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Abstract

The objectives of the study were to identify the transformational leadership that impacts team
innovation, and to explore the relationship between team learning and innovation culture in Thailand’s
private universities. The 400 respondents, who filled out questionnaires, were faculty and staff members
in International Affairs Division of Thai Private Universities. The analysis of data was Confirmatory Analysis
Method or CFA in order to prove hypotheses testing.

The result found that there was the direct impact to each variable relationship. However,
the relationship between transformational leadership had no direct effect towards team innovation as well
as team learning had no direct effect towards innovative team. On the other hand, other variables had
effect team innovation. The explanation of model was revealed that 14.6 percent of team learning and 63.4
percent of innovation culture were variation of transformational leadership including the indirect impact
through innovation culture to innovative team with the value of 84.3 percent. The finding clearly revealed
the tendency demeans the principles of transformational leadership extension to which faculty and staff
members were willing to embrace change from Coronavirus Disease 2019 or COVID-19 pandemic as well as

being acceptance of accountability as a team to build innovation performance for organizational potential.
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The contributions of this study will be useful for policymakers can be able to reformulate
management policies on Thai private universities as well as instill cultures in order to implement team learning
or innovation issues with a particular focuses on team innovation building. Moreover, the examination
of productivity from the transformational leadership for improving the prevailing methods that develop
another level of performance. The executives’ expectation is willing to enhance the value through their

alignment and teamwork for innovation accomplishment.
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Innovative team, The Private Universities
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Introduction

Thailand’s private universities has continued to motivate widespread interest from research and
practice, particularly during a crisis such as the current COVID-19, which requires high levels of innovation
to maintain high-quality teaching. The mission of universities in Thailand was to generate a new generation
of graduated students, create research projects, deliver service to the community, and nurture national
cultural pillars related to Thailand’s national strategies. Innovation output from university employee
relates to the measure of team accomplishment of their tasks due to investing their effort in the innovation
process. Although the indicators that determine employee behavior remain aspects of practical and
theoretical debates (Molefe, 2010). Lesmana and Nasution (2020) insisted that concentrating on factors
that influence performance should be prioritized as part of continuous quality improvement contexts of
university teaching amid prevailing circumstances. Based on Buasuwan (2018) argument, public and private
universities in Thailand face challenges and opportunities that influence organization members performance.
However, many of studies focused on private universities. Since the Coronavirus pandemic hit the world,
all learning institutions were closed as part of the measures to curb its spread. The uncertainty relating to
the timespan during which the universities could remain closed necessitated the adoption of alternative
teaching methods that spurred a series of changes in universities’ operations (Widodo, Ferdiansyah &
Fridani, 2020). In addition to the extant factors that influenced performance, the new normal that occurred
during the pandemic, including teaching and assessing students online, brought a new set of opportunities
and challenges to staff’ performance.

The management of private universities in Thailand have limited access to resources than public
universities because they are not funded and supported by the government (Singagerda & Berlian, 2016).
Limited access to resources adversely affects their academic performance, particularly staff productivity,
when additional resources are required. Moreover, staff performance is not a factor that can be immediately
measured based on observable variables such as grades that the student achieves and transition to higher
levels of learning (Azizaha et al., 2020). Nevertheless, Thailand expects staff to meet the desired level of
excellence and provide satisfactory teaching services consistent with the expectations of both students
and faculty. The necessity of lecturer performance motivates intensive exploration of the nature of
leadership and organizational culture that private universities in Thailand should adopt to raise staff to
higher productivity levels.

The transformational leadership factors could impact behavior. It was depended on performance
which related to mission of educational institute. Team learning of leaders is viewed by Hannah and Lester
(2009) continuous evolution of an action, dialogue, and thinking that includes modification of behavior essential
and ongoing interaction between team members. The innovation culture claimed that the innovation
was based on the creating value by individuals and organizations that congruence with their resources.
That mean the leader could lead people for new ideas and encourage innovation performance (Bledow,
Frese & Mueller, 2011). Team innovation defined the innovation performance from team. This related a
unitary construct with various output indicators that could measure the team innovation. The organization
must establish the goal or mission to create innovation results (Dunphy & Bryant, 1996). The comparation
between individual performance and team has adhered to the stated budget plan and work schedules.
The team operation is better than single person because mission, efficiency and effectiveness have equivalence
with innovation goals where the team has met the desired outcomes and supported members recreate

