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How Employees’ Performance in The Lebanese Banking
Sector is impacted by Innovative Leaders’ Characteristics

Allam Mawlawi, Abir El Fawal and Bassel Maaliky

The objective of this research is to investigate if innovative leaders and
their characteristics in banks located in different region in Lebanon can
improve employees’ performance. This research followed the
quantitative deductive methodology using a Likert scale questionnaire
constituted of 18questionsand the conducted sample was formed of 250
employees from 25 commercial banks in Lebanon, where 10
questionnaires were randomly distributed to employees in every bank
located in different Lebanese area. This research used SPSS as a
statistical tool to analyze data and results showed that 60% of the
population is formed by females, 40% of the sample is aged between 31
to 37 years, 62% of the sample has a maters level. The Alpha Cronbach
of this study was equal to 0.868, 68% of the conducted banking sample
use leaders in banks to reach organizational goals, 30% of the sample
use innovative leadership style and the multiple linear regression results
showed a significant relation between 4 characteristics of innovative
leaders and employees’ performance, these characteristics are use
realism and emotions, accept risk and failure, use innovators and finally
openness and passion. The linear regression results of this research
confirm that when innovative leaders use their intuition they cannot
impact their employees’ performance at work in the Lebanese banking
sector.
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1. Introduction

Innovative leadership style is a new concept applied in management by managers.
Theoretically, this managerial practice leads to improve employees’ performance at
work. Organizations concerned by applying this style of leading are focusing on
incorporating creativity, motivation and flexibility at work (Blagoev & Yordanova,
2015).The process of applying an innovative style at work highly relies on team work
and strong human interactive bonds. An innovation style of leadership depends on the
ability to help and allow people to think in a different way and out of the box(Termeer &
Nooteboom, 2014). An innovative leader is considered to be a servant leader who can
support employees and teach them how to challenge themselves(Schwantes, 2015).
Having an innovative leader is a strategic choice organizations should consider in order
to increase employees’ productivity and efficiency. An innovative leader should always
be ready to create a professional platform for employees who should be able to us their
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intelligence and brain power in order to perform their jobs in a maximal scale (Termeer
& Nooteboom, 2014).

Using an innovative leadership style has a lot of added value, it helps employees to
coordinate, share their ideas, listen to each other’s, interact, participate in any decision
making process and give feedback. An organizational leader applying an innovative
style is not a traditional leader who’s responsibility is to supervise and control
colleagues (Baker, 2015); an innovative leader is a quality control work governor and
not a behavioral controller.

An innovative leadership strategy may vary from a sector to another, it also may change
depending on the allocated budget, the corporate goals and the segment of customers
and its needs. Applying such a style is completely an at will style that organizations
decide to apply when it is needed (Batool, 2013).

This paper deals with the unanswered research question is “Can Lebanese banks
increase employees’ performance when they hire innovative leaders?”The main
research objectives are to investigate about how many banks in Lebanon apply an
innovative leadership style and recognize what are the innovative leaders’
characteristics that can impact the most employees’ performance in Lebanese Banks.
The paper is organized as follows. Literature review is provided in section 2, Model is
described in section3. While section 4 deals with methodology and Section 5 focus on
findings. The last section contains conclusion

2. Literature Review and Research Hypotheses

2.1Literature Review

An innovative style of leadership basically relies on innovative leaders who do not
belong to specific managerial or corporate levels. Innovative leaders are needed
specifically when job functions change frequently either in form or font (Gakhar &
Chahal, 2016).As a definition, innovative leaders are considered to be employees’
conceptual, technical and commercial champions, they are always assigned for risky,
challenging and inspiring tasks(Gakhar & Chahal, 2016).

Innovative leaders aiming to make a change in employees’ behavior and output should
be aware that employees have to be ready to accept cooperating with them to
accomplish this change. Employees’ readiness is a key concept to facilitate the work of
an innovative leader. When organizations strategically decide to use an innovative
strategy through innovative leaders to develop employees’ abilities and increase their
outcomes, an assessment should take place to measure employees’ level of readiness
and collaboration. This can help in figuring out the level of innovation resistance
employees might have especially for those who have problems in being followers and
adhering to rules (Chatterjee, 2014).

Innovative leaders are responsible individuals who are committed to give the maximum
of their effort and energy to serve the corporate strategy and improve employees’
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commitment to this strategy. Those leaders work hard to apply a win-win scenario for all
parties through team work, social intelligence interactivity and collaboration; an
innovative leader makes change with and through people they lead for the best of
everyone (Smith, 2012).

