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[bookmark: _Toc227875013]ABSTRACT
This study explores how leadership styles influence organizational innovation and performance at FDB Bank in Yangon, Myanmar. The main purpose is to examine the relationships between transformational, transactional, and servant leadership, three types of organizational innovation, and three dimensions of organizational performance. The study uses a quantitative, cross‑sectional survey design. Data was collected from 134 employees at different levels and departments through a structured self‑administered questionnaire. The responses were analyzed using SPSS with descriptive statistics, reliability tests, Pearson correlations, and multiple regression models. Innovation was measured in terms of product and service innovation, process innovation, and administrative innovation. Organizational performance was assessed through perceived financial, operational, and customer outcomes. The findings show that transformational and servant leadership are strongly associated with higher levels of innovation and better overall performance. Transactional leadership mainly supports operational efficiency and stability but shows weaker links with innovation. The results also indicate that organizational innovation is positively related to all three performance dimensions and appears to function as a bridge between leadership styles and performance outcomes. The study concludes that FDB Bank should promote a balanced leadership approach that combines transformational and servant behaviors with appropriate transactional structure and control. It should also continue to invest in innovation capabilities across products, processes, and administrative systems to strengthen its competitive position in the Myanmar banking sector.
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[bookmark: _Toc227875017]INTRODUCTION

