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Abstract 

This study sought to determine the influence of supportive leadership style on the innovative behavior 

of senior managers in the manufacturing sector in Kenya. Positivism research philosophy and 

descriptive correlational research design were used. The target population comprised of 802 senior 

managers in manufacturing firms in Kenya. Stratified random sampling method was used to determine 

a sample size of 267 senior managers from the total population. The ordinal logistic regression 

(Nagelkerke Pseudo R-square) results revealed that supportive leadership style explained 6.6% of the 

variance in innovative behavior (R2 = .066). Goodness-of-fit results showed that the observed data was 

consistent with the fitted model, [X2 (28, N = 228) = .564, p=1.00, p>.05]. Results of the parameter 

estimates revealed that supportive leadership style positively and significantly predicted innovative 

behavior (β =.611, p=.000, p<.05). Based on these results, the null hypothesis that supportive 

leadership style does not significantly influence the innovative behavior of senior managers was 

rejected. This study concludes that supportive leadership style significantly influenced the innovative 

behavior of senior managers in the manufacturing sector in Kenya. The findings of this study will 

provide a better understanding and new knowledge to the players in the manufacturing sector on the 

influence of supportive leadership style on the innovative behavior of senior managers, to improve their 

performance and competitiveness. The study recommends that further research should be conducted on 

the influence of supportive leadership on innovative behavior in the small-scale manufacturing 

organizations in Kenya. 
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Introduction 

Chief Executive Officers should strive to promote innovative behavior in their managers as 

their followers to achieve organizational objectives (Kang, Solomon & Choi, 2015). It has been 

established that leaders are the role models that inspire employees towards innovative behavior, 

and employee innovation is the cornerstone of the organization (Kusdinar & Haholangan, 2019; 

Zhu & Wang, 2018). The incentive for employee innovative behavior is determined by the 

leadership style adopted by the leader (Fang, Chen, Wang, & Chen, 2019). Korzilius, Bücker, 

and Beerlage (2017) stated that employee innovative behavior in the workplace is the 

foundation of high performing organizations. It is, therefore, important to investigate 

leadership behaviors and their influence on individual employee innovative behavior (Farid, 

Hakimian, & Ismail, 2017).  

Path-goal leadership theory presents four dimensions of leader behaviors that a leader can 

adopt, namely; participative, directive, supportive, and achievement-oriented leadership styles. 
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The theory has two contingency factors: environmental and subordinate contingency factors 

(Northouse, 2016). A leader’s supportive behavior has a strong influence on employee intrinsic 

motivation that subsequently enables individual innovative behavior (Chen, Li, & Leung, 2015: 

Nazir, Shafi, Atif, Qun, & Abdullah, 2019). 

Leadership plays a crucial role in shaping and promoting employee innovative behavior in 

various sectors (Ismail & Mydin, 2019). Studies have been done in Europe and Asia to examine 

the influence of supportive leadership styles on innovative behavior in the information and 

communication sector (Dogru, 2018), public sector (Ali & Buang, 2016) and industrial sector 

(Chen et al., 2015). Success in the manufacturing sector is achieved by leaders who leverage 

on innovation (Heckler, 2017). In Africa, a study by Opoku, Choi, and Kang (2019) in Ghana 

recommended that leaders in the manufacturing sector should introduce leadership styles and 

policies that encourage innovative behavior among employees. The study further 

recommended that further research should be conducted on the impact of leadership styles on 

each stage of innovative behavior, specifically, idea generation, idea promotion, and idea 

realization. There is increasing pressure on organizations in the manufacturing sector in Kenya 

to be more innovative in order to remain competitive and improve the performance in this 

sector (Wakiaga, 2019). Therefore, the major purpose of this study was to determine the 

influence of supportive leadership style on the innovative behavior of senior managers in the 

manufacturing sector in Kenya. 

The following null hypothesis was tested: 

H01: Supportive leadership style does not significantly influence the innovative 

behavior of Senior Managers in the manufacturing sector in Kenya. 

