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Numerous studies indicated a tremendous need of a competent leadership to lead transformation 
process within the South African small and medium enterprises (SMEs), especially after 1994. Over the 
past years, a number of SMEs failed in innovation due to lack of innovative culture. Leadership has 
been proven as a critical factor to create an innovative culture within organisations. Thus, this paper 
proposes a theoretical model to emphasize the impact of innovative leadership on organisational 
culture. Data were collected through a semi-structured questionnaire from a group of SMEs (n = 15) 
within the manufacturing sector from the Western Cape. A descriptive analysis was carried out 
through the SPSS 19 program. Both alternative (H1) and null (H0) hypothesis were used to test the 
relationship between leadership characteristics and organisational culture. The results revealed that 
the key factors such as lack of business management skills, knowledge of leadership transition, 
education and training, market and technological know-how, entrepreneurial drive, and resistance of 
changes remained the primary determinants for leaders to manage innovation successfully in SMEs. 
The model provided a guideline for leaders to influence employees to be creative and innovative to 
ensure the success of innovation within their organisations. 
 
Key words: Leadership, South African small and medium enterprises (SMEs), creativity, innovative culture, 
descriptive analysis. 

 
 
INTRODUCTION 

 
Small and medium enterprises (SMEs) contribute to the world 
economy significantly (Reddy, 2007). However, there are 
considerable factors that affect the creation of innovation in 
the SMEs, both internally and externally. These factors were 
identified by a number of researchers such as McMullen and 
Adobor (2011), Olawale and David (2010), Lindegaard (2009) 
and Mosia and Veldsman (2004) in the respective areas of 
new   product   development,  creativity  and  innovation,   and 
 
 
 
*Corresponding author. E-mail: maladzhi@cput.ac.za. Tel: +27 
79 886 4273. 

leadership in both SMEs and large enterprises. Rosing et al. 
(2011) reveal that there are positive relationships between 
leadership and innovation. Indeed, leaders with a strong 
influence on innovation processes in organisations have 
substantial leadership competence (Bossink, 2004). 

SMEs require an innovative leadership to spearhead new 
developments and change to remain competitive. According 
to Sloane (2006), innovative leadership first get people 
excited, then committed, and finally move swiftly to foresee to 
the organisational goals in order to maintain customer’s 
satisfaction. 

McDonough and Leifer (1986) added that innovative 
leaders   establish   and   use  goals  and  measures  for    the 



 
 
 
 
innovative organisational systems and processes. These 
leaders are able to tap into secret chambers of the minds, 
hearts, and souls of people and know which “buttons to push” 
to     activate     their    staff’s   pride, faith,   hope, drive,   and 
perseverance. However, Mosia and Veldsman (2004) believe 
that South African SMEs lack competent and transformation 
focused leadership when dealing with organisational changes 
in this dynamic and diverse environment. In addition, 
numerous studies conducted in South Africa and abroad, 
highlighted further that leaders fail to manage these SMEs 
due to the following factors: lack of business management 
skills (Olawale and David, 2010), resistance to changes 
(Grant, 2007), lack of marketing know-how (Cooper, 1999), 
lack of entrepreneurial drive (Herrington et al., 2009); low 
technological know-how (Tesfom and Lutz, 2006), lack of 
education and training (Herrington et al., 2009). 

Based on the above studies, there is no doubt that 
leadership contributes significantly to the success of 
innovation within organisations. However, the results of these 
studies indicate positive results where competent leaders are 
in control. The negative results on the other hand show the 
incompetency of the leadership (Martins and Terblanche, 
2003; Alves et al., 2007; Craig and Hart, 1992; Anderson and 
Gerbing, 1988). 

This shows how important it is for any organisation to have 
the right leadership with the capability to lead the organisation 
in order to reach all the anticipated goals ahead. As a result, 
in order to ensure the success of innovation, SMEs need a 
framework guiding them to achieve success innovation in 
their organisations. In this regard, this paper aims to indentify 
the impact of leadership on innovative culture within the 
SMEs in the Western Cape, South Africa. 
 
