Innovativeness: Is It a Function of the Leadership Style and the Value
System of the Entrepreneur?

Alev Katrinli, Gulem Atabay, Gonca Gunay, Burcu Guneri, and Ahenk
Aktan

Abstract

Innovativeness as an organizational cultural phenomena affects Innovation
and, in turn, performance. Hence, antecedents to innovativeness, namely the
value system and leadership style of the entrepreneur, were investigated in this
study. Results indicate that innovativeness is significantly related to different
leadership dimensions such as demand reconciliation, integration, initiation of
structure, production emphasis, role assumption, predictive accuracy, and
external stekeholder orientation. Likewise, the intensity of values of power and
security of the entrepreneur are significantly related with innovativeness.
According to the regression results, innovativeness is a function of demand
reconciliation, integration, and power.

1. Introduction

Increasing competiton and globalization of market force organization to find
new ways for surviving and sustaining their performance. This makes the concept
of innovation as one of the important subjects for practitioners, scholars, and
policy makers. In order to understand the concept of innovation, scholars
attempted to identify the antecedents of innovation. One of the antecedents of
innovation is labeled as innovativeness, which is defined as "the notion of
openness to new ideas as an aspect of a firm's culture™ (Hurley and Hull 1998).
Thus, innovativeness constitutes the cultural base for innovation. Literature
suggests that creative capacity and personal mastery (Garcia-Morales et al. 2006),
market orientation (Jaworski and Kohli 1993). learning orientation (Slater and
Narver 1995), entrepreneurial orientation (Lumpkin and Dess 1996), and
leadership styles {Dackert et al. 2004) affect innovativeness. Amongst the points
mentioned above, this chapter focuses on the effect of values and leadership
styles of entrepreneurs on innovativeness with the belief that they are the vital
factors for explaining innovativeness in organizations.

YENILIKCILIK: LIDERLIK VE GIRIiSIMCILIGIN TEMEL BiR
UNSURU MUDUR?
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Ozet

Yenilikgilik bir kiiltiir olarak; diger organizasyonun yenilesme ve tiim
faaliyetlerinde, ¢ok biiylik degisikliklere sebep olur. Bu calismada yenilikgiligi;
girisimcilige ait deger sistemi ve liderlik tarzi agisindan inceledik. Sonuglar,
yenilik¢iligin; taleplerin karsilanmasi, birlesme, yapinin olugmasi, tiretimin 6ne
¢ikmast, rol listlenme, dogru tahmin yapma ve harici unsurlarin yonlendirilmesi
gibi liderligin farkli boyutlarinda 6nemli oldugunu ortaya ¢ikardi. Ayni sekilde;
girisimciligin  korunmasi ve giiclerin bir araya yogunlastirilmas: konulari;
yenilik¢ilikte Onemli baglantiya sahiptir. Regresyon sonuclarima gore
yenilikgilik; talep entegrasyon ve gii¢c kavramlarinin bir unsurudur.

1. TANITIM

Rekabetin artmas1 ve piyasalarin kiiresellesmesi; organizasyonlari, hayatta
kalma ve idame etme konularinda yeni yollar aramaya zorlar. Bu nedenle
yenilik; danigmanlar, bilginler ve politika yapanlar i¢cin 6nemli bir kavram
halini almistir. Yenilik kavramini anlayabilmek i¢in, bilim insanlar1 yeniligin
tanimin1 yapmaya calistilar. Yenilikle ilgili olarak, (Hurley and Hull 1998)
Yenilik¢ilik kavramini; “firma kiiltiiriiniin i¢inde olarak, yeni fikirlere agik olma
erdemi (durumu) olarak™ tanimladilar. Boylece yenilikg¢ilik bir kiiltiir temeli
tizerine oturtuldu. Yazili kaynaklarda; yaratici kapasite, kisisel beceri (Garcia-
Morales et al. 2006), pazar yapis1 (Jaworski and Kohli 1993), 6grenen yapilar
(Slater and Narver 1995), girisimci yapilar (Lumpkin and Dess 1996) ve liderlik
tarzlar1 (Dackert et al. 2004) yenilikgilige sebep olur. Yenilikg¢iligi bir
organizasyonda hayati énemi oldugunu ifade eden ve inananlar ile beraber bu
caligmada; girisimciligin liderlik tarzi ve digerlerinin yenilik¢ilik {izerine
etkilerine odaklandik.



In order to identify how value system and leadership styles influence
innovativeness, this paper examines innovativeness as a dependent variable and
value system, and leadership styles of entrepreneurs as independent variables.
Since our aim is to examine the effect of the value system and leadership styles
of entrepreneurs, not the managers, study is conducted in SMEs.

2. Theoretical Background
2.1 Innovation and Innovativeness

As competition becomes tough, markets turn global, product life cycles get
shorter, the dynamics of success become more complex, and innovation gains
growing importance in the field of business administration. Innovation is defined
as "the renewal and enlargement of th range of products and services and the
associated markets; the establishment of new methods of production, supply, and
distribution; the working conditions and skills of the workforce" (European
Commission 1995).

Innovation is regarded as an input for growth of nations, industries, firms
(Dess and Pickens 2000; Mansfield et al. 1971; Schumpeter 1934). Analyses
show that countries, which are capable in innovation creation, have relatively
high income. The country whose innovative effect remains constant, with more
innovative sectors and firms, higher productivity levels (European Innovation
Progress Report 2006; Oslo Manual 2005; Slow 2001). Besides productivity,
innovation is found to be strongly related to overall business performance (Lin
and Chen 2007). Karagozoglu and Brown (1988) argue that firms, which
demonstrated below-average performance, involve little innovation. The
argument that innovation contributes to firm performance is supported by
different studies conducted in different sectors (Zahra et al. 1999). Mone et al.
(1998) explain the reason of the existence of relationship between innovation
strengthening the competitive advantage, which is the key for the firms'
performance. Deshpande and Parley (2003) conducted a research in large
companies, and investigated the effect of innovation and market orientation on
the overall firm performance. They showed that in the industrial world,
innovation has more impact than the market orientation on the firm performance.

Deger sisteminin ve liderlik tarzinin, yenilikgilik tizerine etkisini
tanimlamak i¢in bu c¢alismada: Yenilikeiligi bagimli degisken ve deger sistemi
ile liderlik tarzin1 da bagimsiz degisken olarak aldik. Bundan dolayir bizim
amacimiz, ¢aligmanin yapildigr orta ve kiiciik isletmelerde yonetimi degil,
isletmelerdeki liderlik tarzlar1 ve deger sistemini arastirmaktir.

2. TEORIK GECMIS
2.1 Yenilik ve Yenilikeilik

Rekabet arttikca, piyasalar kiiresellestikce, iirlin yasam dongiisii kisaldik¢a
basarili olmanmn unsurlar1 daha karmasik olmaya basladi. Isletme alaninda
yenilik 6nem kazandi. European Commission 1995°de yenilik tanimini
asagidaki sekilde yapmistir.

Yenilik;

- Uretim, hizmetler ve buna bagli pazarlarm sayismin artmasi ve
ilerlemenin ortaya ¢ikmasi,

- Uretim, ikmal ve dagitimda yeni metotlarin uygulanmaya konulmast,

- Calisma sartlar1 ve nitelikli isgiictidiir.

Yenilik; uluslari, endiistrilerin ve firmalarin biiytikliiklerini belirlemek
icin bir girdi (6l¢ii) olarak ele alinir (Dess and Pickens 2000; Mansfield et al.
1971; Schumpeter 1934). Yapilan incelemeler; yenilik yapma giicii daha fazla
olan tlkelerin gelirleri, daha az olanlara gore daha fazladir. Yenilik¢ilik giictiyle
tilkeler; daha fazla sayida yenilik¢i sektore, daha fazla sayida firmaya ve daha
fazla liretim miktarma sahip olurlar (European Innovation Progress Report
2006; Oslo Manual 2005; Slow 2001). Verimlilikle birlikte, yeniligin biitiin is
performansiyla ¢ok gii¢lii baglantis1 oldugu kabul edilir (Lin and Chen 2007).
Karagbzoglu ve Brown 1988’de ortalamanin altinda kalan firmalarda, ¢cok az
yeniligin yapildigim1 ortaya koydular. Yeniligin firma performansinmi artirdigi
konusu, farkli sektorlerde yapilan farkli caligmalarla da ortaya konmustur
(Zahra et al. 1999). Mone et al. 1998°de, firma performansinin bir unsuru olarak
avantajli rekabet giicii ile yenilik arasindaki iligkinin var olmasin1 nedenleriyle
aciklamistir. Deshpande ve Parley 2003’de biiyiik sirketlerde bir arastirma
yaptilar. Firmanin performansi {izerine, pazar yonetimi ile yenilik¢iligin
etkilerini incelediler. Endiistriyel diinyada firma performansini, yenilikg¢iligin,
pazar yonetiminden daha fazla etkiledigini gosterdiler.



Innovation is also crucial for small and medium sized enterprises (SMEs}
due to the fact that they compete with limited financial and human resources. As
stated by Lee el al. (2001), head-to-head competition generally results with
failures for SMEs because of resource shortcomings, scale diseconomies, and
questionable reputation. Vermeulen et al. (2005) support this argument through
their research and showed that SMEs, which develop new products, grow taster
than the others. Thus, SMEs can differentiate themselves from their rivals and
show superior performance through innovation. Rivals cannot easily imitate
innovation since it depends on complex social relationships.

Since innovation is accepted as one of the major determinants of growth and
performance, scholars pay considerable attention to identifying the antecedents of
innovation. This requires a holistic and multidisciplinary approach due to the fact
that innovation is the outcome of complex social processes (Hurley and Hull
1998; Menguc and Seigyoung 2006). Many external and internal factors includ-
ing venture capital (e.g. Kortum and Lerner 2000; Timmons and Bygrave 1986).
interfirm cooperation (e.g. Cooke 1996; Tsai 2001), legal system (e.g. Aoki and
Hu 1999; Teece 1986), R&D capabilities (e.g. Becker and Dietz 2004; Fritsch
and Franke 2004), and business strategies (e.g. Olson et al. 2005) affect
innovation. Additionally, innovation is influenced by human-related factors.

