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Abstract — This research aims to describe components
and relationship models of a business organization’s
innovation management model affecting the innovative
behaviour of executives of hotels’ human resources. An
empirical study was conducted on 4- to 5-star hotels in
Phuket Province seeking to become sustainable
businesses by increasing the efficiency of performance
and setting guidelines for hotel businesses to form a
performance model relating to administration and
human resource development in the midst of ongoing
environmental changes. Questionnaires were used to
collect data from 405 human resources executives of 4-
5 stars hotels in Phuket Province, Thailand. The data
analysis first involved applying descriptive statistics
and then adopting Pearson correlation analysis,
confirmatory factor analysis and structural equation
modelling.

The results show that innovative behaviour has had a
positive effect on task performance and that causal
factors including valuable human resources,
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transformational leadership, and innovation
atmosphere have had a direct positive impact on
innovative behaviour. Furthermore, we found positive
direct and indirect effects on task performance.

Keywords — innovation, innovative creativity, Phuket
Island, world-class tourist attraction

1. Introduction

Innovation in an organization or enterprise context
separates perspectives in terms of creativity and
supports and responds to the different needs of
customers. Furthermore, such innovation involves
the development and representation of novel products
such as through the development of technology or
applications or the improvement of existing products
to achieve better levels of quality and efficiency,
including in terms of creativity and development, or
a crucial change in the working process in terms of
production, delivery, responsibility, and work
characteristics, for instance. In addition, such
innovation is related to strategic opportunities and
new business arrangements found throughout the
entire system [1], [2].

To be successful amid rapid changes occurring
globally, an organization has to rely on creativity, novel
discoveries, and innovation [3]. A  top-down
management organization with a leader that governs and
plans all work must become an innovative organization.
Such an organization has to develop its management
model by encouraging the innovative behaviour of
personnel to achieve enough creativity to build a
performance model. Creativity involves the initiation of
innovation creation within an organization, referred to as
an intangible asset, where its value is greater than that of
tangible assets [4], [5].

The purpose of this research is to analyse the
significance of organizational development, which
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involves using an innovative organization's
knowledge to develop personnel and executives'
innovative behaviours and characteristics to achieve
innovative organization status. An organization must
use models and methods to spur its own development
or develop knowledge bases further. Moreover, an
organization should focus on knowledge and
capability development to develop its personnel and
executives concordant with business criteria. In
addition, an organization should encourage work
motivation using tools such as promotions and salary
increases to signal moral support and organizational
commitment more than work satisfaction and
professional commitment [6]. These factors related to
psychosocial aspects are considered more vital and
sustainable than material factors. For models of
innovative organization development, researchers
have identified five factors that affect innovation
creation or organization development, which include
leadership, atmosphere, human resources,
satisfaction, and behaviour [7], [8]. Since the hotel
sector is a service industry for service users that
operates 24 hours a day without days off, hotel
businesses require executives and employees who
can work effectively, sufficiently, and at all times to
offer services for their customers. Employees at
every level are the most crucial resources and require
training to be capable, knowledgeable, and skilful
and to meet universal hotel standards. In this way,
cooperation between all employees at every level,
especially as service providers, is a crucial factor.
Appreciation from customers is considered most
essential to a hotel business [9], [10].

According to a research on the innovative
behaviour of human resource executives of hotels on
Phuket Island, as a world-class tourist attraction,
service adjustments and improvements are required
to meet tourists' needs and are regarded as critical to
a business's survival and growth. Such a crucial
factor influences enterprises' survival and growth.
Therefore, studying the behaviours of executives'
innovative creativity, particularly for human resource
executives, is essential to the development of ways to
adjust or change the directions of human resource
development, improve operational effectiveness in
organizations, enhance the  potential for
administrations to respond to the needs of employees,
and prepare for potential changes in tourism business
in world-class tourist attractions.

2. Literature Review

To study concepts and theories from the relevant
literature, we reviewed the literature on innovative
behaviour, valuable human resources,
transformational leadership, innovation atmosphere,
and task performance.
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2.1.Concepts and Theories of Innovative Behaviour

Concepts and theories of innovative behaviour
refer to behaviour that creates novel products through
initiative and creative thinking and integration
appropriate to the organizational operation for
discovering new opportunities to achieve the utmost
benefits to the organization. Such behaviour will help
solve problems occurring within an organization and
identify resources to apply to new concepts [11],
[12],[13].

Innovative behaviour is often defined as an
expression or action intended to consider,
recommend, and adopt new beneficial ideas in an
organization. Such innovative behavior includes four
components [14], [15].

