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Abstract 
 The purpose of this research was to study the effects of coaching 
leadership and psychological capital on employee’s innovative behavior in 
high-tech enterprises in Henan province, China. This is a quantitative research 
paper, the data were collected through a questionnaire from the high-tech 
enterprises located in Henan province, China. A sample of 400 participants 
were studied in this research. This study concludes that there is a significant 
effect of coaching leadership and psychological capital on employee’s 
innovative behavior.  
Keywords: Coaching Leadership; Psychological Capital; Employee’s 
Innovative Behavior; High-tech Enterprise  
 
Introduction 
 With the rapid development of the knowledge economy and the 
constantly updating of science and technology, almost all organizations in the 
world must face an uncertain dynamic environment which brings enormous 
risks and competitive pressures. The famous economist Joseph Alois 
Schumpeter (Joseph, 1990) believes that innovation is the key to the servant 
leadership (Cai et al. 2018) can effectively predict innovative behavior. 
Coaching leadership as a new leadership behavior, its effect on employee’s 
innovative behavior is not clear enough. The current research on coaching 
leadership behavior is mainly carried out in the context of European and 
American cultures.  
 
Research Questions 
 According to the research statement of the problems explained above, 
this research make an effort to answer the following two questions: 
 1. What is the effect of coaching leadership on employee innovative 
behavior? 
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Abstract 

This study aimed to develop a guidelines on managing Chinese language 
learning for Bilingual Schools (Thai – Chinese) under the Bangkok Metropolitan 
Administration. The study was divided into 2 phases. Phase 1 was to investigate the 
present state and needs on managing Chinese language learning for Bilingual 
Schools (Thai – Chinese) under the Bangkok Metropolitan Administration from the 
perspectives of the involved personnel in Bilingual Schools (Thai – Chinese) under 
the Bangkok Metropolitan Administration Phase 2 was to create guidelines on 
managing Chinese language learning for Bilingual Schools (Thai – Chinese) under the 
Bangkok Metropolitan Administration and to verify the accuracy and suitability of 
the guidelines by interviewing experts on teaching Chinese language and school 
management. A questionnaire, a semi-structured interview form, and an evaluation 
form were used as tools for collecting data. Percentage, mean, and Standard 
Deviation were employed for analyzing quantitative data. Modified Priority Needs 
Index (PNImodified) and content analysis were used for needs assessment and analyzing 
qualitative data, respectively.  

The results of this research found that the actual state of the Chinese 
language learning management for Bilingual Schools (Thai – Chinese) in all aspects 
was at a high level ( x =4.00) and the expected state of the Chinese language 
learning management for Bilingual Schools (Thai – Chinese) in the overall was at the 
highest level ( x =4.62). The difference between the actual state and the expected 
state were significant different at .01 level. The Modified Priority Needs Index revealed 
that aspects on teaching method and learners were at a high needs (PNImodified = 0.20) 
and aspects on curriculum and teaching technique were at a low needs (PNImodified 
= 0.13 and 0.10, respectively). 

The guidelines on managing Chinese language learning for Bilingual Schools 
(Thai – Chinese) under the Bangkok Metropolitan Administration consisted of 4 main 
factors: 1) Goal and Principle 2) Curriculum and Teaching facility 3) Teaching 
technique and Teaching method and 4) Instructor and Learner Development. 
 
Keywords: Guidelines, Chinese language learning management, Bilingual Schools (Thai – Chinese) 
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 2. What is the effect of psychological capital on employee innovative 
behavior? 
 
 
Research Objectives 
 1. To study the effect of coaching leadership on employee innovative 
behavior. 
 2. To study the effect of psychological capital on employee 
innovative behavior. 
 
 
Conceptual Framework 
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Coaching Leadership 

- Encouraging Exploration 

- On-the-job Guidance 

- Promoting Development 

 

Psychological Capital 

- Self-efficacy 

- Optimism 

- Hope 

- Resilience 

 

 

Employee Innovative Behavior 
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(Innovation Realization) 
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Research Hypothesis 
 H1: There is a significant effect of coaching leadership on employee 
innovative behavior. 
 H2: There is a significant effect of psychological capital on employee 
innovative behavior. 
 
