988). Three tiers for innovation research. Communication Research, 15(5), 509-523.

Kanter, R. M. (2000). When a thousand flowers bloom: Structural, collective, and social conditions for
innovation in organization. Entrepreneurship: the social science view, 167-210.

Kernis, M. H., & Goldman, B. M. (2005). From thought and experience to behavior and interpersonal
relationships: A multicomponent conceptualization of authenticity. In A. Tesser, J. V. Wood, & D.
Stapel (Eds.), On building, defending and regulating the self: A psychological perspective (pp. 31—
52). New York: Psychology Press.

King, N., & Anderson, N. (2002).Managing Innovation and Change: A Critical Guide for Organizations.
London: Thomson.

Klenke, K, (2005). The internal theatre of the authentic leader: Integrating cognitive, affective, conative
and spiritual facets of authentic leadership. In W. Gardner, B. Avolio, & F. Walumba (Eds.),
Authentic leadership theory and practice: Origins, effects and development: Vol. 3. Monographs in

Leadership and Management (pp. 155-182). New York: Elsevier.



' td' = td' o/
[auN 4310 4 unTIAN-FUNAY 2559 25

Lagan, T. E. (2007).Authentic leadership: Development of a four-dimensional scale and identification of a
nomological network (Unpublished Doctoral’s thesis). The University at Albany, State University of
New York, New York, USA.

Laschinger, H. K. S., Wong, C. A., &Grau, A. L. (2012). The influence of authentic leadership on newly
graduated nurses’ experiences of workplace bullying, burnout and retention outcomes: A cross-
sectional study. International journal of nursing studies, 49(10), 1266-1276.

Macik-Frey, M., Quick, J. C., & Cooper, C. L. (2009).Authentic leadership as a pathway to positive
health.Journal of Organizational Behavior, 30(3), 453-458.doi: 10.1002/job.561

Markus, H. R., &Kitayama, S. (1991). Culture and the self: Implications for cognition, emotion, and
motivation. Psychological review, 98(2), 224-253.doi: 10.1037/0033-295X.98.2.224

Messmann, G. (2012). Innovative work behaviour: investigating the nature and facilitation of vocational
teachers’ contributions to innovation development (UnplubishedDoctoral’s thesis). Regensburg
University, Regensburg, Germany.

Messmann, G., & Mulder, R. H. (2011). Innovative work behaviour in vocational colleges: Understanding
how and why innovations are developed. Vocations and Learning, 4(1), 63-84.

Messmann, G., & Mulder, R. H. (2012).Development of a measurement instrument for innovative work
behaviour as a dynamic and context-bound construct. Human Resource Development
International, 15(1), 43-59.doi: 10.1080/13678868.2011.646894

Miiceldili, B., Turan, H., &Erdil, O. (2013).The influence of authentic leadership on creativity and
innovativeness. Procedia-Social and Behavioral Sciences, 99, 673-681.

Office of the National Economic and Social Development Board (2002).The Ninth National Economic
and Social Development Plan.Retrieved from
http://www.nesdb.go.th/nesdb_en/ewt dl_link.php?nid=3784 (assessed 28 August 2015).

Oldham, G. R., & Cummings, A. (1996). Employee creativity: Personal and contextual factors at
work. Academy of management journal, 39(3), 607-634.doi: 10.2307/256657

Organ, D. W. (1988).0Organisational Citizenship Behaviour: The Good Soldier Syndrome, Lexington,
MA: Lexington.

Patterson, F. (1999).Innovation Potential Predictor. Oxford: Oxford Psychologists Press.

Popper, M., &Lipshitz, R. (2000). Organizational learning: Mechanisms, culture, and feasibility.

Management Learning, 31(2), 181-196.doi: 10.1177/1350507600312003



26 ’J']ﬁﬁ']ﬁlllél‘hlﬂﬁWﬁﬁ%LLagﬁﬁﬂNﬁWﬁﬂg Wei3001MA

Quek, K. M. T., Knudson-Martin, C., Rue, D., &Alabiso, C. (2010). Relational harmony: A new model of
collectivism and gender equality among Chinese American couples. Journal of Family Issues, 31(3),
358-380.doi: 10.1177/0192513X09351162

Rath, T., & Harter, J. K. (2010). Wellbeing: The five essential elements. New York: Gallup Press.

Rego, A., Sousa, F., Marques, C., & e Cunha, M. P. (2014). Hope and positive affect mediating the
authentic leadership and creativity relationship. Journal of Business research, 67(2), 200-210.

Reiter-Palmon, R., &lllies, J. J. (2004). Leadership and creativity: Understanding leadership from a
creative problem-solving perspective. Leadership Quarterly, 15(1), 55-77.

Ryan, R. M., &Deci, E. L. (2001). On happiness and human potentials: A review of research on hedonic
and eudaimonic well-being. Annual review of psychology, 52(1), 141-166.

Ryff, C. D., & Keyes, C. L. M. (1995). The structure of psychological well-being revisited. Journal of
Personality and Social Psychology, 69(4), 719-727.

