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ABSTRACT 

How to motivate employees' innovative behavior is a constant concern of enterprise innovation management. At 

present, the research on the superior leadership and employee innovation behavior only reflects the direct relationship 

between the two, but the "black box" of the mechanism of the effect between the two has not yet been opened up. 

Based on individual motivation theory, this paper constructs a mediated model with regulation effect. The results 

show that transformational leadership is conducive to motivating employees' innovative behavior, and employees' 

psychological ownership plays a mediating role in the mechanism of the effect, and task complexity plays a regulatory 

role between psychological ownership and innovative behavior. 

Keywords: Transformational leadership, Employee innovation behavior, Psychological ownership, Task 

complexity. 

1. INTRODUCTION 

There are different views on the role of 

transformational leadership [1] in employees' innovative 

behavior. One party believes that transformational 

leadership is the driving force of individual innovation 

behavior [2]. On the other hand, the negative 

relationship between the two was considered; the 

transformational leadership style inhibited the employee 

innovation behavior [3]. Thus, the existing research can 

not reach an agreement on the conclusions of the two 

variables, probably due to the existence of mediating or 

adjusting variables between the two, or the environment, 

culture, etc. in the study [4].  

However, the literature that are related to 

transformational leadership and innovative behavior 

usually focus on the direct influence of the former on 

the latter, and the internal mechanism of the two is not 

clear enough. Therefore, the author uses the perspective 

of individual motivation to explore the internal 

influence mechanism of transformational leadership and 

employee's innovative behavior, and tries to open the 

black box between them. Task complexity is an 

important factor in regulating the relationship between 

leadership style and innovation, and task complexity 

affects employees' commitment to work [5]. But high 

task complexity also raises the risk of employee 

innovation. 

2. CONCEPTUAL FRAMEWORK AND 

RESEARCH HYPOTHESIS 

2.1. The Conceptual Framework 

It is believed that the transformational leaders 

usually set up a harmonious atmosphere for 

communication with employees at work, so that 

employees feel encouraged and valued, and in return, to 

meet the expectations of the leader [6]. The study starts 

focusing on the intrinsic mechanism not the relationship 

on the surface between the two, and considers that the 

transformational leadership has an impact on the 

subordinate psychological level first and then uses the 

variable on the psychological level as a medium to 

predict the employee's innovative behavior [7]. As the 

outcome variable of leadership behavior and the 

antecedent variable of employee behavior, the 

psychological effect of psychological ownership on the 

mediating effect between the two variables has been 

confirmed in many literature. Therefore, we build an 

intermediary model with adjustment effect. The 

conceptual model is shown in Fig. 1. "PO" represents 

individual psychological ownership; "TC" represents 
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task complexity; "IB" represents employee innovation; 

"TL" represents transformational leadership. 

 

 

 

 

Figure 1 The conceptual model. 

2.2. The Research Hypothesis 

2.2.1. The Effect of Transformational Leadership 

on Innovative Behavior 

Transformational leaders encourage employees to 

look at problems critically, and ultimately lead 

employees to innovate [8]. Later, it is proved that 

transformational leadership has an impact on the 

psychological state of subordinates, and then affects its 

innovative behavior. Transformational leaders tend to 

build a organizational vision toward their subordinates, 

make them more explicit and devote more energy to the 

organizational innovation goals, resulting in innovative 

behavior [9].  

Therefore, we propose the hypothesis,  

H1: Transformational leadership is conducive to 

employee innovation. 

2.2.2. The Relationship between Psychological 

Ownership and Innovative Behavior 

Psychological ownership is proposed by Pierce et al. 

[10], which represents the individual's feelings of 

ownership of the target. Organizational ownership of 

emotions will give employees more sense of 

responsibility to the organization, and make them more 

active toward the development of the organization [11]. 

Second, employees' emotional ownership of their work 

motivated them to take more responsibility for the job 

and self-efficacy of psychological ownership enables 

employees to have more confidence in fulfilling their 

tasks and goals [12]. Therefore, the enhancement of 

individual psychological ownership will exert favorable 

influence on the emergence of innovative behavior.  

We can get the hypothesis,  

H2: Employees' psychological ownership can 

significantly predict their innovative behavior. 

 

 

2.2.3. The Relationship between 

Transformational Leadership and Psychological 

Ownership 

The root causes of psychological ownership come 

mainly from the individual's satisfaction with the needs: 

sense of space, self-efficacy and self-identity [13]. 