a new idea.
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Contextual factors influencing the performance of university staff are centered on the nature of
leadership and culture within a university. Although the study has supported transformational leadership
relation on team learning, innovation culture, and team innovation as the foundational leadership style and
culture that motivates staff to improve performance, studies on Thailand’s private universities are scarce.
Given the variations of Thailand’s cultural orientations, investigating how transformational leadership and

employee behavior can enhance organizational performance in the country’s private universities is necessary.

Research Objectives
The purposes of this study are: (a) identify the transformational leadership in Thailand’s private
universities that impact to team innovation and (b) explore the relation to team learning and

innovation culture.

Literature Review

Transformational leadership contains concepts that many contexts have educated because
the organization has the effort to develop the innovation output from employees by giving importance
to the organizational procedure and applying a new process to stimulate members in the organization.
The dynamic of the educational organization brings changes to the way to manage team. Thus, the review
literature is focused on the effect of transformational leadership on team innovation. This study aimed to

contribute to the significance of theory by private universities context.

Transformational leadership

The original concept of transformational leadership began received from the political field with
James MacGregor Burns (1978). The idea of leadership is the shift to management by Burns (1978)
with reference as leaders and followers raise another to higher levels of morality and motivation.
The meaning of transformational leadership goal is to raise followers” consciousness by appealing moral
values and ideas, i.e., humanitarianism, peace, justice, liberty, and equality. The notion of transformational
leadership elevates the followers to their better selves. Transformational leadership is an uplifting process
with high order goals, and the leader looks for potential motives in followers, seeks to satisfy higher-order
needs so that through a process of mutual stimulation. Transformational leadership also use in various
context and characterize to four dimension as element of leader (Avolio & Bass, 1995). Transformational
leadership refers to Eisenberg, Post and DiTomaso (2019) claimed that leaders use idealized influence
(charisma) is the concept for effectively interacting from leaders to follower which creating the team influence
and emotional contagion between them and leader, inspiration motivation is briefly meaning shared value
or necessity behavior form leaders to followers, intellectual stimulation is identify the challenge task from
leaders or support to team to initiate develop on team assignment, or personalized considerations to enable
followers to surpass their immediate self-interest (Widtayakornbundit & Phinaitrup, 2021). When leaders
envision an ideal of the future, articulate how to achieve it, set an example to followers, set high-performance
standards, and show determination and confidence, they will demonstrate idealized influence and inspiring
leadership. Followers hope to identify with such a leader when leaders help followers become more

innovative and creative.

Q4 sa1sIVINMSUSHISSSNA

dunpuantugauAnwenvuwisandlne
Tunwsznyuius sufanszmmwiausvgan aemususonund

Ui 11 1du 1 Yszdufiou unsiau - Squisu 2565



Team learning

The fundamental of team learning is process that drive ongoing behavioral on leaning for
community of practice in organization. The concept presents different style to sharing knowledge and manage
notion in their team. It is the method to receive the new information between member (Ellis, Hollenbeck,
llgen, Porter, West & Moon, 2003) which relevant with the concept from Kolb and Kolb (2011) assert that
managing tasks are related to operating principles or learning conditions and interpersonal relationships to
individual expressions. This mean team learning could build the group dynamics that necessary for team
learning since they provide a fertile premise for the germination and growth of knowledge (Boselie, Brewster
& Paauwe, 2009). Pearsall and Venkataramani (2015) opine that before members can gain knowledge
through conflict, they need procedures for working out their differences; these are the operating principles.
They also need to consider and hear the ideas of other people (appreciating the teamwork of other persons),
and all people in the group have the chance to provide input (an expression of the individual). Nevertheless,
the group dynamics do not guarantee that there will be collective learning among the same team members.
There are additional attributes that are required for organization performance (Penarroja, Orengo, Zornoza,
Sanchez & Ripoll, 2015).