Theoretical Review 

The study applied the path-goal leadership theory as the guiding theory. Path-goal leadership 

theory includes achievement-oriented, directive, participative, and supportive leadership styles 

(House, 1996). Leaders choose an appropriate leadership style suited to the specific task, 

individual follower characteristics, and environmental characteristics to achieve satisfactory 

outcomes for the leader and the follower (Cote, 2017). The path-goal leadership theory was 

developed by Robert House in 1971. The initial version proposed that leader behavior is 

motivational and complements the subordinate’s environment and needs (House, 1971). Robert 

House later revised this theory in 1996. This study specifically focused on supportive 

leadership style. 

Supportive Leadership  

Supportive leadership style is characterized by role modeling, appreciating and congratulating 

subordinates for work done, helping subordinates, and providing constructive criticisms 

(House, 1996). Supportive leaders create a friendly work environment, recognize and reward 

employee achievements (House & Mitchell, 1974). Supportive leaders are friendly and 

available to their subordinates. They provide a pleasant work environment, show concern for 

their subordinates' well-being, are highly respectful, treat their followers equally, and are 

supportive of healthy and positive work relationships that influence positive employee behavior 

(Sree & Gunaseelan, 2016; Famakin & Abisuga, 2016). 
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Conceptual Framework 

The conceptual framework for this study shown in Figure 1 illustrates the relationship between 

the independent variable, supportive leadership style, and the dependent variable, innovative 

behavior. 

Independent Variable        Dependent Variable 

                          

Figure 1: Conceptual Framework 

The independent variable for this study was supportive leadership style, which aims to address 

subordinate needs, such as showing concern for subordinates’ well-being, and creating a 

friendly and supportive work environment (House, 1996). The constructs that were used to 

measure supportive leadership style in this study were employee well-being, pleasant work 

environment, and a friendly leader. In this study, the dependent variable was the innovative 

behavior of the senior managers in the manufacturing firms in Kenya. The study applied the 

Scott and Bruce (1994) three-stage model of innovative behavior which includes; idea 

generation, idea promotion, and idea realization. Idea generation entails generating ideas on 

new products, services, or processes, entry into new markets, and improvement in work 

practices or processes. Idea promotion involves obtaining support for the idea generated 

(Soetantyo & Ardiyanti, 2018). Idea realization refers to the development of a model or 

prototype of the idea (Rutchapong, Kanon, & Idsaratt, 2017). 

Empirical Review  

Previous studies have been conducted on the constructs used to measure supportive leadership 

and innovative behavior in this study. Wang, Yang, and Xue (2017) established that employee 

well-being directly impacted employee innovative behavior in China. Melhem, Zeffane, and 

Albaity (2018) found that workplace happiness and employee innovative behavior were 

positively correlated, advancing their argument that the workplace climate had a significant 

effect on employees’ positive emotions and motivation, which inspired employee engagement 

in innovative activities. In Malaysia, Abdullah, Ali, Ling, and Ping (2016) determined that 

several dimensions of workplace happiness significantly influenced the innovative behavior of 

teachers, namely; teacher contribution and teacher confidence.  

Bawuro, Danjuma, and Wajiga (2018) found that workplace happiness influenced affective 

commitment to innovative behavior of teachers in Nigeria. In Kenya, Nawoselng’ollan and 

Roussel (2017) studied the influence of leadership styles on the performance of employees in 

Turkana County and found that 69% of the employees agreed that their leaders were friendly, 

approachable, available, and relatable, which subsequently developed trust between employees 

and their leaders, and inspired innovative behavior.  

  

Supportive Leadership Style 

- Employee well-being                 

- Pleasant work environment 

- Friendly leader 

 

 

 

 

 

 

HH02H02 

Innovative Behavior 

- Idea generation 

- Idea promotion 

- Idea realization 

 

 

 

 

 

 



 

 

~ 170 ~ 

 

Mutonyi et al.                                                                    Influence of Supportive Leadership Style … 

Research Methodology 

Research Philosophy and Design 

This study applied positivism philosophy, and descriptive correlational design. The descriptive 

correlational design was found suitable for this study, for the purpose of explaining the 

relationship between the independent variables and the dependent variable 

Target Population and Sampling Technique  

The target population for the study consisted of 802 senior managers who were selected from 

198 medium and large-scale manufacturing organizations that were listed as members of the 

Kenya Association of Manufacturers (KAM) in the Kenya Association of Manufacturers 

Directory for the period 2018/19. Stratified random sampling technique was used in this study, 

based on 13 sub-sectors that make up the manufacturing sector in Kenya. This study used the 

Yamane (1967) simplified sample size formula to calculate the sample size, which determined 

a sample size of 267.  

