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Abstract

Long lasting learning has turned into a need for individuals’ employability and a
wellspring of feasible competitive gain for organizations. Learning does not just happen
through formal education but informal learning can be getting via informally. This cross-
sectional research demonstrated the connectionamong informal learning and employee
innovative work behaviour mediated by transformational leadership. Previous studies
had been done over the effect of informal learning on various outcome variables, but this
study investigated to reduce the gap that employee innovative work behaviour could be
confirmed by taking transformational leadership as mediating variable. A gquantitative
research method in shape of questionnaire survey was used to collect data from all the
administrative staff (below bps-17) in four public universities of khyber pakhtunkhwa. A
standardized questionnaire (adopted) was used for the collection of the required data.
The gathered data was analysed through spss software to examine the mediating effect
between informal learning and employee innovative work behaviour. The study found
that transformational leadership has partially correlated with information learning and
employee innovative work behaviour. The area for future is given at the end of the study.

Key Words: Employee Innovative Work Behaviour (EIWB), Transformational Leadership
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Sayyam, Tufail, Ishaque & Umair 189 ISSN: 2520 - 0739


mailto:sayyam@awkum.edu.pk
mailto:tufail@awkum.edu.pk
mailto:amir.ishaque@mail.au.edu.pk
mailto:mohammadumair@awkum.edu.pk

Journal of Business and Tourism Volume 06 Number 01
January — June, 2020

Introduction

In the age of globalization, competitive advantage and achievement of organization
depends on knowledge and skills of employees which leads to better performance
(Caudill, 2015). Now a days, technology and infrastructure are similar to all organization
and these are not the catalyst for achieving competitive advantage (Azad, 2015).
Moreover, competitive advantages of an organization can be achieved by enhancing
knowledge and skill of employees through learning. Nzuve and Omolo (2012) suggested
that as learning continuously creates innovative knowledge and disperse it all over the
organization with a view to manifest it in their products, technologies as well as services,
learning of employees is necessary for sustainability of organization.

During the last decade, research on human resource development and practices highly
focused on informal workplace learning. It is increasingly important as it incorporated
with regular routines and activities and frequently takes place unintentionally or
subconsciously (Marsick& Volpe, 1999). Moreover, the wide range of learning in the
workplace occurs informally. One of the studies performed by Eichinger and Lombardo
(2010) at the Center for Creative Leadership where the result exposed that people learn
just only 10% from formal courses and 90% from informal learning(Kajewski& Madsen,
2012). Other studies also demonstrated that people learn 80% informally in the
workplace and only 20 % they learn from formal and structured training (Cross, 2007,
Marsick& Watkins, 2001).Therefore, in the sphere of learning in workplace, informal
learning is highly dominant.

In the present situation, innovation isn't just kept to experts, researchers, and other
innovative work experts however associations for long haul achievement must support
and build up the creative capability of the greater part of their representatives. With the
work being more information based, the representatives are thought to be an imperative
source and are urged to show innovative work behaviors for expanded business
performance and organizational achievement (Axtell et al., 2000).

Innovative work behavior is portrayed as the deliberate formation, presentation, and use
of new point of view inside a workplace and keeping in mind the end goal to profit
execution (Janssen, 2000). It isn't just the advancement of new and imaginative thoughts
however it additionally envelops their usage (Dorenbosch, Engen, and Verhagen, 2005).
Therefore, this research will examine the role of informal learning as facilitator of
innovative work behavior in first instance. The research will then consider the mediating
role of transformational leadership as a precondition to foster innovative work behavior.
Statement of the Problem

The study depends on the issue where the organizations paid no careful consideration to
improve the skills and knowledge of their employees through capacity building practices.
In any case, a potential impact of Informal Learning via Information and Communication
Technology (ICT) in Employee Innovative Work Behavior (EIWB) remains shockingly
under-examined. In this manner, such a connection between informal learning and EIWB
seems conceivable as particular results of informal learning can be suspected to stimulate
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EIWB. Consequently, next to no exploration has been done as informal learning has
constructive outcome on EIWB (Maclntyre et al., 2016). Nevertheless, informal learning
alone won't not have the capacity to make employee innovative but rather
transformational administration can be assumed as mediator, where leaders share their
duties to their subordinates while these subordinates feels the sense of responsibility and
accountability and thereby positively influence EIWB (SharifulAlamKhandakar, 2018).
Research Gap