Innovation Culture

The concept of innovation culture is based on organizational culture which tends to converge on
the idea that culture is composed of our shared values, how we do things, language, rituals, stories, and
more that we share when we bring new people into the organization (Ravasi & Schultz, 2006). The organization
culture was adapted to innovation culture by social constructivism expect common beliefs to be revised
regularly because members of the organization modify their interpretations in response to changes in the
environment (Fiol, 1991). Research on innovation culture shows that practices, artifacts, rituals, and other
cultural forms show the special thinking mode that is unique to an organization and the product of an
organization's history of collective learmning. Innovation is usually understood as introducing new or remarkable
things improvements, such as products (goods or services) or processes. Innovation can be seen as
the process from knowledge creation toward new experience in various culture. Kaasa and Vadi (2008)
states the initiation phase and valuable ideas were generated, which will be adopted and utilized in the
implementation stage. In addition to possible organizational support, initiation mainly depends on individual

creativity (once an idea is generated, an organization needs to develop and implement it.

Team innovation

The perspective of innovation is realized as the interpretative challenges of information system
management that transform the boundaries of knowledge in the network. Whereas the innovation concept
is supported, the member in the organization confronts the novel knowledge and represents it in the
right way. The result of innovation can create different ideas processes to share knowledge or develop
something new to the organization. It generates values for the members and organization performance as
innovation output (Rau, Neyer & Mdslein, 2012). At this scope of the study, team innovation defined the
innovation result from team in organization. The executive must concern interconnection among external
environment, value chain and individual community in organization. The goal of this firms’ innovation is to
analyze the relation between the behavior of the members with the roles of the innovator and capability
builder to create the new product or process for support or generate income to an organization (De Fuentes,
Dutrenit, Santiago & Gras, 2015). This is that the output of innovation from team become a picture of sharing

knowledge and learning as a team with differences and dependencies in various actors or contexts.
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Capello and Lenzi (2015) states with information and communication technology paradigm and designate
knowledge option, the conceptualizing and interpreting the systemic, dynamic, and interactive nature of
innovation, and self-reinforcing feedbacks from innovation to knowledge and from economic growth to
innovation and knowledge play an important role in innovation processes. However, given the changes in
the new environment, teams need to be innovative in order to apply ideas, procedures, and processes in
order to address the needs of the employees by designing improved processes.

The research focused on finding in relation among the transformational leadership variables
influencing team learning and innovation culture that influences to team innovation in the context of private
universities (COVID-19 pandamic). The variables of the innovation and team behavior that integrated an
impact of action and behavior on their job for improving team innovation practices and supporting new

outputs. The research framework was created according to the hypotheses, as shown in Figure 1.

|dealized influence Team

learning

Inspirational motivation

Transformational Team

leadership

innovation

Intellectual stimulation

Innovation

Individual consideration culture

Figure 1 Research framework

H1: Transformational leadership directly impacts the team learning of employees of the private university
HZ2: Transformational leadership directly impacts the innovation culture of employees of the private university
H3: Transformational leadership directly impacts the team innovation of the private university
H4: Team learning of employee directly impacts the team innovation of the private university
H5: innovation culture in organization directly impacts the team innovation of the private university

The concept of this study found the less research significant in area of study. It was enough evident
that transformational leadership fosters team learning and innovation issues in Thailand. The major challenge

identified in the study was that no study directly addresses the concept of transformational leadership as

address this research gap
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Research Methodology

This study collected the data from stakeholders who respond in the international affair in
Thailand private universities (full time faculty staff) and the characteristic of leaders as university’s directors.
The criteria for informants are the person who graduated in Bachelor’s degree, fluent in English language,
and has more than a year of experience in their work in the same universities. The study uses probability
sampling (simple random sampling) and nonprobability sampling (purposive sampling) as the sampling
strategy by collect on twenty-five university in five regions with four hundred questionnaires.
The appropriate parameter estimation of this study was the Maximum Likelihood method which depended
on the number of observable variables with four latent variables. Then the construct was calculated by ten
times the number, and the results were 40-80 samples. The correct number of informants should be 200 or
more in this method. The item measure was filtered with forty questionnaires pretest from sampling group
to reduce the bias of problem. Then the collected data is tested by construct validity and discriminated
validity analysis before testing on structural equation model.

