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Abstract

Purpose — The purpose of this paper is to examine how personal engagement (PE) may be related
with work-family conflict (WFC) and innovative behavior (IB) at the same time.
Design/methodology/approach — This study tested the proposed model using a longitudinal data
with 1,501 employees from R&D departments in information technology industry of Greater China at
multiple points (Time 1 to Time 3) in time over a ten-month period.

Findings — This study exhibits how charismatic leadership style, colleague support (CS), and s
elf-esteem (SE) are capable of predicting the PE, which, in turn, positively related to the IB and the WFC.
Research limitations/implications — The present study proposed a model of the PE, but there are
other variables that might also be important for the PE.

Practical implications — These finding suggests that managers not only must inspire and enable
employees to apply their full energy to their work (e.g. PE), but must also alleviate the WEFC.,
Originality/value — The study drawn from Kahn’s (1990) engagement theory and conservation of
resources view to explain how the leadership style, CS, and SE can increase PE, which, in turn, increase
positive organization behavior (IB) and negative organization behavior (WFC) at the same time.
Keywords Innovative behaviour, Work-family conflict, Conservation of resources theory,

Personal engagement

Paper type Research paper

Introduction
Based on positive organizational psychology (Seligman and Csikszentmihalyi, 2000),
positive organizational behavior (POB) has been employed to detect management
questions, such as personal engagement (PE) (Salanova et al, 2005). The PE generally
represents that an organizational member harnesses his or her self into job role (Kahn,
1990). Many previous researchers also have claimed that PE drives employee-related
outcomes, such as mental health, organizational citizenship behavior, and performance (de
Sousa and van Dierendonck, 2014; Macey and Schneider, 2008). However, PE is often seen
as affective commitment, and practitioners deem the introduction of PE to be just “putting
e old wine in new bottles” (Macey and Schneider, 2008). By contrast, the second category
includes studies that define PE as “[...] a positive, fulfilling, work-related state of mind
that is characterized by vigor, dedication, and absorption” (Schaufeli et al, 2002, p. 74).
T ooy st Chanee— (Given the lack of universal agreement on the definition of PE, the first goal of this study is
Vol. 29 No. 6, 2016 to present a third category that explains PE through Kahn's (1990) PE theory.
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Although past studies have proposed many insights about PE (Kahn, 1990; Macey
and Schneider, 2008), they have also stressed the need to explore PE with its
antecedents and outcomes in different work contexts. As a response to this concern,
this work examines how PE may cause innovative behaviors (IBs) and work-family
conflict (WFC) at work. In particular, innovation means how new ideas are yielded and
implemented (Scott and Bruce, 1994) to oppose old norms and relate to risks (Sternberg,
2006). Therefore, it is important to understand why employees are willing to execute
IBs (Perry-Smith, 2006).

Previous studies based on the POB view for PE are likely to see PE as a positive
factor that increases employees’ positive behaviors. However, past research has argued
that “there are limits on the pool of energy and resources available to employees”
(Macey and Schneider, 2008, p. 25). In other words, it is possible that an employee who
expends significant amounts of energy and resources at work to achieve high PE may
be left with little energy when he or she goes home, which may cause WFC. From the
point of view of the conservation of resources (COR) view (Hobfoll, 1998), which states
that the human resources of an employee are limited (e.g. energy and time), this work
argues that an employee who invests many resources into his or her job to achieve high
IBs may have to deal with considerable difficultly balancing requirements between job
and family (e.g. high WFC) at the same time. Publications about IBs are gradually
increasing (e.g. Liu ef al,, 2011; Paulsen et al, 2009, 2013), but few of them examine PE
as an antecedent of IBs and WFC. Hence the second goal of this work, which is to
examine how PE can influence IBs and WFC at the same time.