In recent years, the banking industry has been changing very quickly. Customers are no longer satisfied with only basic over‑the‑counter services and long waiting times at branches. They expect banks to offer fast, convenient and safe services through mobile phones, internet banking and ATMs. At the same time, regulators and policymakers are asking banks to improve risk management, protect customers and support people who have never used formal banking services before (Asia Development Bank, 2017-2021). Because of these changes, banks cannot rely on traditional ways of working. They need to change how they operate and to look for new and better ways of serving their customers.​​
One important way for banks to respond to this situation is through organizational innovation. Organizational innovation means introducing new or significantly improved products and services, work processes or management practices that bring real benefits to customers and the organization (Fariborz Damanpour, 2006). In the banking sector, examples of innovation include new savings and loan products, mobile and internet banking services, digital payment systems and more efficient internal procedures that reduce errors and processing time (Quddus, 2020). When banks innovate successfully, they can improve customer satisfaction, reduce costs and gain a stronger position in the market. However, innovation also creates challenges, because staff must learn new systems and accept changes in how they work.​
For this reason, leadership plays a very important role in supporting innovation in banks. Leaders make decisions about which ideas should be developed, how resources are used and how employees should respond to change (Hitt M. A & Ireland R. D, 2017). When leaders explain clearly why innovation is needed, provide guidance and listen to staff concerns, employees are more likely to cooperate and to try new ways of working. When leaders are not open to new ideas or do not communicate well, staff may feel confused or afraid and may resist change. In this way, the leadership style used in a bank can strongly influence whether innovation succeeds or fails.​
Research from other countries shows that different leadership styles create different conditions for innovation. Transformational leaders try to inspire their followers by presenting a clear and attractive vision of the future. They encourage employees to think creatively, to question old habits and to work for the long‑term benefit of the organization (Bernard M. Bass, 1985). Transactional leaders focus more on setting clear tasks, monitoring performance and providing rewards or penalties according to results. This style can help ensure that innovative projects are carried out on time and according to plan. Servant leaders put strong emphasis on the needs and development of their followers. They try to build a climate of trust, respect and mutual support, which can make employees feel safe to share ideas and to take reasonable risks (Northouse, 2016). All of these styles may influence innovation in different ways.​
Myanmar’s banking sector has been moving through an important period of reform and growth since around 2012. The government and the Central Bank of Myanmar (CBM) have allowed more private banks, relaxed some restrictions and encouraged the use of modern technologies and new financial products (Asia Development Bank, 2017-2021) (Sein M. M. & Ser K. K., 2019). International partners have also supported Myanmar’s banks with technical assistance and training. Even so, many banks still face basic difficulties. These include limited technological infrastructure, shortages of experienced staff, weak risk management systems and low awareness of formal banking among many people, especially in rural areas. In this environment, banks are under pressure to innovate but must do so with limited resources and capacity.​​
Culture also shapes how leadership and innovation work in Myanmar. Myanmar society traditionally places high value on respect for elders and authority, and on maintaining harmony within groups (Hoang H & Chalmers A., 2014). In organizations, this can mean that junior staff do not easily question their managers or openly disagree with decisions, even when they see problems. Employees may also hesitate to present new ideas if they are not sure how their leaders will react. If leaders rely only on their formal authority and do not invite feedback, innovation can be slowed down. On the other hand, leaders who respect these cultural values but also encourage participation, ask for ideas and protect staff who speak honestly may be able to create a safer space for innovation inside Myanmar banks.​
FDB Bank is one of the financial institutions operating within this changing and sometimes difficult context in Yangon, Myanmar. In recent years, FDB Bank has tried to modernize its operations by investing in information technology, introducing new banking products and improving its branch services. These efforts show that the bank wants to become more innovative and more responsive to customer needs. At the same time, they require employees to change how they work, learn new skills and accept new procedures. Some staff may feel uncertain or stressed if they do not fully understand the reasons for change or do not feel supported by their managers. The leadership styles practiced by managers and executives at FDB Bank will therefore have a strong influence on how well these innovations are carried out in practice.​
Although leadership and innovation are both recognized as important, there is still little empirical research that explains how leadership styles influence organizational innovation in Myanmar’s banking sector, and there is no study that focuses specifically on FDB Bank. Most of the available theories and findings come from Western countries or more developed Asian economies, where culture, regulation and technology are different from those in Myanmar (Bernard M. Bass, 1985) (Hoang H & Chalmers A., 2014). It is not safe to assume that those results will be the same in Myanmar without collecting and analyzing local data. There is a clear need to study leadership styles and innovation inside a Myanmar bank in order to understand how leaders’ behavior affects innovation under local conditions.​
This study responds to that need by focusing on FDB Bank in Yangon. It aims to identify the leadership styles that are most common at different levels of the bank and to find out how employees experience these styles in their daily work. It also examines what types of innovation have taken place in FDB Bank in recent years, including new products and services, new processes and new administrative arrangements, and how these changes are linked to leadership. By combining ideas from international research with information collected from managers and staff of FDB Bank, the study seeks to provide a clearer picture of the relationship between leadership styles and organizational innovation in a Myanmar banking context. The findings are expected to help FDB Bank improve its leadership development and innovation strategies and to offer useful lessons for other banks and policymakers who are interested in strengthening leadership and innovation in Myanmar’s financial sector.
[bookmark: _Toc227875018]1.1 Background Information of the Study
Leadership is a central factor that shapes how organizations perform and how they respond to change. In service organizations such as banks, leaders are responsible for setting direction, managing people and resources and creating a working climate that supports cooperation, learning and improvement (Hitt M. A & Ireland R. D, 2017) (Northouse, 2016). When the external environment changes quickly because of new technologies, regulations and customer expectations, leadership becomes even more important for the long‑term success and survival of the organization.​
Organizational innovation, which refers to new or significantly improved products and services, processes and management practices, is one of the main tools that banks can use to respond to these changes  (Fariborz Damanpour, 2006). In Myanmar, the banking sector has been undergoing reform and expansion since liberalization policies were introduced around 2012. The government and the Central Bank have encouraged banks to modernize operations, improve risk management and expand financial inclusion, with support from international development partners such as the Asian Development Bank (Asia Development Bank, 2017-2021) (Sein M. M. & Ser K. K., 2019).​
Despite these reforms, many Myanmar banks still face challenges. These include limited technological infrastructure, shortages of skilled staff, weak risk management and low awareness of formal banking among parts of the population. Banks must therefore innovate under conditions of limited resources and institutional constraints. In this environment, leadership plays a key role in deciding how banks allocate scarce resources, how they set priorities and how they support employees during change. Leaders who can communicate clearly, involve staff and provide guidance may help their banks innovate more successfully.​
FDB Bank is one of the banks operating in this evolving context in Yangon. In recent years, the bank has invested in information technology, introduced new products and improved branch operations to strengthen its competitive position. These actions show that FDB Bank aims to become more innovative and customer‑focused. However, such changes also require employees to learn new systems, follow new procedures and adapt to different expectations. The way leaders at different levels of FDB Bank manage these changes is likely to influence how employees respond and how successful innovation will be.​
Previous international studies point to several leadership styles that are relevant for innovation, especially transformational, transactional and servant leadership (Bernard M. Bass, 1985). Transformational leaders inspire followers to pursue a shared vision and to think creatively. Transactional leaders focus on clear goals, performance monitoring and contingent rewards and penalties. Servant leaders emphasize the growth and well‑being of followers and seek to build a supportive and ethical organizational culture (Northouse, 2016). These styles may affect the willingness of employees to support innovation and the overall innovation capacity of a bank.​
However, most of these studies were conducted in Western or more developed Asian contexts, where culture and institutions differ from those in Myanmar (Hoang H & Chalmers A., 2014). Myanmar’s cultural emphasis on respect for authority and social harmony may affect how leadership is practiced and perceived in banks. There is still limited empirical evidence on how leadership styles are related to organizational innovation in Myanmar’s banking sector in general, and in FDB Bank in particular. This gap provides the motivation for the present study.​
[bookmark: _Toc227875019]1.2 Problem Statement of the Study
After the financial reforms, banks in Myanmar have been expected to expand their operations, modernize their services and compete with both local and international institutions. FDB Bank is also trying to respond to this environment by adopting new technologies, developing new products and improving customer service. While these initiatives demonstrate the bank’s commitment to innovation, they also create internal challenges related to change management, staff capability and coordination among departments.​
Although leadership is widely recognized as a critical factor for successful innovation, there is limited empirical information on the leadership styles actually practiced by managers and executives at FDB Bank. It is not clearly known whether transformational, transactional or servant leadership behaviors are dominant, or how employees experience these styles in their daily work. Furthermore, the relationship between different leadership styles and various forms of organizational innovation such as product and service innovation, process innovation and administrative innovation has not been systematically examined in the context of FDB Bank  (Fariborz Damanpour, 2006) (Hitt M. A & Ireland R. D, 2017).​​
Without such evidence, it is difficult for FDB Bank to design leadership development programmed, performance management systems and innovation strategies that are well aligned. Managers may not receive clear guidance on which leadership approaches best support innovation, and the bank may not fully use the potential of its human resources. As a result, innovation projects may not achieve their intended outcomes, and the bank may face disadvantages in a competitive market.​
Therefore, the main problem of this study is the lack of systematic research on how leadership styles influence organizational innovation at FDB Bank in Yangon, Myanmar. This study addresses this problem by identifying the dominant leadership styles in the bank, assessing the current situation of organizational innovation and analyzing the relationship between leadership styles and innovation outcomes from the perspectives of managers and employees.​
[bookmark: _Toc227875020]1.3 Objective of the Study
The main objective of this study is to examine the relationship between leadership styles and organizational innovation at FDB Bank in Yangon, Myanmar.​
The specific objectives of the study are as follows:​
1. To identify and describe the dominant leadership styles employed by managers and executives at different organizational levels at FDB Bank.​
2. To assess the current state and types of organizational innovations being implemented or planned at FDB Bank, including product, process and service innovations.​
3. To examine the relationship between different leadership styles and levels of organizational innovation in various departments or business units at FDB Bank.​
4. To identify the perceived benefits and barriers to innovation from the perspectives of managers, employees and leaders at FDB Bank.​
5. To provide practical recommendations for FDB Bank’s leadership development and organizational innovation strategy based on the research findings.​
[bookmark: _Toc227875021]1.4 Research Questions of the Study
To achieve the objectives stated above, this study seeks to answer the following research questions:​
1. What leadership styles are currently practiced by managers and executives at FDB Bank, and how are these styles distributed across different organizational levels and departments?​
2. What types of organizational innovations have FDB Bank undertaken in recent years, and what is the status of these innovative initiatives?​
3. How do different leadership styles influence the level and nature of organizational innovation at FDB Bank?​
4. What do employees and managers perceive as the main benefits of innovations driven by different leadership styles?​
5. What barriers to innovation are perceived by FDB Bank’s leaders and employees, and how do leadership styles influence the organization’s ability to overcome these barriers?​
6. What recommendations would improve leadership practices to better support organizational innovation at FDB Bank?​
[bookmark: _Toc227875022]1.5 Scope and Limitation of the Study
This study focuses on FDB Bank in Yangon and examines the relationship between leadership styles and organizational innovation within this bank. The geographical scope is limited to the head office and main operating branches located in Yangon, due to time and resource constraints. The target population includes senior managers, middle managers, team leaders and general staff who have direct experience with leadership and innovation activities in the bank.​
The study covers three main dimensions of organizational innovation: product and service innovation, process innovation and administrative innovation, as defined in the literature (Fariborz Damanpour, 2006). It focuses on innovative activities that have been implemented or planned during the last two to three years, to reflect the current situation at FDB Bank  (Asia Development Bank, 2017-2021). The wider macroeconomic and regulatory environment is recognized as an important background factor but is not analyzed in detail. The findings are therefore specific to FDB Bank in Yangon and may not be fully generalizable to all banks in Myanmar.​
[bookmark: _Toc227875023]1.6 Organization of the Study
This thesis is organized into five chapters, following the structure used in the Thesis Sample of the Swiss School of Business Research.
Chapter I presents the introduction of the study. It includes the introduction, background information of the study, problem statement of the study, objective of the study, research questions of the study, scope and limitation of the study and organization of the study.
Chapter II provides the theoretical background of the study. It reviews concepts and theories related to leadership and organizational innovation, discusses different leadership styles, examines previous empirical studies and presents the conceptual framework used in this research.
Chapter III describes the research methodology adopted in the study. It explains the research design, population and sampling procedures, data collection methods, research instruments, data analysis techniques and ethical considerations, in line with the verified proposal.​
Chapter IV presents the analysis and results of the study. It shows the demographic profile of respondents, the findings related to leadership styles and organizational innovation and the statistical results on the relationship between these variables in FDB Bank.
Chapter V provides the conclusion of the study. It summarizes the main findings, discusses their implications for FDB Bank and other stakeholders, offers suggestions and recommends and proposes areas for further research.
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[bookmark: _Toc227875025]LITERATURE REVIEW
[bookmark: _Toc227875026]2.1 Introduction and Importance of the Subject Area