The independent variable was Transformational Leadership. It was measured by the modification
of Avolio and Bass (1995), with twenty questions of “multifactor leadership questionnaire (MLQ).”.
The questionnaire asked the respondents to involve their characteristic leader regarding idealized influence,
inspirational motivation, individualized consideration, and intellectual stimulation. The example of questions,
i.e., your director talks about his/her most important values and beliefs to manage the organization,
your director shows confidence that members in institute can achieve their work, or your director Advices
the other options for improve work. For The dependent measurement, this study has three constructs for
survey such as; Team learning behavior was measured by altering the team behavior questionnaire from
Edmondson (1999). It included seven items for the surveyed questionnaire but modified to three items.
The measurement was developed on learning behavior as a repetitive process of creating, fulfilling, and
crystalizing the action from a human as learners, or other parts of the institution, i.e., team members go out
and get all the information they possibly can from others-such, people in this team often speak up to test
assumptions about issues under discussion, or your team invite people from outside the team to present
information or have discussions with us. Innovation Culture has employed the questionnaire concept by
adapting Chang and Lin (2007) which has six items of measurement. This study presented the innovation
activity categories established naturally in the private universities, i.e., managers actively lead the staff to
grow and innovate, your institutes are willing to take risks, and it is indeed an ambitious and energetic
organization, and managers have courage to make innovation and take risk. Team Innovation reprocessed
the ideal from the innovation performance of team working surveys (Al-Khatib, Al-Fawaeer, Alajlouni,
& Rifai, 2021) containing six items, i.e., your team has developed new processes or services in education,
your team has improved its administrative and organizational operations, and your team has sought to use
the ideas of its teammate. The concept of questionnaire contributed to a capacity in team working that
created the new market and led to competitive advantage with innovation capacity. The questionnaire was
the instrument of this study to select the operational variables from literatures. The variables were tested
for their validity and reliability. The questionnaire used Likert scale, ranging from five-points scale in which
(1) referred to strongly disagree and (5) referred to strongly agree. The questionnaire adjusted the item by

the reliability testing and the confirmatory analysis method (CFA).
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Finding

The factor loading value from the confirmatory factor analysis which all constructs must have
value at least 0.5. The reliability testing should more than 0.70. Then the structural validity was analyzed,
the factor loading must above 0.5, average variance extracted (AVE) exceeding 0.5 (Hair, Black, Babin &
Anderson, 2010) or yielding below 0.5 in some occasion (if composite reliability (CR) in that variable more
than 0.6) (Fornell & Larcker, 1981), and CR exceeding 0.7. The results from other indexes shown in Table 1.

Table 1 The result of confirmatory factor analysis and construct reliability

Variable ltem Loading Cronbach CR AVE
alpha

TFL1 TFL1.1 0.801 0.931 0.629 0.931
idealized TFL1.2 0.802
Influenced TFL1.3 0.816

TFL1.4 0.821

TFL1.5 0.745

TFL1.6 0.761

TFL1.7 0.802

TFL1.8 0.795
TFL2 TFL2.1 0.843 0.895 0.682 0.895
inspirational TFL2.2 0.818
motivation TFL2.3 0.785

TFL2.4 0.843
TFL3 TFL3.1 0.826 0.908 0.714 0.909
(intellectual TFL3.2 0.859
stimulation) TFL3.3 0.865

TFL3.4 0.828
TFL4 TFL4.1 0.848 0.900 0.691 0.900
(individual TFLA.2 0.811
consideration) TFL4.3 0.811

TFL4A.4 0.818
Team Learning Teaml 0.789 0.933 0.840 0.940
(Team) Team?2 0.976

Team3 0.972
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Variable Item Loading Cronbach CR AVE
alpha

Innovation Culture InCull .852 0.903 0.610 0.903
(Incul) InCul2 812
InCul3 132
InCuld .789
INCul5 745
InCulé 751

Team Innovation Teaminnol 791 0.912 0.635 0913
(Teaminno) Teaminno2 .819
Teaminno3 075
Teaminnod .55
Teaminnob .808
Teaminno6 .832

The finding in table no.1 presents the construct validity value from multitrait-multimethod analysis
that used convergent validity for items in measurement. The evaluation for the discriminant validity adopts
from the vVAVE which higher than correlations variable. The estimated latent variable appropriates for

discriminant validity method (Fornell & Larcker, 1981) is shown in table 2.