Particular studies as talked about before have connected informal learning to collection of
facilitators and results, for instance, Climates of cooperation, sharing, and trust inside the
organization (Marsick et al., 1999: Eraut, 2004: Ellinger, 2005, Lohman, 2006), Learning
emotionally supportive network inside the organization (Berg and Chyung, 2008;
Baggen, 2011), openness of workers (Lohman,2006: Berg and Chyung, 2008),
Supervisor's help and consolation for employees (Marsick et al., 1999: Ellinger, 2005;
Lohman, 2006: Baggen, 2011), Learning culture inside the organization (Ellinger, 2005;
Ramoorthy, 2010), HRM framework quality and execution Appraisal quality
(Bednalletal., 2014), ordered age and inspiration (Farr, 1990), foundation attributes and
profession direction (Gerken , 2016), Job fulfillment (Baggen, 2011), Confidence
(Lohman, 2006) empowerment and engagement (Garcia-Morales, 2015), innovative work
behavior (Gerken, 2016) and so on.

Previous literature suggests that the three ideas have been examined in connection to
various employment outcomes and diverse settings. Moreover, Garcia-Morales, (2016)
contemplated the relationship of informal learning from others and employees innovative
work behavior notwithstanding some different factors. Yet, no study has been found to
study all the three variables that are transformational leadership, informal earning and
employee innovative work behavior in a single study. There is additionally absence of
research on the idea of informal learning in its determinants and results in Pakistani
setting. No research has been found to talk about the elements that encourage informal
learning and its outcomes. Hence, this specific study will intend to fill this gap by relating
the three ideas in a single research design.

Literature Review

Informal Learning (IL)

While learning may happen formally, that is, inside a structure intentionally made for that
reason (Laschinger, 2001), it is particularly informal learning that has as of late acquired
a great deal of deliberation. Informal learning is less restructured, more responsible for
the student, inserted in day by day working exercises of the employees and in this manner
frequently a by-product of some other activities, and may happen unwittingly or by
chance (Marsick and Watkins, 2015) or in verifiable, receptive, or deliberate ways (Eraut,
2007).

Informal learning means the getting of information and abilities in an organization setting
does not happen from composed projects only. Undoubtedly, learning likewise happens
amid basic snapshots of need inserted with regards to practice. Rather than formal
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learning, IL occur in settings that are not typically gotten ready for adapting, most
amazingly in the veritable work setting. Likewise, IL is said to approach and require a
blending of individual distinctive builds, for instance, scholarly interest, self-directedness
and self-feasibility (Bednall, 2014).

IL develops in conditions where learning may not be the basic purpose of the movement
yet rather is authorized by some anticipated or existing issue situation that requires goals.
IL may happen due to creating practices including critical thinking, theory testing,
coaching, teaching and work shadowing. Despite the fact that no one individual may
formally fill in as the mentor or facilitator in any of these exercises, IL may incorporate
looking out particular individuals who are seen to have bigger measures of information or
aptitude regarding a matter. IL may be grasped by interfacing with others or by leaving
on a sort of self-began to consider.

Noe et al. (2013) express informal learning as it is started by the student and it includes
both activity and reflection. Both the definitions recommend that rather than formal
training or learning, informal learning is started by the learner and isn't organized or
controlled. As indicated by the researcher, IL at work is emphatically connected with
adaptability, employability, flexibility of figuring out how to setting, quick trade to
practice, and goals of business related issues through normal audit of work practices and
execution.

Employee Innovative Work Behavior (EIWB)

According to Sibarani, et al. (2015), where he hypnotized that EIWB influence distinct
levels of the business, while the accentuation is on the way that EIWB is pertinent for
everybody in the business. The important part of EIWB as opposed to concentrating on
employees yield or demeanors is additionally featured by this definition. Keeping in mind
the end goal to portray development inside businesses, De Jong (2010) describe creativity
as a multi-arrange process. As indicated by these scientists development comprise of the
4 components, to be specific idea exploration, idea generation, idea promotion and idea
realization.

The primary component includes the way toward hunting down thoughts how real items
and procedures can be enhanced and created. The next component alludes to the
procedure where data ought to be joined and revamped with an attention on critical
thinking and expanding current execution. The third dimension EIWB is idea promotion
which incorporates advancement of latest thoughts which is not still functional in the
organization. Idea promotion becomes an integral factor when the thoughts have just
been produced. The emphasis is on looking through the correct help and making
coalitions in the organization so as to persuade other individuals to wind up some portion
of the advancement procedure. The last and fourth component alludes to the idea
realization. Idea realization ought to be a piece of the day by day work process.
Transformational Leadership (TL)