This chapter reviews the main theories and previous studies about leadership styles, organizational innovation, and organizational performance. It explains how these concepts are related to each other in the context of banking organizations, especially in FDB Bank, Yangon, Myanmar. The chapter focuses on three leadership styles, namely transformational leadership, transactional leadership, and servant leadership. It also explains three types of organizational innovation: product or service innovation, process innovation, and administrative innovation. Finally, it discusses three dimensions of organizational performance: financial performance, operational performance, and customer performance.
Leadership is important because it influences how employees think, feel, and behave at work. Leaders shape the work environment, guide employees toward goals, and decide how resources are used. In banks, leadership is critical because the sector is highly regulated, competitive, and sensitive to customer trust. Poor leadership can cause low morale, resistance to change, and poor performance. Good leadership can create commitment, innovation, and higher performance.
Organizational innovation is also a key factor in today’s dynamic environment. Innovation helps organizations respond to changes in technology, customer needs, and competition. In the banking sector, innovation can mean new financial products, better service channels, and improved internal systems. Without innovation, banks may fall behind their competitors and may not be able to satisfy changing customer expectations.
Organizational performance shows how well an organization achieves its goals. Performance is not only about profit. It also includes efficient operations, quality of service, and satisfaction of customers. For banks, financial performance, operational performance, and customer performance are all important. A bank may have good profit but poor customer satisfaction, or strong operations but weak product innovation. Therefore, it is useful to look at different dimensions of performance together.
The subject of this study is important for Myanmar because its banking sector is still developing and faces pressure to modernize. FDB Bank in Yangon operates in a changing environment where digital banking, competition, and regulatory changes are becoming more significant. Understanding how leadership styles at FDB Bank influence innovation and performance can help managers design better policies and practices. It may also support the bank’s strategy for sustainable growth.
[bookmark: _Toc227875027]2.2 Theoretical Concepts and Principles
[bookmark: _Toc227875028]2.2.1 Leadership and Leadership Styles
Leadership has been studied for many years in management and organizational behavior. Traditional theories focused on leader traits and leader behaviors. More recent theories look at how leaders interact with followers and how they create meaning and change in organizations (L. Mullins & Gill Christy, 2010). Among the many leadership theories, transformational leadership, transactional leadership, and servant leadership are widely discussed in the literature and are relevant for this study.
Transformational leadership describes leaders who inspire and motivate followers to go beyond their self‑interest for the good of the organization. Transformational leaders communicate an attractive vision, act as role models, encourage new ideas, and pay attention to the individual needs of followers (Bernard M. Bass & Ronald E. Riggio, 2005). They use idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. In practice, this means they talk about a clear future direction, challenge employees to think differently, and support their development. Many studies show that transformational leadership is associated with higher employee commitment, creativity, and innovation.
Transactional leadership is based on clear exchanges between leaders and followers. Leaders set goals, define tasks, monitor performance, and provide rewards or corrective actions. Transactional leaders focus on contingent reward and management‑by‑exception. This style helps maintain order, consistency, and compliance with rules (Bernard M. Bass & Ronald E. Riggio, 2005). In banks, transactional leadership can be important because accuracy, risk control, and adherence to procedures are critical. However, on its own, transactional leadership may not strongly encourage innovation, because it emphasizes following rules rather than changing them.
Servant leadership is different from traditional top‑down leadership. The concept was introduced by Greenleaf, who described the leader as a servant first. Servant leaders put the needs of followers before their own, support their growth, and aim to create a caring and ethical environment. They show humility, empathy, listening, and stewardship (Bhavani, 2023). In the banking sector, servant leadership can help build trust, teamwork, and service culture. Studies suggest that servant leadership can improve employee performance and organizational effectiveness, because employees feel respected and motivated to contribute.
These three leadership styles are not always completely separate in real organizations. A manager can show elements of more than one style depending on the situation. However, they represent different approaches to influencing people. Transformational leadership emphasizes vision and change. Transactional leadership emphasizes control and exchange. Servant leadership emphasizes service to followers and ethical behavior. In this study, these three styles are used as main leadership variables in the conceptual framework.
[bookmark: _Toc227875029]2.2.2 Organizational Innovation
Organizational innovation refers to the adoption of new ideas, behaviors, products, services, or practices that are new to the organization and designed to improve its performance (Fariborz-Damanpour, 2017) (Alice Lam, 2004). Innovation is different from routine change because it involves something new and useful. In the literature, innovation is often divided into different types. For this study, three types are important: product or service innovation, process innovation, and administrative innovation.
Product or service innovation refers to the development and introduction of new or significantly improved products or services to meet customer needs. These innovations have an external focus because they are visible to customers and the market. In banking, examples include new types of accounts, digital wallets, mobile banking apps, new loan products, and value‑added services for customers (Fariborz-Damanpour, 2017). Product and service innovations help banks differentiate themselves from competitors and attract new customers. They also support better customer performance because they can improve customer satisfaction and loyalty.
Process innovation refers to the introduction of new or significantly improved methods for producing or delivering products or services. Process innovation focuses more on internal operations and efficiency. In banks, process innovations include changes in transaction processing, automation of routine tasks, upgraded IT systems, workflow redesign, and more efficient branch procedures  (Sandra DUBOULOZ, 2013). Good process innovations can reduce costs, speed up service delivery, and improve accuracy, which contributes to operational performance.
Administrative innovation refers to changes in organizational structure, management practices, policies, and administrative systems. These innovations are more related to the social and administrative system of the organization rather than the core technical work (Fariborz-Damanpour, 2017). In banks, administrative innovation may include new HR policies, revised performance appraisal systems, new team structures, or new decision‑making processes. Administrative innovations can support innovation in products and processes by creating a more flexible and supportive organizational environment.
The literature shows that leadership plays a key role in supporting all three types of innovation. Leaders decide whether to invest in new products, approve new processes, or change administrative structures. They also shape the culture and climate that can either encourage or block innovation. When leaders promote learning, openness, and collaboration, innovation becomes easier. When leaders resist change or punish failure harshly, employees may become afraid to suggest new ideas.
[bookmark: _Toc227875030]2.2.3 Organizational Performance
Organizational performance refers to the results that an organization achieves in relation to its goals. It can be viewed from many angles, but in this study, performance is grouped into three dimensions: financial performance, operational performance, and customer performance. This approach is consistent with multi‑dimensional performance models used in management and banking research (L. Mullins & Gill Christy, 2010).
Financial performance refers to traditional financial outcomes such as profit, revenue growth, return on assets, and cost control. In a bank, financial performance indicates whether the organization is generating income, managing costs, and using its assets effectively. Financial performance is important for shareholders, regulators, and top management. Innovation and leadership can both influence financial results, but there is often a time lag because financial outcomes reflect many factors.
Operational performance refers to the efficiency and effectiveness of internal processes. In banks, this includes speed of service, accuracy of transactions, error rates, productivity, and internal cycle time. Improved processes and technologies can raise operational performance by reducing waste and delays. Leadership also influences operational performance by setting clear procedures, solving problems, and motivating employees to work efficiently.
Customer performance focuses on the customer side of results. It includes customer satisfaction, customer loyalty, service quality perception, and customer retention. For banks, strong customer performance means customers are happy with services, feel trust toward the bank, and are likely to continue using its products. Innovation in products and services, as well as good leadership and front‑line behavior, directly influence customer performance.
Looking at all three dimensions together gives a more complete picture of how well the bank is doing. A bank may have good financial performance in the short term but poor customer satisfaction, which can create risk in the future. It may also have efficient internal processes but weak product innovation. This is why researchers often study financial, operational, and customer performance at the same time.
[bookmark: _Toc227875031]2.3 Variables of the Study
Based on the theoretical discussion, this study uses three groups of variables. The first group is leadership styles, including transformational leadership, transactional leadership, and servant leadership. The second group is organizational innovation, which includes product or service innovation, process innovation, and administrative innovation. The third group is organizational performance, which includes financial performance, operational performance, and customer performance.
Leadership styles are the main independent variables. Transformational leadership is expected to encourage innovation and positive performance outcomes because it motivates employees to go beyond routine work and to look for new solutions (Bernard M. Bass & Ronald E. Riggio, 2005). Transactional leadership is expected to contribute to operational and financial performance through clear goals and reward systems, although its effect on innovation may be weaker. Servant leadership is expected to support innovation and customer performance because it focuses on serving employees and customers, building trust, and creating a caring culture (Bhavani, 2023).
Organizational innovation acts as a mediating variable. Product or service innovation, process innovation, and administrative innovation represent specific ways in which the bank changes and improves its activities. When leadership supports innovation, these forms of innovation are more likely to happen. In turn, they can improve financial outcomes, internal efficiency, and customer satisfaction.
Organizational performance is the main outcome (dependent) variable. Financial, operational, and customer performance together show the overall success of FDB Bank from different angles. The study assumes that leadership styles influence these performance dimensions directly and indirectly through innovation. In simple terms, good leadership can directly improve performance and can also do so by creating more innovation inside the bank.
[bookmark: _Toc227875032]2.4 Relevant Previous Studies
Studies in many countries have examined the link between leadership styles and innovation.  (Ogbeta-Ogwu Ese Mercy (Ph.D), 2024) found that leadership styles have a significant positive relationship with organizational innovation in business organizations. Their results indicate that leaders who clearly communicate goals, support employees, and encourage participation create a stronger innovation climate. This supports the idea that leadership style can influence innovation in banks as well.
          (Fidiana, 2020) compared transformational and transactional leadership in relation to innovation performance. They concluded that transformational leadership has a stronger positive effect on innovation performance than transactional leadership, but transactional leadership still contributes positively when tasks require structure and control. This suggests that banks may benefit from a combination of transformational and transactional behaviors depending on the situation.
Research on servant leadership in banking is more limited but growing. (Bhavani, 2023) studied servant leadership style and employee performance in the banking sector and found that servant leadership positively influences employee performance and perceptions of organizational effectiveness. The study highlights that when leaders act as servants by supporting, listening, and empowering employees, staff feel more motivated and committed to their work. This, in turn, can support innovation and customer service.
Several papers discuss types of organizational innovation in detail. (Fariborz-Damanpour, 2017) explains that product innovation, process innovation, and administrative innovation work together to improve organizational outcomes. Product and service innovation address market needs. Process innovation improves internal operations. Administrative innovation changes management practices and structures. Research suggests that organizations that manage all three types effectively are more likely to achieve high performance.
In terms of performance, studies in the banking sector often use financial, operational, and customer indicators. One study on banks reported that innovation in digital services improved both customer satisfaction and operational efficiency, which later contributed to better financial results. Another article on leadership and innovation in financial services notes that banks that invest in innovation and strong leadership strategies tend to outperform others in revenue growth and customer satisfaction.
However, most of these studies are conducted in developed countries or large emerging markets. There are not many empirical studies on leadership, innovation, and performance in Myanmar banks. This creates an opportunity for the present study to contribute new knowledge about FDB Bank and the local context.
[bookmark: _Toc227875033]2.5 Conceptual Framework of the Study
The conceptual framework of this study links leadership styles, organizational innovation, and organizational performance in FDB Bank. It is based on the idea that leadership is an important driver of innovation and performance. The framework shows three leadership styles (transformational, transactional, and servant leadership) as independent variables. It shows three types of innovation (product or service, process, administrative) as mediating variables. It shows three dimensions of performance (financial, operational, customer) as dependent variables.
First, transformational, transactional, and servant leadership are expected to influence product or service innovation, process innovation, and administrative innovation. Transformational leaders may be more likely to promote new products and services because they encourage creative thinking and a strong vision for change (Bernard M. Bass & Ronald E. Riggio, 2005). Transactional leaders may support process innovation through clear rules, standards, and performance monitoring that reveal where improvements are needed. Servant leaders may encourage administrative innovation by promoting participatory decision‑making and supportive HR practices (Bhavani, 2023).
Second, the three types of organizational innovation are expected to influence financial, operational, and customer performance. Product or service innovation can attract new customers and meet existing customer needs, which improves customer performance and can increase revenue. Process innovation can reduce costs, shorten service time, and improve accuracy, which supports operational and financial performance. Administrative innovation can create better structures and policies that support both staff and customers, which may improve all three performance dimensions.
Third, leadership styles may also have direct effects on performance. For example, transactional leadership can directly improve operational performance by clarifying expectations and rewarding good performance. Transformational and servant leadership can directly enhance customer performance by influencing front‑line behavior and service quality. However, the framework assumes that part of the leadership effect is indirect through innovation.
Figure 2.1. Conceptual Framework of the Study
Independent Variables              Dependent Variables                Dependent Variable
Transformational Leadership Transactional Leadership      Servant Leadership               
Product/Service Innovation  Process Innovation               Administrative Innovation
Financial Performance          Operational Performance               Customer Performance