Leaders applying this style are behaviorally distinct and different from regular leaders;
there are five characteristics distinguishing this style of leadership and may impact
employees’ performance at work. The first characteristic is when innovative leaders
combine realism with emotions; this is applied when those leaders are able to apply
creative oriented projects using a team spirit and being logical concerning what they ask
employees to do at work. Innovative leaders should be imposing and orienting the job
while setting a responsive frame for the requested functions and tasks of every job.

The second characteristic is to be able to accept risk and failure at work; this can
happen when leaders tolerate some employees’ wrong doings believing that this will
create an opportunistic platform for them to learn from their own mistakes, this allows
employees to perform their job in a higher qualitative scale on the long run (Kim & Park,
2015). The fact is not about simply overcoming employees’ job mistakes; it is more
about keeping encouraging employees even when mistakes take place and the
organization is exposed to risky decisions and passing through critical stages.

The third characteristic is the capacity to use the intuition when it is needed; an
innovative leader should always set a work frame within the organizational goal should
be accomplished, thus intuitive leadership does not always force leaders to act
rationally. This style allows innovative leaders and their subordinates to use their instinct
and personal perception to come up with exceptional results and decisions.

The fourth characteristics is the ability to be supported by innovators who can help in
setting flexible missions and original objectives for the sake of applying a continuous
successful strategy realized by the team and helping in generating exceptional solutions
and accepting conflictive goals(Soliman, 2013). An innovative leader is not always an
innovator; the innovative leader is the one who encourages employees to reach their
pre-set destination when the innovator is the one who has the innovative concept that
should be submitted to the innovative leader. It is definitely outstanding when an
innovative leader can be in the same time the innovator (Khan, Aslam, & Riaz, 2012).
The fifth characteristic is openness and passion to new ideas and technologies that can
be used to increase employees’ job performance and facilitate employees’ skills
development (Ash, 2015). Innovative leaders should have passion for what they do;
innovative leaders should be devoted to what they do and should lead employees with
enthusiasm, positivity, empowerment and motivation. When innovative leaders are
passionate, this feeling can be transmitted to their surroundings. Innovative leaders
should be able to make everyone believe that innovation is the only way to survive
(Helms, 2016).

Innovative leaders are not always supposed to be specialists, but they become
specialists when they allow employees to express more freely their opinions in order to
increase professional learning and knowledge. Innovative leaders are used to inspire
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and ameliorate the quality of work not the quantity of work. When the quality of work is
improved, market competitiveness is created; this is what is called the innovative
leadership model. In an innovative leadership model, leaders are supposed to define
the frame they are working in to know how to effectively proceed with
employees(Gakhar & Chahal, 2016).

Theoretically speaking everyone can be a leader, but not everyone can be an innovative
leader who can make employees believe that they can perform any type of job even the
most challenging one (P. MADHAVI LAKSHMI1 & P. SIVA PRATAP2 et al., 2016).
Innovative leaders are basically used at work to ongoing guide, support, stimulate and
motivate employees not necessarily when they face problems at work but also to inspire
and influence employees. Leadership characteristics and the company labor force
performance are linked; a leader can in general impact the organization but in specific
influence employees’ work outcome. When leaders are not qualified enough to well lead
employees and positively influence their performance, dysfunctions take place. When
leaders are not real, they do not accept failure, they don’t face risky situations, they are
not dedicated and devoted to their work and don’t facilitate and simplify complicated
topics at work, employees’ performance will certainly decrease (Majumdar & Ray,
2011).

Even when innovative leaders have the suitable characteristics to correctly lead
employees, they also have to define a mission for their job within a practical innovative
strategic and organizational frame. It is true that innovative leaders are real employees
attitude and behavior transformers and this can be done when they exploit all types of
internal and external opportunities that might take place in order to strengthen
employees’ skills, values, mind state and career(Engel, Dirlea, Dyer, & Graff, 2015).
Innovative leaders are considered real change promoters even when change seems to
be impossible. Innovative leaders can intelligently detect and analyze employees’
signals to know how to proceed at work (Engel et al., 2015).

Innovative leaders can help in making the organization a learning organization through
emotional intelligence at work; this can’t be done unless the right organizational
structure is implemented. Innovative leaders grant the success of any project through
five main concepts, these concepts are building an organizational updated vision using
innovators, nurturing teamwork with passion and openness, facilitating employees’
performance through real job objectives, enriching learning and ensuring positive
outcomes and results (Shamsuddin, Wahab, & Abdullah, 2015).