Shariful and Faizuniah (2018) defined Transformational Leadership as the ability to
motivate followers to perform well what he/she would regularly anticipate. TL consists of
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four dimensions including: idealized influence, inspirational motivation, individualized
consideration, and intellectual stimulation. Idealized influence is displayed when
followers regard and trust their leaders and want to be like them, additionally the leader
tends to put his/her subordinates' needs finished their own. Inspirational motivation is the
point at which a leader demonstrations in a way that causes individuals around him/her to
be persuaded to work better, more often than not caused by the leader imparting a feeling
of significance in the work for the follower. Individualized consideration is indicated
when a leader offers thoughtfulness regarding every employee and is worried about
his/her individual needs; likewise the leader is for the most part observed as a mentor or a
guide. Intellectual stimulation is shown when a leader makes inquiries to attempt and
increase profitability and advancement (Avolio and Bass, 2004).

The nearness of creative work behavior in the businesses is more attributed to effective
leadership. In such way, transformational leaders are rationally enabling. They develop
creative thinking and set up imaginative workplace to get present day learning and new
advancement. Jung et al. (2003) has investigated the connection between this factor and
advancement at authoritative level. On the other hand, Howell and Higgins (1990) have
additionally maintained the view that development is the traits of transformational
pioneers.

Transformational Leadership and Informal Learning

Transformational leadership style can expect a key part to improve informal workplace
learning in the overall centered condition. Throughout the latest 3 decades, the effects of
transformational leadership on subordinates’ working related conduct and state of mind
have been comprehensively reinforced in the organization. Earlier, a mentionable number
of studies about reported positive effects of transformational leaders on subordinates,
mostly in areas of worker commitment, satisfaction, and achievement (Pawar,,
1997;Sosik, 2011). In spite of the fact, that the outcome of transformational leadership on
subordinates' various outcomes, such as, advancement, learning is still limited (Bass,
1999). Further, a portion of the studies have been projected to check the effect of
transformational leadership on learning in workplace (Hater, 1988;Khandakar, 2018).
Also, Garcia-Morales (2008) and Jung, Wu, and Chow (2003) demonstrated that
transformational leadership may be basically linked with workplace learning and
development. Afsar, Badir, and Saeed (2014) administered a research on transformational
leadership style and employee innovative work behavior and distinguish that both having
positive relationship and subsequently transformational leader persuades the followers
towards learning in the workplace. Correspondingly, Lon, Lem, Lei, and Tami (2012)
researched that transformational leadership style and individual-level learning have
positive relation at workplace. To be sure, TL is a kind of leadership who coordinate and
inspires followers towards learning informally in workplace (Avolio, 1999; Sosik and
Jung, 2011).

Transformational Leadership and EIWB
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The Weiner Theory (1985) demonstrates individuals want to transform and watch their
workplace, and choose causes prior they bring on. To define devotees' behavior, this
hypothesis recognizes conditional and natural acknowledgments (Masum,,2002).
Employees' natural acknowledgments suggest the behavior to interior components (e.g.
individual characteristics). Strangely, conditional attributions suggest devotees' behavior
in light of outside components. An instance of an outside factor is social effect, for
instance, the leadership inside the business. Individual opinions and analysis of the
leadership are first shaped, starting now and into the foreseeable future certain behavior is
appeared.

Devotees give preferences to conduct of persons via their opinions of the other people
objectives (Pandey, 2011). Leaders' outward deliberateness will impact employees'
understandings and reactions, which brings about certain behavior (Bryman, 2015).

One of the segments of TL that is intellectual stimulation may impact EIWB by making
new contemplations and arrangements, and planning existing work forms. Past looks into
showed starting at now a positive association among TL, thought age and execution (De
Jong and Den Hartog, 2007). However, this investigation suggests that TL is in like
manner prepared to decidedly impact thought investigation and advancement.

Idea exploration might be refreshed by the transformational leader who intellectual
stimulates the masters to make utilization of their capacities all together scope for new
plans to overhaul methods and articles. Intellectual stimulation joined with help,
educating, and instructing gave by the pioneer, are conceivable fragments for searching
for new things and techniques. Additionally, preparing, educating, and support might be
principal points of view for refreshing data with a specific objective to deal with issues
and upgrade execution, and for acknowledge new considerations in the well-ordered
work setting.

Transformational leadership which furthermore fixates on making obligation and a
common vision may be essential for laborers all together development their inventive
plans to various representatives in the association. Other than the possible interconnection
between segments of the two thoughts, past research shows starting at now that TL
determinedly impact EIWB (Afsar, Badir, 2014), which bolster the assumption of this
investigation that TL may affect all the four parts of EIWB.
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Conceptual Framework

Transformational

Workplace Leadership

Innovative Work
Behavior

Learning (Informal) / \ 4 Employee

Figure 1. Conceptual Framework .