Data Collection and Data Analysis Methods 

Data was collected using self-administered questionnaires. The questionnaire adopted a five-

point Likert scale where; 1=Strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, and 

5=Strongly Agree. The descriptive analysis techniques used were percentages, means, and 

standard deviations. Inferential statistics used for data analysis included; Pearson’s correlation, 

Chi-square, Analysis of Variance (ANOVA), and Ordinal Logistic Regression. Quantitative 

data was analyzed using SPSS version 22 as a tool. 

Results 

Out of the 267 questionnaires distributed to the respondents, a total of 228 were returned. This 

represented a response rate of 85%.  

Demographic Information 

Descriptive statistics were used to analyze the demographic information of the respondents, 

which included the manufacturing subsector of the respondent’s organization, job title, gender, 

length of service, age, and the highest level of education. The study results revealed that Food 

and Beverage, and the Plastic and Rubber subsectors had the highest representation of 20% 

each. The majority of the respondents held the title of Head of Production (20%) followed by 

Head of Procurement (14%). From the study, 58% of the respondents were males while 41% 

were female. The majority of the respondents (41%) had worked for 11-15 years in their 

organizations, while 30% had worked for 15-20 years. Regarding the highest level of 

education, the results revealed that 37% of the respondents had a Bachelor’s degree, while 31% 

had a Master’s degree. 

Descriptive Statistics for Supportive Leadership Style and Innovative Behavior 

The results of the descriptive statistics for supportive leadership style and innovative behavior 

shown on Table 1, revealed that most of the respondents agreed that their leader created a 

pleasant work environment (M= 4.01, SD= 0.829); and their leader showed concern for their 

well-being (M=3.94, SD=0.868).  
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Table 1: Mean and Standard Deviation for Supportive Leadership Style 

  M SD Skws 

Std. 

Error of 

Skw 

My leader shows concern for my well-being 3.94 0.868 -0.94 0.161 

My leader creates a pleasant work environment 4.01 0.829 -0.812 0.161 

My leader shows concern for my well-being, which enables 

me to generate new ideas 
3.94 0.843 -0.998 0.161 

My leader creates a pleasant work environment which 

enables me to generate new ideas 
3.96 0.859 -0.84 0.161 

My leader shows concern for my well-being, which enables 

me to promote new ideas 
3.85 0.81 -0.624 0.161 

My leader creates a pleasant work environment which 

enables me to promote new ideas 
3.83 0.835 -0.264 0.161 

My leader shows concern for my well-being, and this 

enables me to realize new ideas 
3.75 0.842 -0.663 0.161 

My leader creates a pleasant work environment, and this 

enables me to realize new ideas 
3.93 0.785 -0.654 0.161 

Factor Analysis: Factor analysis was used to reduce data to fewer items that were strongly 

related to the construct. The questions that did not relate to the construct were dropped from 

the analysis. Results in Table 2 indicate that Kaiser-Meyer-Olkin of sampling adequacy was 

0.779, and Bartlett’s test of Sphericity was significant at X2 (28, N=229) = 573.682, p<.05. 

This implies that factor analysis was adequate since KMO wаs аbove the recommended vаlue 

of 0.5 аnd Bаrtlett ‘s test of sphericity wаs statistically significаnt (p<.05). 

Table 2: KMO and Bartlett's Test on Supportive Leadership Style 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .779 

Bartlett's Test of Sphericity 

Approx. Chi-Square 573.682 

Df 28 

Sig. .000 

Correlation Analysis: Correlation analysis was used to test the relationship between supportive 

leadership style and innovative behavior. Table 3 presents the results which show that there 

was a significant relationship between supportive leadership style and innovative behavior of 

senior managers, r (228) =.390, p<.05.  
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Table 3: Correlation Analysis between Supportive Leadership Style and Innovative 

Behavior 

 Innovative 

Behavior 

Supportive Leadership 

Style  

Innovative Behavior 

Pearson 

Correlation 
1  

Sig. (2-tailed)   

N 228  

Supportive Leadership 

Style  

Pearson 

Correlation 
.390** 1 

Sig. (2-tailed) .000  

N 228 228 

**. Correlation is significant at p < .05 level (2-tailed). 

Chi-square Test: Chi-square test was done to test for a significant association between 

supportive leadership style and innovative behavior. The results in Table 4 indicate that there 

was a statistically significant association between supportive leadership style and innovative 

behavior X 2 (128, N = 228) = 263.848, p<.05).  