Having innovative leaders at work is considered to be a new management system and
philosophy that should be applied on the field to progressively improve employees’
professional track, optimize their efficiency and strengthen their skills and experiences.
In addition to employees’ performance increase, this new managerial thinking certainly
reinforces the sense of participative decision making. This new philosophy is
multidimensional since it links individual, interpersonal and contextual aspects
together(Supriyono & Trisnawati, 2015).
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Innovative leadership philosophy started in the beginning of the 20th century and has
been known as a new management thinking applied by leaders at work; some
organizations still believe that traditional leadership ways are still effective and that is
true but shifting from leadership traditional to innovative ways will soon become a must
especially that innovative leadership is the new adaptive way and it combines many
traditional leadership styles with modern human, professional, organizational and
interactive twists(Campbell, 2012).

A job performance can be measured when employees execute activities related to a
requested job. Job performance can be measured when employees accomplish
organizational goals; this can be done when employees respect submission deadlines,
are able to sell products and services, positive with customers and receiving
customers’ complains openly, interact with their leaders, colleagues and subordinates
horizontally and vertically (Zaleha, Rasid, Aizat, Manaf, & Quoquab, 2013).

When employees’ job performance is not up to the organizational requested standard
this can damage organizational productivity, customers’ satisfaction, loyalty and
corporate belonging; all this will end up losing customers and decreasing the market
share coverage. Job performance improvement can be done through periodic activities
revision and reconstitution, training sessions, leaders, work environment adjustment
and organizational culture. Employees’ performance is controlled through management
performance that is applied by leaders. Innovative leaders through their characteristics
can properly manage employees’ daily work routine and enhance their job performance.
It is true that employees’ performance can increase through seminars, appraisals and
continuous job motivation, but these tools increase employees’ performance in separate
manner when innovative leaders can clearly and closely adjust employees’ behavior
and job track in details. Job performance can also be impacted through effective
teamwork and this can be considered as a part of the innovative leaders’
missions(Ašanin Gole, Ritonija, & Vukasović, 2016). 

Employees’ job performance can be usually impacted by employees’ skills, clear
communication, enthusiasm, autonomy, moral strength and creativity; all of these
conditions should be available in the workplace and it’s the responsibility of a leader to
provide them to employees. Understanding employees’ behavior and increasing their
outcome at work should be examined and fixed by leaders. When a leader is real,
accept employees as they are, use all types of facilitators to improve employees’ quality
of work, use instinct when needed and love the work, employees’ performance will
potentially reach its peak (Goyal, 2012). Innovative leaders can the most impact
employees’ performance when they overcome work challenges; this can be done when
leaders have a high level of awareness, openness, passion, intuition, constant
innovation, social and collective intelligence, change tendency, emotional intelligence,
skills and empathy(Benazir & Iqbal, 2015). Innovative leaders are task oriented leaders,
they always try to stimulate employees’ creativity and performance taking into
consideration that they should avoid repetitive and tedious work, provide basic task
information and a complete understanding for the informational and operational work
process (Francis, Parkes, & Reddington, 2014). Innovative leaders are individuals who
nonstop encourage employees initiatives, cooperative actions in a linear and non-linear
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decision making style(Mihalcea, 2014). This type of leadership focuses on spreading a
common managerial culture, transforming the organization into a learning one,
increasing interdependency and insuring convenient working conditions to guarantee
high employees’ performance (Mujkic, Sehic, Rahimic, & Jusic, 2014).

2.2Research Hypotheses

Based on what have been discussed in the literature review, the following are the
hypotheses:

H1: Employees’ performance is impacted when innovative leaders use realism and
emotions in the Lebanese banking sector.
H2: Employees’ performance is impacted when innovative leaders accept risk and
failure in the Lebanese banking sector.
H3: Employees’ performance is impacted when innovative leaders use their intuition in
the Lebanese banking sector.
H4: Employees’ performance is impacted when innovative leaders use innovators in the
Lebanese banking sector.
H5: Employees’ performance is impacted when innovative leaders are open and
passionate in the Lebanese banking sector.

3. Conceptual Model and Problem Statement

3.1Conceptual Model of the Research

This research displays 1 independent variable represented by the innovative leaders’
characteristics and it has 5 characteristics as shown below and 1 dependent variable
that is represented by the employees’ performance.
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Figure 1: Conceptual Model
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5. Findings and Results

This section of this research is constituted of 3 parts, the first is demographic, the
second is statistical and the last displays the applied model of innovative leaders’
characteristics that impact employees’ performance in Lebanese banks.

5.1Demographic Results

Gender
The below table shows that 60% of the conducted sample is constituted of females and
40% of males. This makes the portion of females employees larger than males in the
banking sector.