Finally, employees in Greater China meet with high job stress (Lu et al, 2011), but
over 95 percent of the studies on WFC or work stress ignore this fact by employing
western samples (Kossek ef al, 2011). This reveals lack of knowledge on whether these
empirical findings can be applied to the East sample. At present, Greater China
accounts for more than 20 percent of the world’s population, so by investigating the
work-family concept in Greater China, this study is addressing a highly topical issue. In
addition, Kahn (1990) originally described PE in terms of dynamic moments over time.
Furthermore, this study employs a longitudinal approach to observe the dynamic
processes of PE over a ten-month period from a Hierarchical Linear Model (HLM). HLM
is often employed to test non-independent samples across different organizations
(Raudenbush and Bryk, 2002).

Theory and development of hypotheses

Kahn’s PE theory

PE is defined as “the simultaneous employment and expression of a person’s ‘preferred
self’ in task behaviors that promote connections to work and to others, personal presence
(physical, cognitive, and emotional) and active, full performances” (Kahn, 1990, p. 700).
That is, an individual may invest all of his or her all energy into three psychological
conditions, including physical, cognitive, and emotional, to achieve high performances.

Antecedents of PE

Three antecedents of PE were proposed by Kahn (1990), including meaningful, safe,
and available. Kahn proposed that the three psychological conditions can drive PE.
This work refers to the three conditions as psychological meaningfulness (the perception
of the organization as committed to performing meaningful tasks), psychological safety
(the perception of a social system related to support and the relationship with employees),
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and psychological availability (the self-perceptions of confidence and self-consciousness)
(Kahn, 1990, 1992). This study includes an antecedent from each of these categories:
charismatic leadership style (CLS), colleague support (CS), and self-esteem (SE).

CLS. The psychological meaningfulness means the degree of consistency between
the expected behaviors of a work group and an employee’s behaviors. Organizational
values can be transmitted from charismatic leaders to their followers if the behaviors
are considered appropriate and relevant to a particular role (Shamir ef al,, 1993), and if
these leaders can make the personal values of their followers to become the values of
the organization (Bono and Judge, 2003). thus clarifying the role of CLS. When an
employee accepts that his or her self-worth corresponds with his or her organization’s
values, he or she will believe that his or her self-image is congruent with the
expectations of an organization (Kahn, 1992). CLS was introduced by Bass (1985), and
is described as that a supervisor (leader) utilizes four charismatic dimensions
(intellectual stimulation, inspirational motivation, individual consideration, and
idealized influence) to guide followers. Due to transformational processes of CLS, the
expectations of an organization regarding the role of an employee is in harmony with
his or her self-image (Kahn, 1992), and members tend to perceive a higher degree of
meaning in their work and, in turn, exhibit a high level of PE. Thus:

Hi. CLS at initial time (Time 1) may positively predict PE at second time (Time 2).

CS. Psychological safety means that an employee in supportive circumstances is
willing to run a risk, reveal his or her true self, and not fear the consequences of failing
(Kahn, 1990). The concept of CS, as discussed by Kahn (1990), develops through the
interaction of employees with agents of the organization such as supervisors and
colleagues. CS means that an employee believes that his or her organization has
focussed on his or her well-being in mind (Eisenberger et al., 1986). When an employee
perceives a high degree of support from his or her organizations, he or she may have
(cherish) positive expectations. Such an employee no longer worries about damaging
outcomes to his or her self-image, status, or career, and is increasingly willing to fully
commit himself to his or her job role (Edmondson, 1999). Thus:

H2. CS at initial point (Time 1) may positively predict PE at second point (Time 2).

SE. Psychological availability means that an employee believes he or she is prepared to
engage themselves at a particular moment (Kahn, 1990). One of the key drivers of
availability is an individual’s confidence in performing his or her role performance
(Kahn, 1990). The concept of SE, as discussed by Kahn (1990), is defined as an
evaluation of self-worth and capability (Bergami and Bagozzi, 2000). An employee may
be well adjusted, positive, and self-confident when he or she has high SE. An employee
with a high SE can appraise demands and demonstrate the ability to handle these
requirements, and, thus, he or she has more available resources to invest in his or her
job role. Thus:

H3. SE at initial point (Time 1) may positively predict PE at second point (Time 2).

