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[bookmark: _Toc32446]1.1 Research Background
The era of the knowledge economy has been developed widely around the world. If companies want to occupy a place in the domestic and international markets, they must continue to come up with new ideas and thought. And innovation is a panacea for companies to maintain their sustainable competitiveness. Innovation is critical to sustaining business competitiveness and improving productivity. It is also the foundation of the economic growth. Indeed, some research have pointed out the significance of innovation as well as its influences on the success of companies, some researchers have also identified that support and encouragement from top managers are vital factors of promoting innovation (Amabile et al., 2004; Jung et al., 2008; Yindong & Xinxin, 2013; Javed et al., 2017). The leadership behavior and style of managers directly affect the work performance of subordinates, as well as make a variety of positive or negative impacts on the performance of teams, departments, as well as organizations.(Muchiri, Michael & Mcmurray, Adela & Nkhoma, Mathews & Pham, Hiep, 2020). The development of creative ideas which leaders of an organization put forward could be helpful to innovative services and products (Yuan & Woodman, 2010) and it may gain the competitive advantage over others.
A large number of international studies have shown that leadership style is a very important factor for the success of contemporary enterprises, especially organizational teams, and it also makes influences on how they cope with change and development. (Bos-Nehles, A, Bondarouk, T & Nijenhuis, K, 2017). Leadership has an impact on the self-growth, job satisfaction, organizational commitment, and turnover tendency of organizational employees, so it's important for corporate employees. Generally, leadership is not only the focus of researchers, but also the issue which management practitioners pay most attention to.
The innovation performance of an organization comes from the innovation behavior of employees.( Mumford, MD & Licuanan, B, 2004). The special survey report on the growth and development of Chinese enterprise managers in 2018 pointed out that lacking innovative talents is the first factor that hinders the technological innovation of enterprises, so the creation of incentives for employees to become innovative is the key to improve the organizational innovation. Employee innovation is closely related to the innovation atmosphere of the company and the leadership behavior as well as the leadership style of the company's management (Sheehan, M, 2016). How to make employees loyal to the company? How to make them willing to contribute their wisdom and strength to the enterprise? And how to improve the performance of individual employees and organizations? Every enterprise manager needs to think about the questions above. In addition, more and more scholars no matter from which country are beginning to pay attention to these questions. Most of the previous researches focused on the dimension of organizational innovation, but the research targeting employee innovation is still in the initial stage of development.
In the beginning of the book <Leadership> from James Burns said that “One of the most universal cravings of our time is a hunger for compelling and creative leadership.” Since 1980s, the study of these leadership styles has been proposed by Burns (1978) and Bass (1985). And since the concepts of leadership styles were put forward and expounded systematically, they have been regarded as a major breakthrough in leadership theory research and a hot topic in leadership theory research.
Bass (1999) pointed out that the mechanism of transformational leadership to work attitude of employees is one of the future research directions, which means, the influence mechanism and process of transformational leadership on leadership behavior and employee’s work attitude. Vandenberghe (2002) further proposed an opinion on the basis of the theory of Bass that psychological empowerment is a very important mediating variable to explain the type of leadership mechanism.
A study by Jung (2001) found that in experimental scenarios, transformational leadership can inspire higher levels of creativity in subordinates. Transformational leadership has a positive impact on employee behavior.(Jaiswal, N. K., & Dhar, R. L.,2016) Although transactional leadership is not as effective as transformational leadership in many aspects, it can also make a difference by the effect of situational factors and the influence of leaders. (Xu Changjiang, Shi Kan, 2016)
With the realization of the globalization of information and industry, the business development and organizational structure of companies have become more and more complicated, management ranks have gradually increased as well. Leaders cannot make decisions by themselves, so it is important to use empowerment to manage the whole organization(Tvarijonavičius, M., & Bagdžiūnienė, D.,2014). George, E., and K.a., Z. (2018) assumed that empowerment is not only delegating the task to subordinate employees, but also transferring the rights required to that person in order to complete the task. Talking about the empowerment, it has certain principles(Men, L. R., 2011). The leader only delegates the decision-making rights of personnel selection, capital deployment, overall coordination, communication planning, etc. to the employee, but the necessary responsibilities must remain with him. Different ranks in an organization have different levels of authority, and authority flows between different levels (Baczynska, A., & Korzynski, P., 2017). Effective empowerment is an important management skill. If authorized properly, all participants can benefit from it. Therefore, empowerment is also considered to be the essence of the effectiveness of modern enterprises.
In the past, a large number of scholars have verified that empowerment is closely related to the personality, values, work pressure, organizational recognition, and innovation performance of employees as well (Ukil, M. I.,2016). Therefore, it is often used as an intermediate variable in the research of leadership styles and organizational results.. George, E., & K.a., Z. (2018) believed that the innovation performance of employees is affected by leadership behaviors and psychological empowerment. The innovation ability of employees directly affects the innovation vitality of an enterprise organization. So it is meaningful to discuss it in depth, and it is of practical significance to help enterprises improve their competitiveness. Employees' innovative ideas are inseparable from a certain amount of material and human resource support, so they need more support and encouragement from the organization to create a good atmosphere of innovation. Many organizations definitely have innovative employees, but they may lose their employees and the corresponding innovative organizations because of the lack of an innovative atmosphere to accept innovative ideas which could encourage employees. An organization can achieve the purpose of becoming an innovative organization only if it creates a good climate that encourages innovation behavior, and continuously stimulates the employees' willingness to innovate (Szczepańska-Woszczyna, K.,2015). Shanker, R., Bhanugopan, R., Heijden, B. I. V. D., & Farrell, M. (2017) also proved that organizational climate is also an important variable which could make influences on employees’  innovation behavior. Tao, Y. and Hong, Y. (2014) believed that innovation is formed in an organizational atmosphere, from which members in the organization recognize the need for innovation, the opportunities for innovation, and efforts to support innovation. The research on the theory of climate for innovation has practical significance for the innovation of enterprises. Therefore, research about the stimulation of organizational innovation on employee innovation performance has been paid more and more attention in the field of research no matter in China or in other countries. And It is also an important variable to stimulate the innovation performance of employees in this paper.
To sum up, the paper is based on such realistic and theoretical background, carrying on research about the relationship between leadership behavior styles such as transformational leadership, transactional leadership and employee innovation behavior, and in the same time, try to identify how psychological empowerment and organizational innovation which works as mediators play the role in the process.

[bookmark: _Toc19911]1.2 Research Gap, Research Questions and Significance
1.2.1 Research Gap and Research Questions
The leader is the most important person in an enterprise, and it is also related to the core factors of the success of the enterprise.(PG Northouse, 2018). However, the rapid changes which is resulted by the increasingly globalization of the world economy today require newer and higher requirements for today's leaders. What kind of leadership behavior can bring more benefits to enterprises is a question that the public and the theoretical community have been trying to explore. Talking about the transformational leadership style, transactional leadership style, and laissez-faire leadership style, most of the previous studies are focusing on a macro perspective, but there is less discussion on the relationship with the creativity of employees at the individual level. What kind of leadership can stimulate employees' creativity and whether they need to rely on variables, the existing research involves less about these questions. But this type of research is related to the enterprise, and it is more realistic to the development of the organization.
Therefore, according to the background of the topic and the research motivation, this study mainly explores the following three questions:
1. Does the transformational leadership style, transactional leadership style, and laissez-faire leadership have impacts on employees' innovation capabilities? That is, verifying which leadership style best inspires creativity of employees.
2. How do different leadership styles influence employees innovation behavior? Does it need to be achieved through the intermediary role of psychological empowerment and organizational ? If yes, how？
3. Whether different leadership styles influence psychological empowerment and organizational climate or not? If yes, how?

