
Journal of Positive School Psychology   http://journalppw.com 
2022, Vol. 6, No. 10, 01 – 08 

 

 

 

The Mediating Role of Learning Goal Orientation in the Relationship 

Between Team Climate For Innovation and Innovative Work 

Behaviour: A Conceptual Framework. 
 

Anes Hebbaz1, Siti Zubaidah Othman2*, Oussama Saoula3 

 

*1,2,3School of Business Management, College of Business, Universiti Utara Malaysia, 06010 UUM Sintok, Kedah. 

 

*Corresponding Author:  Hebbaz Anes 

 

*Email: hebbaz_anes@oyagsb.uum.edu.my 
 
Abstract 

Through a comprehensive review of the literature, the researcher assumed the big need to conduct more studies to provide 

a better understanding of the factors affecting innovative work behavior in different contexts of research, particularly in 

the African perspective such as in Algeria. Therefore, a conceptual framework was proposed in this research to determine 

the relationship between team climate for innovation (vision, participative safety, task orientation, support for innovation) 

(TCI), learning goal orientation (LGO) and innovative work behavior (IWB). In addition, the proposed framework aims 

to define the relationship between TCI and IWB via the mediating role of LOG. Research propositions were raised to open 

more opportunities for further future investigations. This study will likely fill the research gap and add to the body of 

knowledge in this field of research 
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1. INTRODUCTION 

 

There is a growing emphasis by scholars and 

organizational leaders on the importance of 

innovations in the workplace. The reason for this is 

that innovations help to challenge old ways of 

thinking and can provide new solutions to 

challenges such as changes in customer expectations 

or society (Bamber, Bartram, & Stanton, 2017). 

More specifically, innovations encompass all 

services, products and work processes that are new 

and beneficial for an organization or a specific 

group of employees (Neiva, Mendonça, Ferreira, & 

Francischeto, 2017). 

Augmenting employee’s innovation performance, 

the organizational environment of innovation is 

essentially supporting the behavioural perspective 

of innovation work behavior (De Jong & Den 

Hartog, 2007; Veenendaal, & Bondarouk, 2015). 

Innovative work behavior is defined as employee 

behavior to create, introduce, and apply new ideas 

intentionally within a work role, a group, or an 

organization that are beneficial to performance 

(Janssen, 2000). Schumpter (1934) defines 

“innovation as the process and outcome of creating 

something new” (p. 19), which provides value in 

terms of profit and beneficial to the organization. 

Innovative behavior characteristics to the 

introduction and application of new ideas, 

products, processes, and procedures to a person’s 

work role, work unit, or organization (West & Farr, 

1989). Innovative behavior can be performed by 

part of organizational individuals or group/team of  

 

individuals within the organization. As per Yuan 

and Marquardt (2015) assertive, managerial 

research on innovation behavior emphasizes on 

human perspective, as opposed to technological 

perspective, of innovation. 

 

More importantly, this study will enhance the 

innovation process among the employees related to 

contribution knowledge of petroleum sector in 

Algeria. Petroleum sector has potential to boost the 

economic growth of many countries such as 

Algeria. Specifically, this sole sector contributes to 

20 percent of Algerian Gross Domestic Product 

(GDP), 85 percent of total exports in Algeria and 

accounting for 60 percent of the country’s budget 

revenues (OPEC, 2017) which makes its 

importance for innovation in terms of organization 

productivity and employee innovative work 

performance to the economy in general and 

petroleum industry in particular. 

 

Although large expectations are placed on 

employee work behavior, little is devised about 

how to enhance, evaluate and direct it in practice 

(Hasu, Honkaniemi, Saari, Mattelmäki & Koponen, 
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2014). Nevertheless, within the list of past studies, 

there are arguments established that need to be 

clarified on the role of IWB or employee 

innovativeness that has vital role in competitive 

edge and organization success (Hammond et al., 

2011). From a theoretical viewpoint, individual 

climate perceptions can be manifested as coherent 

group phenomena. In fact, a significant omission in 

most empirical research on climate is the lack of 

evidence testifying to the validity of climate scores 

as a measure of team or organizational climate as 

against merely a measure of the personal perceptions 

of individual employees (Mathisen et al., 2006). 

