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Abstract: 

This study studies the relationship between organisational climate, responsible 

leadership, and innovative behaviour and their subsequent impact on employee 

performance. The study uses hypothesis testing research design based on quantitative 

research designs and sampled 145 employees from Simon Diedong University of 

Business and Integrated Development Studies (SDD UBIDS) and Dr. Hilla Limann 

Technical University, Wa (DHLTU-Wa) in the Upper West region of Ghana. Key findings 

in this study are: (1) organizational climate has an insignificant positive effect on 

innovative behaviour (2) responsible leadership significantly and positively influences 

innovative behaviour (3) management systems and social environment do not 

significantly impact innovative behaviour (4) physical environment has a significant 

positive effect on innovative behaviour. The study reveals that organisational climate and 

responsible leadership are significant predictors of innovative behaviour, with a strong 

correlation (0.768) between these variables. The regression analysis shows that 59.1% 

(R^2 = 0.591) of the variance in innovation is explained by organisational climate and 

responsible leadership, while 40% is attributed to other factors. Overall, this quantitative 

study highlights the crucial role of responsible leadership and the physical environment. 
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1. Introduction  

 

The conditions that make many employees feel comfortable in the workplace are the 

effective utilization of the organisational climate and responsible leadership. As Liman et 

al. (2017) emphasizes, effective leadership marks serving others by investing in 

employees’ well-being to achieve shared goals. Employee performance, as opined by 

Sunari (2019), involves the quality and quantity of work accomplished by employees in 

fulfilling their assigned responsibilities. 

 Research (Hameed & Waheed, 2011) opined that the human resources of an 

organisation serve as its fundamental factor (Cohen & Karen, 2018). Enhancing the 

quality of human resource performance is, therefore, crucial to achieving predetermined 

goals and objectives. Two key drivers of improved human resources are characteristics 

of responsible leadership and innovative behaviour exhibited by employees (Omar, & 

Davidson, 2019). To deliver value to customers, organisations should, therefore, integrate 

their service strategy with internal management practices that foster a range of beneficial 

behaviour within the organisation (Kumar & Sharma, 2019). 

 There are numerous difficulties and challenges in managing organisational 

processes effectively and efficiently in order to achieve vision-mission statements and 

become competitive. Though organisations can face external challenges in regard to the 

behaviour of employees that they have recruited (Bos-Nehles et al., 2017), innovation is 

the key factor for organisations as they are required to adapt to rapid environmental 

changes, innovative behaviour of employees therefore needs to be developed (Prieto et 

al., 2014). Innovative work behaviour deals with employees developing, adopting, and 

implementing new ideas and work methods; this is considered an important determinant 

of organisational success (Yuan et al., 2010). Innovative behaviour is critical to 

organisational effectiveness and survival, which ultimately leads to sustainable 

organisational development (Kumar & Sharma, 2019; Oldham et al., 1996). The use of 

innovation has been used as a solution for organisations to overcome these challenges by 

creating a competitive advantage and improving employee performance (Storey, et al., 

2016). 

 According to research, the traditional hierarchical structures of public 

organisations often hinder innovation, prompting the need for employee-driven 

innovative behaviour (Bos-Nehles et al., 2017). Among technological advancements and 

budget constraints, the public sector must deliver efficient services, requiring innovative 

solutions (De Vries et al., 2016). To foster sustainable organisations, human resource 

policies should encourage innovative work behaviour through rewards and creative 

culture initiatives (Kim & Park, 2017). Effective innovation enables businesses to meet 

customer needs, ensuring organisational sustainability (Bos-Nethles et al., 2017). 

Innovative work behaviour involves generating ideas to solve problems, driving growth 
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through entrepreneurship and continuous innovation (Bednall et al., 2018 & Ireland et al., 

2009). Employee innovative behaviour is crucial for corporate entrepreneurship and 

improvement (De Jong & den Hartog, 2010). Key characteristics of innovative behaviour 

include employee risk-taking, facilitated by job characteristics that promote creative 

conduct (Hornsby et al., 2009). Recent studies emphasize the importance of employee 

empowerment (Gol et al., 2022), leadership support (Javed et al., 2022) and organisational 

culture (Khan et al., 2022). 

 

2. Literature Review 

 

2.1 Theoretical Framework  

2.1.1 Social Exchange Theory and Individual Behaviour 

According to Saxton et al. (2016), human workplace interactions generate obligations 

where two or more people exhibit behaviour, and each is reinforced by the behaviour of 

the others. This kind of behaviour demonstration creates obligations for performance 

within an organisation on which the five Ps (Principle of Reciprocity, Principle of Equity, 

Principle of Cost-Reward, Principle of Alternatives, Principle of Investment) of social 

exchange theory are based. The following five propositions explain the behaviour and 

performance within employee-manager relationships and between individuals and team 

members as the success prepositions of strategy:  

1) indicating that the more an action is rewarded, the more it is repeated 

2) indicating that if a stimulus has led to a person’s actions being rewarded, the 

person will likely repeat the actions 

3) stating that if a person has received a particular reward often in the recent past, 

any further unit of that reward will be less valuable 

4) indicating that if the result of an action is valuable to a person, it is more likely that 

the action will be performed 

5) stating that in choosing between alternative actions, a person will choose the one 

perceived to be of the highest value based on the result and its probability 

(Hornans, 1961; Blau, 1964; Emerson, 1976). 