Understanding human-related factors and how they affect innovation has
substantial importance, since all the other factors mentioned above are tools that
are created and utilized by human beings. Hence, their effect on innovation
depends on people. Thus, studies, which ignore human-related factors in the
antecedents of innovation, reported inconsistent findings (O'Regan et al. 2004).
Addressing this issue, some decades ago Minnesota Innovation Research
Program called upon researchers to take into consideration the knowledge of
psychology (Van de Yen 1986). Responding to this call, scholars have attempted
to identify the effect of psychological factors on innovation. Values of members
and entrepreneurs (Thomson and Strickland 1986; Verbees and Meulenberg
2004), creativity (Amabile et al. 1996; Miron et al. 2003), leadership styles
(Krause 2004; O'Regan et al. 2006; Somech 2006), and organizational culture

Smirl finans ve insan kaynaklariyla rekabet yaptiklar1 gercegine uygun
olarak; yenilik, orta ve kiiciik isletmelerde c¢ok Onemlidir. Kaynaklarin
yetersizligi, verimsizlik ve az taminmishk nedenleriyle, basa bas rekabet
yapmak, orta ve kiiciik isletmelerde basarisizlikla sonuglandig1 Lee el al (2001)
tarafindan belirtilmistir. Orta ve kiigiik isletmelerde, yeni triin gelistirmenin
digerlerinden daha hizli gerceklestigini 2005°deki ¢alismasiyla Vermulen ortaya
koydu. Orta ve kiiglik isletmeler, bu konuda rakiplerinden farklilagirlar ve
yenilik konusunda, iistiin basar1 gosterirler. Rakipleri, karmasik sosyal yapilari
nedeniyle yeniligi kolaylikla uygulamaya koyamazlar.

Yenilik, biiylimenin ve performansin ana gostergelerinden biri olmasi
nedeniyle, bilim insanlar1 6ncelikle yenilik taniminin yapilmasina biiyiik 6nem
vermiglerdir. Karmagik sosyal aktivitelerin bir sonucu olmasi gergeginden
dolay1 yeniligin tanimlanmasi ¢ok yonlii yaklagimlarin yapilmasina neden olur
(Hurley and Hull 1998; Menguc and Seigyoung 2006).

- Atak sermaye (e.g. Kortum and Lerner 2000; Timmons and
Bygrave 1986)

- Firma i¢i isbirligi (e.g. Cooke 1996; Tsai 2001)

- Hukuk sistemi (e.g. Aoki and Hu 1999; Teece 1986)

- ARGE Kkapasitesi (e.g. Becker and Dietz 2004; Fritsch and
Franke 2004)

- Iy stratejileri (e.g. Olson et al. 2005)

gibi dahili ve harici unsurlar yeniligi etkiler. Ek olarak, insani unsurlar da
yeniligi etkiler.

Insan baglantili unsurlar1 anlagilmasi ve bunlarin yeniligi ne denli
etkilediginin ortaya konulmasi nedeniyle; yukarida belirtilen hususlarda, insani
faktorler birer ara¢ olarak kullanilmaya baslanilmistir. Bu faktorlerin, yenilik
iizerindeki etkisi, bundan dolayr calisanlara bagldir. Onceki caligmalarda,
yenilik konusunda insani faktorler gozardi edildiginden dolayi, bu ¢alismalarda
insani faktorler belirtilmemistir (O'Regan et al. 2004). 15-20 yil once;
Minnesota Innovation Research Program, arastirmacilara, caligmalarinda
psikolojik hususlarin da ele alinmasi ¢agrisini yaptt (Van de Yen 1986). Bu
cagriy1 dikkate alan bilim insanlari, yenilik iizerine psikolojik faktorlerin
etkisini tanimlamaya c¢alistilar. Yenilik iizerinde etkili olan psikolojik
unsurlardan bagta gelenler asagidadir:



(Anderson and West 1998; Deshpande and Parley 2004; O'Regan et al. 2006) are
the factors that are identified as human-related antecedents to innovation.

Those factors influence innovation through affecting people's and organiza-
tions' tendency or willingness to innovation. Zaltman el al. (1973) suggest that
willingness to innovation is critical especially at the initiation stage of
innovation. Van de Yen (1986) defines this as a pan of organizational culture.
Hurley and Hult (1998) name it as innovativeness and define it as "the notion of
openness to new ideas as an aspect of a firm's culture.” They also show that
innovativeness has a significant and positive impact on innovation. Thus,
innovativeness constitutes the cultural base For innovation. Hult et al. (2003)
show that it is an important factor for company performance. Mengue and
Seigyoung (2006) support this argument and they show that when market
orientation is complemented with innovativeness, innovation capabilities and
firm performance will significantly increase. Hence innovativeness appeared as
an important factor for identifying the concept of innovation.

Although innovativeness emerges as an important factor for stimulating
innovation in the literature, the antecedents of innovativeness are still not well
documented and require attention from the scholars. In the literature, creative
capacity and personal mastery (Garcia-Morales et al. 2006), market orientation
(Jaworski and Kohli 1993), learning orientation (Slater and Narver 1995),
entrepreneurial orientation (Lumpkin and Dcss 1996). and leadership styles
(Dackert et al. 2004) are identified as the antecedents of innovativeness.

Amongst the points mentioned above, this chapter focuses on the effect of
values and leadership styles of entrepreneurs on innovativeness with the belief
that they are the vital factors for explaining it in organizations.

Values of entrepreneurs are important since they are influential in the

- Calisanlarin ve girisimcilerin kiymeti (Thomson and Strickland
1986; Verbees and Meulenberg 2004),

- Yaraticilik (Amabile et al. 1996; Miron et al. 2003),

- Liderlik tarz1 (Krause 2004; O'Regan et al. 2006; Somech 2006),

- Sirket kiiltiiri (Anderson and West 1998; Deshpande and Parley
2004; O'Regan et al. 2006),

Calisanlar ve organizasyon, yenilik¢ilige karsi istekle yonlendirilirse, bu
faktorler yeniligin etkin bir sekilde ortaya ¢ikmasina neden olacaktir. Zaltman
el al. 1973°de; yeniligin ilk sathasinda, yenilige kars1 duyulan istegin ol¢iistiniin
son derece hassas oldugunu ortaya koymustur. Van de Yen (1986), bunu
organizasyonel kiiltiiriin bir tenceresi olarak tanimladi. Hurley and Hult
1998°de; bunu, firma kiiltiiriiniin bir yonii olarak; yenilik¢ilik olarak adlandirdi
ve yeni fikirlere agik olma durumu (kabiliyeti) olarak tanimladi. Yenilik¢iligin,
yenilik {izerinde 6nemli ve olumlu bir etkisi oldugunu isaret ettiler. Yenilikgilik,
yenilik i¢in kiiltiirel bir temeldir. Hult et al. 2003’de bunun, firma
performansinda 6nemli bir faktdr olduguna isaret etti. Mengue ve Seigyoung
2006’da, piyasa yoOnetiminin, yenilik¢ilikle beraber uygulanmasi ile
yenilesmenin ve firma performansinin 6nemli Olclide arttigimi gosterdi. Bu
yiizden, yenilikgilik, yenilesme kavraminin 6nemli bir unsuru olarak belirlendi.

Yazili kaynaklarda, yenilik¢ilik; yenilenmeyi tetikleyen onemli bir faktor
olarak belirtilmektedir. Yenilik¢iligin baslangic1 hakkinda heniiz yeterli yazili
kaynak yoktur ve bu nedenle bilim insanlarinin dikkatinin ¢ekilmesine gerek
vardir. Yazili kaynaklarda, asagidaki hususlar yenilik¢ilik konusunda basta
gelen hususlar olarak belirtilmektedir:

- Yaraticilik kapasitesi ve kisisel beceri (Garcia-Morales et al.
2006),

- Piyasa yonetimi (Jaworski and Kohli 1993),

- Ogrenen yapilar (Slater and Narver 1995),

- Girisimcilik (Lumpkin and Dess 1996) ve

- Liderlik (Dackert et al. 2004)

Yukarida bahsedilen noktalar arasindan, bu ¢alismada; yenilik¢ilige inanan
isletmelerde liderlik ve degerler ilizerinde yenilik¢iligin etkisini arastirmaya

odaklandik.

Girisimciler, organizasyon kiiltliriinii ortaya koyma ve yoOnlendirme



initiation, development, and ongoing maintenance of an organization’s culture
(Kelly et al. 2000). Similarly, leadership styles of entrepreneurs may affect
innovativeness in idea generation, evaluation, and implementation processes
(Elenkov and Manev 2005; Mum ford et al. 2003).

In order to identify how value system and leadership styles influence
variable and value system, and leadership styles of entrepreneurs as independent
variables. Since our aim is to examine the effect of the value system and
leadership styles of entrepreneurs, not the managers, study is conducted in SMEs
where the owner and the entrepreneur are the same people.

2.2 Value System and Innovativeness

Values represent concepts or beliefs about desirable end-states or behaviors
that transcend specific situations, guide selection, or evaluation of behavior and
events, and are ordered by relative importance (Schwartz 1992). Values are
terminal if they describe end-states of existence, or instrumental if they refer to
preferable modes of behavior or means of achieving terminal values (Rokeach
1973).

Values are evaluative statements, and they are important determinants of
how people perceive and react to their social environment. Thus, values affect
people's professional life as well as their social life. The review of values
literature by Meglino and Ravlin (1998) suggest that values directly affect
behavior in an organizational setting because they encourage individuals to act in
accordance with their values. Hence, values have been in extensive research for
many years.

Specifically, values of entrepreneurs, managers, and leaders attracted the
attention of scholars (Kotey and Meredith 1997) due to their effects on
organizational culture. Kelly et al. (2000) reported that founders' values have a
significant influence on initiation, development, and ongoing maintenance of
organizational culture. Supporting this proposition, Morris and Schindehutte
(2005) found linkages between the entrepreneur's values and specific operational

konusunda gii¢lii olduklarindan dolay1, onlarin deger yargilar1 6nemlidir (Kelly
et al. 2000). Buna parelel olarak, girisimcilerin liderlik yonii; fikir iiretme,
gelistirme ve uygulamaya koyma gibi yenilikgiligi etkileyebilir (Elenkov and
Manev 2005; Mumford et al. 2003).