Thus, organizations can facilitate team’s innovative 

work behavior by stimulating team climate for 

innovation (Eisenbeiss et al., 2008). Notably, from 

the perspective of innovation research, the need to 

further explore to what extent team climate for 

innovation predict individual as well as team IWB 

(Mathisen et al., 2006; Somech & Drach-Zahavy, 

2013). Highlighting the issue, how team climate 

influences strong project innovation team 

performance in terms of IWB, with the current 

economic environment, extending team climate for 

innovation to IWB context seems particularly 

unattended (Weiss, Hoegl & Gibbert, 2011). In 

fact, relatively less attention has been addressed the 

issue of how teams in organizations can facilitate 

or inhibit IWB depending on the team’s climate for 

innovation (Eisenbeiss et al., 2008; Somech & 

Drach-Zahavy, 2013). 

 

Learning goal orientation (LGO) is defined as the 

motivation to improve competency through 

deliberate learning and undertaking challenging 

tasks (VandeWalle, 1997). In particular, learning 

goal orientation has been found to be positively 

related to open to new experiences and optimism 

(Godshalk, & Sosik, 2003). LGO positively and 

indirectly influences innovative behavior (Montani, 

Odoardi, & Battistelli, 2014). It mediates the 

effects of work engagement on, in-role job 

performance and IWB (Chughtai & Buckley, 

2011). Hence, it is possible that LGO motivates 

individuals to pursue challenging tasks and impact 

the understanding and response to outcomes which 

leads to IWB (Dweck, 1986). 

 

2. Review of the Literature 

2.1 Innovative work behavior (IWB) 

 

According to Al-Ghazali & Afsar 2021; Zhang & 

Yang,2021 define IWB as a set of behavioural tasks 

that help employees develop, promote and 

implement new and innovative ideas IWB 

envisages in term of idea gerneration and 

implementation, thus individuals prequiste support 

for realizing such ideas to implement (Singh & 

Sarkar, 2012). 

An individual indulges in innovative work 

behaviour propose three interrelated behavioural 

tasks: “the generation of ideas, the promotion of 

ideas, and the realization of ideas” (Van der Vegt 

& Janssen, 2003; West & Farr 1989; Janssen 2000). 

In this essence, ideas promotion and realization are 

associated with innovative behaviour, contrailry, 

creativity subject is part of ideas generation phase 

(Van der Vegt & Janssen, 2003; Amabile, 1983). 

The subject of creativity components and the 

constituents of IWB are extensively explored in 

innovation literature. For instance, Scott and Bruce 

(1994) determine the impact of leadership, work 

group relations and employees’ characteristics on 

innovation. They report potential high influence of 

supervisor-employee relation, supervisor role 

expectation and individual’s problem solving on 

the degree of IWB. Likewise, Yuan and Woodman 

(2010) assessed the impact of expected performance 

outcomes or expected image gains on employee 

innovative behavior and acknowledged a 

significance contribution to the individual’s 

innovation. 

IWBs are ‘discretionary behaviors’ are not 

included in formal role and job description, and 

thus applicability cannot be ensured, and there is no 

recognition based on organizational reward 

systems (Janssen, 2000; Ramamoorthy, Flood, 

Slattery & Sardessai, 2005).  Ramamoorthy et al. 

(2005) confirmed that such extra role behaviors 

intend to increase team and organization better- 

effective performance. Based on the assumption 

that IWB supports positively in work outcomes, 

numerous scholars have provided great attention 

towards the organizational and individual attributes 

that theoretically influence IWB (Janssen, 2000; 

Janssen, Van de Vliert & West 2004; Mumford, 

Scott, Gaddis, & Strange 2002). 