Table 2 the discriminant validity analysis (Fornell & Larcker (1981) criterion)

Transformational | Innovation Team Team
Variable m leadership culture learning innovation
0.824 0.781 0.916 0.797
Transformational leadership 0.824 1.000
Innovation Culture 0.781 .740 1.000
Team Learning 0.916 366 .269 1.00
Team Innovation 0.797 701 825 .257 1.000

The criteria of results in the structural equation analysis must: CMIN/DF should not more than 5.00;
GFI suggested to reach the acceptable value must above than 0.8 (Baumgartner & Homburg, 1996), CFl should
be equal or more than 0.9, PNFI and PCFI should close to 1, RMR should less than 0.05 and RMSEA must not
over 0.08, which meets the specified criteria (Hair et al., 2010). This represents an appropriate structural model
by the result of revealed; CMIN/DF at 2.627; p-value at 0.000; GFI at 0.820; CFl at 0.928, PNFI at 815, PCFI at
850, RMR at 0.020 and RMSEA as equal to 0.064. Thus, it could explain those structural equations operating
independent variables (transformational leadership), and applied groups in mediating variable, such as team

learning and innovation culture. They might be affected to team innovation in private university significantly.
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It is a model that is congruent with empirical data. Therefore, the measurement model is fit with the theoretical
model at an acceptable level. All values met the criteria, the results indicated the structural equations for the

generated models in average fit level.

Table 3 the hypotheses testing results

Hypotheses Estimate S.E. t-value | p-value Result
(5)
H1: TFL -> team learning 4637 062 7.460 .000 supported
H2: TFL -> innovation culture 129%%* .051 14.167 .000 supported
H3: TFL -> team innovation .042 .060 .705 481 not supported
Hd: team learning -> team innovation .007 .027 263 193 not supported
H5: innovation cul.-> team innovation | .980*** .084 11.705 .000 supported

*D < 0.05, **p < 0.01, **p < 0,001

The path coefficient of transformational in private university is calculated as the estimated value
(B) in model. The data analysis for transformational leadership model shown the relationship among the
variable. The research accept hypothesis of H1, H2, and H5. The p-value is .000 which has less significance
than ***.001. It means there is significance in terms of causality between the correlation in each variable.
There is effect among transformational leadership to team learning (H1) and innovation culture (H2).
Another path coefficient is the direct impact between innovation to culture team innovation (H5). According
to the table that shows the path of the coefficients, there are three levels of significance (p = *.05, **.01,
*** 001). The effect of transformational on innovation culture is more likely to have the standardized
coefficients value better than team learning (.729>.463). Although the direct impact from innovation culture

to team innovation have the highest value of standard regression weight at .980.

r’= 146

r’=.947

Team
learning

Idealized influence

direct effect
463%**

direct effect

P= 922 .007

Inspirational motivation

direct effect
.042

Transformational Team

leadership

r’= 961 innovation

Intellectual stimulation

direct effect
129%**

direct effect
.980%**

r’= 943

Innovation

Individual consideration culture

Figure 2 the structural equation model
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The square multiple correlations analysis indicated that the transformational leadership model
affects team learning behavior, innovation culture in institutes, and team innovation at 14.6%, 63.4%,
and 84.3% respectively. The results showed that this model can forecast employee behavior in the private

university (Figure 2).

Discussion and Conclusion

The significance of transformational leadership and team learning is necessary for changes in their
work during COVID-19 Pandamic. According to Bucic, Robinson and Ramburuth (2010), the changes in an
economic environment marked with a competitive business environment face firms’ ability to adjust and
improve their performance. The need for reformed teaching methods in private universities amid the
COVID-19 pandemic calls upon leaders in Thailand’s private universities to adapt them to suit the new
environment. The study provides crucial information that can be applied in team learning. The direct
effect between transformational leadership and team learning that the result support the member to learn
and understand the meaning of assignment for organization (Hackman & Wageman, 2005). The concept
of transformational leaders on team learning is ensure the team’s needs for learning, the leaders must
provide the suitable environment or facilities to encourage the team. According to another relationship,
team learning doesn’t influence to team innovation because teams can be on their learning option through
the developmental phases of grouping and performing but this does not guarantee that they will create
novel information through the learning process, such as the perspective or reframing integration (Bresman
& Zellmer-Bruhn, 2013). This mean there is possibility that no impact from team learning activity to team
innovation.