PE and IB

IBs means that an individual vigorously generates novel ideas and solutions (Scott and
Bruce, 1994). When an individual is willing to put his or her cognitive, emotional, and
physical resources simultaneously into job roles (PE), he or she will engage in IBs more
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often than other individuals with low PE (Kahn, 1998, 2007). Because an individual who
engages in IBs needs cognitive, emotional, and physical resources (e.g. generating
ideas, coping with failures, and sharing ideas with others), the individual who is willing
to invests his or her energy fully into job roles may guide his or her efforts and
attention to generate more novel ideas (Shalley, 1995). In other words, an individual
with a higher PE may have more resources to draw from and will therefore relate to IBs
more actively (Scott and Bruce, 1994; Shalley and Gilson, 2004). Thus:

H4. PE at second point (Time 2) may positively predict IB at third point (Time 3).

PE and WFC

Past studies have shown that such individuals would divert family resources to achieve
better results in the workplace, believing that such an investment would increase their
profits and make them better family providers in the long run. To understand why an
individual gets highly engaged in his or her work role at the cost of spending more
energy and time, this work borrows from COR view to be the underpinnings for the
inference between PE and WFC. Based on the Hobfoll's (1998) COR theory, an
individual may purposely obtain resources, and invest these to acquire extra resources.
An individual may invests excessive resources into work to perform their jobs
exceptionally well to obtain pay and status (Salanova et al, 2005). Alternatively, an
individual’s multiple role involvements (e.g. being a good worker or a good father/
mother) may have high conflicts because of limited resources (e.g. time and energy).
Past study has found that individuals may decrease family role resources to achieve job
needs (Eagle ef al, 1997), because these investments can acquire pecuniary support to
maintain the family needs in a long run. Therefore, to understand why an individual is
highly engaged in his or her work roles to cause low resources (e.g. energy and time) for
other roles, this work borrows from the COR theory to infer the relationship between
the PE and WFC.

The WFC is described as a “form of inter-role conflict in which the role pressures
from the work and family domains are mutually incompatible in some respect”
(Greenhaus and Beutell, 1985, p. 777). The WFC contains three dimensions, including
time based, strain based, and behavior based. The time based means that an individual
spends time in one role because he or she takes away from time in another role. The
strain based means that an individual with high strain in one role may carry the strain
to the other role, thus making it difficult to fulfill obligations in the other role. The
behavior based means that a certain kind of behavior is expected from the individual in
one role, while the same behavior is unsuitable for fulfilling obligations in another role.
According to the COR theory described earlier, an individual who invests more
resources in the workplace, and is likely to invest fewer psychological resources with
their family role. Thus, when an individual’s PE is high, he or she may pay much
attention and invest many resources in his or her work that he or she has little
resources to invest home role to cause high WFC. Thus:

Hb5. PE at second point (Time 2) may positively predict WFC at third point (Time 3).

Methodology
Our conceptual model (Figure 1) starts from CLS, CS and SE based on the PE
conceptualization to IB and WFC.
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Figure 1.

Research model of

this study
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Subjects and procedures

This study collected data in the three phases over a ten-month period from the R&D
employees in Greater China information technology (IT) businesses to test our
theoretical model. This study relied on the help of the supervisors of these IT
businesses, who corresponded with the supervisors of these I'T businesses in order to
recruit voluntary participants in the survey.

At initial point (Time 1), we asked about 211 supervisors of the R&D team to join in
this study and to recruit their employees of departments. The sample included 1,700
different employees from 155 different R&D teams. The employees were asked to
answer questions about their assessment of CLS, CS, SE, PE, IB, and WCF. This study
collected 1,650 samples with the response rate 97 percent. At a second point in time
(Time 2), we received 1,606 samples with a response rate of 94.4 percent. The second
survey of employees with the assessment of PE was taken five months after the initial
point (Time 1). Ten months later, in the final phase (Time 3), this study collected the
respondents who had assessed IB and WFC. The final usable sample was 1,501
employees from 155 different R&D teams, representing an 88.3 percent.