 

Previous researches have been shown that here are 

many factors that could effect on innovative work 

behavior. Some of these factors have a positive 

relationship with innovative work behavior. Some 

of factors include the team climate for innovation 

(Xu, Jiang, & Wang, 2019; Somech & Drach-

Zahavy 2013) and learning goal orientation 

(Atitumpong & Badir, 2018). Furthermore, there is 

a lack of studies on learning goal orientation that 

focusing on team climate for innovation and 

innovative work behavior. Hence, the researcher 

did not find single study that explains the mediating 

effect of learning goal orientation in the 

relationships between team climate for innovation 

and innovative work behavior. Therefore, it is an 

indicator that learning goal orientation, as a 
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mediating variable with innovative work behavior, 

has not been extensively examined. 

 

2.2 Team climate for innovation (TCI) 

 

A team climate for innovation creates flexibility, 

expressiveness in employees and desire to learn 

and develop their skill set. In a highly innovative 

climate, team members provide unbiased opinions 

about novel ideas and follow proper procedures to 

accept or reject new ideas (West, 1990). Moreover, 

the theoretical model of team climate for 

innovation was presented by Anderson and West 

(1998), with four climate dimensions: “vision”, 

“participative safety”, “task orientation”, “support 

for innovation”, are essential for team IWB to occur 

based on team climate inventory (TCI). According 

to this model, for a team to be creative and 

innovative, it must have a clearly defined and 

shared vision that provides focus and direction to 

the members’ energy. Participation in decision 

making is also suggested as important to increase 

commitment and the likelihood that team members 

invest in the outcomes of decisions. Furthermore, 

the environment must be perceived as safe in order 

to have team members who offer new ideas without 

fear of criticism or ridicule. Innovative 

performance also requires group members to reflect 

critically their tasks, objectives, strategies, and 

processes, and there is a preoccupation on 

continuous improvements. Finally, articulated and 

enacted support for attempts to introduce new and 

improved ways of doing things is a necessary 

condition for IWB (Mathisen, Einarsen, Jørstad & 

Brønnick, 2004). 

 

Other research has built on the team climate for 

innovation perspective to identify antecedents of 

team climate for innovation. West et al. (2003) 

describe how leadership clarity predicts team 

climate for innovation, which in turn predicted 

innovation. Mathisen et al. (2008) showed that 

team member creative personality predicts team 

climate for innovation, which predicted innovation. 

Nsenduluku & Shee (2009) found that organizational 

support for innovation, organizational empowering 

climate, and at the team-level task design, 

organizational citizenship behavior, and group 

efficacy predict team climate for innovation, which 

predicted innovation. More recently, van 

Knippenberg (2017) develops a research model of 

integrative conclusion in which teams’ informational 

resources predict team information elaboration 

contingent on moderating (team climate for 

innovation) influences-and the core prediction 

being that team climate positively moderates 

informational resource effects- the team 

information elaboration being the core influence on 

team innovation. 

2.3 Team Climate for Innovation and 

Innovative Work Behavior 

 

The team climate is formed in the proximal group 

where the employee interacts; then this team 

climate is extrapolated to the larger organization 

impacting IWB (Anderson & West, 1998; Scott & 

Bruce,1984). 

An association between the team climate for 

innovation and innovative work behavior has been 

shown in prior studies. According to Agrell & 

Gustafson (1994), innovative work behavior is 

influenced by participation safety and vision. 

According to Anderson and West's (1996) study, 

vision and specific goals have an impact on 

innovative work behavior, which supports this 

argument. Additionally, Edmondson (1999) asserts 

that team support and participative safety have an 

impact on innovative work behavior. 

 

There are limited studies on the team climate for 

innovation as a clear and complete concept and its 

effect on innovative work behavior behavior. In the 

context of Algeria, very little research has been 

done on the relationship between the 

aforementioned variables, notably in the petroleum 

sector. Therefore, additional research is required to 

fill the gap in the literature and explore the link 

between the variables. Based on the above 

discussion, this study assumed that TCI four 

dimensions (vision, participative safety, task 

orientation, and support for innovation) has a 

significant and positive effect on IWB. Based on 

this assumption, the following proposition was 

formulated: 

P1: There is a positive relationship between team 

climate for innovation and innovative behavior. 

P1a: There is a positive relationship between vision 

and innovative behavior. 

P1b: There is a positive relationship between 

participative safety and innovative behavior. 