Hypotheses

H1:The Informal Learninghas significant relationship with Employee Innovative Work
Behavior

H2: The informal learninghas significant relationship with Transformational leadership
H3: The transformational leadership has significant relationship with Employee
Innovative work Behavior

H2: Transformational leadership mediates the relation between Informal Learning via
ICT and Employee Innovative Work Behavior

Methodology

Research Design

As per Selltez, Jahooda, Deutsche, and Cok (1962) research design is a prototype for
collecting and investigating of gathered data in such a way to link with research purpose.
Moreover, this investigation is a cross sectional study and different techniques for
descriptive statistics were followed. The study is quantitative in nature where data was
collected through an adopted questionnaire.

Population and Sample Size

The word population in research denotes the entire members that are chosen to collect
data from for any research purpose (Leinonen, 2001). This investigation was conducted
into the subsequent universities of KP that are Abdul Wali Khan University, University
of Peshawar; University of SAWABI and Bacha Khan University, Charsadda. The target
population of this study was all the administrative staff below BPS-17 i.e. Office
Assistants, Research Assistants, Upper Divisional Clerks and Lower Divisional Clerks.
Further, to test the research model, sample of employee was drawn from the
administrative staff at proposed universities. The convenience sampling technique was
used and the sample size was calculated through the Yamani;s (1967) formula.
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Table 1: Population and Sample Size

Office Research

University Assistant KPO Assistant ubC LDC
Abdul WaliKhan University, 61 40 50 93 30
Mardan
University of Peshawar 40 18 27 19 21
University of SWABI 26 20 0 22 20
Bacha Khan University, Charsadda 24 22 0 16 14
Measures

Transformational Leadership

To measure transformational leadership in this study (Shariful&Faizuniah, 2018), the
scale of transformational leadership was adopted. The Scale consists of 17 items with
three items for each subscale (the details are mentioned in below table 2.4). As discussed
previously in the literature there are four dimensions of transformational leadership i-e
idealized influence, inspirational motivation, individualized consideration and intellectual
stimulation. Each of these components was measured on five point Likert-Scale. The
reliability ranges from .79 to .89 for the subscales.

Informal Leaning via ICT

The measure the scale of informal learning in this study (Maclintyre et al., 2016) scale of
Informal learning will be used to measure three informal learning behaviors. The three
informal learning behaviors as discussed in the literature are Information and
Communication Technology, self-directed learning and incidental learning. The scale
consists of 08 items for measuring informal learning behaviors (the details are mentioned
in below table 2.4). The scale measured informal learning activities on a five point
Likert-Scale. The reliability ranges from .72 to .80 for the subscales.

Employee Innovative Work Behavior

In this study the questionnaire developed by (Kanter, 1988; Janssen, 2000; Messmann&
Mulder, 2014) was used to measure the concept of innovative work behavior. The scale
consists of 06 sample items that measure four dimensions of Innovative work behavior
(the details are mentioned in below figure-I1). There are four items to measure the
innovative work behavior i-e opportunity exploration, Idea generation, idea Promotion
and idea realization. A 5- Points Likert Scale was used in the original questionnaire. The
reliability ranges from .78 to .84 for the subscales.
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Table 2: Measurement of the instrument

Dimensions / Behaviors to

Construct Source No of Items
be measured
Transformational Leadership  (Shariful&Faizuniah, 4 15
2018)
Informal Leaning (Maclntyre et al., 2016) 3 8
Innovative Work Behavior (Kanter, 1988; Janssen, 4 6
2000; Messmanné&

Mulder, 2014)

Results

Reliability Analysis of the Constructs

In research reliability analysis commonly used to measure the internal consistency of the
projected variables. It is denoted by the alpha and the value of alpha should be greater
than or equal to 0.70. Hence, in this study the following 3 measures have achieved the
acceptable level of internal consistency. The details are mentioned in table 3.0.

Table 3
Reliability Analysis of the Constructs
Constructs No. of Cronbach Alpha
Indicators Value

Transformational Leadership 15 0.82
Informal Learning 6 0.72
Emplo_yee Innovative Work 8 078
Behavior

Demographics

The total respondents in this study were 618. Questionnaires were disseminated among
the respondents, out of which 493 questionnaires were returned, wherein, 419(84%) were
male respondents and 74 (16%) were female respondents.