Table1: Gender of the Sample

Frequency Percent Cumulative Percent

Valid Male 100 40 40

Female 150 60 100.0

Total 250 100.0

Age
The below table shows that 40% the conducted sample is aged between 31 to 40
years old, this makes it the highest age percentage for this interval. The lowest age
percentage is 18.8% for the interval of 41 to 50 years. This confirms that employees in
the Lebanese banking sector are young.

Table 2: Age of the Sample

Frequency Percent Cumulative Percent

Valid 21-30 50 20 20

31-40 100 40 60

41-50 47 18.8 78.8

51 & above 53 21.2 100.0

Total 250 100.0

Educational level
The below table shows that 62% of the conducted sample hold a Master degree and
35.2% hold a Bachelor degree; this certifies that banking labor force in Lebanon are
educated.

Table3: Educational Level of the Sample

Frequency Percent Cumulative Percent

Valid Bachelor 88 35.2 35.2

Master 155 62 97.2

PHD 7 2.8 100.0

Total 250 100.0
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5.2Statistical Results

This part of statistics will display the Alpha Cronbach value, some banking statistical
overview and the multiple linear regression results.

5.2.1 Alpha Cronbach

The below table shows that the Alpha Cronbach value is 0.868 (α= 0.868), this verifies 
that there is an internal consistency between the tested variables and the generated
results are reliable.

Table 4: Alpha Cronbach
Cronbach's Alpha (α) N of Items

.868 18

5.2.2 Statistics about the usability of innovative leadership style in Lebanese
Banks

The below table shows that 68% of the Lebanese banks confirm that leaders are used
in banks to reach organizational goals.

Table 5: Do you use Leaders to Reach Organizational Goals in Your Bank

Yes No Total

Valid Do you use Leaders to reach organizational
goals in your Bank

170 80 250

Percent 68 32 100

The below table shows that 30% of the Lebanese banks use innovative leaders when
70% do not use this type of leadership.

Table 6: Do you use Innovative Leadersin Your Bank

Yes No Total

Valid Do use innovative Leaders in your Bank 75 175 250

Percent 30 70 100

5.2.3 Multiple Linear Regression

Tables 7 and 8 show a significant relationship between innovative leadership
characteristics and employees’ performance in the Lebanese banking sector.

Table 7: Model Summary -Regression

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .209
a

.062 .029 1.13076

a. Predictors: (Constant), Realism, Accept Risk, Intuition, Innovators, Openness
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Table 8: ANOVA-Regression- Innovative Leaders Characteristics
Model Sum of Squares Df Mean Square F Sig.

1 Regression 24.842 5 9.214 10.415 .000
b

Residual 407.256 494 .823

Total 432.098 499

a. Dependent Variable: Employees’ Performance

b. Predictors: (Constant), Realism, Accept Risk, Intuition, Innovators, Openness

The below table shows that employees’ performance is effectively impacted by 4
characteristics and not 5. This table verifies that using realism and emotion, accepting
risk and failure, using innovators and openness and passion can influence employees’
performance in the Lebanese banking sector since their significance is below 0.05.
Using intuition as an innovative leader characteristic is not found to impact employees’
performance since its significance is greater than 0.05 (0.68> 0.05)

Table 9: Coefficient -Regression- Innovative Leaders Characteristics& Employees
Performance

Model

Unstandardized
Coefficients

Standardized
Coefficients

T Sig.B Std. Error Beta

1 (Constant) 2.808 .843 3.341 .000

Use Realism & Emotions 3.062 .038 .073 1.680 .003

Accept Risk & Failure 1.055 .026 .097 2.213 .001

Use Intuition 2.166 .037 .196 4.522 .068

Use Innovators .789 .251 .123 1.058 .002

Openness & Passion 1.986 .870 .435 2.058 .005

a. Dependent Variable: Employees’ Performance

5.3Applicable Model of Innovative Leaders’ Characteristics and Employees’
Performance in the Lebanese Banking Sector

The below figure shows the real characteristics of innovative leadership that can
effectively impact employees’ performance in the Lebanese banking sector.