According to the Figure 2.1 conceptual framework of the study, leadership styles namely transformational leadership, transactional leadership, and servant leadership are identified as the key independent variables that influence organizational innovation. These leadership styles are expected to impact various dimensions of innovation, including product/service innovation, process innovation, and administrative innovation, which act as mediating variables. Furthermore, these innovation dimensions play a significant role in improving organizational performance outcomes, particularly financial performance, operational performance, and customer performance, which are considered the main dependent variables of the study.
[bookmark: _Toc227875034]2.6 Leadership in Banking Context
The banking sector is a special environment for leadership because banks deal with money, risk, regulation, and trust. Leaders must ensure compliance with strict rules, manage financial risk, protect customer data, and maintain public confidence. At the same time, they must respond to competition and technological change. This dual pressure makes leadership in banking complex and demanding  (Nwosu, 2023).
Transformational leadership is useful in banking when organizations go through digital transformation, product innovation, or structural changes. Transformational leaders can explain why change is necessary, build a shared vision, and reduce resistance among employees. They can also encourage staff to learn new skills and accept new technologies such as core banking systems or mobile banking platforms  (Ogbeta-Ogwu Ese Mercy (Ph.D), 2024).
Transactional leadership remains important because banking operations need discipline and accuracy. Errors in transactions, compliance failures, or weak risk management can seriously damage a bank. Transactional leaders who monitor performance closely and give clear feedback can help maintain standards. This leadership style can support process innovation when leaders use performance data to identify areas that need improvement.
Servant leadership can be especially valuable in customer‑focused banks. Servant leaders pay attention to employee needs and customer needs. They try to remove obstacles that prevent staff from serving customers well. This can lead to a more human and ethical culture, where employees feel safe and motivated to provide good service. Over time, this may improve both customer performance and internal cooperation.
In Myanmar and in FDB Bank, leaders may need to combine aspects of these three styles. For example, they may use transformational leadership to guide change, transactional leadership to ensure compliance, and servant leadership to build trust and loyalty among employees and customers. The present study can help show how employees at FDB Bank perceive their leaders and how these perceptions are related to innovation and performance outcomes.
[bookmark: _Toc227875035]2.7 Organizational Innovation in Banking
Innovation in banking involves both what the bank offers and how it operates. Product or service innovation in banks includes new digital channels, mobile applications, Internet banking, new loan packages, or customized financial solutions. These innovations aim to provide more convenience, speed, and value to customers. Banks that successfully innovate their products and services often see improvements in customer satisfaction and competitive position (Tsiartas, 2024).
Process innovation in banks focuses on internal operations and workflows. Examples include automation of manual processes, use of advanced software for risk analysis, queue management systems in branches, and improved back‑office operations. Process innovation can reduce operation time, errors, and costs. It can also free employees from routine tasks so they can focus more on customer interaction and value‑added activities.
Administrative innovation affects how the bank is structured and managed. For instance, introducing new performance appraisal systems, team‑based structures, flexible work arrangements, or new training and development programs are forms of administrative innovation. Such innovations can improve communication, reduce bureaucracy, and make the bank more responsive to changes. They can also support other types of innovation by creating a supportive culture.
Leadership is central to the success of all these innovations. Leaders decide which ideas to approve, how to allocate resources, and how to communicate changes to staff. Transformational leaders may push for bold product and service innovations. Transactional leaders may refine processes step by step. Servant leaders may build a culture where employees feel safe to share ideas and participate in change. Together, these styles can support a broad and balanced approach to innovation in FDB Bank.
[bookmark: _Toc227875036]2.8 Gaps in Previous Studies
Although the literature on leadership, innovation, and performance is large, several gaps remain. First, much of the existing research is based on data from Western countries or large emerging markets. Very few studies focus on Myanmar banks or on FDB Bank in particular. This makes it unclear whether findings from other contexts apply directly to Myanmar’s banking sector.
Second, many studies look at only one or two leadership styles, often focusing on transformational or transactional leadership. There is still limited empirical work that includes servant leadership together with these styles in a single framework in the banking sector. Including servant leadership can provide a more complete picture of how modern leaders influence employees and innovation.
Third, some research examines leadership and overall performance, but few studies look carefully at how leadership affects specific types of innovation (product/service, process, administrative) and, in turn, different dimensions of performance (financial, operational, customer). By specifying these categories, the present study can show more clearly which aspects of leadership and innovation are most important for different performance outcomes.
Finally, there is a practical gap. Bank managers may know that innovation and performance are important, but they may not fully understand how their day‑to‑day leadership behavior shapes employees’ willingness to innovate and to provide high‑quality service. By collecting data from employees at FDB Bank and analyzing relationships among leadership styles, organizational innovation, and organizational performance, this study can offer useful guidance for leadership development and innovation management in the bank.