Organizasyon Kkiiltiiriiniin; baslangicinda, gelistirilmesinde ve sliregelen
yonlendirilmesinde bir bagimsiz degisken olarak deger sistemi ve liderlik
tarzinin; konu hakkinda degiskenleri nasil etkiledigini belirleyerek, onu
tanimlayabiliriz. Bu yiizden, biz de deger sistemi liderlik seklinin etkilerini
arastirmay1 amacladik. Bu ¢alisma, patron ve girisimcinin ayni1 kisi oldugu orta
ve kiiciik isletmeler incelenerek hazirlanmustir.

2.2 Deger Sistemi ve Yenilikg¢ilik

Degerler,

Ulasilmak istenen hedefler,

Belirli bir duruma gelmek i¢in ortaya konan davranislar,
Onder se¢imi,

Davranis ve olaylarin gelistirilmesi

gibi konsept ve inaniglar1 belirler ve bunlart birbirine gore 6nem derecesi
ile siralar (Schwartz 1992). Arzulanan bir hedefe gelindiginde ya da istenen
hedeflere ulasildiginda, degerler de son bulur (Rokeach 1973).

Degerler, bir degerlendirme durumudur. Bunlarla kisilerin, sosyal
cevrelerini nasil belirledigi ve nasil tepki verdigi hususu 6nemlidir. Degerler,
kisilerin sosyal hayat1 kadar is hayatin1 da etkiler. Bu konuda yazili kaynaklari
inceleyen Meglino ve Ravlin 1998°de; insanlarin deger yargilarina uygun olarak
davrandiklarindan dolay1, degerlerin mesleki davraniglar1 da etkiledigini ortaya
koymuslardir. Bundan dolayi, degerler {izerinde yillarca biiyiiyen aragtirmalar
yapilmaktadir.

Ozellikle girisimcilerin, yoneticilerin ve liderlerin sahip oldugu degerler,
organizasyonel kiiltiirii etkilediginden dolayr bilim insanlarinin dikkatini
cekmistir (Kotey and Meredith 1997). Kelly et al. (2000); organizasyonel
kiiltiirlin; baglangi¢, gelisim ve siiregelmesinde, kurucu degerlerin énemli bir
etkisi oldugunu belirtmistir. Morris and Schindehutte (2005); bu sava uygun
olarak; girisimci ve organizasyon degerleri arasinda baglar oldugunu buldu.



practices. For example, when honesty is an important value for the entrepreneur,
it is one of the key trails thought during an employee selection process. Similarly,
Kane-Urrabazo (2006) suggested that managers have an important function in
establishing and maintaining an organization’s culture.

The impact of entrepreneurs and managers on organizational culture has
important implications for innovation capabilities and business performance since
it is well known that organizational culture has a substantial impact on innovation
capabilities of the firms, firm strategy, and performance (Deshpande and Parley
2004; O'Regan et al. 2006). Thomson and Strickland( 1986) and Koteyand
Meredith (1997) show that values of the owners or managers affect the business
strategy and eventually the performance of the businesses. Especially in SMEs,
innovativeness, which is a dimension of organizational culture, entailed a
willingness of the owner to learn about and adopt innovations (Verbees and
Meulenberg 2004).

Three universal requirements were thought to be at the root of values: needs
of individuals as biological organisms, requisites of coordinating social
interaction, requirements for the functioning of society, and the survival of
groups.

As summarized by Spini (2003), 10 individual level values were derived
based on these three basic goals:

(a) Achievement: personal success through the demonstration of competence
according to social standards;

(b) Benevolence: concern for the welfare of others in everyday interaction;

(c) Conformity: restraint of actions, inclination, and impulses likely to upset
or harm others and violate social expectations and norms;

(d) Hedonism: pleasure and sensuous gratification for oneself;

(e) Power: attainment of social status and prestige, and control or dominance
over people and resources;

(F) Security: safety, harmony, and stability of society, relationships, and self;

(9) Self-direction: independent thought and action;

(h) Stimulation: excitement, novelty, and challenge in life;

(i) Tradition: respect, commitment, and acceptance of the customs and ideas
that one's culture or religion impose on the individual;

(1) Universalism: understanding, appreciation, tolerance, and protection for
the welfare of all human beings and nature.

Ornegin; girisimci icin diiriistliik dnemli bir degerse; bu, is¢i se¢iminde dnemli
bir kiiltiir olmaktadir. Benzer sekilde, Kane-Urrabazo (2006) da yoneticilerin
kurumsal kiiltiirii yerlestirmede ve gelistirmede O6nemli bir unsur oldugunu
belirtti.

Firmanin yenilik¢iligi, firmanin stratejisi ve firmanmn performansi
lizerinde; organizasyonel kiiltliriin etkisi ¢ok iyi bilinmektedir. Girisimci ve
yoneticilerin, yenilik¢ilik ve firma performans: iizerinde etki yapma yoluyla,
organizasyonel kiiltiirii 6nemli Olcilide etkilerler (Deshpande and Parley 2004;
O'Regan et al. 2006). Thomson ve Strickland (1986) ve Koteyand Meredith
1997°de; yonetici ve patronlarin sahip oldugu degerlerle; firma stratejisini
etkileme yoluyla firma performanslarimi etkilediklerini ortaya koydular.
Ozellikle, orta ve kiigiik isletmelerde; organizasyonel kiiltiiriin bir boyutu olarak
yenilik¢ilik; yenilik hakkinda ve yeniligin uyarlanmasi konusunda patronun
istekli olmasini zorunlu kilar (Verbees and Meulenberg 2004).

Degerlerin kokiinde 3 genel ihtiyac vardir:

- Biyolojik organizma olarak duyulan kisisel ihtiyaclar
- Sosyal hayatta duyulan gereksinimler
- Gruplarin yasayabilmesi ve i gerekleri i¢in uyulan ihtiyaclar

Spini 2003’de belirttigi gibi, bu 3 temel ihtiyagtan, 10 kisisel seviyede
deger vardir.

1. Basari: Kisisel basarinin sosyal kurallara uygun olarak ortaya
konulmas1

2. Yardimseverlik: Giinliik olarak bagkalarinin refahini yiikseltme

3. Uyum: Baskalarina kars1 zarar verici ve bozucu, sosyal beklenti
ve kurallara kars1 gelici hareketler, egilimler ve baskilar1 6nleme

4. Tatmin: Birini sevindirecek olan, zevk verici ve duygulari
oksayic1 davraniglar

5. Gii¢: Insanlar ve kaynaklar iizerinde kontrol ve egemenlik
saglayan sosyal makam ve itibara sahip olma

6. Gizlilik: Emniyet, uyum ve toplulugun istikrari, iligkiler ve
cikarlar

7. Kendini Yonlendirme: Bagimsiz diigiince ve hareketler

8. Tesvik: Hayata kars1 duyulan, heyecan, yenilik ve miicadele

9. Gelenek: Kisisel kiiltiir, dini inanglar ile ilgili fikir ve adetlere



Previous research supports the view that values of emrepreneurs have effects
on their perception and behaviors, an, in turn, on organizational performance and
innovativeness (Kane-Urrabazo 2006; O'Regan et al. 2006; Morris and
Schindehutte 2005; Deshpande 2004; Verbees and Meulenberg 2004; Kelly et al.
2000; Meglino and Ravlin 1998; Kotey and Meredith 1997: Thomson and
Strickland 1986). One of the 10 individual values that may motivate
organizational innovativeness is tradition. Although the research results by
Kwang et al. (2005) reveal that innovators are more likely to subscribe to con-
servative values such as tradition and security, the study conducted by Sosik
(2005) rely on a totally different point of view. In this study, he confirmed that
while promoting change, leaders must appeal to employees' cherished values
because followers seek continuity between the past, present, and future.
Therefore, tradition as a value does not necessarily mean insistence on traditional
practices for the sake of tradition. Rather, it represents recognition that time-
honored values embody important aspects of collective identity and culture, and
provide a meaningful link between the past, present and future. Thus;

Hypothesis 1. Entrepreneurs' tradition value intensity will be positively
related to organizational innovativeness.

Similarly, although security may be seen as a conservative value opposing
innovation (Kwang el al. 2005), value of security may assume a substantial role
in promoting innovativeness. Today, organizations are facing a very dynamic
environment where rapid changes require innovation for survival and stability.
No organization can be secure without innovating. Hence, when the security is an
important value for owners, they know that they have to innovate to assure
security. Hence:

Hypothesis 2. Entrepreneurs’ security value intensity will be positively
related to organizational innovativeness.

Another value, which may be related to organizational innovativeness, is
stimulation. According to Dionne et al. (2004), stimulation can create an
environment, where questioning assumptions and inventing new uses for old

kars1 saygili olmak
10. Genellestirme: Dogaya ve insanlara karsi, anlayish
olmak, takdir etmek, toleransli olmak ve onlarin durumu ve refahini
bozmamak
Onceki calismalarda, girisimci deger yargilarinin, énce kendi anlayis ve
davraniglarint sonra da kurumun performansi ve yenilikgiligini etkiledigi
yoniinde bir bakis agis1 vardi (Kane-Urrabazo 2006; O'Regan et al. 2006;
Morris and Schindehutte 2005; Deshpande 2004; Verbees and Meulenberg
2004; Kelly et al. 2000; Meglino and Ravlin 199H; Kotey and Meredith 1997:
Thomson and Strickland 1986). 10 kisisel degerden biri olan gelenekgilik de,
organizasyonel yeniligi harekete gecirecektir. Kwang et al. (2005), gelenek ve
gizlilik gibi muhafazakar geniglere sahip olan yenilik¢ilerin de oldugunu ortaya
cikardi. 2005°de Sosik, tamamen farkli olan giivenilir bir bakis acis1 ortaya
koydu. Bu ¢alisma ile, degisimin saglandig siirecte; iscilerin, gecmis, simdi ve
gelecekte siireklilik aradiklarindan dolayr liderler, onlar1 bu siiregte
aligkanliklara uygun yontemleri kullanmalar1 gerektigini ortaya koydu. Bu
yiizden, bir deger olarak ele alinan aligkanliklar, geleneksel olarak yapilan
uygulamalarin aynen tatbik edilmesi anlamina gelmemektedir. Gelenekler daha
cok, kollektif kimlik ve kiiltiir olarak ortaya ¢ikan ve zamanla onur duyulan bir
unsurdur. Gelenekler geecmis, simdi ve gelecek arasinda anlamli baglarin
kurulmasina neden olur. Bunlarla asagidaki hipotezleri ortaya koyabiliriz:

Hipotez 1: Girisimcilerin, geleneklerine baglhiliklariin gilicii ile
organizasyonel yenilik¢ilik arasinda dogru orantili bir bag vardir.