This study additionally examined PE, IB, and WFC at Time 1 to be control variables
for PE at Time 2 and IB and WFT at Time 3, because this study wants to control for
past levels of PE, IB, and WFC when testing the hypotheses.

Totally, 51 percent of the subjects are female and their average age is 35 years. The
average job tenure is 1.8 years, and 59 percent of the subjects have college education.

Measures
This study employed seven-point Likert scales to measure the constructs and employed
the backward translation to confirm translation quality (Reynolds et al, 1993).
Charismatic leadership. This study employed Multifactor Leadership Questionnaire
(MLQ Form 5X, Bass and Avolio, 1995) to measure the four dimensions of transformational
leadership, including intellectual stimulation, inspirational motivation, individualized
consideration, and idealized influence.
CS. This study employed Eisenberger et al’s (2001) organizational support scale, but
one item (e.g, ... show little concern for me) was removed due to its perceived vagueness
in our pilot study.
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SE. This study employed Bergami and Bagozzi’s (2000) scale to measure SE.
Example item is “I feel as smart as others.”

PE. Few existing measures of PE have fully reflected Kahn’s (1990) work. Therefore, this
study needed to adopt a measure that mapped Kahn’s conceptualization more precisely.
This study employed 18 items to measure PE. The 18 items include six items of physical
engagement validated by Brown and Leighs (1996), six items of emotional engagement
validated by Russell and Barrett (1999), and six items related to cognitive engagement
validated by Rothbard (2001). Example item is “At work, my mind is focused on my job.”

IB. This study employed Scott and Bruce’s (1994) scale to measure IBs. A sample
item is “I generate creative ideas at work.”

WFC. This study employed six three-item validated by Carlson et al (2000) to
measure WFC. Example item is “My work keeps me away from my family activities
more than I would like.”

Control variable. To account for heterogeneity in the individual differences, this
study controlled for age, gender, education, job tenure, PE at Time 1, IB at Time 1, and
WEFC at Time 1.

Data analysis (Table )

Validation of data structure. This study used confirmatory factor analysis (CFA) to
confirm the validity of the six constructs. The composite reliability, average variance
extracted, RMR, RMSE, CFI, GFI, and NFT are all greater than the fit indexes suggested
by Fornell and Lacker (1981). The study used the »* difference test to confirm
discriminant validity. Collectively, these figures suggested that the hypothesized CFA
model in this study fitted well within the collected empirical data.

Analysis and model development. The data of this study was gathered from the
nested structure, such that multiple employees were within their work organizations.
This work employed HLM technique to test hypotheses in our model, because HLM can
account for little independence among different organizations (Raudenbush and Bryk,
2002). For example, employees that come from the same work group may score highly
similar perceptions of CS rather than independence, because these employees immerse
in the atmosphere of the same group, which violates the independent assumption of
statistics (Fornell and Lacker, 1981).

This study employed random and slope model to assess CLS, CS, and SE in PE. The
results are presented as Model 1 in Table II. The CLS (y=0.34, p < 0.01), OS (y=0.31,
p < 0.01),SE (y=0.27, p < 0.01) significantly related to PE and explained 40 percent of the
variance in PE. This work then tested the effect of PE on IB and WFC by using a random
slope model. Models 2 and 3 in Table II, respectively, explained 35 percent of the variance
in IB and 40 percent of the variance in WFC. PE significantly predicted IB (y = 0.40,
p<0.01) and WFC (y =042, p < 0.01). The results provided support for H1-H5. Finally,
the path coefficients were all significant, supporting the ability of our proposed model.

To examine whether PE mediated the antecedents (CLS, CS, and SE) and outcomes
(IB and WFC), this work employed the “mediated moderation” procedures (Baron and
Kenny, 1986, p. 1179). The analysis results revealed that PE is a mediating variable.