The below figure shows that when there is a 1% increase in using realism and emotions
employees’ performance increases by 3.062%, when there is a 1% increase in
accepting reality and failure there will be a 1.055% increase in employees’ performance,
when there is a 1% increase in using innovators there will be a 0.789% increase in
employees’ performance and finally when there is a 1% increase in openness and
passion there will be a 1.986% increase in employees’ performance in the Lebanese
banking sector.
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Figure 2: Applicable Model of Innovative Leadership and Employees’
Performance in the Lebanese Banking Sector
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Based on the above results, the innovative leadership style is not well spread in
Lebanese banks when the reality shows that most banks use leaders at work; this can
certifies that banks in Lebanon are till now tending to use classical approaches of
leadership since their results are granted and risk free. Innovative leadership style is a
new approach that combines many styles in the same way, it costs a lot and requires
intensive professional training sessions. Leaders who are willing to be innovative need
to have convenient characteristics, require trainings and a lot of organizational support.
The culture of using innovative leaders need to be implemented when the organization
is structurally and financially ready and when employees are capable to coop with such
a leader to reach the best outcome.

As shown above, innovative leaders can impact employees’ performance when they
use realism and emotions in the same time, when they accept risk and failure, when
they use innovators in the bank and when they are open to any new proposals and
organizational scenarios and finally when they are passionate and devoted to what they
do with employees in Lebanese banks. This result helps in verifying hypotheses H1, H2,
H4 and H5 when the hypothesis H3 was rejected since the multiple linear regression
results showed that innovative leaders can’t impact employees’ performance in
Lebanese banks when they use their intuition.

Leaders’ intuition and instinct do not impact employees’ outcome result since leaders
can’t reflect and translate their intuition to employees. In other words when leaders use
intuition, this can’t be seen and felt by employees so employees work can’t be directly
impacted by this intuition. Intuition is the most used in leaders’ decision making at work,
thus using intuition has no direct impact on employees’ performance unless through a
decision making process that incorporates leader’ intuitive thinking and other factors.
Innovative leaders in Lebanese banks are not able to increase employees’ performance
through their intuitive thinking because they might not share this thinking considering it
confidential; in the same time employees might not be able to be affected by leaders’
intuition since they might not trust this intuition enough. Based on the generated results,
the most impacting characteristic of innovative leaders was using realism and emotions;
this indicates that leaders must be real and ask employees to accomplish their work
within a realistic time frame, leaders should also understand employees’ education and
linguistic levels, physical capabilities, skills and enquire them to perform their work in a
way that matches their competencies, knowledge and experience. When leaders ask
too much, this can certainly ruin the reasonable and doable work frame of employees
and surely negatively impact employees’ job outcome. Innovative leaders should also
know that they should treat employees with understanding and compassion since this
may increase their work responsiveness, this can be done when ideas are shared, work
gatherings are established, friendly work environment is maintained and flexibility is
applied. The last impacting innovative leaders’ characteristic is using innovators since
innovators are represented by all types of advisory board like consultants that leaders
may refer to when they need mentoring and coaching, professional, expert and
specialized advices. Using innovators as a characteristic has the lowest impact on
employees’ performance since when innovative leaders use any type of expert
consultancy this does not have to be shared with employees but it can still impact
performance through the way leaders imply directions and work in Lebanese banks.
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Based on the above generated results, research objectives are attained and this is clear
in displaying all findings; research questions are also answered where it was clear now
that innovative leaders can impact employees’ performance when they use realism and
emotions, they accept risk and failure, they use innovators and finally when they are
open and passionate ; all of this helped in answering the proposed problem statement
of this research to certify that innovative leaders are certainly capable to impact
employees’ performance through their characteristics in the Lebanese banking sector,
but this impact does not apply to all characteristics.

Innovative leaders should take good care of employees’ performance to achieve
successful work improvement; this can be done when change is progressively adopted
to ameliorate the work quality while using available data, employees’ skills and
potentials. Innovative leaders’ ingenuity appears the most when they intensely rely on
employees considering them an asset and not a way to reach organizational goals.
Employees give the best of their performance when the required job is real, when
leaders show a sense of belonging to their groups and treat them as a part of the job
and not as a mean for the job, when risk tolerance is an ongoing process that seems to
be accepted in all its kind and level and considered as a way to challenge workers not
to depress them and when leaders communicate moreover and boost employees daring
level.

It is factual now to declare that employees’ performance is an equation in a combined
scale of internal and external factors that interact to generate employees’ outcome at
work. Employees’ performance is certainly affected by the work, social and personal
conditions; innovative leaders’ characteristics are certainly a perfect mix between
working, social and personal conditions in the same time.

6.2 Limitations

One of the most important limitations of this research is that employees’ performance
was only related to the innovative leader characteristics, when effectively it is not. In fact
employees’ performance in the banking sector is not only impacted by its leaders’
characteristics since some banks in Lebanon do not apply the leadership system at all.
To adequately shape and adjust employees’ performance, banks should use leaders
and a sum of tangible, cultural, spiritual and monetary conditions.
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