[bookmark: _Toc227875037]CHAPTER 3
[bookmark: _Toc227875038]METHODOLOGY

[bookmark: _Toc227875039]3.1 Introduction
This chapter explains the methodology used to investigate the relationship between leadership styles and organizational innovation, and how these factors relate to organizational performance, at FDB Bank in Yangon. It describes the overall research method, research design, population and sampling procedures, data collection tools, questionnaire and interview design, data analysis techniques, and ethical considerations. The aim is to present a clear and transparent research process so that readers understand how the findings in later chapters are produced.
In addition, this chapter serves as a bridge between the theoretical discussion in Chapter 2 and the empirical findings in Chapters 4 and 5. The theories about transformational, transactional, and servant leadership, and about product/service, process, and administrative innovation, are translated here into observable and measurable variables. By explaining each step clearly, the chapter allows examiners and future researchers to judge whether the chosen methods are appropriate for the research questions and whether the conclusions drawn later are supported by the way data were collected and analyzed (Saunders, 2019).
FDB Bank is a suitable setting for this research because it operates in a competitive and changing banking environment in Yangon. The bank is under pressure from new technologies, regulatory changes, and rising customer expectations. It has already introduced several innovative initiatives, including new products and internal process improvements. These developments provide real situations where leadership behavior and innovation outcomes can be studied together in a practical context rather than only at a theoretical level.
The study now uses a single‑method quantitative approach. A self‑administered questionnaire is distributed to a sample of employees at FDB Bank. Their responses are converted into numerical data and analyzed using descriptive statistics, reliability analysis, correlations, and regression techniques in SPSS. This survey strategy is suitable because the main aim is to examine patterns and strengths of relationships between clearly defined variables, rather than to explore individual stories in depth.
[bookmark: _Toc227875040]3.2 Research Method and Design
The research adopts a quantitative, descriptive, and explanatory cross‑sectional survey design. A cross‑sectional design means that data are collected from respondents at one point in time. It does not follow the same individuals over several months or years. Cross‑sectional surveys are common in business and management research because they fit within limited time frames, control costs, and still allow researchers to examine current relationships between variables  (Saunders, 2019). In this study, questionnaires will be conducted during a defined period with staff in FDB Bank’s Yangon headquarters and main branches.
The study is descriptive because it describes the existing leadership styles, levels of innovation, and perceptions of performance among employees of FDB Bank. It reports how respondents score on transformational, transactional, and servant leadership scales, and how they perceive product or service innovation, process innovation, administrative innovation, and financial, operational, and customer performance.
The study is also explanatory because it tests specific hypotheses about how leadership styles are statistically associated with different types of innovation, and how innovation is associated with performance outcomes. Correlation and regression analyses are used to examine whether increases in certain leadership behaviors are linked to higher innovation scores and higher performance scores. 
The design is non‑experimental and field‑based. The researcher does not manipulate leadership styles or assign staff to conditions. Instead, real‑life perceptions and experiences in the workplace are observed and measured. This approach is appropriate for organizational settings where it would be neither ethical nor practical to conduct controlled experiments (Bryman, 2015).
Alternative designs, such as controlled experiments or longitudinal panel studies, were considered but found unsuitable. An experimental design would require changing leadership structures or assigning employees to artificial conditions, which is not realistic in an operational bank. A longitudinal design, where the same employees are surveyed at several points in time, would provide stronger evidence of change but would be difficult to complete within the limited duration of an MBA thesis. Therefore, a quantitative cross‑sectional survey represents a practical and scientifically acceptable compromise(Bryman, 2015).
The research follows a deductive approach. The study starts from existing theories and empirical findings about leadership, innovation, and performance, and from the conceptual framework in Chapter 2. From this framework, hypotheses are developed, for example that transformational leadership is positively related to innovation, and that innovation is positively related to performance. The quantitative survey is then used to test these hypotheses empirical  (Saunders, 2019).
In terms of research philosophy, the study is mainly informed by positivism. Positivism assumes that social phenomena can be measured objectively using structured instruments, and that cause‑and‑effect relationships can be examined with statistical tools and clear rules of inference. The present study uses standardized scales, numerical scores, and hypothesis testing, which are consistent with a positivist stance (Central, 2014). stance (Central, 2014). At the same time, the discussion of findings in Chapter 5 recognizes that interpretations are influenced by the organizational context and culture, so some elements of interpretive thinking are also acknowledged.

[bookmark: _Toc227875041]3.3 Population, Sampling, and Sample Size
[bookmark: _Toc227875042]3.3.1 Research Population
The target population for this study includes all managers, supervisors, and employees working at FDB Bank’s Yangon headquarters and main branches. These individuals have direct contact with leadership behavior and experience innovative efforts in their daily work. According to information obtained during the proposal stage, the total number of employees in this population is approximately 200 staff. This number covers senior management, middle management, team leaders, and general staff across various departments such as operations, credit, customer service, administration, information technology, and support services.
The population definition is restricted to internal staff with direct experience of leadership and innovation, rather than external stakeholders such as customers or regulators. Customers and regulators also influence innovation in banking, but they do not experience internal leadership styles in the same way as employees. Focusing on internal staff ensures that respondents have sufficient knowledge to comment on leadership behaviors and innovation processes. This focus is consistent with the research aim, which is to understand leadership as an internal organizational process.
[bookmark: _Toc227875043]3.3.2 Sample Size (Yamane Formula)
Surveying all 200 employees would be ideal but is not feasible due to time and resource constraints. A sample is therefore selected. The required sample size for the quantitative survey is calculated using the Yamane (1967) formula for finite populations:

where \(n\) is the sample size, \(N\) is the population size, and \(e\) is the desired level of precision or margin of error (Yamane, 1967).
For this study:
 employees
 (5 percent margin of error)
Substituting these values:

The result is rounded up to the next whole number. Therefore, the required sample size for the survey is 134 respondents. This sample size is adequate for representing the population of 200 employees with acceptable precision and is sufficient for statistical analyses such as regression (Israel, 1992).
Using the Yamane formula has two advantages in this context. First, it explicitly accounts for the relatively small finite size of the FDB Bank Yangon workforce and avoids relying only on general rules of thumb. Second, it provides clear mathematical justification for the chosen sample size, which can be easily explained to supervisors and examiners. While a larger sample would always provide more information, the figure of 134 respondents balances the need for statistical precision with practical limitations such as staff workloads and survey fatigue.
[bookmark: _Toc227875044]3.3.3 Sampling Technique for the Quantitative Survey
A stratified random sampling technique will be used for the quantitative survey. In stratified sampling, the population is divided into subgroups, or strata, that share similar characteristics, and random samples are drawn from each stratum (Scribbr, 2023). This approach increases the representativeness of the sample and allows comparisons between strata.
In this study, strata are based on organizational level:
1. Senior management
2. Middle management
3. Team leaders / supervisors
4. General staff / officers
The number of employees at each level is obtained from FDB Bank’s HR department. The total sample size of 134 is then allocated proportionally across these levels. For example, if general staff make up 50 percent of the workforce, approximately 67 survey respondents will be drawn from this group. Within each stratum, respondents will be selected using simple random sampling, such as random numbers assigned to staff lists  (Saunders, 2019).
In reality, organizational life can be messy. Some staff may be on leave or in training, and some departments may be particularly busy at the time of data collection. For this reason, the researcher will keep a detailed record of how many questionnaires are distributed and returned in each stratum. This log will later be used to check whether the sample achieved is still reasonably proportional to the plan. If there are imbalances, they will be reported as limitations, and any comparisons between strata will be interpreted with caution (Scribbr, 2023).
Where full staff lists are not available, stratified sampling may be combined with convenience sampling within each stratum. For example, the researcher may visit branches at agreed times and invite staff who are present and willing to participate until the target number for that level is reached. Although convenience sampling has limitations, combining it with stratification helps maintain representation across organizational levels (Saul McLeod PhD, 2023).