Discussion
This study provided an illustrative example of how Kahn’s PE theory can be extended
to explain the IB and WFC of employees from a COR perspective.
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Personal engagement Personal engagement Innovative Work-family

Level and (null model) (Model 1) behavior (Model 2) conflicts (Model 3)
variable y t-ratio y t-ratio y t-ratio y t-ratio
Intercept 3510%* 43303 3.49%* 41.83 3.5%* 6350  3512% 7216
Variables

CLS 0.34%* 6.56

CS 0.31%* 4012

SE 0.27%* 3.894

PE 040*%* 15465 042 19.235
n (Level 1) 1,501 1,501 1,501 1,501
n (Level 2) 149 149 149 149
Model deviance 2,595.46 1,397.21 3,111.23 3,221.34
R 0.40 0.35 0.40

Notes: CLS, Charismatic leadership style; CS, colleague support; SE, self-esteem; PE, personal
engagement. *p < 0.05; **p < 0.01
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Table II.

Test results of
hierarchical
regression models

Academic contribution
First, this study extends Kahn's (1990) work of PE by including antecedents of PE
and its outcomes (IB and WFC). This work also provides a good articulation of PE, and
validates Kahn’s (1990) psychological conditions of meaningfulness, safety, and
availability. This work employs Kahn’s (1990) work to identify three key antecedents of
PE in this research: CLS, CS, and SE. Besides, using longitudinal data over a ten-month
period also responds to Kahn’s (1990) call of developing a dynamic process model.
Second, past studies argue that PE can predict positive employee behaviors. In
contrast, this study demonstrates that PE associates both with positive consequences
(e.g. IB) and with negative consequences (e.g. WFC). Consistent with COR view, this
study indicates that PE may not always be a good thing to advance PE literatures.

Practical contribution

First, our findings reveal that PE can increase IB and deteriorate WFC. These findings
suggest that managers should invest resources to increase PE of employees rather than
spreading them over various practices. This study also shows that high levels of CLS,
CS, and SE can predict PE.

Although there are many management practices that can advance job behaviors, PE
offers an extra benefit for these practices. For example, the human resource manager
should recruit new employees who have high SE and then employ CLS and CS to foster
their perceptions of PE. In addition, CLS should be integrated into education courses to
advance followers’ PE.

This work yields a novel question of whether an employee can have high PE
without meeting with adverse effects (e.g. WFC). Practically, managers need to develop
work-family programs (e.g. flexible hours) to achieve balance between engagement and
family life (Carlson ef al, 2010), and thus alleviating the adverse consequences of PE.

Limitations and further vesearch

The present study proposed a model of PE, but there are other key constructs
that are crucial for PE. For example, trust may be an issue for psychological safety,
and therefore future research should explore how trust can be employed as a
predictor of PE.
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This work employed the R&D employees in Greater China as our empirical sample,
and the generalization of this study may be specific to the Greater China culture.
Previous studies have argued that using specific subjects is acceptable if the goal of the
theoretical model is to test a theory (Calder et al, 1981). Future studies can be carried
out applying our model on different subjects to confirm our conclusions.

References
Baron, RM. and Kenny, D.A. (1986), “The moderator-mediator variable distinction in social
sychological research: conceptual, strategic, and statistical considerations”, Jgukkeiad
I .. 51 No.6, pp. 11731152
Bass, BM. (1985), Leadership and Performance Beyond Expectations, The Free Press,
New York, NY.

Bass, BM. and Avolio, BJ. (1995), MLQ Multifactor Leadership Questionnaire for Research,

iiashimgiigai, Redwood City, CA.

Bergami, M. and Bagozzi, R.P. (2000), “Self- categorlzatlon affective commitment, and group
self-esteem as distinct aspects of social identity in the organization”, |iiui——
eeminbesisingn. Vol. 39 No. 4, pp. 555-577.

Bono, JE. and Judge, T.A. (2003), “Self-concordance at work: toward understanding the
motivational effects of transformational leaders”, d,
Vol. 46 No. 5, pp. 554-571.