Research Methodology 
 Research Design 
 A quantitative research design was employed to test the previously 
stated hypotheses. The use of a quantitative approach allowed the author to 
collect data that could be objectively measured (Cresswell, 2004).  
 The author used statistical method to mathematically determine the 
effect between the variables in this study. The questionnaires are designed 
based on the conceptual framework.  
 Three revised well-established and valid instruments were used in 
this study for gathering research data. Descriptive, one-way ANOWA analysis 
and multiple regression is conducted to test study hypotheses and answer the 
research questions after gathering data on the independent, dependent  
variables.  
 Population and Sample size 
 The population of study are sourced from the staffs working in the 
high-tech enterprises in Henan province, in the central of China. According to 
the official statistics of Henan Provincial Administration for Industry and 
Commerce, the amount of employees who are currently working in the high-
tech enterprises located in Henan province was 264,513 in 3897 high-tech 
enterprises until the end of 2019.  
 The sample size for this study was calculated based on Yamane’s 
formula (Yamane, 1973), the numbers of sample is 399.39. In order to obtain 
reliability of data, the author has increased sample size to 400.  
 Data Collection 
 Data were collected from high-tech enterprises located in Henan 
province China through a self-distribution questionnaire. At last, the 400 
questionnaires were collected from 31 high-tech enterprises in 7 cities in 
Henan Province. 
 
Expected Finding and Discussion 
 Expected Findings 
 The results of multiple regression analysis of the effect of coaching 
leadership and psychological capital on employee innovative behavior are as 
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follows: Table1. Effect of Coaching Leadership on Employee Innovative 
Behavior. 

Model Unstandardized 
Coefficients 

 
t 

R-square Adjusted 
R-square 

D.W. F-value Sig. 

Beta 

(Constant) 
CL 

1.795 12.6
94 

.345 .343 1.784 209.587 .000 

.527 14.4
77 

    .000 

 

 The results of Table1 indicate that there is significant impact of 
coaching leadership on employee innovative behavior as the sig. value is 
under.05 (.000). The results therefore accepted the H1: There is a significant 
impact of coaching leadership on employee innovative behavior. 

Table 2. Effect of Psychological Capital on Employee Innovative Behavior. 

Model Unstandardized 
Coefficients 

t R-square Adjusted 
R-square 

D.W. F-value Sig. 

Beta 
(Constant) 
PC 

.913 5.684 .455 .453 1.861 331.674 .000 

.728 18.212     .000 
 

 The results of Table 2 indicate that there is significant impact of 
psychological capital on employee innovative behavior as the sig. value is 
under.05 (.000). The results therefore accepted the H2: There is a significant 
impact of psychological capital on employee innovative behavior. 
 