Therefore, the psychological ownership can first be 

generated through the control of the individual on 

things, or through the relationship between the 

individual and the target, and finally, as individuals 

invest more in their goals, his has deeper ownership. 

Among several typical leadership styles, workers under 

transformational leadership have the strongest 

psychological ownership of the organization [14]. The 

transformational leader is more inclined to give 

subordinates authorization in his work., so his sense of 

ownership gradually increases; second, the 

transformational leadership creates an atmosphere of 

encouragement and harmony with employees, promotes 

the continuous transformation of employees' roles 

toward leadership [15] thereby enhancing employee 

self-efficacy. Third, the open communication and the 

personal care to subordinates will lead to a sense of 

belonging and intimacy. It can be seen that the 

psychological effect of transformational leadership on 

subordinates can enhance psychological ownership of 

subordinates. 

So, we propose the hypothesis, 

H3: Transformational leadership can predict 

subordinate psychological ownership. 

2.2.4. Intermediary Role of Psychological 

Ownership 

Previous literature prove that psychological 

ownership can act as an intermediary variable that 

affects individual behavior.The three types of variables: 

repositioning of psychological cognition, 

reinterpretation of the working environment and 

evaluation of social relations usually play an 

intermediary role in transformational leadership and 

dependent variables. And psychological ownership is 

the repositioning of individual psychological cognition, 

therefore, this study supposes that transformational 

leadership may motivate subordinates to behave 

favorably toward the organization through 

psychological ownership. 

Therefore, it is hypothesized that, 

H4: Psychological ownership plays an intermediary 

role in the model. 

2.2.5. The Regulating Effect of Task Complexity 

Task characteristics, as one of the most important 

team situational variables, play an important role in the 
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formation of employees and can significantly promote 

or hinder them. Task complexity refers to the 

complexity of the work task structure, which is usually 

characterized by multiple goals, multiple paths and 

multiple conflicts. A certain degree of complexity can 

encourage employees to learn new methods and 

technologies, thus promoting the generation of 

innovative behaviors. The more complex the task, the 

more likely employees are to think creatively [16]. And 

Task complexity is an important factor in regulating the 

relationship between leadership style and innovation, 

and task complexity affects employees' commitment to 

work [5].  

Therefore, we put forward the hypothesis that, 

H5: Task complexity regulates the relationship 

between psychological ownership and innovation. 

3. THE RESEARCH DESIGN 

We adopted the methods of investigation and 

research, including construction and measurement, data 

collection (Pre-survey, formal investigation), reliability 

and validity test, construct discrimination analysis, and 

statistics and analysis using SPSS19.0 and Amos17.0 

statistical software. 

3.1. Data Collection 

The research takes the employees in North China as 

the main survey object and conducts the questionnaire 

survey. The study's survey began on August 10, 2020 

for a total of 30 days. A total of 300 questionnaires were 

sent out. Finally, 217 valid questionnaires were received, 

and the effective rate of the questionnaire was 72.3%. 

The proportions of the sample gender, education level, 

length of service, function distribution, job level, and 

the nature of the unit are basically the same, and 

proportion of people aged 25-30 years is 60.4%, and 

that of 31-40 years is 39.6%. 

3.2. Construction and Measurement 

The scales used in the study are widely recognized 

and applied at home and abroad. For the measurement 

of IB, we select the scale of Scott & Bruce and the 

Cronbach's coefficient is 0.873. For the measurement of 

TL, we select the scale of Li Chaoping & Shi Kan [17], 

and the Cronbach's coefficient is 0.934. For the  

Measurement of PO, we select the scale of Avey etc. 

[18], and the Cronbach's coefficient is 0.952. For the 

measurement of TC, we select the scale of Zhao Xiping 

and Kong Fang [19], and the Cronbach's coefficient is 

0.971. In this paper, the Cronbach's coefficient of the 

scale is greater than 0.8, so the scale has a good 

reliability, which means that the data can be further 

analyzed. Confirmatory factor analysis shows that the 

measurement model has a good fit (λ2/df =2.157, 

RMSEA=0.069, GFI=0.923, CFI=0.951, NFI=0.924, 

IFI=0.933).3.3. Data Analysis and Results 

3.3.1. Descriptive Statistics Analysis and 

Correlation Analysis 

In the process of data analysis, three statistical 

variables that may affect the behavior and perception of 

subjects are used as control variables. The mean, 

standard deviation and correlation coefficient of each 

variable are as follows. Table 1 shows that the 

correlation coefficient between variables is significant 

("***" means p<0.001, "**" means p<0.01 and "*" 

means p<0.05). 