1.2.2 Research Gap and Significance
Each theory like leadership style, psychological empowerment, organizational climate and employee innovation behavior has some theoretical research results and empirical research results in the international academic circles, but there are relatively few research results on the relationship between these theories. And in terms of transformational leadership style, transactional leadership style, and laissez-faire leadership style, most of the previous studies are focus on a macro perspective, but there is less discussion about the relationship of leadership styles and the innovation behavior of employees at the individual level. What kind of leadership can stimulate employees' innovation behavior and whether they need to rely on which variables? About these questions the existing research involves less, but this topic of research has some practical meanings. 
Therefore, on the one hand, this study will carry out a detailed study targeting the relationship between these theories, and also try to figure out the mediating role and influence mechanism of psychological empowerment and organizational climate. On the other hand, by verifying these theories against the Chinese unique cultural background and current status of corporate development, it could be helpful eventually to see if these research results can be used to guide the development and growth of Chinese companies. And if the answer is yes, it is also promising for the application of Russian companies as well as enterprises in other countries. In general, the theoretical significance of this research is to conduct empirical verification of these leadership theories in China to enrich their theoretical development.
Regarding the research on employee innovation, researchers and practitioners mainly focus on the innovation performance and innovation results at the organizational level, and there is relatively little research on the individual level of employees. This paper will focus on the individual employee's innovation behavior combining the organizational aspects, and the study of the mechanism of leadership style on it, hoping to enrich and improve the research results at the individual employee level.
The practical significance of this research is giving some suggestions to Chinese business leaders, especially the IT company where most R&D employees work, to help them choose appropriate leadership behaviors and leadership behavior styles in order to promote employee innovation. In the process of exercising leadership behaviors, how to use psychological empowerment and organizational climate to motivate employees and improve their autonomy, and finally improve their innovative behavior and organizational performance. In the training process of corporate leaders, we can also use the research results of this paper to train and improve the effectiveness of leadership.
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1.1.1 Leadership
Researchers usually define leadership according to their individual perspectives and the aspects of the phenomenon which are the most interesting ones to them(Bass, 1985). And most definitions of leadership reflect the assumption that it involves a process whereby intentional influence is exerted over other people to guide, structure, and facilitate activities and relationships in a group or organization. Yukl, a well-known American researcher on leadership theory, sorted out eight representative definitions of leadership in 1998. For example, “Leadership is about expressing vision, embodying values, and creating an environment where things can be done” (Richards & Engle, 1986). “Leadership is the process of giving a goal (a meaningful direction) to a collective effort and leading to efforts to achieve it.” (Jacobs & Jaques, 1990). “Leadership is the process of figuring out what people do together so that people can understand and make commitments” (Drath & Palus, 1994). For now, organizational leadership is one of the key factors which could support an organization's success in terms of achieving its goals. In a community environment composed of formal or informal organizations, there is always someone who have more value than others, and then people with these capabilities are appointed to govern others. Usually, such people are called leaders or managers (Zainal, Hadad, and Ramly, 2017). In summary, although scholars from different countries have slightly different definitions of leadership, they all believe that leaders have an impact on others (individuals, groups, organizations, or society), and then achieve their goals. Therefore, this paper defines leadership as the ability, characteristics, and behavioral processes that lead to influence others (individuals, groups, organizations, or societies) in an effort to achieve group goals.
Since human society entered the civilization of the industrial age, people have gradually discovered that leaders are standing in a special position in enterprises, and they have a significant impact on the success or failure of enterprises. Therefore, what kind of person is a qualified enterprise leader? What leadership style should this person have? Different research institutions and researchers have conducted in-depth research on this, and have given different or not exactly the same answers. To sum up, the study of leadership style theory can be divided into two basic phases: the traditional leadership style theory phase and the modern leadership style theory phase.
2.1.2 Historical Development of Traditional Leadership Theory
Leadership theory is an important research area of organizational behavior and human resource management, and it is proposed by western society (Burns, J. M.,1978). According to the timeline of research, The development of traditional leadership style theory has also gone through three stages: the trait theory stage, the behavioral theory stage, and the contingency theory stage.
Trait theory prevailed in the 20th century, and it was the earliest attempt to systematically study leadership behavior. The research basis and method are aiming to find common traits from outstanding leaders, including physical traits, intellectual traits, personality traits, work traits, social traits, and so on. Stogdill (1948) and Gibb (1969) all point out the multiple personality characteristics of leaders, and believe that all behaviors of leaders and the results of their behaviors can be predicted by the personality characteristics of leaders. 
The behavior theory emphasizes that the leader is effective because he exercises effective performance behaviors, not the internal characteristics of the leader. (Herdman-Barker, E., & Wallis, N.C., 2016). Behavior theory is mainly to study how the leader's behavior and behavior mode make influences on others and his teamwork performance, as well as predict its performance results based on its behavior. A common question behind this approach is: What are leaders doing to distinguish them from non-leaders? (Greenberg & Baron, 2003; Robins, 2003). According to Robbins (2003), the main difference between natural and behavioral methods in terms of applications lies in underlying assumptions. If the theory of character is valid, then there are no natural leaders.
 The contingency theory of leadership starts from the external environment of leadership and it is not limited to the leadership itself. It has made a breakthrough contribution to the study of leadership theory. The theory of contingency related to leadership is very common, representing the mediating role of understanding leadership, pointing out the limitations of traits and behavioral methods, and integrating previous research results.(Tortorella, G.L., de Castro Fettermann, D., Frank, A. and Marodin, G.,2018). According to contingency theory, leadership styles are not always effective in any situation, and certain individual, job, and organizational variables can be used as "alternatives to leadership", which affects the single influence factor of leaders to some extent. Contingency theory supplements the trait theory and behavioral theory from the external environment, and incorporates the theory of interactive psychology as its research factor (Van Dun, Desirée & Hicks, Jeff & Wilderom, Celeste.,2017). Its theoretical and practical significance has been approved by more and more scholars.

2.1.3 New Development of Leadership Theory
The heyday of leadership research appeared in the 1960s and 1970s, and many scholars put forward many far-reaching leadership theories. Graen & Dansereau proposed the Leader-Member Exchange (LMX) theory in 1972. They believed that leaders would treat their subordinates differently in actual work, and adopted different leadership styles based on different types of relationships established. Stephen P. Robbins(1982) stated that leadership is an ability that can affect teams to achieve their goals. Richard L. Daft (2018) also found the same understanding, saying that leadership is a capability that can influence others and lead them to their goals. Moreover, some scholars have proposed visionary leadership, which means visionary leaders are driven and inspired by what a company can become. Lulu Zhou et al. (2018) expressed visionary leadership, which is directly proportional to the creativity of employees in the organization. Zhou, Zhao, Tian, Zhang, & Chen (2018) also identified the close relationship of visionary leadership and companies. In their opinions, visionary leaders know how to look from the outside, challenge the current status, and they know how to be proactive, how to discover and develop talent, as well as transform the vision of the future (House, R.J., 2016). In addition, imaginative and visionary leaders can drive major changes in the organization(Ndalamba, Caldwell, & Anderson, 2018). 
Scholars have further studied the research towards leadership theory and some  researches of classic leadership theory have also been enriched. Based on the theory of leadership traits, scholars have expanded the connotation of leadership traits and developed charismatic leadership theory. According to this theory, leaders influence their subordinates through their outstanding talents and extraordinary charisma, so that the stated goals can be achieved. Based on this foundation, empowerment leadership has also been developed. Empowered leaders give their subordinates greater autonomy, face the tasks assigned, and work at the expense of changing established rules of the enterprise(Boulu-Reshef, B., Holt, C. A., Rodgers, M. S., & Thomas-Hunt, M. C., 2019). According to the strength of empowerment, it can be divided into laissez-faire leadership, transactional leadership, and transformational leadership. It is also the development of leadership behavior theory. The three types of leadership styles are described in detail below.

2.1.3.1 Transformational leadership
Burns (1978) created the concept of transformational leadership as a description of political leaders who transform the values of their followers, but Bass (1985, 1990) later expanded the scope to include leadership within organizational settings.Since then, transformational leadership has become one of the most widely studied leadership styles because it emphasizes changing workplace norms and motivating employees to perform beyond their expectations (Yukl, 1989). 
Transformational leadership is typically divided into four major components: inspirational motivation, idealized influence, individualized consideration and intellectual stimulation.(Yalokwu, 2016). And the main characteristics include the following four items: employment, decision making, consensual and strong culture. 
Transformational leadership has been acknowledged as an important influencing factor in innovation systems across a range of industries(Sawasn Al-Husseini, Ibrahim El Beltagi & Jonathan Moizer, 2019). Previous empirical evidence also revealed a  positive relationship between transformational leadership and innovative work behavior (Afsar, B.; Badir, Y.; Bin Saeed, B. 2014; Pradhan, S.; Jena, L.K, 2018). And transformational leaders will reward employees by demonstrating positive behaviors and attitudes that have a positive impact on the organization, such as organizational commitment and citizenship behavior, job satisfaction and performance, as well as innovative work behavior(Nazir, Shafi, Qun, Nazi, Tran.,2016).

2.1.3.2 Transactional Leadership Theory
Transactional Leadership was proposed by the Leader Member Exchange Theory (LMX). This theory assumes that the relationship between the leader and employees is connected through a contract. The leader meets employees’ expectations and requirements by rewarding employees with salaries, benefits, promotion, and recognition. At the same time, employees needs to agree and complete the tasks assigned by the leader. Such a return process is similar to a transaction. The transactional leadership behavior constructs the foundation for specifying expectations, negotiating contracts, clarifying responsibilities and providing the rewards and recognition to achieve the set objectives and expected performance between leaders and followers (Bass, 1985). The transactional leadership style satisfies the need of followers in the form of recognition or exchange or rewards after reaching the agreed task objectives and goals achieving the expectations of leaders (Bass, 1997; Podsakoff, MacKenzie, Moorman, & Fetter, 1990). Jansen, Vera, and Crossan (2009) pointed out that the transactional leadership style is suitable for followers' motivation to contribute and participate in the organization's vision. At the same time, Sadeghi and Pihie (2012) believed that transactional leadership is beneficial for helping employees to realize their own wishes, for example, reducing workplace anxiety and stress, focusing on clear organizational objects, as well as improving quality of products and customer service, reducing costs and increasing productivity. At the same time, Northouse believes that the transactional leadership style involves communication between leaders and employees, and uses rewards and penalties to motivate employees or teams. (Northouse, 2019)
The transactional leadership style often works well by making everyone know and agree on the goals, priorities and methods. However, the transactional style may not work when the situation calls for a big change in direction, or circumstances demand creative problem solving. According to the study from Abiodun Tope Samson on the aspects of transactional leadership (passive avoidance and contingent reward), he suggested that transactional leadership might not give rise to an increase in firm performance in SMEs. (Abiodun Tope Samson, 2019). In such a climate, a transformational style is often required and tends to be more successful than transactional.

2.1.3.3 Laissez-faire leadership theory
In the literature, a recognized premise as such is that of laissez-faire leadership, for example, leadership characterized by avoiding leadership tasks and non-response to the needs of subordinates (Bass, 1999; Skogstad, Hetland, Glasø, & Einarsen, 2014). From a laissez-faire leader's perspective, the key to success is to build a strong team and then stay out of the way. Laissez-faire leader does not give subordinates too much guidance, hoping that they will find problems by themselves and leaders rely on employee decisions to complete the task. When the performance results really do not meet their stated goals, a little guidance will be given by them to give a little support.
In this kind of leadership team, employees' performance will be relatively low, it will be difficult to have a unified organizational culture, and there’s a bad ethos prevails. Research has also proven that the company which has laissez-faire leaders are more likely to have conflicts, harassment, bullying behaviors and escalation than other companies (Mats Glambek, Anders Skogstad & Ståle Einarsen, 2018).
If the leader keeps working like this, the company will form a "donkey-like corporate culture" from a chinese perspective, which means, the personal ability can not be truly developed, there is no real  teamwork, which will certainly lead to the disorderly development of the enterprise. The purpose of this study is to explore the creative leadership that can inspire employees. Laissez-faire leadership is not closely related to the organization and does not have much influence. Therefore, the following pages will focus on the role of transactional and transformational leadership in employee performance influences.