 

Theoretical background of the proposed model 
 
Culture defines the core values, assumptions, interpretations 
and approaches that characterize an organisation (Cameron, 
2004). Culture is also considered as glue that holds things 
together and as a base for risk taking and ideas generation 
within the organisation (Hatch, 2004). In fact, innovation 
culture is not just an organisational culture, because it puts 
expression of employees’ past their current beliefs, ideas, and 
behaviours (Langdon, 2007). Azman et al. (2007) concluded 
that innovation management involves the creation of a culture 
where new ideas are generated, valued, and supported. 
However, the phenomenon of innovation cannot be not easily 
achieved, but requires hard work and commitment (Gundling, 
2000). It is the task of leaders to provide the culture and 
climate that nurtures and acknowledges innovation at every 
level in the organisation (Ahmed, 1998). Thus, it is vital for 
leaders to have the ability to direct all resources including 
employees toward the strategic objectives of the organisation 
and ensure that organisational functions are aligned with the 
external environment (Zaccaro and Klimoski, 2001). In 
essence, the effective leaders are able to predict the future 
probabilities and design strategic choice to satisfy 
uncertainties (Riaz and Haider, 2010). 
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Sloane (2006) developed the building blocks of success as 
an essential foundation on which to build an entrepreneurial 
enterprise. In these blocks of success, an atmosphere where 
ideas are criticized will crush creativity spirit and deter people 
from coming forward with good ideas. The building blocks 
clearly indicate how organisations achieve successful 
innovation through the innovation engine. However, the 
building blocks of success did not include leadership 
characteristics and its influence in innovation. 

Since leadership characteristics impact on capabilities to 
create innovation culture within organisations, innovative 
minded leadership becomes critical to the success of 
innovation. Therefore, this study proposes a leadership model 
(Figure 1) by involving innovative leadership characteristics to 
influence on innovation engine that derived from Sloane’s 
building blocks to achieve better outputs of innovation. 

According to Sloane (2006), innovation engine includes 
organisation for prototyping (as innovation incubator), idea 
review process through innovation panel, ideas generation 
techniques, a questioning culture, a culture of welcome, 
encourages new ideas, empowerment of employees, shared 
vision to be consistently, communicated and reinforced. 
Through the innovation engine, prototypes will be tested; 
most promising ideas will be selected, strong flow of ideas, 
people take ownership of challenges and projects through 
cross functional teams, and finally, a common understanding 
of the corporate purpose and culture will be formed. The 
functionality of the model emphasises the impact of 
leadership on innovation engine, and achieve a better result 
within organisations. An innovative leader is perceived as an 
innovative minded person always looks for opportunities to 
create a culture where employees become creative (Sloane, 
2006). The model depicts that employees working under an 
innovation culture are empowered by the innovative minded 
leader to strive for common organisational purpose. 
 
 
Leadership characteristics 
 
Based on the proposed model, leadership characteristics 
include ability to ascertain external factors, fast action 
orientated, high gain risk taker, immersed in progressive 
change, inspirational and motivation, charismatic, passionate, 
and visionary leaders. 
 
 

Ability to ascertain external factors 
 
Agbor (2008) inserted that the leadership must have the 
ability to convince the employees to participate in 
organisational activities and take ownership of what they do 
as long as is about innovation. This will ascertain external 
factors. Meurling (2004) said that leadership themselves must 
be committed, passionate and enthusiastic about new 
developments that resemble creativity and innovation. Ahmed 
(1998) after a numerous experiences suggested that in order 
to build a successful and sustainable innovation culture, 
leadership needs to accomplish two broad tasks: 
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Figure 1. Proposed model – impact of leadership on innovative 
culture. 

 
 
 
First leaders need to be intensely sensitive to their 
environment and extremely aware of the impact that they 
themselves have on those around them. 

The second factor is the ability of leaders to accept and 
deal with uncertainty. 

Both Ahmed (1998) and Sloane (2006) concluded that 
tolerance of uncertainty allows space for risk taking, and 
exploration of alternative solution spaces which do not always 
produce business results. 
 