Gizliligin, yenilige kars1 olan muhafazakar bir deger olmasma ragmen,
gizlilik unsuru yenilik¢iligin ortaya konmasinda dnemli bir rol iistlenir. Bugiin,
organizasyonlar siirekli olabilmeli ve hayatta kalabilmeleri i¢in gereken hizli
degisikleri saglayacak olan yeniliklerin oldugu, ¢ok hizli hareket eden bir ¢evre
ile kars1 karsiyadir. Yenilik olmaksizin, hi¢bir organizasyon giivende degildir.
Bu yiizden, giiven saglayacak olan yenilikleri yapma geregini bilen patronlar
icin gizlilik, glivenlik 6nemli bir degerdir. Boylece 2. Hipotezi kurabiliriz.

Hipotez 2: Girisimcilerin, giivenlige verdikleri degerin giicii ile
organizasyonel yenilik¢ilik arasinda dogru orantili bir bag vardir.

Organizasyonel yenilikgilikle ilgili olabilecek diger bir unsur ise tesviktir.
Dionne et al. (2004) gore; Tesvik; eski islemlerin yerine yeni usullerin
bulundugu ve mevcut durumun sorgulandigi; yenilikle sonuglanan ve



processes are considered a healthy form of conflict that results in innovation.
Thus:

Hypothesis 3. Entrepreneurs' stimulation value intensity will be positively
related to organizational innovativeness.

One of the important issues in literature is the distinction between creativity
and innovation. In the review by McLean (2005). creativity was defined as the
production of novel and useful ideas while innovation was defined as the
successful implementation of creative ideas with an organization. Hence, no
innovation is possible without creativity. The study by Rice (2006) posits that
value of achievement is positively related to creative behavior while conformity
is negatively related. Accordingly, creative people demonstrate a strong achieve-
ment motive, and they tend to be independent and follow their own ideas without
being overly concerned about socially imposed expectations for certain kinds of
behavior or how others will view them. Since it is accepted that innovation is an
engine without fuel, without creativity to feed the innovation pipeline,
achievement, and conformity may also be related to organizational
innovativeness. Thus:

Hypothesis 4. Entrepreneurs' achievement value intensity will be positively
related to organizational innovativeness.

Hypothesis 5. Entrepreneurs' conformity value intensity will be negatively
related to organizational innovativeness.

As suggested in the same study by Rice (2006), the defining goals of the
value type and power are social status and prestige, typical of an outward
orientation, and they hinder the creation of novel and useful ideas. Therefore,
hindrance of creativity may affect organizational innovativeness. Hence:

Hypothesis 6. Entrepreneurs’ power value intensity will be negatively
related to organizational innovativeness.

tartismalarin saglikli bir sekil aldig1 bir ¢cevre ortami yaratabilir. Bu durumda 3.
hipotezi olusturabiliriz.

Hipotez 3: Girisimcilerin, tesvige verdikleri degerin giicii ile
organizasyonun yenilikgiligi arasinda dogru orantili bir bag vardir.

Bir diger 6nemli husus ise yaraticilik ile yenilik arasindaki fark konusudur.
McLean’in 2005’de yaptig1 incelemeye gore; yaraticilik bir organizasyonda
yeni ve yararli fikirlerin iiretimi olarak tanimlanir. Yenilik ise bir
organizasyondaki yaratict fikirlerin uygulanmasi ile tanimlanir. Bu ylizden
yaraticilik olmazsa, hi¢bir yeniligin olmasi miimkiin degildir. 2006’da Rice
tarafindan yapilan bir ¢alismada; yaraticilikla uyum arasinda negatif bir iligki
olmasina ragmen basar1 unsuru ile yaraticilik ile pozitif bir iliski oldugu
belirtilir. Yaratict giicii olan kisiler bliylik basar1 gosterirler. Bagimsiz
davranirlar. Baskalarinin kendi hakkinda ne diistindiiklerine aldiris etmezler ve
sosyal hayatta alisilmis davranislar1 gostermeden kendi fikirleri dogrultusunda
giderler. Yenilik, yakitt olmayan bir motor olarak kabul edilir. Yaraticilikla
birarada olan yenilik, basar1 ve uyum organizasyonel yenilik¢ilikle baglantilidir.
Boylece 4. ve 5. hipotezi kurabiliriz.

Hipotez 4: Girisimciligin basariya verdigi degerin giicii ile organizasyonel
yenilikgilik arasinda dogru orantilt bir bag vardir.

Hipotez 5: Girisimciligin uyuma verdigi degerin giicii ile organizasyonel
yenilikg¢ilik arasinda ters orantili bir bag vardir.

Rice’n (2006) yaptig1 ayn1 ¢alismada belirttigi gibi; Gii¢ ve deger, sosyal
durum ve itibar olarak tanimlanir. Yeni ve kullanigl fikirlerin ortaya ¢ikmasini
engeller. Boylece 6. hipotezi olusturabiliriz.

Hipotez 6: Girisimcinin giic konusuna verdigi Onem Olgiisii ile
organizasyonel yenilikcilik arasinda ters orant1 vardir.



2.3 Leadership Styles

Leadership is defined as “the process of transforming organizations from
what they are to what the leader would have them become™ (Dess and Lumpkin
2003). Therefore, by definition, the concept of leadership includes some type of
innovation {O'Regan et al. 2006).

Literature suggests that leadership styles and behaviors of entrepreneurs
affect innovation in business organizations in many ways (Elenkov and Manev
2005; Mumford et al. 2003). Entrepreneurs, like the leaders, may produce
creative ideas, stimulate innovation in evaluating creative ideas of employees, or
promote innovation through creating an innovative culture. Therefore, they play
active roles both in idea generation and implementation, which are essential
processes of innovation creation. This argument is supported by different
scholars. Yadav et al. (2007) show that the CEOs' attention is the major driver of
innovation even when the intention of the CEO is not always creating innovation.
West et al. (2003) examine that leadership has an impact on innovation and
reveal that when the teams lack identifiable leader, their innovation capabilities
significantly decrease.

As the above-mentioned studies prove, leadership styles have an important
impact on innovativeness. Hence this concept attracts attention from scholars for
identifying its complex nature. Therefore, different characteristics of leaders and
entrepreneurs are investigated in order to identify how they affect innovation
process and what common characteristics these innovative leaders have (Krause
2004; O'Regan et al. 2006; Somech 2006; Yadav et al. 2007). Yadav et al. (2007)
study revealed that the future and external focus of CEQs increased innovation
outcomes. Among the scholars who investigated the relationship between
leadership styles and innovation, O'Regan et al. (2006) show that
transformational and human resource leadership styles have greater success in
achieving innovation. They explain this finding of these two leadership styles
having a long-term outlook, which is important for innovation. Garcia-Morales et
al. (2006) also report similar findings about the impact of transformational
leadership on innovation. Krause (2004) investigates the relationship between
innovation related behaviors of middle managers and leadership behaviors of
their superiors in the context of influence-based leadership.

2.3 Liderlik Sekli

Liderlikle bir organizasyonda, liderin izledigi yonde yapilan degisim
islemleri olarak tanimlanir (Dess and Lumpkin 2003). Bu tanimdan hareketle;
liderlik, yeniligi gerektirir (O'Regan et al. 2006).

Girisimcinin liderlik sekli ve davraniglari, organizasyondaki yenilik
hareketlerini uzun yillar etkiler (Elenkov and Manev 2005; Mumford et al.
2003). Girisimciler, tipki liderler gibi yaratici fikirler iiretebilirler. Calisanlarin
yaratict fikirleri degerlendirerek, yaraticiligi tesvik edebilirler. Yenilik¢i bir
kiiltiir yaratma yoluyla yeniligi ortaya c¢ikartabilirler. Boylece, yenilik
yaratmada gerekli olan islemler i¢in fikir liretme ve uygulamaya ge¢gmede etkin
rol oynayabilirler. Bu husus, farkli bilim adamlari tarafindan ortaya konmustur.
Yadav et al. (2007); yaptigi caligmada, yenilik yapma niyetinde olmayan
CEO’larn bile, dikkatle yenilik konularina egildigini ortaya koydu. West et al.
2003°de yaptig1 calismada; liderligin yenilik {izerinde etkisi olduguna ve
liderden yoksun ekiplerde, yaraticilik yeteneginin 6énemli derecede azaldigini
ortaya koydu.

Yukarida bahsi gecen ¢alismada kanmitlandigr gibi, liderlik tarzinin,
yenilik¢ilik tlizerinde 6nemli bir etkisi vardir. Bu kavram, bilim insanlarinin
dikkatini c¢ekti ve liderligin karmasik dogasim1i tamamlamaya c¢alistilar.
Liderlerde goriilen yenilik¢i 6zellikleri ortaya ¢ikarmak ve liderlik faaliyetlerini
nasil etkilediklerini belirlemek i¢in farkli o6zelliklerde olan liderler ve
girisimciler lizerinde arastirmalar yapildi (Krause 2004; O'Regan et al. 2006;
Somech 2006; Yadav et al. 2007). Yadav et al. (2007) ¢alismasinda CEO’larin
gelecege ve dis cevreye odaklanmasi ile yenilik gelirlerinin arttigi belirtildi.
Liderlik tarzi ile yenilikgilik arasindaki iligkileri arastiran bilim insanlarindan
biri olan O'Regan et al. (2006), doniisiim ve insan kaynaklar1 liderlik tarzlarinin,
yeniligi gerceklestirmede daha basarili oldugunu ortaya cikardi. Bu her iki
liderlik tarzinda ortaya konan 6zelligin, yenilik i¢in gereken bir donemi igeren
inceleme ile elde edildigi belirtilmektedir. Garcia-Morales et al. (2006) ayni
sekilde, yenilik iizerinde, doniisiimcii liderligin etkilerini kanitlayan benzer
bulgulara ulasti. Krause (2004), orta diizey yoneticilerin yenilikle ilgili
davraniglart ile onlarin amirlerinin liderlik davramis1 arasindaki iliskileri
arastirdi. Krause, bu calisma sonucu etki temelli liderlik davraniglarimi 5’e
ayirdr:



She examines influence-based leadership behaviors with five dimensions,
namely: identification, expert knowledge and information, the granting of
degrees of freedom and autonomy, support for innovation and openness in the
decision-making process.