[bookmark: _Toc12399]2.2 Theory of Innovation
Innovation is the idea of practice or object that individuals or other adopters consider to be new, and adoption is the decision to make full use of innovation as the best course of action (Rogers, 1995). Kirton (1988) distinguished between adopters and innovators. He assumed that the goal of the adopter is to "do better", while the goal of the innovator is to "do different things", and the innovator is more likely to reconstruct the problem when pursuing change. When individuals or other decision-making departments put innovation into practice, implementation occurs (Rogers, 1995). This shows that innovation is any product or process that has been implemented and is not important to the enterprise (Thong, 1999). When Peter Drucker defined innovation as "creation of a new dimension of performance", he used improvement as a dimension of innovation (Hesselbein, Goldsmith, and Somerville, 2002)
With the competitive environment becoming increasingly uncertain, companies that want to survive and thrive should rely more on innovation (Stroeva et al., 2015; Azar and Ciabuschi, 2017; Zhang et al., 2018). Innovation not only concerns R & D professionals, but other employees and areas in the organization must be open to innovation within their respective areas of responsibility in order to achieve long-term success.(Li et al., 2019). As a key factor in improving the organization's ability to innovate, employee innovation is often beneficial and has been seen as an important source of organizational competitive advantage (Shin et al., 2016). The issue of involving employees in the development of the organization has been a subject of growing interest in academic literature (Hornsby, Naffziger, Kuratko and Montagno, 1993; Janssen, de Vries and Cozijnsen, 1998; Sharma and Chrisman, 1999; Janssen, 2000). About the innovation behavior of employees, it is defined as behavior from an employee towards developing new products, developing new markets, or improving business routines in their employing organization. There is an ever-increasing need for all employees to intensify their level of performance regarding innovation (Wu C. H., Parker S. K., 2017). Many scholars have confirmed the influence of leaders on employee innovation behavior in theory and experience, which is mainly carried out from the perspective of the characteristics of leaders, such as ethical leadership (Tu and Lu, 2013), servant leadership (Cai et al., 2018), Transformational and transactional leadership (Pieterse et al., 2010). Therefore, how to use leadership to effectively promote employees' innovative behavior is particularly important for the current time. 

[bookmark: _Toc8589]2.3 The Mechanism of the Influence of Leadership style on Employee Innovation Behavior
With the development of modernization and the gradual progress of society, management plays an increasingly important role in the production and operation and development of enterprises. Enterprise leaders take on the concrete role of management, and their leadership style "will directly affect the management attitude and management methods for employees". 
Leaders are recognized by their leaders for their charisma and personalized care, and consciously contribute to the organization's progress towards higher-level goals. Due to the influence of leaders, followers will be psychologically motivated to take on more work than required to achieve self-worth. With the increase of work tasks, it is impossible for the leader to take the work alone, and then “authorize” the work to the trusted leader, and the leader cares for employees and increasingly builds trust to make employees psychologically authorization. 
A number of studies in academia indicate that employees' creative activities are significantly affected by leadership behaviors. The following will also specifically explore the specific mechanism factors of leadership styles on employee innovation behavior: psychological empowerment and organizational innovation atmosphere.

2.3.1 Impact of Leadership Behavior on Employee Innovation Behavior
Innovation is a key factor in organizations’ ability to create a sustainable competitive advantage (Kim, Min, & Cha, 1999). For innovation organizations often rely on teamwork (Dumaine, 1994; Ilgen, Hollenbeck, Johnson, & Jundt, 2005), and nearly the whole research and development (R&D) sector emphasizes teamwork. There is a clear correlation between leadership behavior patterns and employee innovation performance (Tiemey, Farmer, 2010; Zhou, George, 2003). The key reason that affects the creation of a performance environment is leadership (Scott, Bruce, 1994; Tierney P, 2008). 
Sosik, Kahai and Avolio (1999) studied the impact of transformational leadership and transactional leadership on individual creativity, and pointed out that different leadership behaviors affect employees through the way they affect the individual's psychological state and behavioral motivation. Innovation performance. In addition, inclusive leaders provide a supportive external environment by inspiring employees to share their perspectives on new changes (Choi, Tran and Park, 2015). Moreover, leadership was found to be an important situational factor which could promoted employee’s innovative work behavior (Herman, Wallis, 2016).
Stenbert & Lubert (1991) proposed the theory of creative investment, which believes that creativity is the result of separate and mutually interacting external factors such as environment and motivation. A key factor in the environment that has a substantial impact on creativity is leadership (Scott & Bruce, 1994; Tierney, Farmer & Graen, 1999). Leaders show certain behaviors, which will cause employees to have corresponding perceptions, which will affect their motivation and psychological state, and ultimately affect their creativity.
Based on those statement, some hypothesis are formulated:
Hypothesis1: Transformational leadership has a significant positive effect on  on employee innovation behavior.
Hypothesis2: Transactional leadership has a significant positive effect on employee innovation behavior.
Hypothesis3: Laissez-faire leadership has a significant negative effect on employee innovation behavior.

2.3.2 Psychological Empowerment
Employment empowerment has been generally defined as “delegation of authority by the managers to each employee, mostly with respect to job practices and methods” (Sibson, 1994). There have been many efforts to define psychological empowerment. For example, Conger and Kanungo (1988) defined empowerment as a process of enhancing the feelings of self-efficacy among organizational members, which would also include that the employees perceive themselves to be empowered (Conger & Kanungo, 1988). The first efforts for defining psychological empowerment as a structure of multiple facets came from Thomas and Velthouse (1990), who defined psychological empowerment as four cognition reflecting an employee‟s orientations towards his/her job namely impact (the ability employees have to affect organizational outcomes). According to Thomas and Velthouse (1990) developed multidimensional cognitive factors of meaning, choice, competence, and impact as the set of intrinsic task motivation enablers. Through the individual's all-rounded tendency to perceive their own work, four specific cognitive dimensions are summarized, which are meaning, self-efficacy or competence, self-determination and impact. This psychological empowerment concept and its structure have been greatly developed. The recognition of most scholars is a solid theoretical basis for empirical research on psychological empowerment.
Javed et al. (2017) stated that the generation of innovative ideas is an unconventional task, and individuals must transcend their standard operating procedures by implementing the psychological empowerment and belief provided by all the support and means of these ideas. The main task of psychological empowerment is to improve the ability of employees to appreciate their own strengths and qualities and also support them to value the role of their own jobs and the contribution of their organization in general, which at the end will lead to the feeling of satisfaction (Spreitzer, Kizilos, & Nason, 1997). In addition, a lot of researchers in the past had proved empirically that psychological empowerment enhanced employees’ innovative work behavior(Zhang & Bartol, 2010; Seibert, Wang, & Courtright, 2011; Singh & Sarkar, 2012; Çekmecelioglu & Özbag, 2016). And a present study by Fang Liu (2017) proposed that psychological empowerment is an important determinants of individual innovative behavior.

2.3.3 Organizational Climate
Organizational climate is derived from the study of group dynamics and extends to management. It is believed that organizational atmosphere is the individual's common perception and experience of the organizational environment, which determines the individual's motivation and behavior, and is affected by the environment. Organizational atmosphere refers to the feeling that people work in a specific environment, and it refers to the "workplace atmosphere", which includes norms, values, expectations, policies, and flows that affect individual and group behavior patterns. James & McIntyre (1996) and James&Sells (1981) conceptualized organizational climate as an aggregated psychological climate. It refers to the “set of perceptions that reflect how work environments, including organizational attributes, are cognitively appraised and represented in terms of their meaning to and significance for individuals' (James et al, 1988). They argue that if people in an organization share similar perceptions of a psychological climate dimension, it is legitimate to aggregate these individual perceptions into an indicator of organizational climate. In public or private organizations, if the perception of their employees towards their organizational climate is more egoistic and less ethical, employees are more prone to corruption (Gorsira, M.; Steg, L.; Denkers, A.; Huisman, W. 2018) Further more, Chang, Wu, and Liu (2018) collected data from 34 human resource managers and 354 employees from China's manufacturing and service industries. Their results suggest that work styles and workplace events can affect employee job satisfaction. And a three-year study (2007, 2009, 2010) conducted by the Spanish Ministry of Labor and Social Security on 5,656, 6274, and 5841 public officials shows that organizational climate is the top five affecting employee job satisfaction Factors (M.C, Sánchez Sellero; P. 2016)
According to Tidd and Bessant (2014), the organization's innovation process needs to be managed in a systematic or integrated manner, which requires strategic leadership and guidance (such as innovation strategy) and the establishment of innovation organizations (such as structures and environments that promote employee innovation ) And, innovation networks (such as internal and external collaboration).