 
Fast action orientated leadership 
 
Speed, responsiveness, and agility are everything to 
innovative leaders who analyze situations, make decisions 
and act on opportunities (Anthony, 1998). It is in the blood of 
an innovative leader to want to use the available resources to 
bring positive changes and would rather make a wrong 
decision than ‘blow’ a potential opportunity by just sitting and 
hoping that something will happen (Barczak and Wilemon, 
1989). Furthermore, a knowledgeable industrial leader must 
be able to respond to any given situation with the bravery to 
solve problem of the day (Blanchard, 1985). 

 
 
High gain risk taker 

 
Innovation  culture  does  not just happen, but it requires traits 

 
 
 
 
such as pro-activeness, openness to ideas, openness to 
actions, and risk-taking propensity (Amabile et al., 2004). 
Indeed, innovation is risky. This requires an innovative leader 
to be brave in facing various challenges within organisations. 
Sloane (2003) aptly describes the conducive environment for 
innovations: “If you give people freedom to innovate, the 
freedom to experiment, the freedom to succeed, then you 
must also give them the freedom to fail”. Thus, failures that 
arise from risk-taking should not be criticized, but the effort 
should be recognized and acknowledged. 
 
 
Immersed in progressive change 
 
Anthony (1998) believes that innovative leaders build 
organisations and foster a culture of on-going, never-ending 
change. Deming (1986) also mention that the main objective 
of the innovative leader is to deal with turbulent change within 
the organisation mainly that has to do with innovation 
activities, and then become master of that change. In the 
adaptation of progressive change an inquiry culture becomes 
second nature to everyone involved within the innovation 
activities (Rogers, 2003). Sloane (2006) highlights that 
innovative leader is also capable effortlessly unleashing 
hidden potentials within the followers by thoroughly observing 
them and giving them opportunities to bring new ideas. It has 
become a norm and the responsibility of leaders to stimulate 
their followers to be innovative by questioning assumptions, 
reframing problems, and approaching old situations in new 
ways (Avolio and Bass, 2002). 
 
 
Inspirational and motivational leadership 
 
Sloane (2006), and McDonough and Leifer (1986) believe 
that innovation minded leaders have the capability tap into the 
secret chambers of the minds, hearts, and souls of people 
and know which “buttons to push” to activate their staff’s 
pride, faith, hope, drive, and perseverance to commit into 
organisational activities to boost organisational performance. 
Leaders must be able inspire others with a purpose and a 
greater sense of mission (Agbor, 2008). These leaders 
inspire and motivate others by “providing meaning and 
challenge to their followers’ work” (Bass, 1998). In return, 
workers take ownership and work without constant 
supervision since they are inspired by leaders. This enables 
leaders to build relationships with employees through 
interactive communication (Stone et al., 2003). 
 
 

Charismatic leadership 
 

Charismatic leaders are perceived as trustworthy, highly 
competent and respectful to others, which enable employees 
to be equally open and contribute more to their organisations 
(Avolio and Bass, 2002). Subsequently, management is 
normally perceived to have the ability to create order in the 
unruly environment   for   employees   to become    productive 



 
 
 
 

Table 1. Code of Innovative leadership categories. 
 

Innovative leadership characteristics Code 

1. Ability to ascertain external factors  ABI (8.1-8.5) 

2. Fast and action oriented  FAS (7.1-7.7) 

3. High gain risk taker  HIG (6.1-6.8) 

4. Immersed in progressive change  IMM (5.1-5.6) 

5. Inspirational and Motivation  INS (4.1-4.7) 

6. Charismatic leader CHA (3.1-3.5) 

7. Passionate leader   PAS (2.1-2.5) 

8. Visionary leader VIS (1.1-1.6) 

 
 
 
(Collins, 2001). Therefore, Leavy (2005) supported that to 
turn ideas into commercial viability, much persistence and 
discipline is expected from top management. 

Charismatic leadership quality is characterized by honesty 
and integrity, therefore without these qualities, leadership is 
undermined and seen as incompetent (Sloane, 2006). Since 
employees are inspired and motivated, they will be able to 
take high risk and generate more ideas in innovation. On the 
other hand, innovative leaders should have the ability to 
ascertain external factors, fast and action orientated in order 
to deal with various challenges. 
 