P1c: There is a positive relationship between task 

orientation and innovative behavior. 

P1d: There is a positive relationship between 

support for innovation and innovative behavior. 

 

2.4. Learning goal orientation as mediator 

Variable 

 

A learning orientation has been defined as a 

concern for, and dedication to, developing one’s 

competence (Dweck, 1986, 2000; Dweck & 

Leggett, 1988). “When a task is approached from a 
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learning goal orientation, individuals strive to 

understand something new or to increase their level 

of competence in a given activity’’ (Button, 

Mathieu, & Zajac 1996). Learning goal orientation 

is a relatively stable dispositional trait that 

individuals bring with them into relationships with 

others (Button et al., 1996; Dweck, 1986). 

 

Learning orientation and innovation are considered 

as the future platform for organizational success 

(McGuinness & Morgan, 2005). Moreover, because 

a learning orientation is also associated with a 

preference for challenging and demanding tasks 

(Ellström, Ekholm & Ellström, 2008), individuals 

with a stronger learning orientation may be 

expected to be more intrinsically motivated to seek 

out innovative activities. Learning orientation is 

expected to enhance innovative work behaviours 

by engendering the development of relevant skills. 

These skills provide the essential background 

knowledge and the basis for development and 

generation of something new (Janssen & 

VanYperen, 2004). 

 

Empirical evidence has revealed that a strong 

learning goal orientation can stimulate employees 

to engage in proactive work behaviors and 

innovativeness (Chughtai & Buckley, 2011). In 

many studies, learning goal orientation construct 

was found to positively related to innovative work 

behavior (Janssen & Van Yperen, 2004; Lu et al., 

2012; Alegre & Chiva, 2013; Montani et al., 2017). 

Learning orientation also was found to indirectly 

enhance employee innovative behavior through the 

mediating role of work engagement (Tan, 2017; 

Yean, Johari, & Yahya, 2016). 

 

Thus, the reviewing of literature also has indicated 

that the effect of mediating role of learning goal 

orientation on the relationship between team 

climate for innovation and innovative work 

behavior has received less attention from 

researchers. Therefore, this study intends to expand 

the knowledge on innovative work behavior of 

petroleum sector in Algeria by examining the 

learning goal orientation as a mediating on the 

relationship between team climate for innovation 

and innovative work behavior. In addition, the 

empirical examination of learning goal orientation 

effects in developing innovative work behavior is 

scant in the current literature (Atitumpong & Badir, 

2018). On this score, the present study argues that 

LGO will have a theoretical mediating effect in the 

enhancing and improving the relationship between 

team climate for innovation and innovative work 

behavior. Based on this assumption, the following 

proposition was formulated: 

H2: Learning goal orientation mediates the 

relationship between team climate for innovation 

and innovative work behavior 

P2a: Learning goal orientation mediates the 

relationship between vision and innovative work 

behavior. 

P2b: Learning goal orientation mediates the 

relationship between participative safety and 

innovative work behavior. 

P2c: Learning goal orientation mediates the 

relationship between task orientation and 

innovative work behavior. 

P2d: Learning goal orientation mediates the 

relationship between support for innovation and 

innovative work behavior. 

 

3. The Proposed Research Framework 

 

From an extensive review of related literature and 

research, this study proposes a relationship model 

of factors affecting innovative work behavior that 

can be used to enhance employees in petroleum 

sector as shown in  

Fig1. 

 
 
 
 
 
 
 
 
                                                                             
                                                                        
                
                   
 

 

 

 

                                              

                                          

 
Figure 1. Proposed Conceptual Framework 

 

Figure 1.1 shows the proposed research framework 

to be tested in this study. The proposed research 

framework was developed based on the gap in the 

literature on innovative work behavior and based 

on the team climate theory as a theory of team 

climate for innovation. In this study, team climate 

for innovation are the independent variables. While 

innovative work behavior is the dependent 

variable. The study will also be testing learning 

goal orientation as a mediating variable in the 

Team Climate 

for Innovation 

(TCI) 

-Vision 

-Participative 

safety 

-Task 

orientation 

-Support for 

innovation 

 

Learning 

goal 

orientation 

(LGO) 

Innovative 

Work 

Behavior 

(IWB) 



5                                                                                                                                                Journal of Positive School Psychology 

 

 

relationship between team climate for innovation 

and innovative work behavior. 