Table 4: Chi-square Test on Supportive Leadership Style 

 Value Df Asymp. Sig. (2-sided) 

Pearson Chi-Square 263.848a 128 .000 

Likelihood Ratio 144.279 128 .154 

Linear-by-Linear Association 34.492 1 .000 

N of Valid Cases 228   

a. 142 cells (92.8%) have expected count less than 5. The minimum expected count is .01. *Chi-

square is significant at p <. 05 level 

 

One-way ANOVA Test: One-way ANOVA test was performed to test the mean differences 

between supportive leadership style and the demographic information of the respondents on 

the basis of; job title, gender, length of service in the organization, age, and the highest level 

of education. Table 5 presents the findings which indicate that there was no significant 

difference between the mean values of each of the respondents’ demographic information and 

supportive leadership style.  

Table 5: One-way ANOVA Test on Supportive Leadership Style 

 Sum of 

Squares 

Df Mean Square F Sig. 

Job title 

Between Groups 89.584 16 5.599 .861 .615 

Within Groups 1372.675 211 6.506   

Total 1462.259 227    

Gender 

Between Groups 7.042 16 .440 1.377 .155 

Within Groups 67.427 211 .320   

Total 74.469 227    

Duration in 

organization 

Between Groups 6.547 16 .409 .524 .933 

Within Groups 164.070 210 .781   

Total 170.617 226    

Age 

Between Groups 5.459 16 .341 .510 .940 

Within Groups 141.103 211 .669   

Total 146.561 227    
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Education 

level 

Between Groups 24.809 16 1.551 1.192 .276 

Within Groups 274.559 211 1.301   

Total 299.368 227    

*One Way ANOVA is significant at p < .05 level (2-tailed). 

Ordinal Logistic Regression Analysis and Assumption Tests 

Ordinal logistic regression was conducted to determine whether supportive leadership style 

predicted the innovative behavior of senior managers in the manufacturing sector in Kenya.  

Ordinal Logistic Regression Assumption Tests: Before conducting regression analysis and 

hypothesis testing, assumption tests were conducted for ordinal logistic regression analysis, 

which included dependent and independent variables, multicollinearity, and proportional 

odds. 

Dependent and Independent Variables Assumption: The assumption for the dependent variable 

states that the dependent variable must be ordinal. Ordinal variables have a specific order to the 

response values on an ordinal scale. The dependent variable in the study, innovative behavior, 

was ordinal and measured on a five-point Likert Scale. The assumption for the independent 

variable states that the independent variable should be categorical, ordinal, or continuous. The 

study established that the independent variable, supportive leadership style was ordinal because 

its relationship to the dependent variable was measured by an ordinal scale. 

Multicollinearity Assumption Test: The multicollinearity test was conducted to test whether the 

values of supportive leadership style and innovative behavior were correlated with one another. 

The multicollinearity test was done using VIF. Results in Table 6 indicate a VIF value of 1.000, 

implying that there was no multicollinearity between supportive leadership and innovative 

behavior.  

Table 6: Multicollinearity Test for Supportive Leadership Style 

Model T Sig. Collinearity Statistics 

Tolerance VIF 

1 

(Constant) 16.044 .000   

Supportive 

Leadership Style  
6.363 .000 1.000 1.000 

Proportional Odds Assumption Test: The test of parallel lines was performed to test the 

proportional odds assumption. The Chi-square results in Table 7 show that there was no 

difference in the constructs of supportive leadership style at the null and the general model, χ² 

(2) = 4.119, p>.05. The results further showed a significant level of .128 (p>.05), indicating 

that the assumption was not violated. 

Table 7: Test of Parallel Lines on Supportive Leadership Style 

Model -2 Log Likelihood Chi-Square Df Sig. 