 Motivational theories also explain why individuals in working situations strive for 

specific goals or outcomes. Latham & Pinder (2005) view motivation as psychological 

forces driving behaviour. According to them, intrinsic motivation stands out as a crucial 

factor in psychological situations, making individuals desire to engage in acidity for 

personal satisfaction, enjoyment or interest rather than external rewards or pressures 

(Deci & Ryan, 2000). 

 Research studies again opine that self-efficacy emerges as a strong psychological 

tool for motivating human resources, aligning with motivational theories and practice 

(Bandura, 1997). According to Bandura (1997), self-efficacy beliefs influence effort, 

persistence, and expectations, and the three components that comprise self-efficacy are: 

1) judgment, which assesses capabilities, 

2) dynamics, which mobilizes resources and  

http://oapub.org/soc/index.php/EJMMS


Aliata Issahaq Mumuni, George Obeng Appah, Kennedy Afenyo Biaku 

THE INFLUENCE OF ORGANISATIONAL CLIMATE AND RESPONSIBLE LEADERSHIP ON  

INNOVATIVE BEHAVIOUR OF EMPLOYEES IN HIGHER INSTITUTIONS OF LEARNING IN GHANA

 

European Journal of Management and Marketing Studies - Volume 9 │ Issue 2 │ 2024                                                                       141 

3) mobilization, which takes action. Intrinsic motivation’s role in innovative 

behaviour is to impact job satisfaction and performance (Gao et al., 2022). 

 

2.1.2 Innovative Behaviour: A Process of Problem-Solving and Improvement  

The concept of innovative behaviour is about creativity and improvement in the 

workplace. The study of Farr & Ford (1990) defines innovative work behaviour as 

“the intentional introduction of new ideas, processes or procedures”. Innovative behaviour 

involves creating and improving products, services or processes driven by risk-taking 

and creativity (Kanter, 1988). This concept has become essential for businesses as it 

enhances employees’ future-oriented attitude and competitiveness (Shanker et al., 2017). 

According to research, some of the factors that influence innovative behaviour are 

structural, psychological and social conditions, knowledge sharing and teamwork 

(Kanter, 1988), responsible leadership and support (Mustafa et al., 2007 & Javed et al., 

2022). Recent studies also hold the view that factors influencing innovative behaviour at 

work are cognitive and emotional processes (Cristofaro, 2021) and organisational culture 

(Khan et al., 2022).  

 

2.1.3 Employee Innovative Behaviour: Individual Characteristics 

The concept of individual differences plays a crucial role in shaping work performance, 

with certain characteristics influencing employee innovative behaviour (EIB) (Jalil et al., 

2015). Three key individual differences that drive employee innovative behaviour are: 

1) self-leadership: the processing of motivating oneself, controlling behaviour, and 

leading oneself to achieve personal and organisational goals through cognitive 

and behaviourial strategies (Manz, 1986),  

2) self-efficacy: an individual’s belief in their ability to perform tasks, 

3) proactive traits: the tendency to take initiative.  

 Opined by research, the effects of self-leadership on performance reveal that 

employees with high self-leadership motivate themselves regardless of the situation 

(Stewart et al., 2011) and perceive self-benefit enhancing work engagement (Lovelace et 

al., 2009).  

 According to Furtner et al. (2011), self-leadership can be observed at both team and 

individual levels, while Houghton et al. (2012) theorize self-leadership as a 

multidimensional measure consisting of three strategic categories, which are 

behaviourial focused strategies, natural reward strategies, and constructive thought 

pattern strategies. 

 

2.1.4 Organisational Climate  

The climate of an organisation refers to the functioning of the organisation as a whole 

from the perspective of employees (Astuti & Tantowi, 2017). The point of view with 

regard to organisational climate is the pattern felt in particular experiences and the 

behaviour of people in the organisation (Shafarila & Supardi, 2016). Organisational 

climate refers to an individual's perception of a set of descriptive characteristics that 
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distinguish an organisation and influence its innovative behaviour, which also includes 

a set of measurable traits of a work environment that is either directly or indirectly 

perceived by employees working in an organisational environment (Shafarila & Supardi, 

2016). 

 

2.1.5 Responsible Leadership  

Leadership encompasses diverse perspectives on managing individuals and teams 

within organisation. Effective leadership involves influencing followers to achieve 

predetermined - goals through strategic guidance (Northouse, 2021).  