 

4. Conclusion 

 

This study aimed to develop a conceptual 

framework to propose a relationship model of 

factors affecting innovative work behavior that can 

be used to support employees in the petroleum 

sector in Algeria. The model explains the 

relationship between team climate for innovation, 

learning goal orientation and their direct and 

indirect effects on innovative work behavior. The 

model can be used to assist a future study of factors 

affecting innovative work behavior of employees in 

the petroleum sector, where the relationship 

between those factors will be tested. Knowledge 

gained from the study will contribute to the body of 

knowledge regarding innovative work behavior in 

Petroleum sector in Algeria and can be used as 

guidelines to enhance employees’ roles in 

innovative work behavior to improve the efficacy 

of petroleum sector. 

 

5. Research limitations and directions for 

further studies 

 

There are some limitations to the current 

investigation. This study offered a conceptual 

framework to examine how one variable (TCI) can 

have an impact on IWB both directly and indirectly 

by serving as a mediator (LGO). Moreover, this 

study proposed to be examined in petroleum sector 

in Algeria. In addition, this research proposed to 

use team climate theory (TCT) to be tested. 

Consequently, it will be worthwhile to make some 

suggestions for further research. Future study 

should definitely include empirical testing to check 

the validity of this research model. Furthermore, 

future researchers are encouraged to consider 

including the four dimensions of team climate for 

innovation such vision, participative safety, task 

orientation and support for innovation as important 

constructs. Moreover, future researchers should 

also consider any possible role of other mediators 

and moderator such as work engagement and leader 

member exchange to provide new insights to 

contribute to the body of knowledge in the 

innovative work behavior literature. In addition, 

future studies should propose this conceptual 

framework to be investigated in different sectors 

and using other theories rather than TCT. 

 

 

 

References 

 

[1]. Agrell, A., & Gustafson, R. (1994). The Team 

Climate Inventory (TCI) and group 

innovation: A psychometric test on a Swedish 

sample of work groups. Journal of 

Occupational and Organizational Psychology, 

67(2), 143-151. doi.org/10.1111/j.2044-8325. 

1994.tb00557.x. 

[2]. Alegre, J., & Chiva, R. (2013). Linking 

entrepreneurial orientation and firm 

performance: The role of organizational 

learning capability and innovation 

performance. Journal of Small Business 

Management, 51(4), 491-507. 

[3]. Al-Ghazali, B. M., & Afsar, B. (2021). 

Investigating the mechanism linking task 

conflict with employees’ innovative work 

behavior. International Journal of Conflict 

Management, 32(4), 599-625. Doi: 

10.1108/IJCMA-07-2020-0119. 

[4]. Amabile, T. M. (1983). The social psychology 

of creativity: A componential conceptualization. 

Journal of personality and social psychology, 

45(2), 357. Doi: org/10.1037/0022-3514.45.2. 

357 

[5]. Anderson, N. R., & West, M. A. (1998). 

Measuring climate for work group innovation: 

development and validation of the team 

climate inventory. Journal of Organizational 

Behavior: The International Journal of 

Industrial, Occupational and Organizational 

Psychology and Behavior, 19(3), 235-

258.Doi:org/10.1002/(SICI)1099 

1379(199805)19:3< 235: AID-JOB837>3.0. 

CO;2-C. 

[6]. Anderson, N., & West, M. A. (1996). The 

Team Climate Inventory: Development of the 

TCI and its applications in teambuilding for 

innovativeness. European Journal of work and 

organizational psychology, 5(1), 53-66. Doi: 

org/10.1080/1359432960841484 0. 

[7]. Atitumpong, A., & Badir, Y. F. (2018). 

Leader-member exchange, learning orientation 

and innovative work behavior. Journal of 

Workplace Learning. Doi: org/10.1108/JWL-

01-2017-0005 

[8]. Bamber, G. J., Bartram, T., & Stanton, P. 