The below table 4.0 shows that 22.6% of the total respondents were having bachelor
education, 32.8% of the total respondents were master and 44.6% of the total respondents
having MPhil/MS education while there was no single PhD holder.
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The respondents were classified into five categories i.e. Office Assistant, KPO, Research
Assistant, UDC and LDC. The below table 4 shows that 22.6% of the total respondents
were Office Assistants, 24.5% of the total respondents were KPOs, 9% of the total
respondents were Research Assistants, 24.3 % of the total respondents were UDCs and

19.6% of the total respondents were the LDCs.

The below table shows that 37.7% of total respondents were having 1-2 years of
experience, 25.2% were having 2-3 years of experience, while 37.1% were having more

than 3 years of experience.

Correlation

Table 4

Demographics

Demographics n %
Gender

Male 419 84
Female 74 16
Education level

Bachelor 111 22.6
Master 162 32.8
MPhil/MS 220 44.6
PhD 0 0
Position

Office Assistant 110 226
KPO 115 24.5
Research

Assistant a4 9
ubC 122 24.3
LDC 102 19.6
Experience

1-2 years 186 37.7
2-3 years 124 25.2
)'\/"egg than 3 183 371

Table 5.0 shows the correlation for all the proposed variables. Transformational
Leadership is significantly correlated with
Transformational Leadership is positively correlated with Innovative Work Behavior

Sayyam, Tufail, Ishaque & Umair
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(r=.632, p<.05) andInformal Learning is positively correlated with Innovative Work
Behavior (r=.662, p<.05).

Table 5.0

Table of Correlation for Informal Learning, Transformational Leadership and Employee
Innovative Work Behavior

Variables TL IL EIWB
TL 1 -- --
IL .700* 1 --
EIWB .632* .662* 1

Note: *p< 0.05, two-tailed, N=493, TL-Transformational Leadership, IL-Informal Learning,
EIWB-Employee Innovative Work Behavior

Two Path Mediation Model
Transformation

63* al Leadership 19

13 (.57%) .
Informal Learning Employee Innovative

Work Behavior

Figure2. Two Path Mediation Model

Mediating role of Transformational Leadership

To test the mediating effect of TL between Informal Learning and EIWB, this
investigation utilized bootstrapping/supplanting with resampling approach as
recommended by Preacher and Hayyes (2004). This nonparametric methodology is
viewed as prevalent for testing of mediation when contrasted with contending approaches
like Barron and Kenny (1986) strategy and Sobel test (Preacher and Hayes, 2004).
Utilizing 5000 bootstrapped tests, with inclination adjustment technique the investigation
acquired 95% certainty interim (CI). On the off chance that 95% CI for aberrant impact
does exclude zero, intercession is resolved (Preacher and Hayyes, 2004). Aftereffects of
intercession examination are introduced in table given beneath.

Mediation Analysis Results

Path-a

H1= Informal Learning via ICT = ———> Transformational Leadership
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As per the below results in Table 6.0, where the value of R-Square is .28, F is 194, p<.05
and beta coefficient is .63. The value of R-Square shows that 28% variation of the total
variation in the transformational leadership is due to the informal learning, while the
value of beta coefficient shows that one unit change in the informal learning will bring
about .63 unit change in transformational leadership. All this includes that there is a
positively significant relationship between informal learning and transformational
leadership. Therefore the study accept the alternative hypothesis i-e H1.

Table 6: Model Summary of the relationship between Informal Learning via
Information and Communication Technology and Transformational Leadership

Variable Coefficient t-value p-value
Constant 1.581 8.160 .000
IL 631 13.926 .000
Adj-R Sq 28.30
Regression F-Stat 194

Dependent Variable: Transformational Leadership

Path-b
H2= Transformational Leadership ——— > Employee Innovative Work Behavior

In accordance with the below results in Table7.0, where the value of R-Sq is .47, F is
219, p<.05 and beta coefficient is .199. The value of R-Square shows that 47% variation
of the total variation in the EIWB is due to the transformational leadership, while the
value of beta coefficient shows that one unit change in the transformational leadership
will bring about .567 unit changes in employee innovative work behavior. The above
results conclude that TL and EIWB have positively significant relationship. Therefore,
the study accept the alternative hypothesis i-e H2.
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Table 7: Model Summary of the relationship between Transformational Leadership
and Employee Innovative Work Behavior

Variable Coefficient  t-value  p-value
Constant 1.012 6.448 0
TLFINAL 0.199 5.803 0
INLFINAL 0.567 13.942 0
Adj-R Sq 47.20
Regression F-

Sta 219

Path-c (Direct effect of Informal Learning via ICT in Employee Innovative Work Behavior)
H3= Informal Learning via ICT —>  Employee Innovative Work Behavior

As per the results mentioned in Table8.0, the values of beta coefficient is .57 and p<.05,
which shows the direct relationship between the mentioned variables in path-c. It
concludes that informal learning positively correlated with employee innovative work
behavior. Therefore, the study accepted the alternative hypothesis i-e H3.