She reports positive significant correlations between in novation-related
behaviors in all dimensions except openness for decision-making process.
Somech (2006) examines how participatory and directive leadership styles affect
team innovation and performance. She also found that participative leadership
fostered team innovation but decreased team in role performance.

To examine the effect of leadership styles on innovativeness, we employ
Ohio State University leadership description questionnaire (LBDQ) (Stogdill
1974). Instead of examining consideration and initiating structures as leadership
styles, we prefer to investigate the effect of leadership dimensions that constitute
that constitute the leadership styles on innovativeness. This way: we aim to
identify the relationship between each leadership dimensions and innovativeness.
Stogdill (1974) defines 12 leadership dimensions, namely: representation,
demand reconciliation, tolerance of uncertainty, persuasiveness, initiation of
structure, tolerance of freedom, role assumption, consideration, production
emphasis, predictive accuracy, integration, and superior orientation.

It may not be meaningful to involve superior orientation for explaining
behaviors of entrepreneurs since they do not work under superiors. On the other
hand, it can be considered that they need to build positive relationships with their
external stakeholders instead of the superiors to be successful. Thus, in this study,
superior orientation was transformed to external stakeholders' orientation.

Tamimlama,

Uzmanlik,

Taninan serbestlik derecesi,
Yenilige verilen destek,
Karar vermede seffaflik

Krause, karar vermede seffaflik hari¢ diger tiim konular ile yenilikle ilgili
davraniglar arasinda pozitif isaretli bir iligki oldugunu agikladi. Somech 2006’da
katilime1 ve emredici liderlik hizinin performansi ve yenilik ekibini nasil
etkiledigi konusunu arastirdi. Somech, katilimer liderligin yenilik ekibini tegvik
ettigini ancak performans yoniinden de ekipte diisiise neden oldugunu buldu.

Liderlik tarzinin, yenilikgilik {izerindeki etkisini arastirmak icin biz; Ohio
State University Liderlik Tanimlama Anketini (LBDQ) (Siogdill 1974)
kullandik. Liderlik tarzinin baslangi¢c yapilar1 ve varsayimlarin arastirilmasi
yerine biz; liderligin yenilik iizerinde etki yapan boyutlarini arastirdik. Bu yolla,
her bir liderlik 6zelliginin yenilik tizerinde yaptig1 etkiyi belirlemeye ¢alistik.
Stogdill (1974), liderligin 12 unsuru oldugunu belirtti.

- Temsil kabiliyeti

- Taleplerin kargilanmas1
- Stpheye karsi tolerans
- Ikna edicilik

- Goreve baglangic

- Bagimsizliga tolerans
- Gorev sorumlulugu

- Dikkat

- Uretim diisiincesi

- Isabetli tahmin

- Biitiinlesme

- Yonlendirme

Bir amir altinda calisamadiklarindan dolayi, girisimcilerin davranislarini
aciklamada, yonlendirme konusu anlamsiz olabilir. Ote yandan, amirleri yerine
basarili olmak icin disarida kalan ortaklarla pozitif iligkiler kurmalarina ihtiyag
duyduklarini ifade etmek miimkiindiir. Bu ¢alismada, amirlerin yonlendirmesi
konusunu disaridaki ortaklarin yonlendirmesi degisikligi altinda ele aldik.



We developed the following hypotheses about the relationship between
leadership dimensions and innovativeness based on literature. Two leadership
dimensions, representation and persuasiveness, were not formulated as
hypothesis due to the fact that there was no information suggesting any
association between them and innovativeness in the literature.

Demand reconciliation is defined as to what extent and how well the leader
reconciles conflicting demands and reduces disorder in the system (Stogdill
1974). Thus, it can be concluded that by these types of behaviors, leaders keep
conflicts among the members an optimum levels. Literature suggests that
innovation could he a product of conflict but if it stays at a healthy level (Gobeli
et al. 1998). Hence, the hypothesis is formulated as:

Hypothesis 7. Entrepreneurs' demand reconciliation leadership behaviors will be
positively related to innovativeness.

Tolerance of uncertainty refers to what extent the leader is able to tolerate
uncertainty and postponement without anxiety or getting
found positively associated with innovaliveness (Blanchflower and Oswald
1998), hypothesis is formulated as:

Hypothesis 8. Entrepreneurs' tolerance of uncertainty will be po\-itivelv
related to innovativeness.

Initiation of structure measures to what degree the leader clearly defines own
role and lets followers know what is expected. Findings of previous studies
showed that innovation was positively associated with transformational and
participative leadership that are the opposite forms of leadership behaviors
(Krause 2004; O'Regan et al. 2006). Thus, in this study, we expected a negative
association between initiation of structure and innovativeness.

Hypothesis 9. Entrepreneurs' initiation of structure leadership behaviors will
be negatively related to innovativeness.

Tolerance of freedom reflects to what extent the leader allows followers
scope for initiative, decision, and action. When the leader shows high tolerance
of freedom to the employees, they have opportunities to express their ideas and

Biz, kaynaklarda belirtilen liderlik 6zellikleri ile yenilik¢ilik arasindaki
iliskilere yonelik asagidaki hipotezleri gelistirdik. Liderlik unsurlarinin temsil
yetenegi ve ikna edicilik konusunda bir hipotez ortaya koyamadik. Ciinkii
bunlarla yenilik¢ilik arasinda herhangi bir bag oldugunu ortaya koyan bir
kaynak yoktur.

Isteklerin karsilanmasi; neye ulasilmanin hedeflendigi, liderin sistemdeki
diizensizligi nasil azaltacagi ve ¢ikan c¢atismalar1 nasil uzlastiracagi olarak
tanimlanmaktadir (Stogdill 1974). Isteklerin karsilanma niteligi ile liderler,
calisanlar arasindaki c¢ikar catismalarmmi en optimum seviyede uzlastirmakla
sonuclandirirlar. Kaynaklarda, yeniligin catigsma iirettigi ancak bunun sagliklt
bir seviyede kalmay1 bagladig: belirtilir (Gobeli et al. 1998). Boylece hipotez
7’yi olusturalim.

Hipotez 7: Girisimcinin talebi karsilama liderlik unsuru ile yenilikgilik
arasinda pozitif bir iliski vardir.

Kuskuya dayanma; Liderin, belirsizlik karsisinda dayanabilmesi,
korkmadan erteleyebilmesi ya da yenilik¢ilikle bir arada olabilme konusun
olumlu yaklasimda ortaya koydugu seviye ile ifade edilir. (Blanchflower and
Oswald 1998). 8. hipotezimizi olusturalim.

Hipotez 8: Girisimcinin belirsizlige karsi dayanma unsuru ile yenilikgilik
arasinda pozitif bir iligki vardir.

Planlamaya baslangig; liderin kendi roliiniin ne oldugunu agik¢a belirtmesi
ve astlarina ne beklenildigi konusunu bildirmesinin derecesi ile 6lgtliir. Liderlik
davraniglarina karst olan dontigiimeii ve katilimer liderligin, yenilik¢iligi pozitif
olarak etkiledigi, daha 6nceki ¢aligsmalarda belirtilmistir (Krause 2004; O'Regan
et al. 2006). Biz bu galismada, planlamaya baslama ile yenilik arasinda negatif
bir iliski bulmay1 bekledik.

Hipotez 9: Girisimcinin, planlamaya baslama liderlik davranisi ile
yenilikg¢ilik arasinda negatif bir iliski vardir.

Serbestlik tanima; liderin astlarina ise baslama, karar verme ve isi yapma
konusunda ne 6lgiide izin verdigi ile belirlenir. Lider astlarina karsi ¢cok yiliksek
serbesti tanidiginda, ¢alisanlar fikirlerini ifade etmekte ve kendilerini test etmek



test them. In this respect, it is positively correlated with participatory and
delegative leadership (Krause 2004). Thus, tolerance of freedom is required for
innovation (Anderson and King 1993; Mumford et al. 2002).

Hypothesis 10. Entrepreneurs' tolerance of freedom leadership behaviors
will be positively related to innovativeness.

Role assumption measures to what degree the leader exercises actively the
leadership role rather than surrendering leadership to others. Since it is known
that teams, which do not have identifiable leaders, are not successful in
innovation creation (West ct al. 2003), it is expected that this dimension is
positively associated with innovativeness.

Hypothesis 11. Entrepreneurs' role assumption leadership behaviors will be
positively related to innovativeness.

Consideration depicts to what extent the leader regards the comfort, well-
being, status, and contributions of followers. Northouse (2004) stated that
consideration could be usedinterchangeably. Since previous studies suggested
that human orientation was positively associated with innovation (O'Regan et al.
2006}, it is expected that there is a positive association between consideration
and innovativeness.

Hypothesis 12. Entrepreneurs' consideration leadership behaviors will be
positively related to innovativeness.

Production emphasis measures to what degree the leader applies pressure for
productive output. Since this type of leadership behaviors pursue the quantity at
lower cost, they are considered as a part of cost leadership. Miller (1986)
reported that cost leadership was negatively associated with innovation due to the
fact that innovation might increase the cost of products. Also, this type of
leadership behaviors are directed to the use of subordinates for the purpose of
work and do not take into consideration the need of skill development (Dackert et
al. 2004).

Hypothesis 13. Entrepreneurs' production emphasis leadership behaviors
will be negatively related to innovativeness.

Predictive accuracy measures to what extent the leader exhibits foresight and

i¢in bir firsat bulmus olurlar. Bu yonden, serbestlik tanima katilime1 ve temsilci
liderlik ile pozitif iliskiye sahiptir (Krause 2004). Yenilik¢ilik i¢in serbestlik
tanima bir gerekliliktir (Anderson and King 1993; Mumfordet al. 2002).

Hipotez 10: Girisimcinin serbestlik tanima liderlik tarzi, yenilikg¢iligi
pozitif yonden etkiler.

Sorumluluk alma; bu husus liderin, isin mesuliyetini diger kisilere
birakarak, geri planda kalmak yerine, gorevi aktif olarak yaparak 6ne ¢ikmasi
ile dlgiiliir. Bundan dolay: lideri olmayan ekipler yenilik yaratmada basarili
olamazlar (West ct al. 2003). Bu husus yenilikgiligi pozitif olarak etkiler.

Hipotez 11: Girisimcinin sorumluluk alma liderlik unsuru ile yenilikgilik
arasinda pozitif iligki vardir.