1. Championing involves showing creativity and
initiative in applying new ideas to improve
performance with organizational support and
confidence. The person engaged in championing
must be able to brainstorm, persuade, and
motivate others to support the new concept and
disseminate the idea further.

2. Opportunity exploration involves identifying an
opportunity to learn new things, which includes
finding opportunities to apply novel concepts to
improve performance.

3. Generativity involves an interest in introducing
new concepts to an organization until they can be
used authentically by considering opportunities
for creativity with colleagues and then forming
relationships or connections between new ideas
and empirical information obtained from
operations.

4. Application involves applying new ideas to
routine work and developing productivity from
such ideas by having an organization adopt them
regularly.

For the concepts mentioned above, the following
can be concluded: To encourage employees'
innovative behaviour, an organization must show its
employees that it will support them by responding to
their various needs, treating them well, giving
appropriate compensation, never taking advantage
personnel, creating a lively atmosphere for operation,
identifying areas for potential, and assessing self-
advancement regularly [16], [17].

2.2.Concepts and Theories Concerning Valuable
Human Resources

Human resource management in the workplace is
crucial and necessary to have the human resources of
an institute or organization to operate efficiently and
effectively. Such an institute or organization will
then be able to survive and achieve progress. To
consider and recruit personnel, an organization must
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view personnel as an investment or asset. Such
investment has maximum benefits; therefore,
employing staff must also consider risk management.
According to the human capital concept, a human is
crucial in helping an organization reach set goals.
The problem concerns how many employees in an
organization generate novel innovations that satisfy
customers. Numerous enterprises limit personnel
responsible for product development or new services
to certain departments, which are divided into
divisions or departments. A valuable human resource
is characterized by 1) helpfulness, 2) accountability,
3) patience, 4) courtesy, and 5) cooperation [18],
[19]. Hence, the following hypothesis is proposed:

H1: There is a positive relationship between valuable
human resources and innovative behaviour.

2.3.Concepts and Theories of Transformational
Leadership

Various scholars have provided different
definitions for transformational leadership, which
indicates that transformational leadership is a distinct
behaviour. Leaders are not limited in following
followers. On the other hand, leaders must pay
attention to their work to change their employees'
proposals and improve them rather than believe that
they must operate concordant with their employees'
needs [20]. Hence, leaders adopting transformational
leadership based on idealized influences, inspired
motivation, individualized consideration, and
intellectual stimulation are more effective in terms of
creativity and expressing transformational leadership,
which affects organizational efficiency [21], [22].

Regarding  the  specific = components  of
transformational leadership, four aspects are related
to each other. In addition, each element is divided
into elements because it is unique and significant in
different ways. The factors include 1) Idealized
Influence or Leadership: II or CL, 2) Inspiration
Motivation: IM, 3) Intellectual Stimulation: IS, and
4) Individualized Consideration: IC [23].

This indicates that transformational leadership is a
process whereby the leader tries to have its followers
to operate effectively. This method can result in
reliability, loyalty, and credibility in leaders.

Followers are willing to follow, use their efforts to
solve problems, be confident and responsible, and
dedicate themselves to their organizations. Hence,
the following hypothesis is proposed:

H2:There is a positive relationship between
transformational leadership and innovative
behaviour.
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2.4.Concepts and theories of Innovation
Atmosphere

With rapid changes in technology, competition,
and the business environment, organizations have
been significantly affected both internally and
externally. At present, organizations' external
environments occupy a disruptive world including
disruptive innovation.

Regarding the organizational climate, several
scholars have been interested in the performance
atmosphere and workers' attitudes. Such authors
argue that workers consider how their organizations
will perform or manage them depending on the
organizations' executives [24]. The organizational
climate is relevant to organizations and individuals
since they do not work alone but operate under
supervision, control, organizational structure,
leadership types, rules and regulations, including the
environments within organizations that they cannot
perceive. Employees who perceive the organizational
climate will have positive attitudes toward their work
and a lower absence rate. These factors impact
individuals, organizations, and perceptions as well as
behaviours and attitudes [25].

Such an atmosphere should encourage employees
to be creative, show initiative, dare to propose
creative ideas and develop and extend new ideas to
engage in innovation (product, process, and service
innovation). Through such value creation, an
organization can commercially develop innovation
until it achieves business model innovation [26],
[27]. The latest research has started to measure the
organizational atmosphere as part of a specific model
that directly affects behaviour more and more
through the innovation atmosphere, for instance.
From several decades of research on the
organizational climate, scholars have shown how
much employees’ innovative behaviours rely on the
innovation atmosphere. The following eight
dimensions have been identified: [25].