Discussion 
 The results of hypothesis test between coaching leadership and 
employee innovative behavior indicates that there is a significant impact of 
coaching leadership and employee innovative behavior, also found in the 
research that coaching leadership has a positively impact on employee 
innovative behavior.  
 The results of hypothesis test between psychological capital and 
employee innovative behavior indicates that there is a significant impact of 
psychological capital on employee innovative behavior, as an individual's 
own positive psychological resources, psychological capital can provide 
psychological resources needed by individuals. Individual psychological 
capital is one of the important factors influencing the promotion and practice 
of creative ideas. 
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Conclusion and Recommendations  
 The results of hypothesis test between coaching leadership and 
employee innovative behavior indicates that there is a positively significant 
effect of coaching leadership on employee innovative behavior. That is, the 
higher the level of coaching leadership behavior, the higher the level of 
employee innovation behavior.  
 There are different impact of coaching leadership dimensions on 
employee innovation. The result of the multiple regression analysis shows 
that encouraging exploration is the most important factors affecting the 
innovation behavior of employees in high-tech enterprises (ß=.393) followed 
by on-the-job guidance (ß=.162). Promoting development has no significant 
impact on employee innovative behavior.  
 The coaching leaders encourage the employee to express different 
ideas, advocates exploration and innovation, be inclusive of failures in 
exploration and innovation, likes to try new ways to solve work problems, 
welcome new ideas.  
 All of these characteristics of coaching leaders are benefit to create 
an innovative atmosphere in the workplace and to inspire the employee’s 
innovative behavior. Coaching leadership advocates, encourages, and 
embraces employees' innovative behaviors at work. Coach leadership accept 
subordinates work consulting at any time, share experience with subordinates, 
inspire subordinates to find the root cause, lead everyone to find a solution to 
the problem, through on-the-job guidance improve the staff's working ability 
and problem solving skills, to improve employees' skills and job matching 
degree, improve the staff's psychological resource availability, so that 
employees are more ability to promote innovation, thus promotes employee 
innovative behavior.   
 Although coaching leaders believe that it is one of their duties to help 
their subordinates to grow and develop their career. They often help them find 
out the competence gap, provide help and guidance for their subordinates' 
career development, and provide more training opportunities for their 
employees' development.  
 The results of hypothesis test between psychological capital and 
employee innovative behavior indicates that there is a positively significant 
impact of coaching leadership on employee innovative behavior To sum up, 
the higher the psychological capital, the more individuals are willing to 
exhibit innovative behaviors. 
 There are different impact of psychological capital dimensions on 
employee innovation. The result of the multiple regression analysis shows 
that self-efficacy is the most important factors affecting the innovation 
behavior of employees in high-tech enterprises.  
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 Based on the findings, some recommendations for the organizations 
are suggested as follows: 
 1.The results of this study show that coaching leadership, as an 
important leadership style that is conducive to improve employees' attitudes 
and individual behaviors and stimulate employees' innovative behaviors.  
 2) The road to innovation is full of unknowns, which means that 
mistakes and failures can happen at any time. Innovators are required to be 
unafraid of failure, to forge ahead, to take risks and to explore. Positive 
psychology holds that the higher the level of psychological capital an 
individual has, the more likely he or she is to remain optimistic, confident, 
hopeful and not afraid of defeat. This plays an important role in promoting 
innovation behavior and can to some extent cushion the psychological 
pressure of mistakes and failures in the process of innovation. The results of 
this paper strongly prove this point.  
 Employee psychological capital can also be developed and managed 
like human capital and social capital, and its development and management 
require relatively less cost, but will produce greater returns than other forms 
of capital.  
 
References 
Cai, W., Lysova, E. I., Khapova, S. N., & Bossink, B. A. (2018). The Effects 

of Servant Leadership, Meaningful Work and Job Autonomy on         
Innovative Work Behavior in Chinese High-Tech Firms: A 
Moderated Mediation Model. Frontiers in Psychology,9, 1767. 

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(3), 250–260. 

Chen, S. C., Wu, M. C., & Chen, C. H. (2010). Employee’s personality traits, 
work motivation and innovative behavior in marine tourism industry. 
Journal of Service Science and Management,3(02), 198. 

Creswell, J. W., & Clark, V. L. P. (2004). Principles of qualitative research: 
Designing a qualitative study. Office of Qualitative & Mixed 
Methods Research, University of Nebraska, Lincoln. 

Eisenbei, S. A., & Boerner, S. (2013). A double-edged sword: 
Transformational leadership and individual creativity. British Journal 
of Management, 24(1), 54-68. 

Han, Y. and Yang, B.Y. (2011) Authentic Leadership, Psychological Capital 
and Employee Innovative Behavior: The Moderating Role of 
Exchange of Leaders Member. Management World, 12, 78-86. 



325วารสารการบริหารนิติบุคคลและนวัตกรรมท้องถิ่น

ปีที่ 7 ฉบับที่ 1 (มกราคม 2564)

Hoch, J. E. (2013). Shared leadership and innovation: The role of vertical 
leadership and employee integrity. Journal of Business and 
Psychology, 28(2), 159–174.  

Jafri, H. (2012). Psychological capital and innovative behavior: An empirical 
study on apparel fashion industry. Journal of Contemporary 
Management Research. 