 
Passionate leadership 
 
According to Lindegaard (2009), passionate leaders have the 
tendency of expressing their emotions freely and showcase 
their excitement about new ideas and change. Consequently 
the spirit within them enthusiast everyone in the organisation 
and get inspired to do more (McCauley and Velsor, 2004; 
Agbor, 2008). Once the passion within these leaders, it will 
enforce them to become role models who are admired, 
respected, and emulated by followers. Furthermore, leaders 
should be able to inspire and motive employees take 
ownership within organisations. 
 
 
Visionary leadership 
 
Organisational vision enables both the leaders and 
employees speak the same as language as they continue to 
work as a unit than to work as individuals (Brown and Gioia, 
2002). Leaders must communicate this vision to followers 
through inspirational speeches and written messages that 
appeals to shared values (Bennis and Nanus, 1985). Van 
Knippenberg and Hogg (2003) commented that when leaders 
communicated their ideas in a vision, their vision tend to be 
rooted into a perspective that became appealing to the whole 
organisation. 

In addressing why a leader’s visionary behaviour, House 
and Shamir (1993) theorized that the vision has positive 
effects on followers’ self concepts; followers become 
motivated to achieve the vision because  they find it meaning- 
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-ful, identify with it, and believe in the vision and their ability to 
achieve it. Visionary leadership is said to have positive effects 
on follower outcomes, resulting in high trust in the leader, high 
commitment to the leader, high levels of performance among 
followers, and high overall organisational performance 
(Kirkpatrick, 2004). Thus, leaders should have the ability to 
create a clear vision for their organisations. 
 
 
RESEARCH DESIGN AND METHODS 

 
A semi-structured questionnaire based on Likert scale was designed for 
the data collection. Convenience sampling as a method was utilized for 
choosing samples. The questionnaires were distributed to 15 SMEs in the 
Western Cape, South Africa as the convenience sample. The population 
of all these SMEs was from 20 to 200. According to the National Small 
Business Act of South Africa of 1996, as amended in 2003, the number of 
employees of a small enterprise is generally from 1 to 49, where medium 
enterprises is from 50 to 200. The annual turnover of small enterprises is 
from R2 million to R25 million; and the medium enterprises stand from R4 
million to R50 million (DTI, 1996). Thus, the size and the annual turnover 
of these samples meet with the SMEs categories. In total, 224 
participants answered the questionnaire. SPSS statistical software was 
employed to processing the data. All the innovative leadership quality 
categories as variables were coded (Table 1). 

These variables were measured by analyzing the responses from 
participated employees based on their perceptions and honest opinions 
toward their leaders. This will determine how innovative leadership impact 
on organisational culture within these SMEs. Furthermore, Cronbach's 
Alpha was utilized to test the internal consistency amongst these 
variables of innovative leadership quality. 

This study follows an exploratory research approach. Both alternative 
(H1) and null (H0) hypothesis of the study were formulated as: 
 
H1: Innovative leadership has positive impact on the creation of innovative 
culture within the SMEs. 
H0: Innovative leadership has no positive impact on the creation of 
innovative culture within the SMEs. 

 
 
RESULTS AND DISCUSSION 
 
The demographical data showed that nearly 70% participants 
were male, where 30% were female. Most participants were 
chosen from small and medium manufacturing companies. In 
South Africa, male employees are basically the dominate 
gender group in manufacturing sector. Figure 2 showed that 
nearly half (46%) shop floor employees participated in the 
study. Others include administrative staff and team leaders. 

Figure 3 showed that only 14% participants had less two 
years working experience where rest of others have at least 
two years and more years working experience. According to 
Figure 4, educational level of participants was generally high, 
only 8% were at the level of primary or less. This indicates 
that most participants will be able to understand the 
questionnaire and provide appropriate opinions on innovative 
leadership style within the SMEs. 

Figure 5 showed the statistical results of all the variables 
from the respondents are positive. Based on the results, it 
indicates that visionary leader (VIS=66%), passionate leader 
(PAS=65%), fast and action oriented (FAS=62%), and ability 
to ascertain external factors (ABI=65%) is relatively strong. 
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Figure 2. Participants job title. 
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Figure 3. Participants years of working experience. 
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Figure 4. Participants educational level. 