2.3.4 Relationship between Leadership Styles and Organizational Climate
The role of leadership at the workplace is characterized as a key agent of change in the companies, which is well established in the literature((Krause, 2004; De Jong & Den Hartog, 2008; Amabile, 2012; Javed et al., 2017). Diversified leadership styles will also affect and change the internal values, operating models, and internal communication of the enterprise to a certain extent, which directly affects the corporate atmosphere. Research on the organizational innovation atmosphere began in the 1960s. Some relevant scholars like Ekvall, Iisaksen, Amabile, Britz and Tesluk put forward their own opinions respectively about the definition of organizational innovation atmosphere. For example, some previous studies have already pointed out that leadership style is the biggest environmental factor affecting achievements of subordinates, morale and satisfaction, which also is one of variables of affecting the achievements of an organization. During the past 20 years, some researchers think the innovation climate have gradually become more and more important. Ekvall & Ryhammar’s study (1999) found that atmosphere of an organization is mainly in the charge of the leadership behavior, culture and values of it. while Chinese scholars also gave their opinions in succession. Scholars Liu Yun and Shi Jintao (2009) believe that organizational innovation atmosphere is a perception of organizational members supporting organizational environmental innovation. Chen Baojie (2008) believes that the characteristic of organizational innovation atmosphere is that the organization should have an atmosphere where everyone believes that innovation is an opportunity rather than a threat. Individuals with creative potential are willing and able to release their potential to promote the organizational innovation performance . Through in-depth analysis and talking with some relevant scholars and the key position employees, this dissertation has designed an organizational innovation atmosphere questionnaire of E-commerce organization from scholars Liu Yun and Shi Jintao’s scale. Because this scale is based on our country’s actual situation. In the questionnaire, the design of the options used by five categories (specific dimensions: manager support, organization concept, team support, resource supply, task characteristic).Therefore, leadership behavior is an important factor affecting the organizational climate, and it has a profound impact on employees' perception of the organizational innovation atmosphere (Ekvall & Arvonen, 1984; Ekvall, 1996). 
According to Jung, Chow and Wu (2003) and Jung and Ali (2017), one of the most important characteristics of a good and comfortable workplace is the organizational atmosphere. So if leaders can create a great workplace, it will increase employee productivity. Several studies (Ekvall, G .; Ryhammar, L. 1998; Kao, R.-H. 2017; Maamari, B.E .; Majdalani, J.F. 2017) all point out that leadership styles have some positive effects on organizational climate.

2.3.5 Relationship between Organizational Climate and Employee Innovation Performance
There are three main variables that influence organizational innovation performance: organizational variables, personal variables, and environmental variables. As an important part of the organizational innovation atmosphere, the organizational environment is also an important influence variable. Scholars Lee and others studied the degree of product innovation of scientific researchers and found that the higher the support of their superiors, the higher their innovation performance. Speaking of the research relationship between creative work environment and organizational innovation performance, Amabile found that personal creativity in the organization, organizational productivity and organizational encouragement, superior encouragement, work team support, freedom, and challenging work have a significant positive correlation with it, and Organizational barriers are negatively correlated, and the effects of work stress and adequate resources are not obvious enough. And personal creativity, organizational innovation system, and innovation performance are also positively related. In recent years, Chinese scholars have also conducted an empirical analysis and research on the atmosphere of organizational innovation. The main result comes from Taiwan scholar Yin Qiming. He found that the formation of an open, participatory, and pursuit of growth and freedom within the organization will lead to an innovative tendency in the organization. Affects the organization's innovation performance. The scholar Cai Qi researched more than 100 enterprises during the research of corporate organizational innovation, and also concluded that the organizational innovation atmosphere can significantly improve employee innovation performance and innovation behavior.
So based on these theories of psychological empowerment and organizational climate, some hypothesis could be formulated:
Hypothesis4: Transformational leadership has a significant positive effect on psychological empowerment and organizational climate.
Hypothesis5: Transactional leadership has a significant positive effect on psychological empowerment  and organizational climate.
Hypothesis6: Laissez-faire leadership has no significant impact on psychological empowerment and organizational climate.
Hypothesis7: Psychological empowerment and organizational climate work as mediators in the relationship of transformational leadership and employee innovation behavior.
Hypothesis8: Psychological empowerment and organizational climate have significant positive effects on employee innovation.

[bookmark: _Toc9764]2.4 The Results and Shortcomings of Previous Research
2.4.1 The Results of Previous Research
(1) The process of knowledge innovation is carried out by individuals through the mutual conversion of implicit knowledge and explicit knowledge among members of the organization. Scholar Nonaka (1994) established the SICT model of knowledge innovation during the research process. The related factors of knowledge socialization, knowledge externalization, knowledge combination, and knowledge internalization, the four interacted intuitively and reflected the innovation process.
(2) The research on leadership behavior has more detailed results and detailed classification characteristics. The research on transformational leadership on organizational outcome variables, such as organizational citizenship behavior, job satisfaction, organizational commitment, innovative behavior, organizational innovation performance, etc. Significantly relevant, including measuring perceptions of changing leadership styles from an employee perspective. Various scholars have also used progressive scales to measure progressive leadership styles.
(3) With the widespread promotion and application of psychology, psychological empowerment is also included as a variable by researchers in the research that influences the transformational leadership style, and it is also used as an intermediary variable.
(4) With the growth of the organization, the organizational climate has also become an influential factor on the innovation performance of the organization. Scholars have also compiled some scales for measurement.
2.4.2 Inadequacy and Evaluation of Previous Research
(1) According to previous scholars investigations, leadership behaviors do play an important role in corporate innovation, but there is a lack of in-depth and specific analysis on how to affect employees' innovation performance, and a detailed analysis of the impact on internal mechanisms. And innovation is the key factor for a company to maintain vitality and spontaneity, it is the key lifeblood of a company to stand out from the competition, and its innovation comes from its employees.
(2) The research on the essence of organizational innovation is also fruitful, but it is often used as a single variable to explore its effect. However, in the actual organization, any variable is not single, and the organizational innovation atmosphere is more similar to the buffeting variable in the organizational culture. The intertwined influence with other variables has an impact on the innovation performance of employees. 

[bookmark: _Toc10617]Chapter2. Research Structure
[bookmark: _Toc24920]2.1 Research Model
Based on a large amount of literature reading and analysis, combined with the external organizational environment and internal psychological empowerment factors that could affect employee innovation performance, this paper mainly studies the influence mechanism of three different types of leadership styles on employee innovation performance, and proposes the following theoretical model.
[image: ]
Figure2.1 Research Model

As you can see from the figure above, these three different leadership could effect the employee innovation directly, this is what previous research already proved. And what is new from this paper is that I introduce psychological empowerment and organizational climate as mediators which could not only effect the process where leadership makes influence on employee innovation behavior, but also directly effect the employee innovation performance. Moreover, one interest thing is psychological empowerment and organizational climate can be influenced by leadership as well.
[bookmark: _Toc21651]2.2 Research Tools
This research mainly uses a combination of theoretical analysis and empirical research to study the relationship between leadership style and employee innovation behavior.
1) Literature method. Through extensive reading of relevant domestic and foreign literature and monographs, I have learned about the concepts, structures, and mechanisms of transformational leadership, transactional leadership, and laissez-faire leadership, as well as the factors that influence psychological empowerment, organizational climate and employee innovation behavior. 
2) Questionnaire. The questionnaire of this paper mainly includes four sub-questionnaires - leadership styles questionnaire, psychological empowerment questionnaire, organizational climate questionnaire and innovation behavior questionnaire. The target group is around 400 R&D employees in a branch of Chinese communication equipment company. Through the questionnaire, the data of the relationship between the manager's leadership style and the employee's innovation behavior in the actual operation of the company is obtained. And relevant data of psychological empowerment and organizational climate is gathered as well, which provides effective input for the data analysis of this study.
3) Statistical tools. This paper used SPSS and Likerts to check the statistical analysis of all data. Statistical analysis mainly includes reliability analysis, validity analysis, and regression analysis. Among them, reliability analysis and regression analysis were completed by SPSS, and validity analysis is conducted by confirmatory factor analysis (CFA) of Lisrel.