Dikkat, calisanlarin refahi, sagligi, mevkisi ve katilimeciligina liderin ne
kadar onem gosterdigi ile ifade edilir. Northouse (2004) dikkatin kendi
icerisinde yer degisebilecegini ortaya koydu. Onceden yapilan calismalarda,
insani davraniglarin, yenilikcilikle pozitif iliskide oldugu ortaya koydu
(O'Regan et al. 2006). Dikkat ve yenilikg¢ilik arasinda pozitif bir iligki vardir.

Hipotez 12: Girisimcinin, dikkat gosterme liderlik davranisi, yenilikgiligi
pozitif olarak etkiler.

Uretime 6nem verme; liderin iiretimin gergeklesmesinde gosterdigi
gayretin derecesi ile Olciiliir. Bu tiir liderlik tarzi, daima daha diisiik maliyeti
icin ¢aba gosterdiginden dolayi, maliyetci liderligin bir unsuru olarak kabul
edilirler. Miller (1986), yenilik iiretim maliyetlerinin artirici oldugundan dolayz,
maliyet¢i liderligin yenilik¢iligin negatif olarak etkiledigini belirtti. Bu tiir
liderlik tarzi, ikinci plana atilmis isler icin uygulanir. Beceri gelistirmede
dikkate alinmazlar (Dackert et al. 2004).

Hipotez 13: Girisimcinin tiretime dnem verdigi liderlik tarzi, yenilikgiligi
negatif olarak etkiler.

Dogru 6ngori; liderin gelir tahmininin dogru bir sekilde yapmasina yonelik



ability to predict outcomes accurately. It is very similar to future focus of
leadership and having a long-term outlook, which were found positively
associated with innovation (O'Regan et al. 2006; Yadav et al. 2007). Thus, it is
expected that predictive accuracy is positively correlated with innovativeness.

Hypothesis 14. Entrepreneurs' predictive accuracy leadership behaviors will
be positively related to innovativeness.

Integration reflects to what degree the leader maintains a close-knit
organization and revolves intermember conflicts. Integration, similar to demand
reconciliation, keeps the conflict among the followers at optimum level. Besides,
integration is required to share knowledge, which plays a vital role for innovation
(Hansen and Morten 1999; Liebowitz 2002) among the followers. Therefore, we
expect that there is a positive association between integration and innovativeness.

Hypothesis 15. Entrepreneurs' integration leadership behaviors will be
positively related to innovativeness.

External stakeholder orientation measures to what extent the leader
maintains cordial relations with external stakeholders such as suppliers and
customers, and efforts to influence them. Hence, it can be concluded that it is
very similar to the market or external orientation, which were found positively
associated with innovation (Yadav et al. 2007).

Hypothesis 16. Entrepreneurs' external stakeholder orientation leadership
behaviors will be positively related to innovativeness.

3. Method
3.1 Participants and Procedures

Data was collected from the small businesses’ owners, who were actively
managing their enterprises, in lzmir, which is the third largest city in Turkey. For
data collection, a questionnaire that consisted of two parts was designed. The first
part involved the measures for leadership style of the entrepreneur and the
innovativeness level in the business enterprise. Hence, the first part was filled out
by the employee that worked closest to the owner. The second part consisted of a
measure for the value system of the owner, demographic properties of the

yetenegi ve sezgisi ile Olclliir. Gelecege odaklanmis bir liderlik ile
yenilikgiligin birlikte alinan uzun donemli bakis acisi, birbirlerine oldukca
benzerler (O'Regan et al. 2006; Yadav et al. 2007). Boylece dogru 6ngorii ile
yenilikgilik arasinda pozitif bir iliski oldugu ¢ikarimi yapilabilir.

Hipotez 14: Girisimciligin, dogru ongdrii liderlik unsuru, yenilikgiligi
pozitif olarak etkiler.

Biitiinlesme; liderin organizasyonu sikica birlestirmesi ve ¢alisanlar
arasindaki catigmalari yonetmesi ile ortaya konulur. Biitiinlesme, taleplerin
karsilanmasina benzer sekilde, astlar arasindaki c¢atismalart en optimum
seviyede tutmakla saglanir. Bunun yaninda biitiinlesme, yenilik i¢in son derece
son derece onemli bir unsur olan bilginin ¢alisanlar arasinda paylasilmasina
gerek duyar (Hansen and Morten 1999; Liebowitz 2002). Bu yiizden biz,
biitiinlesme ve yenilik arasinda pozitif bir iliski olduguna karar verdik.

Hipotez 15: Girisimcinin biitiinlestirici liderlik tarzi ile yenilikgilik
arasinda pozitif bir iligki vardir.

D1s isbirlikgilerin yonetimi; liderlerin, tedarik¢iler ve miisteriler gibi harici
isbirlikcilerle ortaya koydugu sicak iliskiler ve onlan etkileyen gayretler ile
Olctliir. Bu yiizden, piyasa ve dis cevre yonetimine benzer sekilde, dis
isbirlik¢ilerin yonetimi ile yenilik¢ilik arasinda pozitif bir iligski oldugu ¢ikarimi
yapilabilir.

Hipotez 16: Girisimcilerin, dis isbirlik¢ilerin yonetimi liderlik unsuru ile
yenilikgilik arasinda pozitif bir iliski vardir.

3. METOT
3.1. Katimeilar ve Yapilan islemler

Datalar, Tiirkiye’nin 3. biiyiik sehri izmir’de, kendi isini yoneten, kiiciik
igyeri sahiplerinden toplanarak bir araya getirildi. Datalarin elde edilmesi
amactyla iki boliim halinde tasarlanmis bir anket kullanildi. Ilk béliimde,
isletmedeki yenilik ile liderlik Ol¢limii yapilmasi amaglandi. Bu yiizden, ilk
béliim patrona en yakin calisan isciler tarafindan dolduruldu. ikinci boliimde,
girisimcinin ve isyerinin deger sistemini dlgmek amaglandi. Ikinci béliim, is
yeri sahibi tarafindan dolduruldu.



entrepreneur, and properties of the business. This part was filled out by the
owner.

Five hundred questionnaires were distributed in different parts of the city. Of
the 500, 307 businesses responded to the questionnaire. Thus, response rate was
approximately 62 percent. However, for the values scale to give reliable results, it
has been suggested to the researcher to clean data when a scale anchor is repeated
more than 15 times for the scale with 57 items (www.crossculturalcentre.
homestead, com). Hence, after data cleaning, only 251 usable questionnaires
were left. Among 251 business enterprises, 48 percent were micro businesses
with less than 10 employees, and 37 percent were small businesses with more
than 10 employees but less than 50 employees. The rest were medium sized
businesses with more than 50 but less than 250 employees. Based on their year of
establishment, 41 percent were established after year 2000,40 percent in the
1990s, 12 percent during the 1980s, 3 percent in the 1970s, and the rest before
1970. Seventy-nine percent of the owners were male while the rest were female;
19 percent of the entrepreneurs were 30 years old or younger; 39 percent were 40
or younger, 28 percent were; 50 or younger; and 14 percent were older than 50.
Regarding education, 49 percent were high school graduates, 40 percent were
university graduates, 3 percent had primary education, and 8 percent had
graduate degrees.

Sehrin degisik yerlerinde 500 anket yapildi. Bunlardan, 307 anket
cevaplandirildi. Cevap verme orani yaklasik %62 olarak gergeklesti. Glivenilir
Olciim degerlerini elde etmek icin, arastirmacilarca kullanilabilir, temiz datalarla
islem yapilacag bildirildi. 57 adetten olusan bir 6l¢iim, 15 defadan daha ¢ok
tekrarlanarak Ol¢lim cetveli hazirland1
(www.crossculturalcentre.homestead.com). Bundan dolay1; data temizleme
isleminden sonra 251 anket kullanildi. 251 igletmenin;

- %48’1 10°dan daha az is¢iye sahip mikro isletmeler
- %37’si 10-50 arasinda is¢iye sahip kiiciik isletme
- %151 1se 50-250 igciye sahip orta igletmelerden ibarettir.

Kurulus yillaria gore;
- %41°1 2000’den sonra kurulmus,
- %40°1 1990’1 yillarda kurulmus,
- %12’s1 1980’11 yillarda kurulmus,
- %3’ 1970’11 yillarda kurulmus,
- %41 1se 1970 oncesi yillarda kurulmustur.

Sahiplerin cinsiyete gore dagilimi;
- %79 nun sahibi erkek,
- %21 nin sahibi bayan

Sahiplerinin yasa gore dagilimi;
- %19, 30 ve daha az yasinda
- %39, 40 ve daha az yasinda
- %28, 50 ve daha az yasinda
- %14, 50°den fazla

Sahiplerinin egitim durumu;
- %49’y lise mezunu,
- %401 liniversite
- %31 ilkokul terk
- %81 ilkokul mezunu



3.2 Measures
3.2.1 Organizational Innovativeness

Innovativeness of the business was measured through a scale adapted from
Hurley and Hull (1998). This scale was chosen due to the fact that there are
numerous studies that employed the same scale and tested Us reliability (for
example Keskin 2006; Tanriverdi and Zehir 2006; Hull et al. 2004). The original
scale contained five items, but the last item was stated as “innovation is perceived
as too risky and is resisted."” Since the item referred to two different cases at the
same time, it was divided into two components. The fifth item became
"innovation is perceived as too risky" and the sixth became "innovation is
resisted.” The measure used a five-point Likert scale ranging from "never" to "all
the time." The Cronbach alpha for this scale was 0.63.

3.2.2 Value System

The value system of the entrepreneur was measured through Schwartz Value
Survey for the individual values (Schwartz and Sagiv 1995; Schwartz
1994;Schwartz 1992). Individual level value scales of tradition (alpha = 0.66),
stimulation (alpha = 0.58), achievement (alpha = 0.62), conformity (alpha =
0.71), power (alpha = 0.67), and security (alpha - 0.72) were utilized. Schwartz
Value Survey is one of the more widely used tools for measuring values at the
individual and cultural level, and as it had been translated to Turkish, it was
employed in research by Turkish scholars (Sener and Hazer 2007;
www.crosscultural centre.nomestead.com). Stimulation was excluded from the
analysis since its reliability was lower than 0.60.