[bookmark: _Toc227875045]3.4 Data Collection Methods
[bookmark: _Toc227875046]3.4.1 Structured Questionnaire
The study uses a structured self‑administered questionnaire as the sole data collection instrument for the quantitative survey. The questionnaire is designed to capture demographic information, perceptions of leadership styles, perceptions of organizational innovation, and perceptions of organizational performance.
The instrument is organized into four main sections that reflect the conceptual framework:
Section A: Demographic information
Section B: Leadership styles
Section C: Organizational innovation
Section D: Outcomes and organizational performance
Most items in Sections B and E use a five‑point Likert scale, where 1 represents “strongly disagree” and 5 represents “strongly agree.” Likert scales are widely used in leadership and innovation research because they are easy for respondents to understand and allow subjective attitudes to be converted into numerical scores for analysis.
Section A collects basic demographic and organizational information such as gender, age group, highest educational qualification, job position, department, and total years of work experience. These variables are used to describe the sample and to test whether perceptions differ across demographic groups in the data analysis stage.
Section B measures employees’ perceptions of transformational, transactional, and servant leadership. Items are adapted from established instruments such as the Multifactor Leadership Questionnaire (MLQ) and from servant leadership research in the financial sector. For example, transformational leadership items ask whether the immediate supervisor communicates a clear vision, encourages creative thinking, and treats employees as individuals. Transactional leadership items ask about clarity of expectations, link between rewards and performance, and corrective actions when standards are not met. Servant leadership items ask whether the supervisor listens to staff, shows concern for their development, and promotes teamwork.
Section C focuses on organizational innovation. It contains items that measure the degree to which employees perceive product/service innovation, process innovation, and administrative innovation in their units. Items are based on the definitions and dimensions discussed in Chapter 2. Respondents indicate whether new products and services are introduced, whether work processes are improved, and whether management policies and structures change to support innovation. Examine organizational culture and support systems related to innovation. Questions explore risk tolerance, openness to new ideas, availability of resources and training, and the level of support from leaders and colleagues. This section helps identify contextual factors within FDB Bank that may strengthen or weaken the link between leadership styles and innovation outcomes.
Section D asks about organizational outcomes, particularly the perceived impact of innovations on financial results, operational efficiency, and customer satisfaction. Respondents rate statements such as “FDB Bank’s financial results have improved due to recent innovations” or “Our branch has improved service quality as a result of new processes.” Using perception‑based performance measures is common when detailed internal financial data are not readily available to individual staff (L. Mullins & Gill Christy L. , 2010).
To encourage honest responses, the questionnaire does not request names or exact job titles. Instead, broader categories such as “general staff” or “middle management” are used. The researcher will explain that participation is anonymous and that no individual results will be shared with managers. This approach is expected to reduce social desirability bias and increase the accuracy of responses  (Saunders, 2019).
The questionnaire is first prepared in English and then translated into Myanmar to ensure that all staff fully understand the items. A back‑translation process is used: one bilingual translator translates the English version into Myanmar; a second independent translator then translates it back into English. Differences between the original and back‑translated versions are discussed and resolved. This procedure is important because terms such as “servant leadership” and “innovation climate” may not have direct equivalents in Myanmar language, and the risk of misunderstanding must be minimized  (Saunders, 2019).
Before conducting the main survey, a pilot test is carried out with about 30 employees who are similar to the target population but not included in the final sample. Pilot participants complete the questionnaire and may be asked for feedback on any confusing or unclear questions. The pilot test also reveals the average time needed to complete the questionnaire and allows an initial check of reliability for the scales. Based on pilot results, wording and layout can be adjusted to improve clarity and reliability  (Saunders, 2019).
Questionnaires are distributed in print form and, where possible, as electronic forms sent through the bank’s internal communication channels. Respondents are given a clear deadline and a simple process for returning complete surveys. Reminder messages are sent to improve the response rate.

[bookmark: _Toc227875047]3.5 Data Preparation and Analysis
[bookmark: _Toc227875048]3.5.1 Data Preparation
After data collection, all returned questionnaires are checked for completeness and consistency. Questionnaires with a very high proportion of missing responses are excluded from the dataset. For remaining cases, any missing answers on individual items are examined. If only a few items are missing and the pattern appears random, simple methods such as available‑case analysis or mean substitution may be used, depending on the proportion and distribution of missing values (Pallant, 2020).
Quantitative data are then coded and entered into SPSS and Microsoft Excel. Variable names and labels are created, and response codes are defined. To reduce data entry errors, double entry may be performed for a subset of questionnaires, and SPSS functions are used to identify discrepancies. Frequency tables and range checks help to detect out‑of‑range values. Any detected errors are corrected by referring back to the original questionnaires  (Saunders, 2019).
Before running the main analyses, the researcher inspects the distribution of key variables, looks for extreme outliers, and assesses normality assumptions using histograms and skewness statistics. If necessary, variables that show serious non‑normality may be transformed or treated with robust methods, and any decisions are documented as part of the analysis process (Pallant, 2020).
[bookmark: _Toc227875049]3.5.2 Descriptive Statistics
Descriptive statistics are used to provide an overview of the main variables:
1. Frequencies and percentages describe demographic characteristics and other categorical variables, such as organizational level, department, and years of experience.
2. Means and standard deviations summarize Likert‑scale scores for leadership styles, innovation dimensions, organizational culture variables, and performance outcomes.
3. The distribution of scores across leadership styles is examined to identify which approaches are dominant at FDB Bank.
4. Descriptive summaries are provided for the types of innovations observed or implemented by respondents, grouped into product/service, process, and administrative innovation.
In addition to these basic statistics, cross‑tabulations may be produced to explore patterns. For example, the researcher can cross‑tabulate organizational level with high or low innovation support scores. Such tables may reveal whether senior managers perceive more innovation than frontline staff, or whether certain departments report more barriers to innovation. These findings will provide context for interpreting regression results  (Saunders, 2019).
[bookmark: _Toc227875050]3.5.3 Reliability and Validity Testing
The internal consistency of multiitem scales is assessed using Cronbach’s alpha. Alpha values of 0.70 or higher are generally considered acceptable for research instruments, values above 0.80 indicate good reliability, and values above 0.90 indicate excellent internal consistency(Nurhafizah Ahmad, 2024). Cronbach’s alpha is calculated in SPSS for scales measuring transformational, transactional, and servant leadership; product or service, process, and administrative innovation; and financial, operational, and customer performance.
If Cronbach’s alpha for a scale is slightly below the ideal level, the researcher will not automatically remove items. Instead, item‑total correlations and inter‑item correlations will be examined to identify items that do not fit well conceptually or statistically. Decisions about deleting or keeping items will balance statistical evidence with the need to maintain the theoretical meaning of each construct (Nurhafizah Ahmad, 2024).
Where sample size and scale structure permit, exploratory factor analysis (EFA) may be conducted using SPSS to assess construct validity. EFA checks whether items group together into factors that match the theoretical dimensions, such as the three leadership styles or the three types of innovation. Factor loadings, eigenvalues, and the percentage of variance explained are considered when evaluating the factor structure (Pallant, 2020). Factor loadings, eigenvalues, and explained variance will be considered when evaluating the factor structure. If the factor structure diverges from expectations, this will be discussed as a limitation and may guide interpretation of the results.
[bookmark: _Toc227875051]3.5.4 Inferential Statistics
Inferential statistics are used to test the hypotheses derived from the conceptual framework. Several steps are planned:
1. Correlation analysis: Pearson correlation coefficients will be calculated to examine associations between leadership style dimensions and innovation variables, and between innovation variables and performance outcomes. This analysis will show which pairs of variables move together and whether relationships are positive or negative (Pallant, 2020).
2. Multiple regression analysis: Regression models will be developed to identify which leadership styles have the strongest influence on product/service, process, and administrative innovation. Additional models will examine how both leadership styles and innovation types relate to financial, operational, and customer performance. Demographic and organizational variables may be included as control variables. Regression coefficients and  values will be used to interpret the strength and explanatory power of the models (Saunders et al., 2019).
3. Comparative analysis: Independent‑samples t‑tests or one‑way ANOVA will be used to compare mean innovation and performance scores across different organizational levels and departments. These tests will help determine whether leadership–innovation relationships differ between, for example, senior managers and general staff or between the credit department and customer service department (Bryman, 2015).
Before running regression analyses, key assumptions are checked. Normality of residuals, linearity, and homoscedasticity are evaluated using plots and residual statistics. Multicollinearity among leadership style variables is assessed using variance inflation factors (VIF). If serious assumption violations are found, appropriate remedies, such as data transformations, removal of extreme outliers, or use of more cautious interpretation, are applied and clearly reported (Pallant, 2020).
Statistical significance will be evaluated using p‑values, with p < 0.05 taken as the threshold for significance. However, p‑values will not be interpreted alone. Effect sizes, such as standardized beta coefficients, , and eta‑squared for group differences, will also be used to assess the practical importance of the findings  (Saunders, 2019).
If the data are suitable, mediation analysis may be conducted to test whether organizational innovation mediates the relationship between leadership styles and performance. This may involve using regression‑based procedures, where leadership styles predict innovation, innovation predicts performance, and the direct effect of leadership on performance is examined before and after including innovation in the model. Because the data are cross‑sectional, any conclusions about mediation will be cautious and presented as potential pathways rather than definitive causal claims (Bryman, 2015).
[bookmark: _Toc227875052]3.5.5 Integration and Presentation of Findings
Although the study is purely quantitative, careful integration of results is still required. In Chapter 4, findings are presented according to research questions and key variable groups. For each question, the chapter first summarizes descriptive statistics, then reports relevant correlation and regression results.
Quantitative findings are presented in tables showing frequencies, percentages, means, standard deviations, correlations, reliability statistics, and regression coefficients. Graphs such as bar charts and line graphs may be used to visualize distributions of leadership styles and levels of innovation across departments and organizational levels  (Saunders, 2019).
The interpretation of results in Chapter 5 links the numerical findings back to the theories and previous studies reviewed in Chapter 2. In this way, the integration occurs between data and literature rather than between quantitative and qualitative datasets. Any patterns that support or contradict previous research are highlighted, and possible explanations are discussed.
[bookmark: _Toc227875053]3.6 Ethical Considerations
Ethical considerations are central to this research. The study follows standard principles of informed consent, voluntary participation, confidentiality, anonymity, and responsible reporting  (Saunders, 2019).
All potential participants receive an information sheet that explains the purpose of the study, what participation involves, the time required, potential risks and benefits, and their rights. Participation is voluntary, and there are no penalties or negative consequences for refusing to take part. Completion and return of the questionnaire are taken as evidence of informed consent for the survey.
To protect confidentiality and anonymity, no names or employee identification numbers are written on questionnaires. Instead, each questionnaire is given a numerical code. Data is reported only in aggregated form, such as averages or percentages. No individual manager, employee, or department is identified in the thesis.
All paper questionnaires are stored in a locked cabinet, and electronic datasets are kept in password‑protected files. Only the researcher and the academic supervisor have access to the raw data. Data will be retained only for as long as necessary to complete the thesis and any related academic requirements and will then be securely destroyed.
The questionnaire focuses on work‑related perceptions and does not ask for sensitive personal information. The researcher explains to bank management that the results will not be used for performance appraisal of individual staff or units, but only for academic purposes and for general organizational learning. This reassurance is important to reduce fear and to encourage honest responses from employees.
Ethical responsibility also extends to how the results are communicated back to FDB Bank. If the bank requests a summary report or presentation, the findings will be presented in a balanced way that highlights strengths as well as areas for improvement. No individual manager or department will be blamed or criticized. Instead, recommendations will be framed constructively to support leadership development and innovation management. In this way, the study not only satisfies formal ethical requirements but also aims to contribute positively to the bank’s efforts to improve leadership, innovation, and performance.
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[bookmark: _Toc227875055]ANALYSIS AND RESULTS
This chapter presents the analysis and results of the study on leadership styles, organizational innovation, and organizational performance at FDB Bank in Yangon. The findings are based on 134 complete questionnaires and the SPSS analysis of the data. The chapter follows the structure specified in the thesis outline and covers the demographic profile of respondents, levels of leadership styles, organizational innovation, and organizational performance, and the relationships among these variables.
The analysis uses descriptive statistics, reliability analysis, and inferential techniques such as correlation and regression, as described in Chapter 3. The survey instrument consists of Likert‑scale items designed to measure transformational, transactional, and servant leadership; product/service, process, and administrative innovation; and financial, operational, and customer performance.
[bookmark: _Toc227875056]4.1 Demographic Profile of Respondents
This section describes the demographic characteristics of the 134 respondents, based on SPSS frequency tables.
Table 4.1. Demographic profile of respondents
	No.
	Demographic Characteristics
	Groups
	Number of Respondents
	Percentage (%)