[bookmark: _Toc18699]Chapter 3. Model validation
[bookmark: _Toc25881]3.1 Research Procedure
As I mentioned before, the test is conducted among around 400 R& D employees from the Shandong branch of a large communications company.
The questionnaire mainly includes four sub-questionnaires - leadership style questionnaire, psychological empowerment questionnaire, innovation behavior questionnaire and organizational climate questionnaire. The questionnaire is scored using Likerts 5 point rating scale, and all questions are answered online.
The leadership style questionnaire used in this survey is Bass (1995) Multifactor Leadership Questionnaire (MLQ), Including three-part test questionnaires such as transformational leadership, transactional leadership, and laissez-faire leadership. The scoring method I used Likerts five points rating method, and each number represents the frequency of specific leadership behaviors in the work of the participants, of which "1" represents "strongly disagree", "2" means "disagree" 3 "" means "neutral", "4" means "agree", and "5" means "strongly agree".
The psychological empowerment questionnaire adopts the psychological empowerment scale for work compiled by Spreitzer et al. It includes four dimensions: meaning, competence, self-determination, and impact. I choose one out of 3 from each dimension, in total there are 4 questions of 4 dimensions. The questionnaire also used Likerts five points rating method, in which "1" represents "strongly disagree", "2" means "disagree" 3 "" means "neutral", "4" means "agree", and "5" means "strongly agree".
The innovation behavior questionnaire adopts the employee innovation questionnaire developed by George and Zhou (2001), in which includes 13 items measured on a Likert type scale ranging from 1 (Never) to 5 (Always).
About the organizational climate part this paper used three-dimensional scale of organizational innovation atmosphere revised by Chinese scholar Liu Yun et al. (2009) based on the KEYS scale as the final measurement tool of this study. The three-dimensional scale of organizational innovation atmosphere revised by Liu Yun et al. (2009) selected three creativity promotion factors in the KEYS scale, namely organizational support, supervisor support, and team support. They passed empirical tests and concluded 12 items . This part of the questionnaire also uses Likert's 5-point scoring method, in which "1" represents "strongly disagree", "2" means "disagree" 3 "" means "neutral", "4" means "agree", and "5" means "strongly agree".
After the questionnaire was recovered, I moved to the data collecting and data entry part. Finally, by using SPSS and Likerts, I finished the statistical analysis of all data. Statistical analysis mainly includes reliability analysis, validity analysis, and regression analysis. Among them, reliability analysis and regression analysis were completed by SPSS, and validity analysis is conducted by confirmatory factor analysis (CFA) of Lisrel.
[bookmark: _Toc14522]3.2 Data Analysis
This research is mainly aimed at a large-scale well-known telecommunications listed company in China. The company has more than 30,000 employees in the world and there are about 10,000 people who are engaged in R & D related work. The target of this study is the R & D team members of the company's Shandong branch who are engaged in research and development department. A total of 400 questionnaires were issued this time, all of which were distributed through online surveys and through the  internal questionnaire survey system of the questionnaire after the communication, agreement and cooperation from the HR leader of the company. After recovering the questionnaires and doing the preliminary analysis, a total of 347 valid questionnaires were obtained, and the effective recovery rate was 86.75%. The reason for choosing this company is that as a large-scale Chinese IT communication company, the IT level of this company is upstream in China. This IT level means that the company has a large number of R&D employees, which is consistent with the employee innovation variable which is going to be tested in this paper. The reason for choosing this branch in Shandong Province is that I am a Shandong native person. Choosing a local company can improve the efficiency of the questionnaire survey and communicate with the company's employees in a timely manner.
The basic information analysis of the test is shown below.
3.2.1 Distribution of Age-gender
In the valid questionnaires recovered, 85.87% of the testers were male and 14.13% were female. Based on past experience, male employees in communications and high-tech companies have an absolute advantage in number. This sample analysis also verified this.
In this survey, the testers also answered the question about their ages. Drawing on previous research, this paper divides age into 5 stages. The number of people aged 0-24 was 3, accounting for 0.86% of the total sample. The number of testers aged 24-30 was 236, accounting for 68.01%. We got 104 employees from 30 to 40 years old , accounting for 29.97% And here were 3 left testers aged 40 to 50 years old, accounting for 0.86%. There was only 1 tester aged 50 to 60 years old, accounting for 0.29%. This age distribution also matched the company's industry sectors, particularly the communications industry and high-tech companies.
3.2.2 Distribution of marriage and education
In terms of the distribution of marital status, the percentage of married testers is 30.9% and unmarried is 69.1%. Based on the age distribution of the aforementioned testers and the geographical location of the company as a tier-one city along the northern coast of China, the marital status of the company's employees is also rational.
In terms of the distribution of education levels, the percentage of junior college degrees is only 0.2%, and the undergraduate degree accounts for 28.2%.
Masters accounted for 70.5%, and doctors accounted for 1.1%. It can be seen that the average academic level of the testers is relatively high, and almost all the academic levels are undergraduate or even above, among which the majority are masters. I think the reason is that the characteristic of the company's industry is communication, and the company's development level is in the leading position in China. Therefore, it has higher requirements for the education level of their employees, and the sample distribution matched the expectations.
3.2.3 Distribution of Working Years
In terms of the distribution of working years, the percentage of new employees within one year is 16.9%, and those between 1 and 3 years are 26.1%. And 28.3% of employees have worked for 3 to 5 years, 23.9% for 5 to 10 years, 4.6% for 10 to 20 years, and 0.2% for more than 20 years.
It can be seen from the above that, generally speaking, the working age of the research testers is mainly under 10 years (95.2%). The testers were relatively evenly distributed in the three stages of 1-3 years, 3-5 years, and 5-10 years. A reasonable number of new employees (16.9%) was added. According to the company's development stage, development level, industry status and industry nature, the distribution of the research samples is in line with the researchers' expectations.
3.2.4 Distribution of Team size and Team type 
In terms of the distribution of team size, the percentage distribution of less than 20 people and more than 20 people is 55.7% and 44.3%. And talking about the distribution of team types, the percentages of administrative teams is 48.2% and the percentage of project teams is 51.8% respectively. Since the target enterprise belongs to the R&D enterprise in the communications industry, and the typical matrix management mode is implemented within the enterprise, so the distribution of the research sample is understandable with the status of the industry and the researchers' expectations.

[bookmark: _Toc18922]3.3 Reliability Analysis
Reliability is mainly used to check whether the questionnaire is precise, in other words, to evaluate whether the collected data is true and reliable. A good questionnaire or scale should have a high reliability coefficient. Reliability coefficient measurement methods usually include test-retest reliability, scorer reliability, parallel-forms reliability, Cronbach's alpha and so on.
Among them, the biggest advantage of Cronbach's alpha is that it only takes one measurement to estimate the reliability coefficient, which could save time and effort. In addition, the Cronbach's alpha coefficient is generally higher than the reliability coefficient calculated by est-retest reliability, scorer reliability. In this paper, Cronbach's alpha coefficient was used to test the reliability of the scale.
A total of four questionnaires were used in this study, which were multi-factor leadership questionnaire (MLQ), psychological empowerment questionnaire, employee innovation questionnaire and organizational climate questionnaire. Among them, the MLQ contains three sub-scales, namely transformational leadership sub-scale, transactional leadership sub-scale, and laissez-faire leadership sub-scale. These three sub-scales respectively contain several small scales, of which the transformational leadership sub-scale includes five scales of Idealized influence behaviors, idealized influence attributes, inspirational motivation, individual consideration and intellectual stimulation. Transactional one contains three scales like contingent reward, management by exception active, and management by exception passive. Here we tested the reliability of total scales and each sub-scale in this survey. In order to make the results more clear and easy to understand, I have combined all the data of the various scales. The specific results are shown in the following table:
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Table1. Coefficient of Internal Consistency of the questionnaire

From the overall results of internal consistency, the scale used in this study shows that the internal consistency of each dimension is relatively good, because all the indexes are located in the range of 0.7 to 1. The results of reliability analysis show that the design of the topic is reasonable and effective. Therefore, we believe that these scales have good reliability and they can meet the needs of research.

[bookmark: _Toc10197]3.4 Validity Analysis
Validity is a measure of the degree of validity or the validity of a research instrument.In addition to a higher reliability coefficient, a good test also needs to have a better validity structure. The measured validity includes content validity and structural validity. In order to ensure the scientific use of this questionnaire, it is necessary to test the validity of the questionnaire.
There are mainly four questionnaires which are used this time - leadership style questionnaire, psychological empowerment questionnaire, organizational climate questionnaire and innovation behavior questionnaire. The various dimensions of transformational leadership, transactional leadership, and laissez-faire leadership will appear as independent variables, so only the structural validity of the questionnaire will be analyzed.   
Confirmatory Factor Analysis is used here to verify the structural validity of the leadership style questionnaire. According to the recommendations of experts, some representative fitting indices were selected for comparison.
Among them, RMSEA means Root Mean Square Error Approximation, GFI means Goodness of Fit Index, NNFI means Non-Normed Fit Index, CFI means Comparative Fit Index, IFI means Incremental Fit index. It is generally believed that RMSEA is less than 1, indicating a good fit, less than 0.05, indicating a very good fit, and less than 0.01, indicating a very good fit. It is generally believed that if RMSEA is less than 0.01, GFI, NNFI, CFI and IFI are above 0.9, which is a good model. The results are shown in the table below: 
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Table2. The output of validity test of three leadership style.

The analysis results show that the confirmatory factors of each model fit well. The RMSEA values of transactional leadership and laissez-faire leadership are 0.060 and 0.052, respectively, and the value of transformational leadership is 0.10. Each  index is within the critical value. This shows that the leadership style questionnaire has good structural validity.

[bookmark: _Toc30865]3.5 Regression Analysis
3.5.1 Research on the Relationship Between Leadership Style, Psychological Empowerment, Organizational Climate and Employee Innovation Behavior
3.5.1.1 Relationship between leadership styles and employee innovation behavior
Taking innovation behavior as the dependent variable and three leadership styles as the independent variables, the forced regression method is adopted. And outputs can be showed as following:
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Table 3. Analysis of the fitting process of the relationship between leadership styles and innovation behavior

It can be seen from the table that the R between the dependent variable and the independent variable is 0.530, reflecting the strong linear relationship between the independent variable and the dependent variable. The R2 is 0.281, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 28.1%, which is workable for this study.
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Table 4. Analysis of ANOVA between leadership style and employee innovation behavior

As we can see, the mean square of Regression is 4.406, Residual is 0.306, the regression equation is generally significant.(sig.<0.01)
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Table5. Analysis of Coefficients between leadership style and employee innovation behavior

The regression coefficients of the three independent variables Transformational, transactional and Laissez-faire are all significant (sig.<0.05). Among them, the regression coefficients of transformational leadership and transactional leadership are positive (0.456 and 0.312), while the regression coefficients of laissez-faire leadership are negative(-0.270). It means that transformational leadership and transactional leadership have a significant positive predictive effect on employees 'innovative behavior (sig. <0.01), while laissez-faire leadership has a significant negative predictive effect on employees' innovative behavior (sig. <0.05). The standardized regression coefficient of transformational leadership is 0.456, which is slightly larger than the standardized regression coefficient of transactional leadership 0.312, indicating that transformational leadership is slightly stronger than transactional leadership in predicting employee innovation behavior. And both are higher than laissez-faire leaders (standardized regression coefficient is -0.27)

3.5.1.2 Relationship between psychological empowerment and employee innovation behavior
Taking innovation behavior as the dependent variable and psychological empowerment as the independent variables, the forced regression method is adopted. And results can be showed as following:
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Table 6. Analysis of the fitting process of the relationship between psychological empowerment and innovation behavior

It can be seen from the table that the R between the dependent variable innovation behaviour and the independent variable psychological empowerment is 0.560, reflecting the strong linear relationship between the independent variable and the dependent variable. The R2 is equal to 0.313, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 31.3%, which means the research is applicable.