1) Participative Safety, 2) Shriving for Excellence,
and 3) Support for Innovation. Hence, the following
hypothesis is proposed:

H3: There is a positive relationship between the
innovation atmosphere and innovative behaviour.

2.5. Task Performance

According to research on concepts and theories
relating to task performance, relevant information
was collected from numerous articles, textbooks, and
related literature. It was found that the efficiency of
performance is usually determined from a
comparison between productivity and resources. On
the other hand, the difference between output and
input matters when performing a task to achieve an
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organization's target. Not only compensation but also
existing resources such as time, materials, and
administrative dimensions must be considered to
determine organization members’ satisfaction with
administration methods used to achieve goals.
Furthermore, the social dimension might also be
considered through feedback [28].

1. Quality: Each task must be of high quality,
standardized as needed, efficient, and error free.
The level of quality must be considered
satisfactory and benefit the organization in
achieving desired goals;

2. Quantity: The quantity must be concordant with
the organization's expectations and will depend
on requirements and levels of satisfaction.
Therefore, an organization must use its time
according to the determined goal for the desired
quantity to achieve such a goal quickly and in a
timely manner;

3. Time: The time involved in achieving a certain
level of performance must be adhered to
appropriate principles. Operations must limit
errors and occur on time;

4. Costs: An organization's costs must target certain
benefits. An organization must focus on using
resources effectively, which will help reduce
expenses, increase incomes and achieve
maximum profits.

Individual performance is effective when resulting
in excellent knowledge, capabilities, skills, and work
experiences. In addition, performance must achieve
goals in time with minimal errors. The assessment of
effective  performance is based on work
characteristics, quantities, suitable timeframes, low-
cost solutions, and expenses, including existing
organizational resources that balance these factors.
These factors will cause organizations to achieve
more efficient performance [29], [30].

However, [3] noted that an organization’s success
amidst rapid changes in this world depends on its
creativity, discoveries, and innovation. [4] and [5]
proposed that creativity constitutes the origin of
creative innovation within organizations and is an
intangible asset but with more value than a tangible
asset. Hence, an organization that can motivate its
personnel to obtain knowledge and the capability to
innovate will achieve innovative behaviour, which
will increasingly allow the organization to achieve
effective performance. Therefore, the following
hypothesis is proposed:

H4: There is a positive relationship between
innovative behaviour and task performance.
From the above literature review on employees'
innovative behaviour, valuable human resources,
transformational leadership, innovation atmosphere,
and task performance, the following conceptual
framework is developed:
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Figure 1. Conceptual framework

3. Research Methodology

This research applies a mixed-method qualitative
and quantitative design using demographic data from
the Thai Hotels Association and Hotel Entrepreneur
Association based in Phuket Province, covering a
total of 1,240 hotels. The purposive sampling
technique was used, and a questionnaire was used to
collect data. The questionnaire employs a five-level
Likert scale. Five experts investigated the survey’s
content validity. The survey originally included 72
question items, four of which were found not to
fulfill the IOC value criteria. Thus, 68 question items
were removed, and a sample of 125 (25% of the
sample group) was used to measure reliability before
applying it for the study. The Cronbach's alpha
coefficients [31] of all of the questionnaires are
shown in Table 1. An alpha coefficient higher than
0.700 is generally considered acceptable. A total of
500 questionnaires were sent by post to the sample
group of 4- to 5-star hotel human resource executives
in Phuket Province. In total, 405 questionnaires were
returned, which is concordant with the terms and
conditions of structural equation analysis, which
require a minimum sample size of between 100 and
200 [32].

Table 1. Cronbach’s Alpha coefficient reliability values

Variable Cronbach’s Alpha
Valuable Human Resources 0.835
Transformational Leadership 0.845
Innovation Atmosphere 0.838
Innovative Behaviour 0.886
Task Performance 0.847

The data analysis involved the following. 1) A
factor analysis applying the confirmatory factor
analysis technique was used to study the concordance
of the structural equation model with the empirical
data. 2) Pearson's product-moment coefficient was
used to analyse the relationships between
components using SPSS software. 3) Structural
equation modelling (SEM) was applied to test the
concordance of the linear structural relationship
model developed with empirical data derived from
the questionnaires using LISREL software.
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4. Results

4.1. Confirmatory Factor Analysis and Correlation
Results

According to the Confirmatory Factor Analysis
(CFA), the measurement model for all five latent

Table 2. Factor loading values

variables includes 22 observed variables. Every
factor loading presents a positive value and is
significantly different from 0 (p-value < 0.01) at
between 0.672 and 0.854, thus exceeding the value of
0.5 regarded as acceptable [33]. Further details
shown are in Table 2.