 
 
 
Leaders within these SMEs shared organisational vision (VIS) 
and communicate with their followers. This enables both the 
leadership and employees have a common understanding of 
cooperate purpose and culture. Indeed, once leaders have 
positive impact on an organisational vision, this will enable 
employees to have higher trust in the leader, high 
commitment to the leader, and ultimately higher levels of 
performance within the organisation. 

Innovative    leaders   drive   themselves   to   be   incredibly 
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Figure 5. Statistical results from the respondents of all the 

variables. 

 
 
 
determined and it eventually rubs off onto their followers 
(Lindegaard, 2009). Passionate leadership characteristics 
(PAS) within these SMEs generally empowered employees to 
take ownership challenges and work together as a team. This 
encourages employees to contribute their ideas toward 
innovation, and further involved in innovation actively. 
Ultimately, the organisational performance will be improved. 
The fast and action orientated (FAS) leadership style plays a 
vital role which leads employees to perform effectively and 
efficiently in SMEs. Employees feel at ease as any problems 
that they raised to leaders will be solved properly and in time. 
Due to lack of sufficient resources and financial support, 
SMEs often face various challenges outside of the 
organisation. It is extremely important to show employees that 
their leaders have the ability to ascertain these external 
factors. 

The results showed that the leaders have the ability to 
ascertain external factors within these SMEs. These external 
factors often can be converted as ideas for new 
developments and innovation. In order to build up the ability, 
leaders themselves must be committed, passionate and 
enthusiastic about new developments that resemble creativity 
and innovation. This will generate more techniques for 
innovation within their organisations. Although the above 
results were relatively strong, however, inspirational and 
motivational to employees (INS=44%), immersed in 
progressive change (IMM=55%), high gain risk taker 
(HIG=58%), and charismatic (CHA=58%) leadership 
characteristics were not strongly visible and recognised by 
employees toward their leaders. Sloane (2006) stated that 
these leaders are as clear communicators and besides the 
ability to persuade and inspire employees who are reluctant 
to change. These communication abilities and skills allow 
inspirational and motivational leaders (INS) to embrace 
innovation culture and boost employees’ confidence to be 
innovative within their organisations. 

Employees always perform extremely well when their ideas 
are  acceptable.  When employees are comfortable within the 



 
 
 
 
environment, they tend to show their creative true colours by 
bringing new ideas (Agbor, 2008). This encourages 
employees to be immersed in progressive change (IMM) and 
become high gain risk takers (HIG). Charismatic leadership 
(CHA) quality is characterized by honesty and integrity, 
therefore without these qualities, leadership is undermined 
and seen as incompetent (Sloane, 2006). Once leaders are 
open to their followers, this will inspire employees elevates 
them to a heightened level of motivation and performance in 
support of their organisational goals. 

Based on the statistical results, the score range for each 
variable was 1 to 5. The mean scores were varied from 1.72 
to 2.69. The average score of all the means was 2.05. Based 
on Ch-square scores, the p-values were generally lower than 
.001 (P<.001) which indicates that all the tested variables 
were statistically significant. Thus, it is suggested that the null 
(H0) hypothesis should be rejected. Cronbach's Alpha based 
on standardized items was tested at 0.942, which meant that 
all the variables that derived from the leadership model are 
reliable. Kendall's coefficient of concordance W = 0.045. 
Tukey's estimate of power to which observations must be 
raised to achieve additivity = 0.178. This indicated that all the 
tested variables were highly internal consistent. 
 
 

Conclusion 
 

Based on the results, innovative leadership characteristics 
such as visionary, passionate, fast and action oriented, and 
ability to ascertain external factors have a positive impact on 
organisational culture. However, other leadership 
characteristics such as inspirational and motivational to 
employees, immersed in progressive change, high gain risk 
taker, and charismatic leadership were relatively low, which 
need to draw attention to management of these SMEs. These 
areas are vital in motivating employees to take ownership of 
what they do and stay focused on the organisational goals as 
suggested by the literature. 