Brown, S.P. and Leigh, T.W. (1996), “A new look at psychological climate and its relationship to
job involvement, effort, and performance”, h, Vol. 81 No. 4,
pp. 358-368.

Calder, BJ., Phillips, L.W. and Tybout, A.M. (1981), “Designing research for application”, Jouxual
M. Vo!. 8 No. 2, pp. 197-201.

Carlson, D.S., Kacmar, KM. and Williams, L.J. (2000), “Construction and initial validation of a
multidimensional measure of work-family conflict”, , Vol. 56
No. 2, pp. 249-276.

Carlson, D.S., Grzywacz, J.G. and Kacmar, K.M. (2010i| “The relationshii of schedule flexibility
and outcomes via the work-family interface”, , Vol. 25

No. 4, pp. 330-355.

de Sousa, MJ.C. and van Dierendonck, D. (2014), “Servant leadership and engagement in a merge
process under high uncertainty”, “ Vol. 27

No. 6, pp. 877-899.

Eagle, BW., Miles, E.W. and Icenogle, M.L. (1997), “Interrole conflicts and the permeability of
work and family domains: are there gender differences?”,ﬂ,
Vol. 50 No. 2, pp. 168-184.

Edmondson, A. (1999), “Psychological safety and learning behavior in work teams”,
, Vol. 44 No. 2, pp. 350-383.

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. and Rhoades, L. (2001), “Reciprocation of
perceived organizational support”, _, Vol. 86 No. 1, pp. 42-51.

Eisenberger, R., Hungtington, R.. Hutchison, S. and Sowa, D. (1986), “Perceived organizational
support”, & Vol. 71 No. 3, pp. 500-507.

Fornell, C. and Lacker, D.F. (1981), “Evaluating structural equation models with unobservable
variables and measurement error”,*, Vol. 18 No. 1, pp. 39-50.

Greenhaus, ].H. and Beutell, N.J. (1985), “Sources of conflict between work and family roles”,
, Vol. 10 No. 1, pp. 76-88.



http://www.emeraldinsight.com/action/showLinks?crossref=10.1086%2F208856&isi=A1981MH01600009
http://www.emeraldinsight.com/action/showLinks?crossref=10.1086%2F208856&isi=A1981MH01600009
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fjvbe.1996.1569&isi=A1997WT48000003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02683941011035278&isi=000278408000007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.86.1.42&isi=000170878100004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1348%2F014466600164633&isi=000166065200005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1348%2F014466600164633&isi=000166065200005
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F3151312&isi=A1981LC54900004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.81.4.358&isi=A1996VD78300003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FJOCM-07-2013-0133&isi=000346110400003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.51.6.1173&isi=A1986F285400010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.51.6.1173&isi=A1986F285400010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fjvbe.1999.1713&isi=000086220500010
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2666999&isi=000081160000005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2Ft03624-000
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.71.3.500&isi=A1986D487600021
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F30040649&isi=000186663200003
http://www.emeraldinsight.com/action/showLinks?isi=A1985AAX4400009

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOLOGIES At 01:35 11 November 2016 (PT)

Hobfoll, SE. (1999), [ NN ¢ Press, New York, NY. Innovative

Kahn, W.A. (1990), “Psychological conditions of personal engagement and disengagement at behavior and
work”, , Vol. 33 No. 4, pp. 692-724. Work-family

Kahn, W.A. (1992), “To be fully there: psychological presence at work”, |, Vo!. 45 conflict
No. 4, pp. 321-349.

Kahn, W.A. (1998), “Relational systems at work”, in Staw, BM. and Cummings, L.L. (Eds), 1039
Research in Organizational Behavior, JAl Press, Greenwich, CT, pp. 39-76.

Kahn, W.A. (2007), “Commentary: positive relationships in groups and communities”, in Dutton, J.E.
and Ragins, BR. (Eds), Exploring Positive Relationships at Work, Lawrence Erlbaum
Associates, Mahwah, NJ, pp. 277-285.

Kossek, EE, Baltes, BB. and Matthews, R.A. (2011), “Innovative ideas on how work-family
research can have more impact”, , Vol. 4 No. 3,
pp. 426-432.