[image: 1588161968(1)]
Table 7. Analysis of ANOVA between psychological empowerment and employee innovation behavior

As we can see, the mean square of Regression is 8.150, Residual is 0.372, the regression equation is generally significant.(sig.<0.01)
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Table 8. Analysis of Coefficients between psychological empowerment and innovation behaviour


The regression coefficient of psychological empowerment is significant (sig. <0.05), indicating that psychological empowerment has a significant positive predictive effect on employee innovation behavior.


3.5.1.3 Relationship between organizational climate and employee innovation behavior
Now we need to check the relationship between organizational climate and employee innovation behavior. Again, take organizational climate as independent variable and innovation behaviour as dependent variable, and results are showed as followed:
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Table 9. Analysis of the fitting process of the relationship between organizational climate and employee innovation behavior

We can see that R is equal to 0.469, reflecting the strong linear relationship between the independent variable and the dependent variable. The R2 is equal to 0.22, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 22%, which means the research is applicable.
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Table 10. Analysis of ANOVA between organizational climate and employee innovation behavior

As we can see, the mean square of Regression is 5.72, Residual is 0.422, the regression equation is generally significant.(sig.<0.01)
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Table 11. Analysis of Coefficients between organizational climate and innovation behaviour

The regression coefficient of organizational climate is significant (sig. <0.05), indicating that organizational climate has a significant positive predictive effect on  innovation behavior.

3.5.1.4 Relationship between leadership styles, psychological empowerment, and  organizational climate 
As the research model which is showed above, we assumed that psychological empowerment and organizational climate can also be influenced by different leadership styles. So let’s run the statistical analysis of these three variables.

3.5.1.4.1 Relationship between transformational leadership, psychological empowerment, and organizational climate 
    Taking transformational leadership as dependent variable, psychological empowerment, organizational climate as independent variable, we get outputs below:
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Table 12. Analysis of the fitting process of the relationship between transformational leadership, psychological empowerment and organizational climate

We notice that R is equal to 0.504, reflecting the strong linear relationship between the independent variable and the dependent variable. The R2 is equal to 0.254, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 25.4%, which means the result is meaningful.
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Table 13. Analysis of ANOVA between transformational leadership, psychological empowerment and organizational climate 

The regression coefficient of transformational leadership is significant (sig. <0.05), indicating that transformational leadership has a significant positive predictive effect on psychological empowerment and organizational climate.
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Table 14. Analysis of Coefficients between transformational leadership, psychological empowerment and organizational climate.

The regression coefficient of transformational leadership is significant (sig. <0.05), indicating that transformational leadership has a significant positive predictive effect on psychological empowerment and organizational climate. And since Beta of psychological empowerment (0.568) is bigger than Beta of organizational climate (0.235), which means that the influence of transformational leadership to psychological empowerment is stronger than that to organizational climate.
3.5.1.4.2 Relationship between transactional leadership, psychological empowerment, and organizational climate 
    Taking transactional leadership as dependent variable, psychological empowerment, organizational climate as independent variable, we get outputs below:
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Table 15. Analysis of the fitting process of the relationship between transactional leadership, psychological empowerment and organizational climate

We notice that R is equal to 0.533, reflecting the strong linear relationship between the independent variable and the dependent variable. The R2 is equal to 0.284, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 28.4%, which means the result is meaningful.
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Table 16. Analysis of ANOVA between transactional leadership, psychological empowerment and organizational climate 

The regression coefficient of transactional leadership is significant (sig. <0.05), indicating that transactional leadership has a significant positive predictive effect on psychological empowerment and organizational climate.
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Table 17. Analysis of Coefficients between transactional leadership, psychological empowerment and organizational climate.

We can see that only the regression coefficient of psychological empowerment is significant (sig. <0.05), indicating that transactional leadership has a significant positive predictive effect on psychological empowerment and organizational climate. And the influence of transactional leadership to organizational climate is not that much.

3.5.1.4.3 Relationship between laissez-faire leadership, psychological empowerment, and organizational climate 
    Taking laissez-faire leadership as dependent variable, psychological empowerment, organizational climate as independent variable, we get outputs below:
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Table 18. Analysis of the fitting process of the relationship between laissez-faire leadership, psychological empowerment and organizational climate

As we see from the table above, the coefficient of R and R Square is too small, which means there’s no or pretty less linear relationship between the independent variable and the dependent variable. And the research about these variable is meaningless.

3.5.1.5 Relationship between leadership styles, psychological empowerment, organizational climate and employee innovation behavior

Taking innovation behavior as the dependent variable, three leadership styles, psychological empowerment, and organizational climate as independent variables, the forced regression method is used. The results are shown in the tables below.
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Table 19. Analysis of the fitting process of the relationship between leadership styles, psychological empowerment, organizational climate and employee innovation behavior

It is obvious that R is equal to 0.676, reflecting the strong linear relationship between the independent variable and the dependent variable. The R2 is equal to 0.457, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 45.7%, which means the result is meaningful.
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Table 20. Analysis of ANOVA between leadership style, psychological empowerment and organizational climate and employee innovation behavior

As we can see, the mean square of Regression is 0.938, Residual is 0.084, the regression equation is generally significant.(sig.<0.01)
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Table 21. Analysis of Coefficients between leadership style, psychological empowerment,organizational climate and innovation behaviour

The regression coefficient of organizational climate, transformational, transactional and psychological empowerment is significant (sig. <0.05), indicating that in this model, organizational climate, transformational, transactional and psychological empowerment have significant positive predictive effects on innovation behavior. The regression coefficient of Laissez-faire is not significant (sig.>0.05). Moreover, Beta of transformational leadership (0.446) is bigger than the others.


3.5.2 Research on the relationship between different dimensions of leadership styles, psychological empowerment, organizational climate and employee innovation behavior
After drawing the above research results, the following further explores which dimensions of the three leadership styles are influencing employees' innovative behavior through psychological empowerment and organizational climate.

3.5.2.1 The relationship between different dimensions of leadership and psychological innovation
Taking innovation behavior as the dependent variable and each dimension of these three leadership styles as the independent variables, the forced regression method is adopted. And outputs can be showed as following:

[image: 1588249720(1)]
Table 22. Analysis of the fitting process of the relationship between dimensions of leadership styles and innovation behaviour

It can be seen from the table that the R between the dependent variable innovation behaviour and the independent variable each dimension of leadership style is 0.500, reflecting the strong linear relationship between the independent variable and the dependent variable. The R2 is equal to 0.250, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 25.0%, which means the research is applicable.
[image: ]
Table 23. Analysis of ANOVA between each dimension of leadership style and innovation behavior

As we can see, the mean square of Regression is 0.674, Residual is 0.096, F is equal to 6.928 and the regression equation is generally significant.(sig.<0.01).
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Table 24. Analysis of Coefficients between dimensions of leadership style and innovation behaviour

We can see that the regression coefficients of idealized influence attributes, contingent reward, management by exception active and idealized influence behavior are significant (sig. <0.05). This shows that the four dimensions of idealized influence attributes, contingent reward, management by exception active and idealized influence behavior can significantly predict the innovation behavior of employees. In terms of prediction degree, from high to low are Idealized influence attributes (Beta = 0.921), contingent reward (Beta = 0.690), Idealized influence behavior (Beta = 0.505) and management by exception active (Beta = 0.231)

3.5.2.2 The relationship between psychological empowerment and innovation behaviour
According to the previous research results(3.5.1.2), with innovation behavior as the dependent variable and psychological empowerment as the independent variable, the regression equation is generally significant (sig. <0.01). The regression coefficient of psychological empowerment is significant, indicating that psychological authorization has a significant positive predictive effect on employee innovation.

3.5.2.3 The relationship between organizational climate and innovation behaviour
In addition, based on the previous research results(3.5.1.3), we take innovation behavior as the dependent variable and organizational climate as the independent variable, the regression equation is generally significant (sig. <0.01), which means that the regression coefficient of is significant, indicating that organizational climate has a significant positive predictive effect on employee innovation.

3.5.2.4 The relationship between different dimensions of leadership style, psychological empowerment, organizational climate and innovation behaviour
Taking innovation behavior as the dependent variable, taking various dimensions of the three leadership styles, psychological empowerment, and organizational climate as the independent variables, using the forced regression method, the results are shown in the following tables:
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Table 25. Analysis of the fitting process of the relationship between dimensions of leadership styles, psychological empowerment, organizational climate and innovation behaviour

It can be noticed from the table that the R between the dependent variable innovation behaviour and the independent variable each dimension of leadership style, psychological empowerment and organizational climate is 0.558, reflecting the strong linear relationship between the independent variable and the dependent variables. The R2 is equal to 0.311, indicating that the explanatory power of the selected independent variable to the dependent variable reaches 31.1%, which means the research is applicable.
[image: 1588254004(1)]
Table 26. Analysis of ANOVA between each dimension of leadership style, psychological empowerment, organizational climate and innovation behavior

As we see, the mean square of Regression is 0.562, Residual is 0.064, F is equal to 8.816 and the regression equation is generally significant.(sig.<0.01).
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Table 27. Analysis of Coefficients between dimensions of leadership style, psychological empowerment, organizational climate and innovation behaviour

We notice that the regression coefficients of Idealized influence attributes, psychological empowerment and organizational climate are significant (sig. <0.05), which shows that the these three factors can significantly predict the innovation behavior of employee. In terms of prediction degree, from high to low are Idealized influence attributes (Beta = 0.784), psychological empowerment (Beta = 0.661), organizational climate (Beta = 0.491).