Joseph Schumpeter.(1990).Theory of economic development [M].Beijing: 
Commercial Press. 

Ke Jianglin, Sun Jianmin and Li Yongrui.(2009).Psychological Capital: The 
Development of Local Scale and Comparisons between China and 
Western Countries [J]. Journal of Psychology. (09):875-888. 

Kim  S,  Egan  T  M,  Kim  W,  Kim  J. ( 2013).  The  impact  of  managerial  
coaching  behavior  on  employee work-related reactions[J].. Journal 
of Business & Psychology, , 28(3): 315-330.  

Kim S, Kuo M H. (2015) Examining the relationships among coaching, 
trustworthiness, and role behaviors: a social exchange perspective[J]. 
Journal of Applied Behavioral Science,  51(2): 152-176.  

Li, Chaoping. (2008). Psychological capital: building people's competitive 
advantage. China Light Industry Press. 

Li, X., Kan, D., Liu, L., Shi, M., Wang, Y., Yang, X., ... & Wu, H. (2015). 
The mediating role of psychological capital on the association 
between occupational stress and job burnout among bank employees 
in China. International Journal of Environmental Research and Public 
Health,12(3), 2984-3001. 

Luthans F, Avolio BJ. (2003). Authentic leadership: A positive developmental 
approach. In Cameron KS, Dutton JE, Quinn RE (Eds.), Positive 
organizational scholarship (pp. 241–261).San Francisco: Barrett-
Koehler. 

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive 
psychological capital: Measurement and relationship with 
performance and satisfaction. Personnel Psychology, 60(3), 541-572. 

Luthans, F., Norman, S. M., Avolio, B. J., & Avey, J. B. (2008). The 
mediating role of psychological capital in the supportive 
organizational climate—employee performance relationship. Journal 
of Organizational Behavior: The International Journal of Industrial, 
Occupational and Organizational Psychology and Behavior,29(2), 
219-238. 

Madrid, H. P., Patterson, M. G., Birdi, K. S., Leiva, P. I., & Kausel, E. E. 
(2014). The role of weekly high‐ activated positive mood, context, 
and personality in innovative work behavior: A multilevel and 



Journal of Legal Entity Management and Local Innovation
Vol. 7 No. 1 (January 2021)

326

interactional model. Journal of Organizational Behavior, 35(2), 234-
256. 

Mumford, M. D., Ligon, G. S., Gaddis, B., & Strange, J. M. (2002).Leading 
creative people: Orchestrating expertise and relationships. Leadership 
Quarterly,13(6),705-750.https://doi.org/10.1016/S1048-
9843(02)00158-3 

Shi, Feng, An Di, & Cai Xiang. (2018). Do Innovative Activities Need Good 
Coaching? The Impact Mechanism of Coaching Leaders on 
Employees' Innovative Behaviors. China Human Resources 
Development, (2018 05), 37-48. 

Shih, H., & Susanto, E. (2011). Is innovative behavior really good for the 
firm? Innovative work behavior, conflict with coworkers and 
turnover intention: Moderating roles of perceived distributive 
fairness. International Journal of Conflict Management, 22(2), 111-
130. DOI: 10.1108/10444061111126666. 

Sweetman, D., & Luthans, F. (2010). The power of positive psychology: 
Psychological capital and work engagement. Work engagement: A 
handbook of essential theory and research, 54-68. 

Wang, H., Sui, Y., Luthans, F., Wang, D., & Wu, Y. (2014). Impact of 
authentic leadership on performance: Role of followers' positive 
psychological capital and relational processes. Journal of 
Organizational Behavior,35(1), 5-21 

Yamane, T. (1973). Statistics: an introduction analysis. Harper & Row. 
Yidong, T., & Xinxin, L. (2013). How ethical leadership influence 

employees’ innovative work behavior: A perspective of intrinsic 
motivation. Journal of Business Ethics,116(2), 441-455. 

Zhou Lianghai. (2018) The structure and measurement of coaching leadership 
and its effect on change-supportive behavior. (Doctoral dissertation). 

 