Liu, J., Liu, X. and Zeng, X. (2011), “Does transactional leadership count for team innovativeness?

The moderating role of emotional labor and the mediating role of team efficacy”, Jouiebad
I . 2 No. 5, pp. 262295
Lu, L, Kao, SF., Siu, O.L. and Lu, C.Q. (2011), “Work stress, Chinese work values, and work well-
being in the Greater China”, || N | I, Vo!. 151 No. 3, pp. 767-783.
Macey, W.H. and Schneider, B. (2008), “The meaning of employee engagement”, jususissins
I Vo!. 1 No. 1, pp. 3-30.

Paulsen, N., Callan, VJ., Ayoko, O. and Saunders, D. (2013), “Transformational leadership and
innovation in an R&D organization experiencing major change”,

R V.. 26 No. 3, pp. 595-610.

Paulsen, N., Maldonado, D., Callan, VJ. and Ayoko, O. (2009), “Charismatic leadership, change
and innovation in an R&D organization”, A

Vol. 22 No. 5, pp. 511-523.

Perry-Smith, J.E. (2006), “Social vet creative: the role of social relationships in facilitating
individual creativity”, _ Vol. 49 No. 1, pp. 85-101.
Raudenbush, S.W. and Bryk, A.S. (2002), Hierarchical Linear Models, Sage, Thousand Oaks, CA.
Reynolds, N., Diamantopoulos, A. and Schlegelmilch, B.B. (1993), “Presting in questionnaire

design: a review of the literature and suggestion for further research”, Journal of the
Market Research Society, Vol. 35 No. 1, pp. 171-182.

Rothbard, N.P. (2001), “Enriching or depleting? The dynamics of engagement in work and family
roles”, , Vol. 46 No. 4, pp. 655-684.

Russell, J.A. and Barrett, L.F. (1999), “Core affect, prototypical emotional episodes, and other
things called emotion: dissecting the elephant”, *

Bssskalagy Vol. 76 No. 5, pp. 805-819.
Salanova, M., Agut, S. and Peir6, JM. (2005), “Linking organizational resources and work

engagement to emplovee performance and customer loyalty: the mediation of service
clrvate”, NN /0. %0 No. 6, pp. 12171227

Schaufeli, W.B., Salanova, M., Gonzalez-Rom4, V. and Bakker, A.B. (2002), “The measurement of
engagement and burnout: a two sample confirmatory factor analytic approach”, [guuiebad
st Vol. 3 No. 1, pp. 71-92.

Scott, S.G. and Bruce, R.A. (1994), “Determinants of innovative behavior: a path model of individual
innovation in the workplace”, | NG| . V. 37 No. 3, pp. 580-607.

Seligman, MIEP. and Csikszentmihalyi, C. (2000), “Positive psychology: an introduction”,
. Vol 55 No. 1, pp. 5-14.



http://www.emeraldinsight.com/action/showLinks?crossref=10.5465%2FAMJ.2006.20785503&isi=000236642400008
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256287&isi=A1990EK65800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.90.6.1217&isi=000233537100013
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534811111132695&isi=000293481400003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534811111132695&isi=000293481400003
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256701&isi=A1994NN57600006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1754-9434.2007.0002.x&isi=000207906800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1754-9434.2007.0002.x&isi=000207906800002
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534810910983479&isi=000270043100005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1007%2F978-1-4899-0115-6
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.76.5.805&isi=000080380000009
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0022-3514.76.5.805&isi=000080380000009
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1754-9434.2011.01367.x
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F001872679204500402&isi=A1992HM70800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1023%2FA%3A1015630930326
http://www.emeraldinsight.com/action/showLinks?crossref=10.1023%2FA%3A1015630930326
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F00224545.2010.538760
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0003-066X.55.1.5&isi=000085290800001
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534811311328597&isi=000319487400008
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534811311328597&isi=000319487400008
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F3094827&isi=000174964500003

Downloaded by TASHKENT UNIVERSITY OF INFORMATION TECHNOLOGIES At 01:35 11 November 2016 (PT)

JOCM
29,6

1040

Shalley, C.E. (1995), “Effects of coaction, expected evaluation, and goal setting on creativity and
productivity”, NN o\ 35 No. 2, pp. 483.503.