3.5.2.5 Conclusion of this section
Taking innovation behavior as the dependent variable and each dimension of the three leadership styles as the independent variables, the regression equation is established by the method of mandatory regression. The results show that:
a. The regression equation is significant overall.
b.The regression coefficients of idealized influence attributes, contingent reward, management by exception active and idealized influence behavior are significant (sig. <0.05). Other independent variables are not significant. This shows that these four dimensions of idealized influence attributes, contingent reward, management by exception active and idealized influence behaviour can significantly predict the innovation behavior of employees. In terms of prediction degree, from high to low are Idealized influence attributes (Beta = 0.921), contingent reward (Beta = 0.690), Idealized influence behavior (Beta = 0.505) and management by exception active (Beta = 0.231)
Taking innovation behavior as the dependent variable and psychological empowerment as the independent variable, the forced regression method is adopted, and the results show that:
a. The regression equation is significant overall (sig. <0.01)
b. The regression coefficient of psychological empowerment is significant (sig. <0.01), indicating that psychological empowerment has a significant positive predictive effect on employee innovation behavior.
Taking innovation behavior as the dependent variable and organizational climate as the independent variable, the forced regression method was used, and the results showed:
a. The regression equation is significant overall (sig. <0.01)
b. The regression coefficient of organizational climate is significant (sig. <0.01), which means that organizational climate has a significant positive predictive effect on employee innovation behavior.
Taking leadership styles as independent variables, psychological empowerment and organizational climate as dependent variables, the results indicate as following:
a. Transformational leadership has a significant positive predictive effect on psychological empowerment and organizational climate.(sig. <0.05). And it makes stronger influence on psychological empowerment than organizational climate.
b. Transactional leadership has a significant positive predictive effect only on psychological empowerment(sig. <0.05) , but not on organizational climate(sig.>0.05)
c. There’s no strong relationship between laissez-faire leadership, psychological empowerment and organizational climate.
Taking innovation behavior as the dependent variable, taking various dimensions of the three leadership styles, psychological empowerment, and organizational climate as the independent variables, the regression equation is established using the forced regression method. The results show that:
a. Regression equation is generally significant
b.The regression coefficients of idealized influence attributes, psychological empowerment, and organizational climate are significant (sig. <0.05), which shows that these three factors can significantly predict the innovation behavior of the employee. Other factors are not significant. In terms of prediction degree, from high to low are idealized influence attributes (Beta = 0.781), psychological empowerment (Beta = 0.661), organizational climate (Beta = 0.491).


[bookmark: _Toc10768]Chapter 4. Data interpretation and discussion
[bookmark: _Toc16620]4.1 Test of Research Hypothesis
The purpose of this study is to explore the relationship between leadership style and employee innovation behavior, as well as the impact of psychological empowerment and organizational climate. Summarizing the previous research results, the testing situation for the theoretical assumptions of this study is summarized as follows:

	Number
	Hypothesis
	Accepted or not

	1
	Transformational leadership has a significant positive effect on  on employee innovation behavior.
	Accepted

	2
	Transactional leadership has a significant positive effect on employee innovation behavior.
	Accepted

	3
	Laissez-faire leadership has a significant negative effect on employee innovation behavior.
	Accepted

	4
	Transformational leadership has a significant positive effect on psychological empowerment and organizational climate.
	Accepted

	5
	Transactional leadership has a significant positive effect on psychological empowerment  and organizational climate.
	Accepted

	6
	Laissez-faire leadership has no significant impact on psychological empowerment and organizational climate.
	Accepted

	7
	Psychological empowerment and organizational climate work as mediators in the relationship of transformational leadership and employee innovation behavior.
	Accepted

	8
	Psychological empowerment and organizational climate have significant positive effects on employee innovation.
	Accepted


Table28. Test of research hypothesis

[bookmark: _Toc30464]4.2 Analysis of the Influence of Different Leadership Styles on Employee Innovation Behavior
The regression analysis data in the third chapter of this paper shows that from the perspective of the influence of different leadership styles on employee innovation behavior, transformational leadership and transactional leadership have a significant positive predictive effect on it. And laissez-faire leadership has a significant negative predictive effect on innovation behavior. It indicates that transformational leadership and transactional leadership are conducive to the occurrence of employee innovation behavior, and laissez-faire leadership inhibits employee innovation behavior. This coincides with the opinions and research hypothesis from experts which are mentioned in the literature review and research hypothesis proposal in this paper. For example, Kesting, Peter & Ulhøi, John & Song, Jiwen & Niu, Hongyi. (2016) also proved that transformational leadership and transactional leadership make influences on innovation behavior, however laissez-faire leadership not. And it validates hypothesis 4, hypothesis 5, and hypothesis 6.
In the same time, the standardized regression coefficient of transformational leadership (beta = 0.456) is slightly larger than the standardized regression coefficient of transactional leadership (beta = 0.312), indicating that transformational leadership is slightly stronger in predicting employee innovation behavior, and transformational leadership and transactional leadership are higher than the standardized regression coefficient of laissez-faire leaders (beta = - 0.270). The results of this data validate the hypothesis 7 of this paper, indicating that the style of transformational leadership can best promote the innovative behavior of employees, followed by the style of transaction, and the style of laissez-faire leadership cannot be adopted.
From the perspective of the impact of various dimensions of leadership style on employee innovation behavior, different dimensions of transformational leadership, transactional leadership, and laissez-faire leadership have different effects on employee innovation behavior, and the values of P are : idealized influence attributes (0.003), idealized influence behavior (0.016), inspirational motivation (0.743), intellectual stimulation (0.433), contingent reward (0.009), individual consideration(0.980), management by exception active (0.027), management by exception passive (0.075) and laissez -faire leadership (0.147).
The data results show that idealized influence attributes (0.003), idealized influence behavior (0.016), management by exception active (0.027), contingent reward (0.009) these four dimensions can significantly predict employee innovation behavior. In terms of predictability, management by exception active (0.027) is stronger than idealized influence behavior (0.016), followed by contingent reward (0.009) and idealized influence attributes (0.003). 
This result is consistent with previous studies, but there are also some difference. Talking about the same point, for instance, Goodwin et al, (2001) and others believed that contingency rewards have a positive impact on innovation, which is the same output with what I got. 
About the novelty which is new and different compared to previous study, tables of my data shows that except contingent reward, only idealized influence attributes, idealized influence behavior and management by exception active can significantly predict employee innovation behavior, other variables have no influences or just a bit. But previous studies are not the same. For example, Bass & Avolio (1996) believes that "management by exception passive" is an invalid way of behavior, and "management by exception active" has neither positive nor negative effects, while I got the result that management by exception passive is not significant, but management by exception active could make influence on innovation behavior. In addition, previous study proved that intelligence stimulation and inspiration are positively related to creativity (Sosik et al., 1997), Elkins and Keuer (2003) proposed that leaders adopt inspirational motivation and intellectual stimulation as keys to innovation. Li Chaoping, Meng Hui and Shi Kan (2016) found that intellectual stimulation had a positive effect on extra effort and leadership effectiveness. Meanwhile, Mao Minxin (2008) believes that the positive impact of intellectual stimulation is the largest factor in terms of innovation impact, followed by contingent reward. Management by exception active and laissez-faire leadership is not significant. These scholars all assumed that intellectual stimulation and inspirational motivation could make positive influences on innovation behavior, and intellectual stimulation even could be the most efficient factor, which contradict my assumption. According to the result which I got, intellectual stimulation has no big influences on innovation behavior, while management by exception active and idealized influence do. 
Analyzing the situation and difference, I supposed the mean reason is the the difference of research target group. To be more specific, the reasons could be listed as followed:
1)  The responses studied in this paper are mainly high-educated groups, most of them have master's degrees and science and engineering background. They work in communication industry, and most of them are men. They are highly educated, smart enough and working in high-technology industry, so intellectual stimulation is not that important for them, which can explain why intellectual stimulation have no significance in the results.
2) Talking from the material level, most of the respondents have more requirements for self-actualization rather than higher material satisfaction because of their higher education and working environment. Compared to higher salary and wage, self-actualization need is more important for them. So their responses to the impact of idealization and management by exception is obvious and not the same with what previous study showed. 

[bookmark: _Toc11960]4.3 Analysis of the Intermediary Role of Psychological Empowerment and Organizational Climate
From the perspective of the relationship between leadership styles and employee's innovative behavior in relation to psychological empowerment and organizational climate, when we add psychological empowerment and organizational climate to this process, the equation is generally significant, the regression coefficient of psychological empowerment and organizational climate is significant (sig. <0.01), and the regression coefficient of transactional leadership is still significant (sig. <0.01), but the regression coefficient of transformational leadership has become insignificant. 
This shows that psychological empowerment and organizational climate completely mediate the positive influence between transformational leadership and employee innovation behavior. This is consistent with the assumption 8 in this article. This result also confirms the views of previous scholars. For example, Vandenberghe (1999) believes that psychological empowerment is very likely to be a very important intermediary variable between transformational leadership and innovation variables. Tebogo Sethibe and Renier Steyn (2018) believed that organizational climate mediates the relationship between transformational leadership and innovative behaviour.