(2017). HRM and workplace innovations: 

formulating research questions. Personnel 

Review. Doi: org/10.1108/PR-10-2017-0292 

[9]. Button, S. B., Mathieu, J. E., & Zajac, D. M. 

(1996). Goal orientation in organizational 

research: A conceptual and empirical 

foundation. Organizational behavior and 

https://doi.org/10.1111/j.2044-8325.1994.tb00557.x
https://doi.org/10.1111/j.2044-8325.1994.tb00557.x


Anes Hebbaz                                                                                                                                                                                            6 

 

 

human decision processes, 67(1), 26-48. 

Doi:org/10.1006/obhd.1996.0063. 

[10]. Chughtai, A. A., & Buckley, F. (2011). Work 

engagement: Antecedents, the mediating role 

of learning goal orientation and job 

performance. Career Development International. 

Doi: org/10.1108/136204311111872 90. 

[11]. De Jong, J. P., & Den Hartog, D. N. (2007). 

How leaders influence employees' innovative 

behaviour. European Journal of innovation 

management,10(1), 41-64. 

[12]. De Jong, J., & Den Hartog, D. (2010). 

Measuring innovative work behaviour. 

Creativity and innovation management, 19(1), 

23-36. 

[13]. Dweck, C. S. (1986). Motivational processes 

affecting learning. American psychologist, 

41(10), 1040. Doi: org/10.1037/0003-066X. 

41.10.1040. 

[14]. Dweck, C. S., & Leggett, E. L. (1988). A 

social-cognitive approach to motivation and 

personality. Psychological review, 95(2), 256. 

[15]. Dweck, C.S. (2000), Self-Theories: Their 

Role in Motivation, Personality, and 

Development, Psychology Press, Philadelphia.  

[16]. Edmondson, A. (1999). Psychological safety 

and learning behavior in work teams. 

Administrative science quarterly, 44 (2), 350-

383. Doi: org/10.2307/2666999 

[17]. Eisenbeiss, S. A., Van Knippenberg, D., & 

Boerner, S. (2008). Transformational 

leadership and team innovation: integrating 

team climate principles. Journal of applied 

psychology, 93(6), 1438. Doi:org/10.1037/ 

a0012716. 

[18]. Ellström, E., Ekholm, B., & Ellström, P. E. 

(2008). Two types of learning environment. 

Journal of workplace learning, 20(2), 84-97. 

[19]. Godshalk, V. M., & Sosik, J. J. (2003). 

Aiming for career success: The role of 

learning goal orientation in mentoring 

relationships. Journal of Vocational Behavior, 

63(3), 417-437. 

[20]. Hammond, M. M., Neff, N. L., Farr, J. L., 

Schwall, A. R., & Zhao, X. (2011). Predictors 

of individual-level innovation at work: A 

meta-analysis. Psychology of Aesthetics, 

Creativity, and the Arts, 5(1), 90. 

Doi:org/10.1037/a0018556. 

[21]. Hasu, M., Honkaniemi, L., Saari, E., 

Mattelmäki, T., & Koponen, L. (2014). 

Learning employee-driven innovating. Journal 

of Workplace Learning, 26(5), 310-330. 

[22]. Herrmann, D., & Felfe, J. (2013). Moderators 

of the relationship between leadership style 

and employee creativity: The role of task 

novelty and personal initiative. Creativity 

Research Journal, 25(2), 172-181.  

Doi: org/10.1080/10400419.2013.783743. 

[23]. Janssen, O. (2000). Job demands, perceptions 

of effort‐reward fairness and innovative work 

behaviour. Journal of Occupational and 

organizational psychology, 73(3), 287-302. 

[24]. Janssen, O., & Van Yperen, N. W. (2004). 

Employees' goal orientations, the quality of 

leader-member exchange, and the outcomes of 

job performance and job satisfaction. 

Academy of management journal, 47(3), 368-

384. 

[25]. Janssen, O., Van de Vliert, E., & West, M. 

(2004). The bright and dark sides of individual 

and group innovation: A special issue 

introduction. Journal of organizational 

behavior, 25(2), 129-145. Doi:org/10.1002/ 

job.242. 