Shalley, C.E. and Gilson, L.L. (2004), “What leaders need to know: a review of social and contextual
factors that can foster or hinder creativity”, | N | | AN Vo. 15 No. 1,
pp. 33-53.

Shamir, B, House, RJ. and Arthur, M.A. (1993), “The motivational effects of charismatic
leadership: a self-concept based theory”, | . Vo!. 4 No. 4, pp. 577-594.

Sternberg, R.J. (2006), “Creating a vision of creativity: the first 25 years”, || EGcIzINIIGIGEG
I Vol S No. 1, pp. 2-12.

Further reading

Evans, P. and Bartolome, F. (1986), “The dvnamics of work-family relationships in managerial
lives”, , Vol. 35 No. 3, pp. 371-395.
Hobfoll, S.E. (2001), “The influence of culture, community, and the nested self in the stress

process: advancing conservation of resources theory”, _

Beuigw, Vol. 50 No. 3, pp. 337-370.

Lance, CE., Vandenberg, RJ. and Self, RM. (2000), “Latent growth models of individual change:
the case of newcomer adjustment”, “
Biaeesses Vol. 83 No. 1, pp. 107-140.

Podsakoff, P.M., Mackenzie, S.B. and Lee, J.Y. (2003), “Common method biases in behavioral
research: a critical review of the literature and recommended remedies”, i
Bssekalagy Vol. 88 No. 5, pp. 879-903.

Schaufeli, W.B. and Bakker, A.B. (2010), “Defining and measuring work engagement: bringing
clarity to the concept”, in Bakker, A.B. and Leiter, M.P. (Eds), Work Engagement: A
Handbook of Essential Theory and Research, Psychology Press, New York, NY, pp. 10-24.

About the authors

Yu-Shan Chen is a Professor in the Department of Business Administration of National Taipei
University in Taiwan. Besides, Dr Chen is a Researcher in Center for Global Change and
Sustainability Science of National Taipei University in Taiwan. His research interests focus on
patent analysis, technology management, and strategic management. Dr Chen published papers
in Technological Forecasting and Social Change, R&D Management, Scientometrics, Technology
Analysis and Strategic Management, Technology in Society, Management Decision, North
American Journal of Economics and Finance, Applied Ecomomics, Industrial Marketing
Management, Sustainable Development, Quality and Quantity, Journal of Business Ethics,
Journal of Manufacturing Technology Management, Total Quality Management & Business
Excellence, and other journals. In addition, he has obtained the “Emerald Group Publishing 2016
Citation of Excellence Award”.

Stanley Y.J. Huang is a Doctorial Student in the Department of Business Administration
of National Taipei University, Taiwan. His research interests focus on the behavioral science
in the online community, organizational behavior, and consumer behavior. His work has been
published in a variety of journals including Journal of Risk Research, Journal of Information
Management (in Chinese), Journal of E-Business (in Chinese), Comumerce & Management
Quarterly (in Chinese), and conferences. Stanley Y.J. Huang is the corresponding author and can
be contacted at: s810331112@webmail.ntpu.edu.tw

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com


http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2Fj.leaqua.2003.12.004&isi=000220505100003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fobhd.2000.2904&isi=000089294100005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fobhd.2000.2904&isi=000089294100005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F1931-3896.S.1.2
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F1931-3896.S.1.2
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256689&isi=A1995QR41800008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2F1464-0597.00062&isi=000169877000001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2F1464-0597.00062&isi=000169877000001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1287%2Forsc.4.4.577&isi=A1993MM31900005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.88.5.879&isi=000185539000008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.88.5.879&isi=000185539000008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1464-0597.1986.tb00936.x&isi=A1986D751800007