Table 8: Model Summary of the relationship between Informal Learning and
Employee Innovative Work Behavior

Effect SE t p

0.567 0.04 13.942 0

C’, indirect effect of Informal Learning via ICT in Employee Innovative Work Behavior
H4= Informal Learning via ICT —> Transformational Leadership — Employee
Innovative Work Behavior

Table 9.0 shows that TL and informal learning have positive indirect relation, and
resultantly TL in chance positively influence ETWB (B = .20, p < .05). The 2™ hypothesis
i-e transformational leadership positively effecting EIWB,while remain constant for
informal learning and other variables.

The direct and indirect effect was found to be significant in this study. In light of the
bootstrap technique of Hayes (2013) the indirect outcome multiplying both paths with
each other outcome on EIWB (B = .12). In addition, consequences of the bootstrap
strategy demonstrated that the model is significant (p < .05) and that the model explained
47% of the variance (R? = .47). Aftereffects of the bootstrap demonstrated the lower level
confidence interval and the upper interval significantly differ from zero (LLCI = .08,
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ULCI = .03), which recommended that the indirect path was significant. Further, the
direct effect of informal learning on EIWB was found significant (B = .57, p < .05),
which show that mediation exists. Therefore, it is concluded that the alternative
hypothesis 4 which stated that the relationship between informal learning and EIWB is
partially mediated by transformational leadership, which hence confirmed.

Table 9: Model Summary of the Indirect Effect of Transformational Leadership
between Informal Learning and Employee Innovative Work Behavior

Effect Boot SE  BootLLCI  Boot ULCI

TLFINAL 125 .082 .0003 0.324
Normal theory tests
for indirect effect
Effect SE Z
125 .023 5.34 0

©

Discussion

The outcomes proposed that the leaders having a transformational leadership style, which
is strongly acknowledged to provide facilitation to bring, changes into the behavior of the
employees innovatively. Findings of this research demonstrated that transformational
leaders can impact EIWB. In spite of the fact that the relationship among the proposed
variables has been confirmed, this study verified the significance of transformational
leadership as mediating variable between informal learning and EIWB. Findings also
strengthen the supposition for partial mediation that can be hypothetically clarified by the
mediation role of the TL. In addition, this study demonstrated that TL is additionally
useful for inducinginvention. TL is centered on inspiring novelty, as long astraining etc.
These strategies are for the most part concentrating on improving advancement by
employees. Transformational leaders can emphatically influence employees’ goal to
create utilization of thecapacities and impact to convey inventive work exercises
(Janssen, 2004).

The present study also added empirical confirmation of the link between EIWB and
informal learning. The reason for existing was to test the mediator that is transformational
leadership has demonstrated a few linkages with the dependent variable, for this situation,
EIWB. The outcome bolster confirm that the informal learning don't apply a negative
effect on EIWB.

Other than the mediator impact of transformational leadership for EIWB was supported.
This finding demonstrates how transformational leadership has an essential impact on
EIWB. This finding expands the literature about the proposed model, which had been
hardly considered. In this research, transformational leadership for innovation
demonstrates it applies a mediator role informal learning. These findings propose an
imperative role of informal learning for innovation by making sufficient conditions to
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express innovative behavior. At last, we recommend that transformational administration,
as mediator variable, could impact the relation between both informal learning and
EIWB.

Practical implications and Future Research

This study demonstrated the significance of TL in organizations to impact EIWB. By and
by, organizations are generally gone for EIWB of the individual employee. Be that as it
may, organizations may possibly impact EIWB by concentrating on having
transformational leaders inside their organization.

It might allure for administrations to get leaders who have confident capacities and
transformational qualities. Also, this study shows the pertinence of informal learning
observance into mind the ultimate objective to improve IWB. The significance of
informal learning brings up the issue how this can be affected by organizations. Informal
learning is found as a vital factor which can impact EIWB.

In this way, organizations and leaders ought to know about their capability to influence
employees' informal learning and transformational leadership. Also, different variables
may conceivably influence workers' IWB. Future research ought to look at which parts of
the education impacts EIWB. Regardless of whether workers are essential to demonstrate
EIWB or the likelihood and independence of workers to indicate IWB in the work place
and other featuresthat may clarify why the upper education impactE IWB.