[26]. Lu, L., Lin, X., & Leung, K. (2012). Goal 

orientation and innovative performance: The 

mediating roles of knowledge sharing and 

perceived autonomy. Journal of Applied 

Social Psychology, 42, E180-E197. Doi: 

org/10.1111/j.1559-1816.2012.01018.x. 

[27]. Mathisen, G. E., Einarsen, S., Jørstad, K., & 

Brønnick, K. S. (2004). Climate for work 

group creativity and innovation: Norwegian 

validation of the team climate inventory 

(TCI). Scandinavian journal of psychology, 

45(5), 383-392. Doi:org/10.1111/j.1467-

9450.2004.00420. x. 

[28]. Mathisen, G. E., Martinsen, Ø., & Einarsen, S. 

(2008). The relationship between creative 

personality composition, innovative team 

climate, and team innovativeness: An input—

process—output perspective. The Journal of 

Creative Behavior, 42(1), 13-31. Doi: 

org/10.1002/j.2162-6057. 2008.tb0107 8.x. 

[29]. Mathisen, G. E., Torsheim, T., & Einarsen, S. 

(2006). The team‐level model of climate for 

innovation: A two‐level confirmatory factor 

analysis. Journal of occupational and 

organizational psychology, 79(1), 23-35. 

Doi:org/10.1348/096317905X52869. 

[30]. McGuinness, T., & Morgan, R. E. (2005). The 

effect of market and learning orientation on 

strategy dynamics. European Journal of 

Marketing. 

[31]. Montani, F., Battistelli, A., & Odoardi, C. 

(2017). Proactive goal generation and 

innovative work behavior: The moderating 

role of affective commitment, production 

ownership and leader support for innovation. 

The Journal of Creative Behavior, 51(2), 107-

127. Doi: org/10.1002/jocb.89. 

https://psycnet.apa.org/doi/10.1037/0003-066X.41.10.1040
https://psycnet.apa.org/doi/10.1037/0003-066X.41.10.1040
https://doi.org/10.2307/2666999


7                                                                                                                                                Journal of Positive School Psychology 

 

 

[32]. Montani, F., Odoardi, C., & Battistelli, A. 

(2014). Individual and contextual 

determinants of innovative work behaviour: 

Proactive goal generation matters. Journal of 

occupational and organizational psychology, 

87(4), 645-670. Doi:org/10.1111/joop.12066.   

[33]. Mumford, M. D., Scott, G. M., Gaddis, B., & 

Strange, J. M. (2002). Leading creative 

people: Orchestrating expertise and 

relationships. The leadership quarterly, 13(6), 

705-750. 

[34]. Neiva, E. R., Mendonça, H., Ferreira, M. C., 

& Francischeto, L. L. (2017). Innovation in 

organizations: Main research results and their 

practical implications. In Organizational 

Psychology and Evidence-Based Management 

(pp. 157-185). Springer, Cham. 

[35]. Nsenduluka, E., & Shee, H. K. (2009). 

Organisational and group antecedents of work 

group service innovativeness. Journal of 

Management & Organization, 15(4), 438-451. 

Doi:org/10.5172/jmo.15.4.438. 

[36]. OPEC (2017). Annual Statistical Bulletin. 

Vienna, Austria. Retrieved from  

https://www.opec.org. 

[37]. Ramamoorthy, N., Flood, P. C., Slattery, T., & 

Sardessai, R. (2005). Determinants of 

innovative work behaviour: Development and 

test of an integrated model. Creativity and 

innovation management, 14(2), 142-150. 

[38]. Schumpeter, J. (1934). The theory of 

economic development Harvard University 

Press. Cambridge, MA. 

[39]. Scott, S. G., & Bruce, R. A. (1994, October). 

Creating innovative behavior among R&D 

professionals: the moderating effect of 

leadership on the relationship between 

problem-solving style and innovation. In 

Proceedings of 1994 IEEE International 

Engineering Management Conference-

IEMC'94 (pp. 48-55). IEEE. 