Innovation implementation requires a leader that 
understands every stage of innovation process must be 
followed right through from idea generation (Rogers, 2003). 
However, leaders in these SMEs constantly failed to manage 
effectively due to lack of business management skills, 
knowledge of leadership transition, education and training, 
market and technological know-how, entrepreneurial drive, 
and resistance of changes. 

Therefore, in order for a leader to be innovative, we strongly 
suggest that these leaders should take serious consideration 
in participating necessary training programmes to improve 
their abilities for innovation. The results positively indicated 
that the innovative leader possessed the power to generate 
innovation culture for the SMEs to remain sustainable. The 
proposed model can be a useful guide for those leaders who 
are struggling in creating innovative culture within their 
organisation. 

For further study, we recommend that an in-depth study 
can be done by testing the theoretical model with in the SMEs 
by  looking  into  a  large  scope  within  the  country to identify 
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whether the same problems exist in other provinces. The 
success of this model will assist many SMEs to ensure the 
success of their innovation and subsequently their 
sustainability. 
 
 
REFERENCES 

 
Agbor E (2008). Creativity and Innovation: The Leadership Dynamics, 

Creativity and Innovation. J. Strategic Leadership 1(1): 9-45. 
Ahmed PK (1998). Culture and Climate for Innovation. European J. Innovat. 

Manag. 1(1): 30.  
Alves J, Marques MJ, Saur I, Marques P (2007). Creativity and Innovation 

through Multidisciplinary and Multisectoral Cooperation. Creat. Innovat. 
Manag. 16(1):27-34. 

Amabile TM, Schatzel EA, Moneta GB, Kramer SJ (2002). Leader behaviors 
and the work environment for creativity: Perceived leader support, The 
Leadership Quarterly 15(1):5–32. 

Anderson JC, Gerbing DW (1988). Structural Equation Modelling in Practice: A 
review and Recommended Two-Step Approach.  Psychol. Bull. 103(3):411-
423. 

Anthony R (1998). Innovative leadership: Spark Plug of Progress. Innovative 
leader, 7(3): 329. 

Avolio BJ, Bass BM (2002). Developing potential across a full range of 
leadership cases on transactional and transformational leadership. 
Lawrence Erlbaum Associates, Mahwah, NJ. 

Azman I, Hayazi AR, Khairuzzaman WIW (2007). Moderating effect of 
procedural justice in the relationship between participation in pay systems 
and personal outcomes. Jurnal Kemanusiaan. (9):83-96. 

Barczak G, Wilemon D (1989). Leadership differences in new product 
development teams. J. Prod. Innovat. Manag. 6:259–267. 

Bass BM (1998). Transformational Leadership: Industrial, Military, and 
Educational Impact, Lawrence Erlbaum Associates, Mahwah, NJ. 

Bennis W, Nanus B (1985). Leaders: The strategies fortaking charge. New 
York: Harper & Row. Pp. 1-22 

Blanchard KH, Zigarmi P, Zigarmi D (1985). Leadership and the one minute 
manager. New York: William Morrow and Company. pp. 1-25. 

Bossink BAG (2004). Managing drivers of innovation in construction networks. 
J. Constr. Eng. Manag. 130(3):337-345. 

Brown ME, Gioia DA (2002). Making things click: Distributed leadership in an 
online division of an offline organisation. The Leadership Quarterly. 
13(4):397-419. 

Cameron K (2004). A Process for Changing Organisational Culture. University 
of Michigan. 

Collins J (2001). Good to great. New York: HarperPerennial. pp. 90-125. 
Cooper RG (1999). From experience: the invisible success factors in product 

innovation. J. Product Innovat. Manag. 16(2):115-133. 
Craig A, Hart S (1992). Where to Now in New Product Development 

Research. Europ. J. Mark. 26(11):1-49. 
Deming EW (1986). Out of the Crisis, MIT Press, USA. pp..1-20 
DTI (Department of Trade and Industry) (1996). Innovation the Best Practice - 

The Executive Summary, DTI. 
Grant CB (2007). Uncertainty and Communication. Basingstoke – New York: 

Palgrave MacMillan pp. 1-15. 
Gundling E (2000). The 3M Way to Innovation, Kodansha International, Tokyo. 
Hatch M (2004). Dynamics in Organisational Culture, in M.S. Poole and A. 