Null Hypothesis 53.663    

General 49.544 4.119 2 .128 

The null hypothesis states that the location parameters (slope coefficients) are the same across response 

categories. 

a. Link function: Logit. 
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Ordinal Logistic Regression Analysis and Hypothesis Testing 

Ordinal logistic regression analysis was conducted to determine whether supportive leadership 

style predicted the innovative behavior of senior managers in the manufacturing sector in 

Kenya.  

Model Fitting Information: Model fitting information test was performed to examine the 

suitability of the model in predicting innovative behavior. The results shown in table 8 indicate 

that the Final Model Chi-square test result was statistically significant [χ² (1, N=228) =13.119, 

p=.000, p<.05], implying that the model was suitable for predicting innovative behavior. 

Table 8: Model Fitting Information for Supportive Leadership Style 

Model -2 Log Likelihood Chi-Square Df Sig. 

Intercept Only 66.782    

Final 53.663 13.119 1 .000 

Link function: Logit 

Goodness-of-Fit: The goodness-of-fit test was conducted to determine whether the predicted 

probabilities deviate from the observed probabilities or model. As shown in Table 9, the 

Pearson Chi-square significance test results indicate that the observed data was consistent with 

the proposed model, [X2 (28, N = 228) = .564, p =1.000, p>.05].  

Table 9: Goodness-of-Fit for Supportive Leadership Style 

 Chi-Square Df Sig. 

    

Pearson .564 28 1.000 

Deviance 1.120 28 1.000 

Link function: Logit. 

Pseudo R-Square: The Pseudo R-square shows the proportion of variance explained by the 

independent variable on the dependent variable. The Nagelkerke R-Square results (R2 =.066) 

shown in Table 10, indicate that a variation of 6.6% in innovative behavior was explained by 

supportive leadership style.  

Table 10:  Pseudo R-Square of Supportive Leadership Style 

Measure R-Square Value 

Cox and Snell .056 

Nagelkerke .066 

McFadden .031 

Link function: Logit. 

 

The Parameter Estimates: Parameter estimates test was conducted to determine the coefficients 

that explained the extent to which supportive leadership style predicted the innovative behavior 

of senior managers. As shown in Table 11, the parameter estimates coefficient indicate that 

supportive leadership style positively and significantly predicted innovative behavior (β=.611, 

p =.000, p<.05). This implies that for every unit increase in supportive leadership style, there 

was a predicted increase of .611 in the innovative behavior of senior managers. These results 

led to the rejection of the null hypothesis, H01: Supportive leadership style does not 

significantly influence the innovative behavior of senior managers in the manufacturing sector 

in Kenya. 



 

 

~ 175 ~ 

 

The University Journal          Volume 3 Issue 1 2021      ISSN: 2519 – 0997 (Print) 

Table 11: Parameter Estimates of Supportive Leadership Style 

Parameter  Estimate 

B 

Std. 

Error 

95% Wald 

Confidence 

Interval 

Hypothesis Test Exp(B) 95% Wald 

Confidence 

Interval for 

Exp(B) 

 Lower Upper Wald 

Chi-

square 

Df Sig. Lower Upper 

Threshold 

[IB 

=2.00] 

 
-1.624 .8212   -.234 -.015 3.913 1 .048 .197 .039 .985 

[IB 

=3.00] 

 
.891 .6968 -.475 2.257 1.634 1 .201 2.437 .622 9.550 

[IB 

=4.00] 

 
4.269 .7690 2.762 5.776 30.819 1 .000 71.441 15.827 322.469 

Supportive 

Leadership Style 

 
.611 .1708 .276 .945 12.782 1 .000 1.841 1.318 2.573 

(Scale)  1a          

 Dependent Variable: Innovative behavior (IB) 

Model: (Threshold), Supportive Leadership Style 

 a. Fixed at the displayed value. 