3.2.3 Leadership Style

The leadership style of the entrepreneur was measured through the LBDQ
(Stogdill 1974). It has been extensively used in a previous research (Lok et al.
2005; Hollander 1979; Schriesheim and Stogdill 1975). With the questionnaire,
the following dimensions were measured: demand reconciliation (alpha - 0.60).
tolerance of uncertainty (alpha = 0.31), initiation of structure (alpha = 0.67),
tolarence of freedom (alpha = 0.70), role assumption (alpha = 0.77),
consideration (alpha = 0.55), production emphasis (alpha = 0.67), predictive
accuracy (alpha - 0.62), integration (alpha - 0.72), and superior orientation (alpha

3.2. Olgiimler
3.2.1. Organizasyonel Yenilikgilik

Ticari yenilik¢ilik, Hurley ve Hull (1998) tarafindan gelistirilen bir
yontemle Olciiliir. Bu yontemin giivenilirligi {izerinde ABD’de ¢ok sayida
calismalar yapilarak, kanitlanmistir (Ornegin; Keskin 2006; Tanriverdi and
Zehir 2006; Hull et al. 2004). Orjinal 6l¢tim de 5 unsur vardir. Fakat son unsur
olan yenilik¢iligin, algilanmasi ¢ok riskli ve direnclidir, diye ifade edilir. Ayn1
zamanda iki farkli durumu gosterdiginden dolayi, 2 bélime ayrilmistir. 5.
unsur: Yenilik algilamasi1 son derece risklidir ve 6. unsur: Yenilik direnglidir
sekline gelmistir. 5°li Likert 6l¢iimiinde cetvel, higbir zamandan tiim zamanlara
kadar bir aralikta degerlendirilir. Bu 6l¢iim i¢in Cronbach Alpha’nin degeri 0,63
olmustur.

3.2.2. Deger Sistemi

Girisimcinin deger sistemi Schwartz Value Survey for the individual
values (Schwartz and Sagiv 1995; Schwartz 1994;Schwartz 1992) gore dlgiiliir.
Kisisel olarak, geleneksel deger 6l¢iimiinde (alpha = 0.66), tesvik i¢in (alpha =
0.58), basari i¢in (alpha = 0.62), uyum i¢in (alpha = 0.71), gii¢ icin (alpha =
0.67), gizlilik i¢in (alpha = 0.72) olarak elde edildi. Schwartz Value Survey,
kisisel ve kiiltiirel seviyede tiim degerleri 6l¢mede ¢ok yaygin olarak kullanilan
araglardan biridir. Tiirk¢e’ye c¢evrilmistir. Tiirk bilim insanlarinca yapilan
aragtirmalarda kullanilmistir (Sener and Hazer 2007; www.crosscultural
centre.homestead.com). Tesvik konusu; gilivenilirligi %60’dan daha az

oldugundan dolay1 yapilan arastirmada, hesaba katilmamis, disarida
tutulmustur.
3.2.3. Liderlik Tarz1

Girigsimcinin liderlik tarzi LBDQ (Stogdill 1974) yontemi ile olg¢iiliir.
LBDQ yontemi onceki arastirmalarda ¢ok yogun olarak kullanildi (Lok et al.
2005; Hollander 1979; Schriesheim and Stogdill 1975). Asagidaki konular bir
anketle yapilarak o6lgiildii.

- Taleplerin karsilanmasi (alpha = 0.60)
- Zor kosullara dayanmak (alpha = 0.31)



= 0.81).

The dimensions with lower than 0.60 reliabilities, which are tolerance of
uncertainty and consideration, were excluded from the analysis. All dimensions
except superior orientation were used in their original forms. Questions
measuring superior orientation were reformulated for this study due to the fact
that the sample of the study was constituted by entrepreneurs who do not have
superiors.

4. Results

The descriptive statistics regarding variables involved in the research are
summarized in Table 8.1.

According to Table 2, there was not enough evidence to support Hypotheses
1. 4, and 5. However, as stated in Hypothesis 2, entrepreneurs' security value
intensity was positively related to organizational innovativeness. On the other
hand, as stated in Hypothesis 6, power value intensity was negatively related to
organizational innovativeness.

Hypotheses 7, 11, 14, 15, and 16 were supported since demand
reconciliation, role assumption, predictive accuracy, integration, and external
stakeholder orientation among leadership dimensions were positively related to
organizational innovativeness at a significant level. However, contrary to
Hypotheses 9 and 13, initiations of structure and production emphasis behaviors
of the entrepreneur were

- Goreve baglamak (alpha = 0.67)

- Serbesti tanima (alpha = 0.70)

- Sorumluluk alma (alpha = 0.77)

- Dikkat (alpha = 0.55)

- Uretime dnem verme (alpha = 0.67)
- Dogru tahmin (alpha = 0.62)

- Biitiinlestirme (alpha = 0.72)

- Patronlarin yonetimi (alpha = 0.81)

Giivenilirlik katsayis1 0,60’dan az olan, zor kosullara dayanma ve dikkat
bu analizde disarida tutuldu ve incelenmedi. Hissedarlarin patronlarin yonetimi,
hari¢ diger konularin, ilk Olgiilen degerleri aynen kullanildi. Hissedarlarin
yonetimi konusundaki Olgiim yeniden formiile edilerek hesaplandi. Bazi
isletmelerde, hissedarlarin olmayist nedeniyle, hesaplamada bu durum dikkate
alind1.

4. SONUCLAR

Bu arastirma ile elde edilen tanimlayici sonuglar Tablo 1°de 6zetlenmistir.



Table 8.1 Descriptive statistics for research variables Konu Ortalama Standart Say
Dimensions Mean Standard Yenilikgilik 3.5429 0.7019
- Gelenek 4,4640 1.3669
Innovativeness 3.5429 0.7019 Basar1 5.4000 1.0169
Tradition 4,4640 1.3669 Giig 5.0200 1.2714
Achievement 5.4000 1.0169 Uyum 5.1853 1.2422
Power 50200 12714 Gitvenlik 5.2153 0.9266
Conformity 5.1853 1.2422 Taleplerin Karsilanmasi 3.5017 0.7695
Security 5.2153 0.9266 Goreve Baslama 3.7307 0.5378
Demand reconciliation 3.5017 0.7695 Serbesti Tanima 3.2996 0.6236
Initiation of structure 3.7307 0.5378 Sorumluluk 3.5504 0.7245
Tolerance of freedom 3.2996 0.6236 Uretim Diigiincesi 3.7258 0.5617
Role assumption 3.5504 0.7245 Dogru Tahmin 37238 0.6767
Production emphasis 3.7258 0.5617 Biitiinlesme 3.8241 0.6940
Predictive accuracy 3.7238 0.6767 Hissedarlarn Yénetimi 3.9399 0.6179
Integration 3.8241 0.6940
External stakeholder orientation 3.9399 0.6179




Table 8.2 Correlations between study variables

| 2 o9 o6 7 8 9 [0 lnn R

[, Innovativeness 1000
2, Demand 0.494* 1000

reconciliation
3. Initiation of stucture 0326 0,351 1000 -
4. Tolerence of freedom 0118 <0090 0.468" 1,000 - :
5 Roleassumption ~~ 0.461°* 0,672 0.157° =0.390" " 1000 -
0. Production emphasis 0209 0403 0.696™ 0.202** 0302 1,000
7. Prodictive accuracy ~ 0.269%* 0.245* 0.589* 0.396" 0,092 0,603 1000 -
8, Integration 0.390% 0408 0,622 0435 0,248 0580 0.576* 1,000
U, External stakeholder — 0.382°  0.420**  0.644** 0.204 0330 0,626 0,618 0.703" 1,000

orientation
10), Tradition <0003 <0.136" <0009 0010 =0.219 <0,070" <0.031 <0.139* =0.133" 1,000
11, Achievement 0020 0011 <0019 <0013 0,057 <0076 =0.002 0,001 <0000 ~0.308" 1,000 -
2. Power <0099 <0.210% <0018 0.091 <0140 0017~ 0.145" 0.054 0035 =0.162" 0.249* 1000
13, Security 0,180 0275 <0020 =0.263" " 0.389 0066 0018 0050 0060 025" 0,008 -0.082 1.000 -
4. Conformity 00020036 -0.043 <0018 <0037 <0.063 -0.034 0,045 004 0081 =0.107 =0.259** =0.011 1,00

Table 8.2 Correlations between study variables

*Correlation is significant at the 0,01 level (2-tailed).
*Correlation is significant at the 0.0 level (2-tailed)

| % 3 4 5 b 7 8 9 10 [l 12 3 “

[, Innovativepess 1,000
2, Demand 0.494* 1.000

reconciliation
3 Initiation of structure 0.326* 0.351* 1.000 -
4. Tolerence of freedom 0118 =0.090 0,468 1,000
5. Roleassumption ——~ 0.461** 0672 0,157 =0.390"* " 1000 -
6. Production emphasis 0299 0,403 0.9 0.202  0.302* 1,000
7. Predictive accuracy 0,269 0.245*  0.589* 0.396"* 0092 0.603* 1.000 -
8. Integration 0,390 0.408*  0.622** 0435  0.248* 0.580*  0.576** 1,000
0, External stakeholder ~ 0.382°  0.420°*  0.644** 0,204 0.330* 0.626* 0,618 0,703 1,000

orientation
10, Tradition =0.003  =0.136* ~0.109 0.010 =0.219 <0,070"* <0.051 =0.139* =0,133* 1.000
11, Achievement 0021 0011 =0.019 <0013 0,057 <0076 =0.002 0,001 =000 0308 1000 -
2. Power =0.199** <0.210** <0018 0,091 =0.140 0017 045" 0054  0.035 =0,162" 0.249" 1.000 -
[3. Security 0080 0275 =0.020 <0263 " 0.38¢  0.066  0.018 0050 0060 —0.259" 0.008 -0.082 1.000 -
4. Conformity =002 0036 =0.043 <0018  =0.037 -0.063 -0.034 0045 =003 0081 <0107 =0.259** 0,011 1.00

**Comrelation is significant at the 0,01 level (2-tailed).
*Correlation s significant at the .03 level (2-tailed).

Tablo 2’deki sonuglara gore Hipotez 1, 4 ve 5’1 destekleyen yeterli delil
yoktur. Hipotez 2’de belirtilen girisimcinin  gizlilik unsuru degeri,
organizasyonel yenilik¢iligi pozitif olarak etkiler. Diger yonden Hipotez 6’da
belirtilen, gli¢ kullanma unsuru, organizasyonel yenilik¢iligi negatif olarak
etkilemektedir.