The Transformational leadership has no direct effect on team innovation but also have indirect
effect to team innovation through innovation culture The transformational leadership identified this to affect
innovativeness and independent creativity, thus questioning the aspect of inspired motivation for teams
to create their culture: to think beyond the box and develop innovative and creative solutions outside
of their leaders' need for them (Hu, GU & Chen, 2013) Organizational structure and leadership roles are the
implementations of discovery, incubation, and innovation. When an executive leader leads innovation
efforts, the company may benefit from improved their team culture to market orientation,
signals, and a combined effect (Bendapudi, Zhan, & Hong, 2018). Although leadership styles inspire teams,
create a shared vision, and engage teams which is create innovation culture to improving the firm’s innovation
and performance capabilities are critical (Rao & Abdul, 2015). Transformational leadership was in the critical
role of supporting exploratory and exploitation innovation culture that realized the internal context and
external environment for integrated in each member. The characteristic of leader behaviors can contribute
to innovation culture, and the relative of leader behaviors varies depending on context (Bledow, Frese &
Mueller, 2011).
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The study of team innovation usually was directed from the transformational leadership.
The transformational leaderships study has instructed the significance of participation and behavioral
integration. Members in the organization shared the value creation in the team. They utilized team learning
resources that designate information, idea, and perspective to high-quality output because the leader
factors support the teams to critically consider ideas for innovations and implement the ideas
(Nijstad, Berger-Selman & De Dreu, 2014). The institutional executive should attempt this kind of leaders’
characteristics to create an explicit environment that encourages innovation, stimulates behavior,
and operates for organization performance (Supermane, 2019). The result on transformational leadership
is likely to be related to adapting the follower to face high levels of dynamic change from external factors.
The goals of inventiveness and improving followers’ innovation competence must deal with the innovation
implementation behavior. It suggests re-examining the effect of mediating variables that could enhance
the positive outcome that directly influences the only independence factor (Michaelis, Stegmaier, &
Sonntag, 2010). Thus, the transformational leaders have responded to transform their employees to commit
the change-relevant behavior for extraordinary performance such as innovation among members in the

organization.

Research Contribution

This study specified on relationships between transformational leadership in directors or managers,
combined with the context of the private university system, in reaction to the instruction organizing.
The suggestion for executives, they can manage institutes extension of development when they build
support with teams, along with supporting individual to perform self-management to complete their goals.
From this perspective, the influence is presumed to operating result on human capital practice for manage
organization by leaders, and it flows to the follower to change practice. They must give feedback as the
degree of team learning, then returns the result of task or mission to the employee by opened information;
the employee can use the information for their progress. Top management needs to give feedback to the
employees to know which areas need to be improved, and it can lead to a better understanding of their
activity nature. The challenge of managing in cultural setting, this makes it awareness of argue of leaders to
implement change on the employee environment. The practice to employee must understand the culture
and goal for the institution. The management must create an alignment of comprehending of innovation
into organization cultures and perspectives of employee, this can be challenging to surmount conflict and
misunderstandings among groups to commence the transformational leadership process to organization strategy

that link to innovation performance among members.
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Limitations and future research

The research methodology could require in-dept interview from all stakeholders such as; employees
in institutes to survey on their opinions about the organization purposes, learners who applied for courses
to feedback their outputs, and attitude from others from outside involve with university’s’ image or DNA.
The researcher could not do the qualitative such as interview because their no evident in Thailand to do
research on team innovation in private university. This study seems like to be primary data to survey on
relation among the concept and theory to discover in future research. The future research may improve
idea for other variables that can impact to team innovation or various performance from independence or
mediating variable. This can consider the relationship between the stem of knowledge and context which

gain a fruitful benefit for organization performance.
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