Moreover, the fundamental components which may clarify gender difference if there
should arise an occurrence of indicating IWB ought to be additionally inspected.
Contrasts in sort of capacity or work-family struggle are conceivable variables which
may clarify the disparity in gender results of displaying IWB. Further research about is
suggested to decide this.

Future research ought to likewise focus by utilizing existing scales. There is a
requirement for new created and composed scales for the Human Resource Management
field. As of now, legitimate scales including positive and negative worded items are as
yet deficient.

References

Avolio, B. J., & Bass, B. M. (Eds.). (2004). Developing potential across a full
range of Leadership Tm: Cases on transactional and transformational
leadership. Psychology Press. 25(2), 151-152.

Afsar, B., F. Badir, Y., & Bin Saeed, B. (2014).Transformational leadership and
innovative work behavior. Industrial Management & Data Systems, 114(8),
1270-1300.

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.

Sayyam, Tufail, Ishaque & Umair 203 ISSN: 2520 - 0739



Journal of Business and Tourism Volume 06 Number 01
January — June, 2020

Bednall, T. C., Sanders, K., &Runhaar, P. (2014).Stimulating informal learning activities
through perceptions of performance appraisal quality and human resource
management system strength: A two-wave study. Academy of Management
Learning & Education, 13(1), 45-61.

Berg, S. A., &Chyung, S. Y. (2008).Factors that influence informal learning in the
workplace. Journal of workplace learning, 20(4), 229-244.

Bell, E., Bryman, A., & Harley, B. (2018). Business research methods.Oxford university
press.

Bednall, T. C., Sanders, K., &Runhaar, P. (2014).Stimulating informal learning activities
through perceptions of performance appraisal quality and human resource
management system strength: A two-wave study. Academy of Management
Learning & Education, 13(1), 45-61.

Bass, B. M. (1999). Two decades of research and development in transformational
leadership. European journal of work and organizational psychology, 8(1), 9-32.

Baggen, Y., Biemans, H. J. A, &Lans, T. (2011). Employee-driven
innovation/entrepreneurship and Lifelong Learning.LLLight'in'Europe,7(3), 41-
45,

Caudill, J. G. (2015). Employee Motivations for Workplace Learning and the Role of
Elearning in the Workplace,". Internet Learning, 4(2), 37-48.

Cross, J. (2011). Informal learning: Rediscovering the natural pathways that inspire
innovation and performance. John Wiley & Sons.

Dorenbosch, L., Engen, M. L. V., &Verhagen, M. (2005). On-the-job innovation: the
impact of job design and human resource management through production
ownership. Creativity and innovation management, 14(2), 129-141.

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

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

Ellinger, A. D. (2005). Contextual factors influencing informal learning in a workplace
setting: The case of “reinventing itself company”. Human resource development
quarterly, 16(3), 389-415.

Eraut, M. (2007).Learning from other people in the workplace. Oxford review of
education, 33(4), 403-422.

Eraut*, M. (2004).Informal learning in the workplace. Studies in continuing
education, 26(2), 247-273.

Farr, J. L., & Ford, C. M. (1990).Individual innovation.

Frazier, P. A., Tix, A. P., & Barron, K. E. (2004).Testing moderator and mediator effects
in counseling psychology research. Journal of counseling psychology, 51(1), 115.

Gerken, M., Beausaert, S., &Segers, M. (2016). Working on professional development of
faculty staff in higher education: Investigating the relationship between social

Sayyam, Tufail, Ishaque & Umair 204 ISSN: 2520 - 0739



Journal of Business and Tourism Volume 06 Number 01
January — June, 2020

informal learning activities and employability. Human Resource Development
International, 19(2), 135-151.

Garcia-Morales, V. J., Matias-Reche, F., &Hurtado-Torres, N. (2008). Influence of
transformational leadership on organizational innovation and performance
depending on the level of organizational learning in the pharmaceutical
sector. Journal of Organizational Change Management, 21(2), 188-212.

Howell, J. M., & Higgins, C. A. (1990). Leadership behaviors, influence tactics, and
career experiences of champions of technological innovation. The Leadership
Quarterly, 1(4), 249-264.

Janssen, O. (2000). Job demands, perceptions of effort-reward fairness and innovative
work behaviour. Journal of Occupational and organizational psychology, 73(3),
287-302.

Janssen, O., Van de Vliert, E., & West, M. (2004). The bright and dark sides of
individual and group innovation: A special issue introduction. Journal of
Organizational Behavior, 25(2), 129-145.

Jung, D. I, Chow, C., & Wu, A. (2003). The role of transformational leadership in
enhancing organizational innovation: Hypotheses and some preliminary
findings. The leadership quarterly, 14(4), 525-544.

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.