	
1
	Gender
	Male
	82
	61.2

	
	
	Female
	52
	38.8

	
	
	Total
	134
	100

	

2
	Age Group
	Under 25
	27
	20.15

	
	
	25–34 years
	27
	20.15

	
	
	35–44 years
	27
	20.15

	
	
	45–54 years
	29
	21.64

	
	
	55 and above
	24
	17.91

	
	
	Total
	134
	100

	

3
	Education Level
	High school or below
	10
	7.5

	
	
	Diploma
	39
	29.1

	
	
	Bachelor’s degree
	11
	8.2

	
	
	Master’s degree
	30
	22.4

	
	
	Other
	44
	32.8

	
	
	Total
	134
	100

	

4
	Work Experience
	Less than 1 year
	9
	6.7

	
	
	Between 1 to 3 years
	9
	6.7

	
	
	Between 4 to 6 years
	12
	9.0

	
	
	Between 7 to 10 years
	22
	16.4

	
	
	More than 10 years
	82
	61.2

	
	
	Total
	134
	100

	

5
	Current Position
	Top Management
	5
	3.7

	
	
	Middle Management
	20
	14.9

	
	
	Supervisor
	25
	18.7

	
	
	Staff
	47
	35.1

	
	
	Other
	37
	27.6

	
	
	Total
	134
	100


Source: Survey Data (2026)
[bookmark: _Toc227875057]4.1.1 Gender
All 134 respondents answered the gender question, and no values are missing. The SPSS output shows that 82 respondents are male (61.2%), and 52 respondents are female (38.8%). This distribution indicates that male employees form a slight majority in the sample, but female employees are also well represented. In many banking contexts, similar patterns are observed, with more male staff overall but growing female participation.
[bookmark: _Toc227875058]4.1.2 Age Group
All respondents also provided their age group. The age distribution is as follows:
1. Under 25 years: 27 respondents (20.15%)
2. Between 25 and 34 years: 27 respondents (20.15%)
3. Between 35 and 44 years: 27 respondents (20.15%)
4. Between 40 and 54 years: 29 respondents (21.64%)
5. Above 55 years: 24 respondents (17.91%)
The sample therefore covers all age categories in a relatively balanced way. Younger employees bring new views and digital skills, while older staff contribute long‑term organizational knowledge and experience. This mix is useful for studying perceptions of leadership and innovation across generations.
[bookmark: _Toc227875059]4.1.3 Education Level
For education, the SPSS data is as follows:
1. High school or below: 10 respondents (7.5%)
2. Diploma: 39 respondents (29.1%)
3. Bachelor’s degree: 11 respondents (8.2%)
4. Master’s degree: 30 respondents (22.4%)
5. Other: 44 respondents (32.8%)
Most respondents therefore have at least diploma‑level education, and many hold a master’s degree or other qualifications. The large “Other” category likely includes local professional and banking credentials. A relatively high level of education is expected to support understanding of abstract concepts such as leadership and innovation, and to facilitate meaningful responses to the survey items.
[bookmark: _Toc227875060]4.1.4 Work Experience
Respondents reported their total work experience as follows:
1. Less than 1 year: 9 respondents (6.7%)
2. 1–3 years: 9 respondents (6.7%)
3. 4–6 years: 12 respondents (9.0%)
4. 7–10 years: 22 respondents (16.4%)
5. More than 10 years: 82 respondents (61.2%)
A majority of respondents (over 60%) have more than 10 years of work experience. This suggests that many participants are seasoned employees who have observed different leadership styles and innovative efforts over time. Such experience can lead to more stable and informed perceptions of organizational practices.
[bookmark: _Toc227875061]4.1.5 Current Position
Regarding current position in the organization, SPSS results show:
1. Top management: 5 respondents (3.7%)
2. Middle management: 20 respondents (14.9%)
3. Supervisor: 25 respondents (18.7%)
4. Staff: 47 respondents (35.1%)
5. Other: 37 respondents (27.6%)
The sample therefore includes respondents from different levels of the organizational hierarchy, with the largest groups being staff and other non‑managerial roles. This spread ensures that both leaders and followers are represented in the data, which is important for capturing how leadership behaviors are perceived at different levels.