Construct Indicator Factor Loading t-value R’
HR 1 0.764 10.289 0.024
HR 2 0.728 11.421 0.611
Valuable Human Resources HR 3 0.872 9.523 0.559
HR 4 0.668 9.124 0.544
HRS5 0.750 10.380 0.514
CL 1 0.800 11.077 0.627
. . CL2 0.668 11.593 0.539
Transformational Leadership CL3 0.750 12.401 0514
CL4 0.668 11.593 0.023
INA1 0.794 9.289 0.385
Innovation Atmosphere INA 2 0.677 11.228 0.499
INA 3 0.608 11.201 0.748
INA 4 0.897 11.564 0.024
INB 1 0.792 12.014 0.722
INB 2 0.678 9.258 0.766
Innovative Behaviour INB 3 0.708 10.380 0.078
INB 4 0.785 12.014 0.559
INB 5 0.612 10.380 0.544
PER 1 0.752 12.253 0.132
Task Performance PER 2 0.792 12.421 0.766
PER 3 0.768 11.077 0.161
PER 4 0.618 11.749 0.766

When considering the correlation coefficients
between the variables [34], the variables show weak
relationships. When r = 0.36to 0.67, there is a
moderate relationship where r = 0.68 to 0.89. The
results reveal that Valuable Human Resources,
Transformational Leadership, and Innovation
Atmosphere have strong positive relationships with

Innovative Behaviour. Furthermore, such variables
have moderately strong positive relationships with
Task Performance by statistical significance (p-value
< 0.01). Moreover, Innovative Behaviour is
moderately positively related to Task Performance by
statistical ~significance (p-value < 0.01). Further
details are shown in Table 3.

Table 3. Correlations of Pearson's Product-Moment coefficient

. Valuable Transformational Innovation Innovative Task
Variable Human . .
Leadership Atmosphere Behavior Performance
Resources

Valuable Human Resources 1.00
Transformational Leadership 0.45 1.00
Innovation Atmosphere 0.59 0.39 1.00
Innovative Behaviour 0.69** 0.71** 0.68** 1.00
Task Performance 0.49** 0.45%* 0.55%* 0.65** 1.00

Notes: N = 405; significance at: ** p <0.01 and * p < 0.05 (two-tailed)

4.2. Analysis of the Hypothesized Model
The Structural Equation Modelling (SEM) results

show that the model is concordant with the empirical
data. Regarding the goodness of fit indices according
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to the criteria of [35], most of the indices show a
good fit with values of ¢2 = 462.64, p-value =
0.0000, c2/df = 1.35, GFI=0.94, AGFI=0.94,
RMSEA=0.041, and RMR=0.029. Further details are
shown in Table 4.
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Table 4. Acceptable Model Fit

G;;’tdlll‘:::x"f Value | Good Fit/[Acceptable Fit]
2 462.64
p-value 0.0000
x/df 1.35 0 <y*/df <2
GFI 0.94 [0.90 < GFI < 0.95]
AGFI 0.94 0.90 < AGFI <1.00
RMSEA 0.041 0 < RMSEA <0.05
RMR 0.029 Close to zero

The analysis of casual relationships shows that
employees' innovative behaviour has a direct positive
relationship with employees' task performance by
statistical significance (f=0.45, p-value < 0.01).

Valuable Human Resources show a direct positive
relationship with employees' Innovative Behaviour

Table 5. Path coefficient and hypothesis testing

by statistical significance (f=0.33, p-value<0.05) and
both direct and indirect positive relationships with
employees' Task Performance through employees'
Innovative Behaviour by statistical significance
(B=0.20, p-value<0.05).

Transformational Leadership has a direct positive
relationship with Innovative Behaviour by statistical
significance ($=0.45, p-value<0.05) and both direct
and indirect positive relationships with Task
Performance through Innovative Behaviour by
statistical significance ($=0.33, p-value<0.05).

Innovation Atmosphere has a direct positive
relationship with Innovative Behaviour by statistical
significance (=0.35, p-value<0.05) and both direct
and indirect relationships with Task Performance
through Innovative Behaviour by statistical
significance (f=0.78, p-value<0.05). Further details
are shown in Table 5. and Figure 2.