Khandakar, M. S. A., &Pangil, F (2018). An Empirical Study On Assessing The
Relationship Between Transformational Leadership Style And Informal
Workplace Learning.International Journal of Economics, Commerce and
Management, 6(1), 210-220.

Kotey, B., & Meredith, G. G. (1997).Relationships among owner/manager personal
values, business strategies, and enterprise performance. Journal of small business
management, 35(2), 37.

Kajewski, K., & Madsen, V. (2012).Demystifying 70: 20: 10. DeakinPrime.Dostgpny.

Laschinger, H. K. S., Finegan, J., Shamian, J., &Wilk, P. (2001). Impact of structural and
psychological empowerment on job strain in nursing work settings: expanding
Kanter’s model. Journal of nursing Administration, 31(5), 260-272.

Lombardo, M. M., &Eichinger, R. W. (2010). The Career Architect Development
Planner, 5th edn (Minneapolis, MN: Lominger).

Lohman, M. C. (2006). Environmental inhibitors to informal learning in the workplace: A
case study of public school teachers. Adult Education Quarterly, 50(2), 83-101.

Loon, M., Mee Lim, Y., Heang Lee, T., &Lian Tam, C. (2012).Transformational
leadership and job-related learning. Management Research Review, 35(3), 192-
205.

Sayyam, Tufail, Ishaque & Umair 205 ISSN: 2520 - 0739



Journal of Business and Tourism Volume 06 Number 01
January — June, 2020

Leinonen, T., Leino-Kilpi, H., Stahlberg, M. R., &Lertola, K. (2001). The quality of
perioperative care: development of a tool for the perceptions of patients. Journal
of advanced nursing, 35(2), 294-306.

Messmann, G., & Mulder, R. H. (2014).Exploring the role of target specificity in the
facilitation of vocational teachers’ innovative work behaviour. Journal of
occupational and organizational psychology, 87(1), 80-101.

Marsick, V. J., & Volpe, M. (1999). The nature and need for informal learning. Advances
in developing human resources, 1(3), 1-9.

Marsick, V., & Watkins, K. (2015). Informal and incidental learning in the workplace
(Routledge revivals).Routledge, 50(3), 421-445.

Marsick, V. J., & Watkins, K. E. (2001).Informal and incidental learning. New directions
for adult and continuing education, 2(89), 25-34.

Masum, A. K. M. (2015). Adoption Factors of Electronic Human Resource Management
(e-HRM) in  Banking Industry of Bangladesh. Journal of Social
Sciences/SosyalBilimlerDergisi, 11(1), 37-47.

Maclintyre, P. (2016). Advancing Leaders in Engineering: Ways of Learning
Leadership. Transformative Dialogues: Teaching & Learning Journal, 8(3).41-
55.

Noe, R. A., Tews, M. J., &Marand, A. D. (2013).Individual differences and informal
learning in the workplace. Journal of vocational behavior, 83(3), 327-335.

Nzuve, S. N., &Omolo, E. A. (2012).A study of the practice of the learning organization
and its relationship to performance among Kenyan commercial banks. Problems
of Management in the 21st Century, 4(2), 45-56.

Pandey, S., & Sharma, R. R. K. (2011). Organization development interventions for
prospectors: A theoretical framework and its empirical validation. Global
Business and Management Research, 3(1), 79.

Preacher, K. J., & Hayes, A. F. (2004).SPSS and SAS procedures for estimating indirect
effects in simple mediation models. Behavior research methods, instruments, &
computers, 36(4), 717-731.

Sosik, J. J., & Jung, D. (2011). Full range leadership development: Pathways for people,
profit and planet. Psychology Press.61(4), 265

Sibarani, R. M., Tjakraatmadja, J. H., Putro, U. S., &Munir, N. S. (2015).The influence
of leadership in informal learning of multigenerational teams. Mediterranean
Journal of Social Sciences, 6(4), 411.

Shariful et.al.(2018). An Empirical Study On Assessing The Relationship Between
Transformational Leadership Style And Informal Workplace
Learning.International Journal of Economics, Commerce and
Management.4(1),112.

Weiner, B. (1985). An attributional theory of achievement motivation and
emotion. Psychological review, 92(4), 548.

Sayyam, Tufail, Ishaque & Umair 206 ISSN: 2520 - 0739



Journal of Business and Tourism Volume 06 Number 01
January — June, 2020

Golder, P. A., &Yeomans, K. A. (1967).The use of cluster analysis for
stratification. Applied Statistics, 213-219.

Sayyam, Tufail, Ishaque & Umair 207 ISSN: 2520 - 0739