3.3.2. Hypothesis Test 

The regression analysis of IB, PO and TL was made, 

as shown in "table 2". In Model 2, β=0.382, P<0.001, 

this indicates that the style of the leader is closer to the 

transformational leadership; the more individuals tend 

to show innovative behavior, so hypothesis H1 is valid. 

In Model 3, β=0.505, P<0.001, indicating that the 

higher the individual's psychological ownership, the 

more inclined to show innovative behavior, hypothesis 

H2 is valid. 

In Model 1, β=0.350, P<0.05, indicating that the level 

of individual psychological ownership will increase 

with the improvement of transformational leadership, 

hypothesis H3 is valid. 

In this paper, the method of testing the mediating role 

of PO is mainly referred to the mediator model test 

method of Wen Zhonglin. [20] Based on Model 3, we 

introduce psychological ownership in Model 4, 

compared with Model 3, R2 in Model 4 changes 

significantly, and β=0.628, P<0.001. The coefficient of 

the intermediate variable PO was significant (as shown 

in Model 4 in "table 2"), and the coefficient of the 

intermediate variable TL was not significant, so, 

psychological ownership plays a completely 

intermediary role, H4 is assumed to be true. 

Further, compared to Model 5 and Model 3 ("table 

2"), As we know from Model 5, the R2 of the model 

changes significantly after the introduction of task 

complexity, and the regression coefficient of the 

regulatory effect is, β=0.177, P<0.001, so, task 

complexity can regulate the relationship between 

psychological ownership and employee innovation, then 

the hypothesis H5 is verified. From model 6, it can be 

seen that the R2 of the model increases significantly, and 

the coefficients of main effect, mediating effect and 

regulating effect are significant, therefore, the model in 

this paper is valid.
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Table 1. Mean standard deviation and correlation coefficient of the variables 

Variables Mean Standard Deviation 1 2 3 4 5 6 

Berufsgruppe 2.78 1.406       

Position Level 1.81 0.869 0.519      

Nature of Unit 1.73 0.677 -0.583 -0.300     

IB 4.093 1.077 0.131 -0.032 -0.249    

TL 3.446 0.754 -0.009 0.039 -0.202 0.398**   

PO 4.075 0.902 -0.013 -0.014 -0.167 0.525** 0.338**  

TC 4.713 1.048 0.081 0.023 0.089 0.482** -0.264** -0.065 

 

Table 2. Regression analysis results 

Variables 
PO IB 

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 

Berufsgruppe -0.061 0.150 0.133 0.112 -0.042 -0.019 

position level  -0.053 -0.170 -0.145 -0.137 -0.077 -0.088 

Nature of unit 0.036 -0.121 -0.122 -0.144 -0.244 -0.220 

TL 0.350* 0.382***  -0.152  0.226** 

PO   0.505*** 0.628*** 0.321*** 0.339*** 

TC     0.229*** 0.274*** 

PO*TC     0.177*** 0.170*** 

adjR2 0.190 0.203 0.315 0.318 0.326 0.331 

 

4. CONCLUSION 

Transformational leadership influences employees' 

innovation behavior through the mediating effect of 

employees' psychological ownership. So 

transformational leadership can induce individuals to 

produce innovative behavior, but the relationship 

between the two is not a direct causal relationship. The 

creative behavior of employees is determined by 

individual motivation. In particular, psychological 

ownership is the medium through which the 

transformational leadership promotes the individual 

innovation behavior; transformational leadership 

inspires individual innovation motivation by changing 

the level of individual psychological ownership, thus 

showing innovative behavior. Task complexity plays a 

moderating role in the mechanism of transformational 

leadership influencing employee innovation. The higher 

the task complexity, the more obvious the effect of 

employees' psychological ownership on innovation. 

Therefore, transformational leadership is the decisive 

organizational factor to induce individual innovation 

behavior, and task complexity determines the effect of 

transformational leadership and psychological 

ownership on employees' innovative behaviors. 
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