[40]. Shanker, R., Bhanugopan, R., Van der 

Heijden, B. I., & Farrell, M. (2017). 

Organizational climate for innovation and 

organizational performance: The mediating 

effect of innovative work behavior. Journal of 

vocational behavior, 100, 67-77 

[41]. Singh, M., & Sarkar, A. (2012). The 

relationship between psychological empower- 

ment and innovative behavior: A dimensional 

analysis with job involvement as mediator. 

Journal of Personnel Psychology, 11(3), 127. 

Doi: org/10.1027/ 1866-5888/a000065. 

[42]. Somech, A., & Drach-Zahavy, A. (2013). 

Translating team creativity to innovation 

implementation: The role of team composition 

and climate for innovation n. Journal of 

management, 39(3), 684-708.Doi:org/10. 

1177/0149206310394187. 

[43]. Tan, F. Y. (2017). The mediating role of 

learning goal orientation in the relationship 

between work engagement and innovative 

work behavior. International Review of 

Management and Marketing. 

[44]. Van der Vegt, G. S., & Janssen, O. (2003). 

Joint impact of interdependence and group 

diversity on innovation. Journal of 

management, 29(5), 729-751. 

[45]. van Knippenberg, D. (2017). Team 

innovation. Annual Review of Organizational 

Psychology and Organizational Behavior, 4, 

211-233.Doi:org/10.1146/annurev-orgpsych -

032516-113240. 

[46]. VandeWalle, D. (1997). Development and 

validation of a work domain goal orientation 

instrument. Educational and psychological 

measurement, 57(6), 995-1015. 

[47]. Veenendaal, A., & Bondarouk, T. (2015). 

Perceptions of HRM and their effect on 

dimensions of innovative work behaviour: 

Evidence from a manufacturing firm. 

Management revue, 138-160. 

[48]. Weiss, M., Hoegl, M., & Gibbert, M. (2011). 

Making virtue of necessity: The role of team 

climate for innovation in resource‐constrained 

innovation projects. Journal of Product 

Innovation Management, 28(s1), 196-207. 

Doi:org/10.1111/j.1540-5885.2011. 00870.x. 

[49]. West, M. A. (1990). The social psychology of 

innovation in groups. 

[50]. West, M. A., & Farr, J. L. (1989). Innovation 

at work: Psychological perspectives. Social 

behaviour. 

[51]. West, M. A., Borrill, C. S., Dawson, J. F., 

Brodbeck, F., Shapiro, D. A., & Haward, B. 

(2003). Leadership clarity and team 

innovation in health care. The leadership 

quarterly, 14(4-5), 393-410. 

Doi:org/10.1016/S1048-9843(03)00044-4. 

[52]. Yean, T. F., Johari, J., & Yahya, K. K. (2016). 

The mediating role of learning goal orientation 

in the relationship between work engagement 

and innovative work behavior. International 

Review of Management and Marketing, 6(7), 

169-174. 

[53]. Yuan, F., & Marquardt, D. (2015). Innovative 

behaviour. Oxford bibliographies in 

management New York: Oxford University 

Press. doi:10.1093/obo/ 9780199846740-

0054. 

[54]. Yuan, F., & Woodman, R. W. (2010). 

Innovative behaviour in the workplace: The 



Anes Hebbaz                                                                                                                                                                                            8 

 

 

role of performance and image outcome 

expectations. Academy of management 

journal, 53(2), 323-342. 

[55]. Zhang, Y., & Yang, F. (2020). How and when 

spiritual leadership enhances employee 

innovative behavior. Personnel Review. Doi: 

org/10.1108/PR-07-2019-0346. 

[56]. Xu, X., Jiang, L., & Wang, H. J. (2019). How 

to build your team for innovation? A cross‐

level mediation model of team personality, 

team climate for innovation, creativity, and 

job crafting. Journal of Occupational and 

Organizational Psychology, 92(4), 848-872. 

[57]. Somech, A., & Drach-Zahavy, A. (2013). 

Translating team creativity to innovation 

implementation: The role of team composition 

and climate for innovation. Journal of 

management, 39(3), 684-708. 