The ordinal logistic regression equation is as follows: 

logit[P(Y≤j)] = αj+ βx2 

where P (Y=Neutral, agree)/ P (Y=strongly agree) = exp (4.269 + .611 x2) 

αj= constant  

β1 = coefficient  

X1= Supportive leadership style 

Discussion 

This study sought to examine the extent to which supportive leadership style influenced the 

innovative behavior of senior managers in the manufacturing sector in Kenya. The Pearson’s 

correlation results found a positive and significant correlation between employee well-being 

and innovative behavior of senior managers, r (228) =.380, p<.05. These results resonate with 

findings from another study by Miao and Cao (2019), whose study found that employee well-

being at work was positively related to employee creativity and innovative capacity. Pearson’s 

correlation results showed a positive and significant correlation between pleasant work 

environment and innovative behavior of senior managers, r (228) =.335, p<.05. These findings 

support results of a study carried out by Melhem et al. (2018) which evidenced a strong 

correlation between workplace happiness and employee innovative behavior, but contradicted 

findings of a study by Pot (2017) that concluded that a happy employee is not necessarily a 

productive and innovative individual. Pearson’s correlation results further revealed a positive 

and significant correlation between supportive leadership and a friendly leader r (228) =.407, 

p<.05, which conform with findings from a study conducted by Nawoselng’ollan and Roussel 

(2017), in Turkana County in Kenya. Their study found that when employees discovered that 

their leaders were friendly and relatable, they felt trusted and supported, which inspired and 

promoted innovative behavior. 
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Chi-square test results showed a statistically significant association between supportive 

leadership style and innovative behavior X 2 (128, N = 228) = 263.848, p<.05). These results 

are in harmony with findings from previous studies (Staub, Nart, & Dayan, 2019; Rehman, 

Bhatti, & Chaudhry, 2019). One-Way ANOVA test results revealed that there was no 

significant difference between the mean values of each of the respondents’ demographic 

information, namely, job title (p =.615, p>.05), gender, length of service in the organization (p 

=.155, p>.05), age (p =.940, p>.05), the highest level of education (p =.276, p>.05), and 

supportive leadership style. This implies that supportive leadership style was not influenced by 

the demographics or background information of the individual respondents. Supportive 

leadership is attributed to organizational leadership that creates a positive and pleasant working 

environment (Melhem et al., 2018), shows concern for their subordinates' well-being, treats 

their followers with respect (Famakin & Abisuga, 2016), and a friendly leader who develops 

trust and teamwork (Nahavandi, 2015). 

Ordinal logistic regression analysis was used to determine whether supportive leadership style 

predicted the innovative behavior of senior managers. The parameter estimates results showed 

that supportive leadership style positively and significantly predicted innovative behavior 

(β=.611, p=.000, p<.05). Based on these results, the null hypothesis that supportive leadership 

style does not significantly influence innovative behavior was rejected. These results agree 

with findings from previous studies on the positive influence of supportive leadership on 

innovative behavior. Nazir et al. (2019) found that perceived leader support significantly 

influenced employee job autonomy, efficiency, and psychological empowerment, which 

subsequently boosted innovative behavior. Similarly, results from a study by Fang et al. (2019) 

revealed that supportive leadership practices such as treating employees fairly and with respect, 

recognizing and rewarding their achievements, and encouraging employees, promoted 

employees' innovative behavior. Although the study results showed that supportive leadership 

positively and significantly influenced innovative behavior, a study by Chen et al. (2015) 

revealed contradictory results, that the subordinates who were low in general self-efficacy or 

high in internal locus of control were not motivated to engage in innovative practices.  

Conclusion and Recommendations 

The study concluded thаt supportive leadership style significantly influenced the innovative 

behavior of senior managers in the manufacturing sector in Kenya. The study recommends that 

CEOs in manufacturing organizations should introduce supportive leadership behaviors to 

promote innovative behavior of senior managers, such as showing concern for the well-being 

of the senior managers, creating a pleasant work environment for senior managers and being 

friendly in their approach and interactions with senior managers. The population for this study 

was limited to the medium and large-scale manufacturing firms. The scale of operations in 

these organizations are more robust, and adopt a formal structure, with specialized functions 

that are headed by senior managers who report to the top leadership.  

The small-scale manufacturing firms are differently structured. They operate on a smaller scale 

and the employees who report directly to the top leadership are not necessarily referred to as 

senior managers, or act in managerial positions as heads of specific functions in the 

organization. They are mostly supervisors and non-managerial employees who perform cross-

functional responsibilities. This study recommends that a similar study should be carried out 

to examine the influence of supportive leadership style on the innovative behavior of 

employees in the small-scale manufacturing organizations in Kenya.  
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