Hipotez 7, 11, 14, 15 ve 16°da belirtilen liderlik 6zelliklerinden;

Taleplerin karsilanmasi,
Sorumluluk alma
Dogru tahmin
Biitiinlesme
Hissedarlarin yonetimi



konusundaki sonuglar, bu konularin organizasyonel yenilik¢iligi 6nemli
6l¢iide pozitif olarak etkiledigini ortaya koymaktadir. Hipotez 9 ve 13’e zit
olarak goreve baslama ve iiretim diislincesi unsurlari ile organizasyonel
yenilikg¢ilik arasinda pozitif bir iliskinin oldugu ortaya ¢ikmaistir.

Tablo 2’de liderlik unsurlarinin birbirleriyle iliskileri ortaya konmustur.

Table 3 Regression analysis n Tablo 3
b SE B b SE p
Demand reconciliation 0.374 0.062 0.429** Taleplerin Karsilanmast U.374 0.062 0.429**
Integration 0.224 0.069 0.229** Biitlinlesme 0.224 0.069 0.229**
Power -625E-02 0.043 -0.129* Giig -8.625E-02 0.043 -0.129*
**p<0.01 **p<0.01
*p<0.05 *p<0.05

positively related to organizational innovativeness. There was not enough
evidence to support Hypothesis 10.

Based on their correlations with innovativeness, shown in Table 2 only
power and security were included from the value survey and demand
reconciliation, initiation of structure, role assumption, production emphasis,
predictive accuracy, integration, and superior orientation were included from the
leader behavior descriptions in the regression analysis.

According to the stepwise regression analysis, only the value of power and
leadership descriptions of demand reconciliation and integration predicted
innovativeness significantly, and the model explained a significant portion of
variance in innovativeness as shown in Table 3 (R2=0.35. F(3, 165)=30.526,
p<0.0l). The coefficient for power is negative while the coefficients for demand
reconciliation and integration are positive.

Tablo 3’de taleplerin karsilanmasi, biitiinlesme ve giic kullanimi
konularina ait regresyon analiz sonuclar1 belirtilmektedir. Tabloda gorildiigi
gibi, b katsayisi; giic kullaniminin -1 negatif, taleplerin karsilanmasi ve
biitiinlesmenin katsayisi ise pozitiftir.



5. Discussion

The relationship between organizational innovativeness, entrepreneurs'
values, and leadership style was investigated in this study. Results reveal that
power and security values of the entrepreneur were related to organizational
innovativeness in the way postulated in the hypothesis. Also, findings show that
most of the leadership dimensions, namely demand reconciliation, role
assumption, predictive accuracy, integration, and external stakeholder orientation
were related to organizational innovativeness, and all of these results were in line
with the postulated hypothesis. However, in the case of initiation of structure and
production emphasis, the results contradicted the expectation of a negative
relation between variables.

Regarding production emphasis, although productivity is the main focus as
stated in the postulation of the related hypothesis, productivity and low cost may
not always be in contradiction with innovation as suggested by the findings. On
the contrary, innovation may help the enterprise to decrease its costs and increase
its productivity at the same time. Thus, production emphasis may require the
organization culture to be more innovative in order to achive goals of the
production function through innovation. Especially for SMEs, to compete with
large scale enterprises, low cost, and productivity through innovation is a
requirement.

With respect to initiation of structure, as stated in the formation of the related
hypothesis, when leader structures the expectations from employees,
innovativeness may be inhibited. Though sometimes in some cultures people
need to be clear about those expectations in order to be productive and
innovative. Accordingly, Elenkov and Manev (2005) suggest that the
sociocultural context directly influences leadership and moderates its relationship
with organizational innovation in the Turkish context.

Although the findings have interesting implications, there are several
limitations to our research. First, the sample of the study consists of SMEs in a
certain region in Turkey, which restricts the generaliz-ability of the results.
Moreover, the findings may represent the Turkish culture and may require further
research in other cultures. As the desirable leadership behaviors change across
cultures (Littrell 2002), the variables of leadership behavior and values related
with innovativeness may change from culture to culture.

5. TARTISMA

Bu calismada, girisimcinin degerleri ve liderlik tarzi ile yenilikgilik
arasindaki iligkiler aragtirildi. Arastirma sonuglari, gii¢ kullanimi ve gizlilik
unsurlart ile yenilik¢ilik arasindaki iligkilerin, hipotezde belirttigimiz sekilde
oldugunu ortaya koydu. Ayni sekilde arastirma sonuglari; taleplerin
karsilanmasi, sorumluluk alma, dogru tahmin yapma, biitiinlesme ve
hissedarlarin  yonetimi unsurlar1 organizasyonel yenilik¢ilikle iliskileri,
hipotezlerimizi dogrulamaktadir. Goreve baslama ve iiretim diisiincesi
konularinda ortaya ¢ikan bulgular, iliskinin negatif yonde oldugunu
gostermektedir.

Uretim diisiincesine ya da iiretime, hipotezde &ne siiriilen sekline
odaklanarak bir calisma yapilmustir. Uretim ve diisiik maliyet, bu calismadaki
bulgu gibi; her zaman yenilige zit yonde bir iligki ile ortaya ¢ikmaz. Aksine,
yenilik ayni zamanda maliyetlerin diigmesine ve lretimin artmasina neden
olabilir. Bu ylizden iiretim diigiincesi; yenilik yapma yoluyla, iiretim hedeflerine
ulagmak icin igletme kiiltiirinde daha fazla yenilikg¢iligin olmasina ihtiyag
duyar. Ozellikle orta ve kiiciik isletmelerin, biiyiik dlgekli isletmelerle rekabet
yapabilmeleri i¢in yenilik yaparak diisiik maliyetle liretim yapmalar1 bir
zorunluluktur.

Hipotezde ifade edilen sekline uygun olarak géreve baglama unsuru, liderin
calisanlardan beklentilerinin planlanmasidir. Bu asamada yenilikgilik gézardi
edilebilir. Baz1 kiiltlirlerde insanlar; iiretim ve yenilik¢ilik icin kendilerinden
beklenilenlerin ne oldugunu agik¢a bilmek zorundadirlar. Elenkov ve Manev
(2005)’in, sosyo kiiltiirel durumun liderligi direkt olarak etkiledigi ve
organizasyonel yenilik¢iligi azalttig1 savina uygun olarak Tiirkiye’de de durum
paralellik arz etmektedir.

Bizim arastirmamizda bazi sinirlamalar olmasina ragmen, elde ettigimiz
bulgulardan ilging yorumlara ulasilmaktadir. Oncelikle, yaptigimiz ¢aligma
Tirkiye’de sadece bir bolgedeki, kiigiik ve orta biiyiikliikteki isletmelerden
olugan bir Ornekleme ¢alismasidir. Bundan dolayi, elde edilen sonuglar
genellenemez. Bulgular sadece Tiirk kiiltiiriinii temsil ediyor olabilir. Bu
yiizden diger kiiltiirlerde de arastirma yapilmalidir. Littrell 2002 ¢alismasina
gore; One cikan liderlik ozellikleri kiiltiirden kiiltiire degistiginden dolayi,
liderlik o6zellikleri ve yenilik¢ilikle iligkileri gosteren sayisal degerler de



6. Implications

As the results of the study imply, entrepreneurs have to pay attention to the
leadership style they adopt and increase their awareness about the intensity of
their values. Attaching great intensity to the power value may inhibit
innovativeness and produce severe results. If entrepreneurs are trying to increase
the innovativeness in their organizations, they should be careful that power does
not become an intensely shared value among employees. When power becomes a
dominant value in the organizational culture, employees may start being
motivated by extrinsic factors such as status and prestige, and this may hinder
their innovativeness. Regarding security, although it seems that this value is
positively related to innovativeness, entrepreneurs should be very careful in
communicating to their employees that security can be achieved through
innovation.

The results provide a direction to entrepreneurs in terms of leadership
behaviors, too. First, demand reconciliation seems to tie one of the most
important dimensions for organizational innovativeness. The entrepreneur as the
leader of the enterprise should provide guidance in reconciling conflicting
demands and reduce disorder. Moreover, with respect to integration, the
entrepreneur will try to maintain a close-knit organization. In both dimensions, it
is implied that keeping conflict at an optimum level may help organizational
innovativeness.
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kiltiirlere gore degisebilir.
6. YORUMLAR

Bu ¢alismadan ¢ikarilacak sonug; girisimciler liderlik unsurlarina dikkat
etmek zorundadirlar. Girisimciler sahip olduklar1 bu degerlerin giicii 6l¢iisiinde
ortaya koyduklar1 farkindaliklarimi artirmali  ve gereken degisimleri
uygulamalidirlar. Gii¢ kullanma unsuru yogun bir sekilde uygulandiginda, bu
durum yenilik¢iligi baski altinda tutarak, iiretim konusunda kotii sonuglarin
ortaya ¢ikmasina neden olur. Eger girisimci, organizasyonda yenilik¢iligi
artirmaya calisirsa bu durumda, calisanlar tarafindan gii¢ kullanmanin ortak bir
deger olmadigina dikkat etmelidirler. Organizasyonlarda giic 6nemli bir etken
olursa, calisanlar makam ve itibar gibi hususlar ile motive olacaklardir. Bu
durum ise onlarin yenilikgiliklerini engelleyecektir. Gizlilik konusunda ise bu
husus, yenilik¢iligi pozitif olarak etkiler. Girisimciler, yenilik yapma yoluyla
emniyet ve gizliliginde basarilacagini, ¢calisanlarina aktarmalidir.

Sonuglar, ayn1t zamanda, liderlik davranislart konusunda, girisimcilere bir
yol da gostermektedir. Birincisi; organizasyonel yenilikgilik i¢in en 6nemli
husus, taleplerin karsilanmasidir. Isletmenin lideri olarak girisimci; ¢atismalari
ve diizensizlikleri azaltmak icin bir kilavuza sahip olmalidir. Daha sonra, birlik
ve beraberligi saglamak icin girisimci, organizasyonu ince eleyip, sik
dokumalidir. Catigmalar1 en optimum seviyede tutmak, organizasyonel
yenilik¢iligin artmasina neden olacaktir.

Kaynaklar