 According to Hersey & Blanchard (1988), situational leadership theory remains a 

seminal framework, emphasizing the importance of matching leadership style to follower 

maturity, and this approach recognizes leadership as a dynamic process requiring 

adaptability to foster growth and success. 

 

2.1.6 Related Works 

Understanding innovative work behaviour, research has categorised Innovative Work 

Behaviour (IWB) into three stages: idea generation, idea promotion and idea 

implementation (Mustafa et al., 2007). According to them, innovative workers generate 

new solutions to problems, advocate for and share new ideas and execute and realised 

new ideas. Mustafa et al. (2007). They further argued that these stages represent distinct 

aspects of the innovation process and may be influenced by different antecedent factors. 

Trait activation theory explains how individual personality traits influence work 

behaviour and proposes that specific personality traits are activated by relevant work 

situations, leading to corresponding behaviour (Tett & Guterman, 2000). The key 

components are: 

1) stable individual characteristics such as extraversion,  

2) activation; work situations or cues that trigger trait-related behaviour, 

3) behaviour; resulting in work behaviour such as leadership and teamwork (Tett, & 

Burnett, 2003) and opine that the implications for the trait activation theory can 

predict job performance, work situation and can activate or suppress trait-related 

behaviour  

 Another study on innovative work behaviour showed that personality traits in 

IWB predict different dimensions. Conscientiousness predicts particularly idea 

generation, promotion and realization for early-tenure employees; disclosure predicts 

idea generation for longer-tenure employees but has lower ratings for early-time 

employees; personality traits influence IWB differently depending on employee tenure 

(Woods et al., 2013).  
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3. Material and Methods 

 

This study is guided by the following hypothesis: 

 H1: Organisational Climate has no significant effect on the innovative behaviour 

of employee.  

 H2: Responsible leadership has no significant effect on the innovative behaviour 

of employee. 

 H3: Management system has no significant effect on employee performance.

 H4: Physical environment has no significant effect on the innovative behaviour of 

employee.  

 H5: Social environment has no significant effect on the innovative behaviour of 

employee. 

 The study used a hypothesis testing research design, which is based on 

quantitative research designs and hypothesis testing (Sumaedi et al., 2014), combined 

with a correlational research model. The correlational research model describes a current 

situation and investigates the correlation between two or more variables and the degree 

of this correlation (Gay et al., 2012). It determines the impact of a variable on the other 

variable. In the present study, the impact of organisational climate and responsible 

leadership on the innovative behaviour of employees is investigated among employees 

of tertiary institutions of the Wa Municipality in the Upper West Region, Ghana. 

 

3.1 Population and Research Samples  

The population is the entire element to be suspected of its characteristics, while the 

sample is part of the population to be tested for characteristics (Sugiarto, 2018). The target 

population of the study is employees of SDD UDS and DHLTU, Wa, in the Upper West 

region of Ghana.  

 Leedy & Ormrod (2021) describe a sample as a subset of people or things chosen 

for analysis from a broader population. Sampling is the process of choosing respondents 

for the research. The term sampling in a study implies the process of obtaining all 

individuals (respondents) who will take part in a research study. Therefore, the research 

employed a simple random and purposive sampling of 145 employees from the tertiary 

institutions in the Wa Municipality to respond to the questionnaire with regards to 

organisational climate, and responsible leadership on innovative behaviour of 

employees. 

 

4. Results and Discussion 

 
Table 1: Correlation 

Model R 
R  

Square 

Adjusted  

R Square 

Std. Error of  

the Estimate 

1 .768a .591 .576 .499 
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The table shows a strong correlation (0.768) between organisational climate, responsible 

leadership and innovative behaviour. The result also indicated the determination 

coefficient of the magnitude of 𝑅2  = 0,591. Thus, the influence of (Predictors) on 

innovative behaviour is 59.1%. The remaining percentage (100% - 59.1% = 40.9%) is 

influenced by other factors, such as the management system's physical and social 

environment. 

 
Table 2: ANOVA 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 49.985 5 9.997 
40.088 .000b 

Residual 34.663 139 .249 

Total 84.648 144    

a. Dependent Variable: Innovative Behaviour 

b. Predictors: (Constant), Social Environment, Management System, Leadership, Physical 

Environment, Organisational Climate 

 

Based on Table ANOVA table shows the F test value of 40.088 and a significance value of 

(P. Value= 0.00 < 0.05). The significance value is less than the alpha (0.05). Hence, the 

decision is to reject the null hypothesis so it can be concluded that simultaneously, 

independent variables (organisational climate, responsible leadership and other 

predictors) significantly influence the innovative behaviour of employees. 

 
Table 3: Regression 1 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients T Sig. 