[bookmark: _Toc23526]Chapter 5. Conclusions and implications
[bookmark: _Toc28870]5.1 Conclusions
Different leadership styles have different leadership effectiveness. Previous studies have focused more on the effectiveness of leadership styles on organizational performance. There is less research on individual employees, and fewer individual research on R&D employees. This paper focuses on the relationship between leadership styles and employees' innovative behaviors, and which leadership styles psychological empowerment and organizational climate can mediate.
The research results of regression analysis are as follows:
1. From the perspective of three first-level dimensions of MLQ, transformational leadership, transactional leadership, and laissez-faire leadership, transformational leadership and transactional leadership have significant positive predictive effects on employees innovation behavior, while laissez-faire leadership has a significant negative predictive effect on employees innovation behavior. In terms of predicting employee innovation behavior, transformational leadership is slightly stronger than transactional leadership, and both are higher than laissez-faire leadership.
2. Transformational leadership and transactional leadership have a significant positive predictive effect on psychological empowerment. In the prediction degree of employee psychological empowerment, transformational leadership is stronger than transactional leadership. Transformational leadership has a significant positive predictive effect on the organizational climate.
3. Psychological empowerment and organizational climate both have significant positive predictive effects on employee innovation behavior. They are mediating variables in the process where transformational leadership affects employee innovation behavior.
4. Talking about nine secondary-level dimensions of the MLQ - idealized influence attributes, idealized influence behavior, inspirational motivation, intellectual stimulation, individual consideration, contingent reward, management by exception active, management by exception passive, laissez-faire leadership, among these 9 dimensions, only idealized influence attributes, contingent reward, management by exception passive and idealized influence behavior can significantly predict the innovation behavior of employees. In terms of prediction degree, from high to low are idealized influence attributes, contingent reward, idealized influence behavior, and management by exception passive.

[bookmark: _Toc20635]5.2 Theoretical and Practical Significance
This paper is the first attempt verifying the effect of psychological empowerment and organizational climate in leadership style and employee innovation behavior in the background of communication companies which are dominated by R&D employees. 
The innovation of this study is the introduction of two mediating variables - psychological empowerment and organizational climate, how they work in the effect of leadership style on employee innovation behavior. The verification of the role of intermediary allows us to clarify the internal psychological perception of employees and the importance of creating a good organizational atmosphere. This study also conducted an in-depth analysis of various dimensions of leadership style, and clarified the different effects of different dimensions of leadership style on employee innovation. These research results will further verify the applicability of leadership style in the context of R&D enterprises.
In terms of research methods, the questionnaires that include the variables of leadership style, psychological empowerment, organizational climate, and innovative behavior are all answered by R&D project team members, so they can typically represent the true situation of the R&D team. Meanwhile, as Chinese companies gradually change from simple manufacturing to smart manufacturing, there will be more and more R & D teams in the companies and organizations. The research results of this paper also have some reference significance for these teams. And this is a major advantage of this paper as well.
From the theoretical perspective, this paper explores the influence mechanism of the transformational leadership and transactional leadership style of the R&D team managers in a more in-depth way, which has a certain theoretical significance. At the same time, it enriches the research of psychological empowerment and organizational climate for employee innovation.
From the practical perspective, this paper has a certain reference value to the practice of Chinese enterprise management. Innovation has become the most critical factor for continued survival in this competitive world, however, many Chinese enterprises still do not pay enough attention to innovation even in the current fierce competition, especially in the area of knowledge innovation. Although some companies value employee innovation, because of improper methods and no real implementation, there’s little effect in the actual innovation practice. Therefore, it is of great significance to truly carry out innovative research of enterprises under such a background. The conclusions of this study can be applied to the management practice of Chinese enterprises, which could be helpful to guide enterprise leaders how to cultivate and improve employee innovation behavior in many ways, and how to make themselves to be transformational leaders. The study pointed out that it is applicable to support and care employees’ development through idealized influence, contingent reward, intellectual stimulation, etc., in order to encourage employees to make efforts, improve their psychological empowerment, enhance their work enthusiasm, create a good organizational climate, and eventually improve their innovation behavior.

[bookmark: _Toc15022]5.3 Limitations and Recommendations for Further Research
One of the limitations of this study is the limitation of the sample. The sample size of this paper is moderate, including a number of around 400 R & D project members, and a total of 347 valid questionnaires. However, the samples were all taken from the R&D team of the brunch of a large communication equipment manufacturing company, and most of the R&D employees are male. 
In terms of applicability, further exploration is needed to see whether this  research result can be extended to other communication equipment manufacturing companies or other types of organizations. Therefore, the future research direction can also be like: through expanding the sample size and expanding the scope of the sample, collecting data in different types of enterprises and organizations of different categories, as well as through data analysis to further confirm the conclusions of this paper.
Moreover, this paper only discusses the mediating effect of psychological empowerment and organizational climate on leadership style and employee innovation behavior on the surface. There is no analysis of the mediating effect of the two variables from different dims. So it could also be carried out and further explored in theory and empirical in the future.
In addition, the study design of this paper is cross-sectional. The research process is supposed to have a certain time span, but this study measured variables in the same  time interval and did not conduct data collection across the intervals, so the causal relationship among these variables cannot be really determined, and there may exist some limitations in the test of the causal relationship between the variables. In future research, it is necessary to use longitudinal design research methods to collect data with a time span to further explore the causal relationship between variables and examine the effect of leadership style on employee  innovation behavior across time periods, which is more meaningful.
Future research can also include analyzing the influence mechanism of leadership behavior at different levels. For instance, studying the influence mechanism of leadership style from the individual, group and organizational levels, as well as exploring more different intermediary variables and moderating variables in the influence mechanism of leadership style and innovation behavior, which could be helpful to provide strong theoretical support, as well as better reveal and examine the influence mechanism of leadership behavior.
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[bookmark: _Toc32052]Appendix. Questionnaire in English Language
Questionnaire about employee’s innovation behavior in R&D department
A. Respondent information
	1. Age
	

	2. Gender
	

	3. Single or married
	

	4. What education do you have?
	

	5. How long have you been working in this company?
	

	6. What size is your team and what type is it?
	



B. Questions

Statement: There is no right or wrong opinion in this questionnaire, so please mark "√" on the option you think is appropriate according to the actual situation of your department. Since incomplete questionnaire will make your questionnaire lose its research value, please don't miss any item.
Thank you very much!

	Please rate your agreement with each of the following statements.
	1=Strongly disagree
	5=Strongly agree

	1
	I go beyond self-interest for the good of the group
	1      2     3      4      5      

	2
	I consider the moral and ethical consequences of decisions
	1      2      3      4      5     

	3
	I talk optimistically about the future.
	1      2      3      4      5      

	4
	I reexamine critical assumptions question whether they are appropriate.
	1      2      3      4      5      

	5
	I help others to develop their strengths.
	1      2      3      4      5      

	6
	I make clear what one can expect to receive when performance goals are achieved.
	1      2      3      4      5      

	7
	I keep track of all mistakes.
	1      2      3      4      5      

	8
	I avoid making decisions.
	1      2      3      4      5      

	9
	I am confident about my ability to do my job.
	1      2      3      4      5      

	10
	I have a great deal of control over what happens in my department.
	1      2      3      4      5      

	11
	I have considerable opportunity for independence and freedom in how I do my job.
	1      2      3      4      5      

	12
	I have significant influence over what happens in my department.
	1      2      3      4      5      

	13
	Suggests new ways to achieve goals and objectives
	1      2      3      4      5      

	14
	Comes up with new and practical ideas to improve performance
	1      2      3      4      5      

	15
	Searches out new technologies, processes, techniques, and/or product ideas
	1      2      3      4      5      

	16
	Suggests new ways to increase quality
	1      2      3      4      5      

	17
	Is a good source of creative ideas
	1      2      3      4      5      

	18
	Not afraid to take risks
	1      2      3      4      5      

	19
	Promotes and champions ideas to others
	1      2      3      4      5      

	20
	Exhibits creativity on the job when given the opportunity to
	1      2      3      4      5      

	21
	Develops adequate plans and schedules for the implementation of new ideas
	1      2      3      4      5      

	22
	Often has new and innovative ideas
	1      2      3      4      5      

	23
	Comes up with creative solutions to problems
	1      2      3      4      5      

	24
	Often has a fresh approach to problems 
	1      2      3      4      5      

	25
	Suggests new ways of performing work tasks
	1      2      3      4      5      

	26
	Colleagues help and support each other in the department.
	1      2      3      4      5      

	27
	Me and my colleagues often communicate and discuss the questions which we face during the work.
	1      2      3      4      5      

	28
	My supervisor will support and assist subordinates in realizing their creative work.
	1      2      3      4      5      

	29
	My supervisor encourages subordinates to propose to improve production or service
	1      2      3      4      5      

	30
	The company often provides rewards for employees’ innovative ideas.
	1      2      3      4      5      

	31
	The company advocates freedom and openness and innovation.
	1      2      3      4      5      
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Individual_consideration .004 153 .004 026 .980
Laissez_faire 829 157 685 527 147
Intellectual_stimulation 537 160 406 3.352 433
Idealized_influence_beha 642 216 505 297 016

viour

a. Dependent Variable: Innovation
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Standardized
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Model B Std. Error Beta t Sig.

1 (Constant) 5759 1.352 4.261 .000
Idealized_influence_attrib .839 .299 784 2.810 .026
utes
Inspirational_motivation .058 148 .062 .389 709
Contingent_reward 548 263 540 2.083 076
Management_by_excepti 504 .363 .262 -1.387 .208
on_active
Management_by_excepti -.356 .248 -219 -1.434 195
on_passvie
Individual_consideration .058 168 .055 349 738
Laissez_faire 264 317 220 832 433
Intellectual_stimulation -190 .281 -155 - 677 520
Idealized_influence_beha 470 496 370 947 375
viour
Psy_empowerment 800 168 661 4.746 002
Org_climate 649 .230 491 2.828 025

a. Dependent Variable: Innovation
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Name Cronbach’s Alpha
Transformational_leadership 882
Idealized influence behaviour .837
Idealized influence attributes 835
Inspirational motivation 905
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Intellectual stimulation 819
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Laissez-faire leadership 789
Employee innovation 892
Psychological empowerment 945
Organizational climate 783
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Transformational  722-48 160 4.52  0.96  0.96  0.97 0.97  0.100
Transactional ~ 99.73 41 243 096 0.97 098  0.98  0.060
Laissez-faire  4.18 2 200 0.9 0.99 100 100 0052
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