Salovey, P., Rothman, A. J., Detweiler, J. B., & Steward, W. T. (2000).Emotional states and physical
health.American Psychologist, 55(1), 5-14.

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout
and engagement: A multi-sample study. Journal of organizational Behavior, 25(3),293-315.

Schumacker, R. E., & Lomax, R. G. (2004).4 beginner’s guide to struc- tural equation modeling (2nd ed.).
Mahwah, NJ: Erlbaum.

Schwarz, N., & Bless, H. (1991). Happy and mindless, but sad and smart?The impact of affective states
on analytic reasoning. Emotion and social judgments, 55-71.

Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior: A path model of individual
innovation in the workplace. Academy of management journal, 37(3), 580-607.

Seibert, S. E., Kraimer, M. L., &Crant, J. M. (2001).A longitudinal model linking proactive personality
and career success. Personnel psychology, 54(4), 845-874.

Shalley, C. E., & Gilson, L. L. (2004).What leaders need to know: A review of social and contextual
factors that can foster or hinder creativity. The Leadership Quarterly, 15, 33-53.

Stephens, J. P., Heaphy, E., & Dutton, J. E. (2012).High quality connections.In K. S. Cameron, & G.
Spreitzer (Eds.), The Oxford handbook of positive organizational scholarship (pp. 385-399). Oxford:
Oxford University Press.

Supaporn, N. (2009). Perception of people on well-being in Bang Pai community (Unpublished Master’s

thesis).RajaprukUniversity, Nontaburi, Thailand.



' td' = t:' o/
[auN 4310 4 unTIAN-FUNAY 2559 27

Tierney, P., Farmer, S. M., &Graen, G. B. (1999). An examination of leadership and employee creativity:
The relevance of traits and relationships. Personnel Psychology, 52(3), 591-620.

Uchida, Y., &Kitayama, S. (2009). Happiness and unhappiness in east and west: themes and
variations. Emotion, 9(4), 441-456.doi: 10.1037/a0015634

Valentine, S., Godkin, L., Fleischman, G. M., & Kidwell, R. (2011). Corporate ethical values, group
creativity, job satisfaction and turnover intention: The impact of work context on work
response. Journal of Business Ethics, 98(3), 353-372.

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2008). Authentic
Leadership: Development and Validation of a Theory-Based Measurement. Journal of
management, 34(1), 89-126.doi: 10.1177/0149206307308913

West, M. A., & Farr, J. L. (1989). Innovation at work: Psychological perspectives. Social Behaviour, 4(1),
15-30.

West, M. A. (2002). Sparkling fountains or stagnant ponds: An integrative model of creativity and
innovation implementation in work groups. Applied Psychology,51(3), 355-387.doi: 10.1111/1464-
0597.00951

Woodman, R., Sawyer, J., &Griffi, N. R. (1993).Toward a theory of organizational creativity.Academy of
Management Review, 18(2), 293-321.doi: 10.5465/AMR.1993.3997517

Wright, T. A., &Bonnett, D. G. (1997).The role of pleasantness and activation-based well-being in
performance prediction.Journal of Occupational Health Psychology, 2, 212-219.

Wright, T. A., &Cropanzano, R. (2000).Psychological well-being and job satisfaction as predictors of job
performance. Journal of occupational health psychology, 5(1), 84-94.

Wright, T. A., &Staw, B. M. (1999). Affect and favorable work outcomes: two longitudinal tests of the
happy—productive worker thesis. Journal of Organizational Behavior, 20(1), 1-23.

Wrzesniewski.A., McCauley, C., Rozin, P., & Schwartz, B. (1997). Jobs, careers, and callings: People’s
relations to their work. Journal of Research in Personality, 31, 21-33.

Yammarino, F. J., Dionne, S. D., Schriesheim, C. A., &Dansereau, F. (2008). Authentic leadership and
positive organizational behavior: A meso, multi-level perspective. The Leadership Quarterly, 19(6),
693-707. doi: 10.1016/j.leaqua.2008.09.004

Yammarino, F. J., Mumford, M. D., Connelly, M. S., & Dionne, S. D. (2010).Leadership and team
dynamics for dangerous military contexts. Military Psychology, 22(S1), 5 —41.

Yuan, F., & Woodman, R.W. (2010). Innovative behavior in the workplace: the role of performance and

image outcome expectations. Academy of Management Journal, 53(2), 323-342.



28 ’J']ﬁﬁ']ﬁll'tél‘]alﬂﬁWﬁﬁgllagﬁﬁﬂNﬁWﬁﬂg Wei3001MA

Zhou, J., & George, J. M. (2001). When job dissatisfaction leads to creativity: Encouraging the expression
of voice. Academy of Management journal, 44(4), 682-696.doi: 10.2307/3069410

Ziv, A. (1976). Facilitating effects of humor on creativity. Journal of Educational Psychology, 68(3), 318-
322.doi: 10.1037/0022-0663.68.3.31