B Std. Error Beta 

1 (Constant) 4.929 .932  5.292 .000 

Organisational Climate -1.291 .248 -.312 -5.195 .000 

Leadership 1.027 .078 .786 13.092 .000 

 

The coefficient for the regression equation is shown in Model 1: 

 

I. Behaviour = 4.929 - 1.291(Organisational Climate) + 1.027(Responsible Leadership 

 

 The constant’s value of 4.929 states that if there is no increase in the value of the 

predictors, variables (organisational climate and responsible leadership), then the value 

of innovative behaviour is equal to 4.992. The coefficient of responsible leadership is 

1.027. indicates that the increase in value of 1% of responsible leadership will increase 

innovative behaviour by 1.027. However, an increase in value of 1% of organisational 

climate will decrease innovative behaviour by 1.291. Again, when viewed from the value 

of significance, the P-values are less than alpha (0.05) so as to give the decision to reject 
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Ho, which concluded that responsible leadership and organisational climate variables 

have a significant effect on innovative behaviour.  
 

Table 4: Regression 2 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 4.999 1.026  4.872 .000 

Organisational Climate -1.349 .303 -.326 -4.450 .000 

Responsible Leadership .908 .086 .694 10.540 .000 

Management System -.025 .050 -.027 -.496 .621 

Physical Environment .283 .082 .238 3.452 .001 

Social Environment -.106 .238 -.034 -.447 .656 

a. Dependent Variable: Innovative Behaviour 

 

The additional predictor’s coefficient for the regression equation is shown as Model 2: 

 

I. Behaviour = 4.999 - 1.349(Organisational Climate) + 0.908(Responsible Leadership - 

0.025(management systems) + 0.283(Physical environment) - 0.106(Social environment) 

 

 The constant’s value of 4.999 states that if there is no increase in the value of the 

predictor variables (organisational climate and responsible leadership), then the value of 

innovative behaviour is equal to 4.999. The coefficient of responsible leadership is 0.908, 

which indicates that an increase in the value of 1% of responsible leadership will increase 

innovative behaviour by 0.908. However, an increase in value of 1% of organisational 

climate will decrease innovative behaviour by 1.359. The coefficient of the management 

system is -0.025, indicating that the increase in value of 1% of the management system 

will decrease innovative behaviour by 0.025. Next, an increase in the value of 1% of 

the physical environment will decrease innovative behaviour by 0.283, and an increase 

in the value of 1% of the social environment will decrease innovative behaviour by 0.106 

 Furthermore, when viewed from the value of significance, the P-values are less 

than alpha (0.05) so as to give the decision to reject the null hypothesis, which concluded 

that all predictors influenced innovative behaviour except management system and 

social environment with p-values greater than alpha value of 0.05 for which we failed to 

reject the null hypothesis. 

 
Table 5: Hypothesis Testing 

Hypothesis Influence 
Standardized  

Coefficients B 

t- 

Calculate 

P-

Value 
Remarks 

H1 Organisational Climate -1.349 4.450 .000 Rejected 

H2 Responsible Leadership .908 -10.540 .000 Rejected 

H3 Management System -.025 -.496 0.621 Evident 

H4 Physical Environment 0.283 3.452 .001 Rejected 

H5 Social Environment -.106 -.447 .656 Evident 
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The above table shows the remarks of the hypothesis indicating that only 

the management system and social environment failed to reject the null hypothesis, 

implying that both have no significant and do not influence the innovative behaviour of 

employees. 

 

5. Recommendations 

 

The study recommended that managers focus on effective leadership behaviour such as 

motivation, monitoring and evaluation of employees, considering employees' welfare 

and strategic creativity and finally, giving attention to recognition of the various 

activities of employees. Again, the study also recommends that management systems and 

social environment factors should be given the necessary attention and reviewed to 

improve the performance of employees. Future work is to consider the impact of 

innovative behaviour on employee job satisfaction. Aside from the various findings, little 

attention is given to the understanding of human thriving, self-employment and the 

relationship with innovative behaviour which reflects the cognitive learning and affective 

vitality foundations for personnel. The outcome of future work will manifest the 

significance of generated ideas for the improvement of an organisational vision or 

direction. 

 

6. Conclusion 

 

The study focused on the influence of organisational climate and responsible leadership 

on the innovative behaviour of employees in the tertiary institutions in Ghana, more 

specifically, the employees within the higher institutions -Simon Diedong University of 

Business and Integrated Development Studies (SDD UBIDS) and Dr. Hilla Limann 

Technical University- Wa (DHLTU) in Wa Municipality in the Upper West Region of 

Ghana. The study considers other predictors within the organisational climate, such as 

management systems and physical and social environment. The results indicated that 

management systems and social environments do not influence the innovative behaviour 

of employees. However, with regard to the main predictors, both organisational and 

responsible leadership influence the innovative behaviour of employees. 
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