Van de Ven, eds. Handbook of Organisational Change and Innovation. 
New York: Oxford University Press. pp. 1-15 

Herrington M, Kew J, Kew P (2009). Global Entrepreneurship Monitor, South 
African Report. 

House RJ, Shamir B (1993). Toward the integration of transformational, 
charismatic, and visionary theories. In M.M. Chemers & R. Ayman (Eds.). 
Leadership theory and research: Perspectives and direction San Diego, 
CA: Academic Press pp. 81-107. 

Kirkpatrick SA (2004). Visionary Leadership Theory. Encyclopedia of 
Leadership. 2004. SAGE Publications. Pp. 1615-1619 

Lindegaard S (2009). The Open Innovation Revolution: Essentials, 
Roadblocks and Leadership Skills. Wiley, Hoboken, NJ. 

Leavy B (2005). A leader's guide to creating an innovation culture. Strategy & 
Leadership 33(4):38-45. 



10444        Afr. J. Bus. Manage. 
 
 
 
Langdon M (2007). Creating the Innovation Culture, Geniuses, Champions, 

and Leaders. An Innovation Labs White Paper.  pp. 1-21 
Martins E, Terblanche F (2003). Building organisational culture that stimulates  

creativity and innovation. Europ. J. Innovat. Manag. (6):64-74.  
McCauley CD, Van Veslor E (2004). Hand book of Leadership Development.  

Jossey-Bass, San Francisco, CA. 
McDonough EF, Leifer RP (1986). Effective control of new product projects: 

the interaction of organisation culture and project leadership. J. 
Product.Innovat. Manag. 3(3):49-157. 

McMullen  RS, Adobor H (2011). Bridge leadership: a case study of leadership 
in a bridging organisation. Leadership Organ. Develop. J. 32(7):715–735. 

Meurling E (2004). Diversity as a business opportunity. The PAUSE 
Scholarship Foundation. 

Mosia M, Veldsman T (2004). The importance of different leadership roles in 
strategic management process, SA J. Hum. Resour. Manage. 2(1):26-36. 

Olawale F, David G (2010). Obstacles to the growth of new SMEs in South 
Africa: A principal component analysis approach. Afri. J. Bus. Manag. 
4(5):729-738. 

Reddy M (2007). Small business in Small economies: Constraints and 
opportunities for growth, Social and Economic Studies. Lewis Instit. Soc. 
Econ. Stud. 56 (1/2):304-321. 

Riaz A, Haider MH (2010). Role of transformational and transactional 
leadership on job satisfaction and career satisfaction. Bus.Econ. Horizons. 
1(1):29-38. 

Rogers EM (2003). Diffusion of Innovations. (5th Edition), New York, NY, the 
Free Press. pp. 407-417 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
Rosing K, Frese M, Bausch A (2011). Explaining the heterogeneity of the 

leadership-innovation relationship: Ambidextrous leadership. The 
Leadership Quarterly (22):956–974. 

Sloane P (2003). The leader’s guide to lateral thinking skills: powerful problem-
solving techniques to ignite your team’s potential. Philadelphia, PA: Kogan 
Page. 

Sloane P (2006). The Leaders’ guide to lateral thinking skills: Unlocking the 
creativity and innovation in you and your team. 2

nd
 edition. Kogan Page 

Limited, London and Philadelphia. 
Stone AG, Russell RF, Patterson K (2003). Transformational versus Servant 

Leadership: A Difference in Leader Focus, School of leadership studies, 
Regent University. 

Tesfom G, Lutz C (2006). A classification of export marketing problems of 
Small and Medium sized Manufacturing firms in developing countries. Int. J. 
Emerg. Mark. (93):262-281. 

van Knippenberg D, Hogg M (2003). A social identity model of leadership 
effectiveness in organisations. Research in Organisational Behavior. 
25:243-295. 

Zaccaro SJ, Klimoski RJ (2001). The nature of organisational leadership: An 
introduction. In S. J. Zaccaro & R. J. Klimoski (Eds.), The nature of 
organisational Leadership (pp. 3-41). San Francisco, CA: Jossey-Bass. 

 
 