Independent Variable
Dependent
Vl:riable R’ Effect Valuable Transformational Innovation Innovative
Human . .
Resource Leadership Atmosphere Behavior
I . DE 0.19** 0.45* 0.35%
sl Y — - -
TE 0.19** 0.45* 0.35*%
DE 0.68** 0.11* 0.56* 0.45%*
Task Performance | 0.74 IE 0.12%* 0.22* 0.19* -
TE 0.20** 0.33* 0.78* 0.45%*

DE = Direct Effect, IE = Indirect Effect, TE = Total Effect, * (P<.0.05), ** (P<.0.01),

Valuable Human

Innovative Behavior

Resource

Transformational
Leadershio

Task Performance

Innovation
Atmosphere

(2= 462.64, df =342, y¥/df =1.35, P-value= 0.00000, GFI= 0.94, AGFI =0.94, RMSEA = 0.041, RMR = 0.029)

Figure 2. Structural equation results of the Innovation Management Model of business organizations affecting the
Innovative Behaviour of Hotel’s Human Resources Executives: Empirical Study of 4- to 5-Star Hotels in Phuket Province

5. Discussion

According to the above study, Valuable Human
Resources have a positive relationship with
Innovative Creativity. This finding is concordant
with Hypothesis 1, as valuable human resources can
affect the performance of a five-star hotel in Karon.
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The studied employees help one another,
participate in organizational activities, and respond to
assignments without burdening one another. This
finding corroborates research [36] showing that
valuable human resources improve performance and
indirectly affect the well-being of employees in the
organization.
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Transformational Leadership has a positive
relationship with Innovative Behaviour, supporting
Hypothesis 2; its role is crucial in supporting
employees through an organizational climate suitable
for performance. On the other hand, this feature
encourages employees to employ their creativity. For
example, in reference to a proactive setting, the
executive of the leading enterprise Google, Eric
Schmidt, said that an innovative organization
becomes successful when it relies on 'smart
creatives." However, such a firm must manage in
different ways. Schmidt also noted that 'commanding'
such intelligent people directly to do what one wants
is impossible. Google instead manages the
'environment' to encourage employees to work hard
and to their greatest capacity. Google’s
organizational culture has in turn become highly
effective. At its offices, employees have access to
colourful bicycles, free food, and premium coffee.
People may think that Google emphasizes luxury, but
what the company tries to create is a 'university
climate' where employees can use their time to
engage in various activities at almost any time. At
Google, it is assumed that creative individuals will
enjoy working in such settings and enjoy their time
with their colleagues. In accordance with [37],
leaders can do numerous things to shape employees'
creativity in both direct and indirect ways. Internal
motivation and operations based on employees are
considered crucial sources of creativity.

Innovation Atmosphere has a positive relationship
with Innovative Behaviour. This finding is in line
with  Hypothesis 3, which elaborates that
organizations need innovation atmospheres. For
instance, employees who are judged independent of
their performance feel safe to share their ideas even
if they do not achieve success, as they will never be
blamed or punished when sharing such ideas.

In contrast, the organization supports them in
practicing their skills continuously. In accordance
with [38], a business organization with a
performance atmosphere that encourages innovative
creativity usually has a positive effect on creativity at
both the group and organizational levels.

Furthermore, the present research reveals that
Innovative Behaviour has a positive relationship with
Task Performance. This result confirms Hypothesis
4, since hotel employees exhibiting innovative
behaviours will initiate innovation by developing
new products or services that can improve
performance. This finding is in line with [3], which
proposes that creativity, discovery innovation, and
innovative creation will lead organizations to become
successful amid rapid changes occurring worldwide.

TEM Journal —Volume 10 / Number 4 /2021.

6. Conclusion and Recommendations

In the hotel sector, innovative management
depends on hotel executives. If the individuals do not
realize the importance of this factor, innovation will
never happen. Executives must understand that
innovation is necessary and must realize that
innovation is not always successful and can merely
involve learning. In addition, innovation must
support work satisfaction. Hotels must realize the
importance of employees in building work
satisfaction by enabling independence in proposing
ideas and never severely punishing on grounds of
poor performance. When employees make mistakes,
this merely suggests that they can improve their
performance. Moreover, executives must understand
the characteristics of innovation (its significance and
necessity and the need for organizational innovation
support). In addition, there must be room for
employees to think freely, accumulate skills and
knowledge, explore creative ideas, and access funds
to engage in innovation.

As a whole, in adopting innovation management to
enable Innovative Behaviour, executives must pursue
Transformational Leadership for their enterprises to
meet practical requirements. Executives should
support their employees in such efforts by adjusting
rules and regulations that do not interrupt creativity.
By creating an atmosphere conducive to innovative
creativity, performance freedom, safe participation,
and achievement, employees can develop their ideas,
dare to think independently, and take risks, thus
developing their creative skills. All of these factors
are crucial for organizations to achieve competitive
capabilities.
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