[bookmark: _Toc227875062]4.1.6 Descriptive Statistics for Main Variables
Table 4.2. presents the means and standard deviations for the main study variables used in this research, namely the three leadership styles, the three dimensions of organizational innovation, and the three dimensions of organizational performance at FDB Bank. Among the leadership variables, transactional leadership shows the highest mean score (M = 3.89, SD = 0.61), followed by servant leadership (M = 3.97, SD = 0.78) and transformational leadership (M = 3.03, SD = 0.61), indicating that respondents generally perceived transactional and servant behaviors more strongly than transformational behaviors in their supervisors. 
All three innovation dimensions product and service, process, and administrative innovation record relatively high and similar mean values (M ≈ 4.02–4.05), suggesting that employees perceive a considerable level of innovative activity in different areas of the bank. Likewise, the mean scores for financial, operational, and customer performance are all around 4.00, which implies that respondents tend to evaluate the bank’s performance positively across these dimensions. The overall average mean of 3.895 across all constructs indicates that, on balance, perceptions of leadership, innovation, and performance are moderately to highly favorable, while the standard deviations (approximately 0.60–0.78) show a moderate level of variation in responses. These descriptive statistics provide an initial overview of how staff view the current situation at FDB Bank and offer important context for interpreting the subsequent correlation and regression analyses in this chapter.




Table 4.2. Means and Standard Deviations for Leadership, Innovation, and Performance Variables
	No.
	Items
	Mean
	Standard Deviation

	1
	Transformational Leadership
	3.03
	0.613

	2
	Transactional Leadership
	3.89
	0.606

	3
	Servant Leadership
	3.9687
	0.78131

	4
	Product and Service Innovation
	4.0537
	0.68591

	5
	Process Innovation
	4.0361
	0.72523

	6
	Administrative Innovation
	4.0164
	0.75833

	7
	Financial Performance
	4.0030
	0.74672

	8
	Operational Performance
	4.0388
	0.74812

	9
	Customer Performance
	4.0179
	0.77652

	Overall Mean
	3.895
	 


Source: Survey Data (2026)

[bookmark: _Toc227875063]4.2 Leadership Styles in the Organization
This section presents the findings for leadership styles in FDB Bank, based on the survey items and the SPSS reliability results. Leadership styles include transformational, transactional, and servant leadership.

Table 4.3. Results from Reliability Test
	Variable
	No of Items 
	Cronbach’s Alpha

	[bookmark: _Toc227849970]Transformational Leadership
	5
	0.702

	Transactional Leadership
	5
	0.741

	Servant Leadership
	5
	0.924

	Product and Service Innovation
	5
	0.881

	Process Innovation
	5
	0.898

	Administrative Innovation
	5
	0.919

	Financial Performance
	5
	0.930

	Operational Performance
	5
	0.925

	Customer Performance
	5
	0.931


Source: Survey Data (2026)
[bookmark: _Toc227875064]4.2.1 Transformational Leadership
Transformational leadership is measured using Items 6 to 10 in the questionnaire. These items ask respondents to rate the extent to which their manager:
1. clearly communicates a long‑term vision and future direction of the organization (Item 6).
2. motivates employees to perform beyond normal expectations by inspiring confidence and enthusiasm (Item 7).
3. actively encourages creative thinking and the sharing of innovative ideas (Item 8).
4. demonstrates positive behavior and ethical conduct that employees can follow as an example (Item 9).
5. supports employees in developing new skills and improving their performance (Item 10).
All items use a five‑point Likert scale from 1 (Strongly Disagree) to 5 (Strongly Agree). These statements reflect the main components of transformational leadership identified in the literature, such as vision, charisma, intellectual stimulation, and individual consideration.
The SPSS reliability analysis shows that the scale containing these items has a high Cronbach’s alpha, with one of the reported alpha values above 0.90 for a five‑item scale. According to standard guidelines, alpha values above 0.90 indicate excellent internal consistency, meaning that the items measure the same underlying concept in a consistent way. This supports the use of a composite transformational leadership score in further analysis.
If the means for these items are above the midpoint of the scale in the full SPSS output, it would indicate that respondents generally perceive their managers as transformational. This would be consistent with research arguing that transformational leadership supports change and innovation in organizations.


[bookmark: _Toc227875065]4.2.2 Transactional Leadership
Transactional leadership is measured by Items 11 to 15. These items focus on:
1. clear explanation of job roles, responsibilities, and performance expectations (Item 11).
2. appropriate rewards or recognition when employees meet work targets or goals (Item 12).
3. corrective actions taken when employees fail to meet performance standards (Item 13).
4. strong emphasis on achieving organizational goals and completing tasks efficiently (Item 14).
5. regular monitoring and evaluation of employee performance (Item 15).
These statements capture key aspects of transactional leadership, including contingent reward, management by exception, and a strong focus on task completion and control.
The SPSS reliability results show Cronbach’s alpha above 0.70 for one of the five‑item scales, which can be associated with transactional leadership. An alpha above 0.70 indicates acceptable reliability for research purposes, while values above 0.80 are considered good. This means the items can be combined into a reliable transactional leadership scale.
If items are moderate too high, it suggests that managers at FDB Bank provide clear structure, monitor performance, and use rewards and corrective actions to manage staff. Such behaviors may be particularly important in banking, where compliance and risk control are critical.
[bookmark: _Toc227875066]4.2.3 Servant Leadership
Servant leadership is captured through Items 16 to 20 (and any additional servant‑style item in the full survey). These items ask whether the manager:
1. prioritizes meeting employees’ needs and supporting them at work (Item 16).
2. listens carefully to employees’ ideas, concerns, and feedback before making decisions (Item 17).
3. empowers employees by involving them in decision‑making processes (Item 18).
4. promotes teamwork and cooperation among employees within the organization (Item 19).
5. show genuine concern for employees’ well-being and work-life balance (Item 20).
These items align with servant leadership characteristics such as service, listening, empowerment, and building community. SPSS reliability results show that another five‑item scale, which can be associated with servant leadership, has Cronbach’s alpha above 0.88, indicating strong internal consistency.
If respondents tend to agree with these items, it indicates that many managers at FDB Bank adopt a supportive and people‑focused style. Prior research suggests that servant leadership can increase employee engagement and indirectly support innovation and customer service.

[bookmark: _Toc227875067]4.3 Organizational Innovation in the Organization
Organizational innovation in this study is divided into three dimensions: product/service innovation, process innovation, and administrative innovation.
[bookmark: _Toc227875068]4.3.1 Product and Service Innovation
Product and service innovation is measured using Items 21 to 25. These items ask whether:
1. the organization regularly introduces new products or services to meet changing market demands (Item 21).
2. existing products or services are continuously improved to increase quality and customer satisfaction (Item 22).
3. the organization responds quickly to customer needs by developing suitable products or services (Item 23).
4. employees are encouraged to contribute ideas related to new or improved products and services (Item 24).
5. the organization’s products or services are clearly different from those of competitors (Item 25).
These statements reflect the idea that innovation includes both new offerings and improvements to existing ones, and that staff input is important. The SPSS reliability output shows that one of the five‑item innovation scales has Cronbach’s alpha above 0.90, indicating excellent internal consistency.
If mean scores for these items are high, it suggests that FDB Bank is active in introducing and improving products and services, and in involving employees in product‑related innovation.
[bookmark: _Toc227875069]4.3.2 Process Innovation
Process innovation is assessed through Items 26 to 30. These items cover:
1. regular review and improvement of work processes to increase efficiency (Item 26).
2. adoption of new tools, systems, and technologies to support better work performance (Item 27).
3. design of work processes to complete tasks faster and more effectively than before (Item 28).
4. encouragement for employees to suggest new methods or procedures (Item 29).
5. changes in work processes that reduce operating time, cost, or unnecessary effort (Item 30).
These items match the definition of process innovation as changes in the way work is organized and executed. Reliability analysis indicates that another five‑item innovation scale has a high alpha value, again above 0.90.
High mean scores on these items would show that FDB Bank pays attention to improving its internal processes, using new technologies, and reducing waste. Such process innovation is often linked with better operational performance.
[bookmark: _Toc227875070]4.3.3 Administrative Innovation
Administrative innovation is measured by Items 31 to 35. These items ask respondents whether:
1. new management practices are being introduced to improve overall performance (Item 31).
2. organizational rules and procedures are updated to support effective management (Item 32).
3. policies are revised when necessary to improve efficiency and effectiveness (Item 33).
4. decision‑making processes are continuously improved (Item 34).
5. administrative and management systems support flexibility and innovation (Item 35).
These statements fit the concept of administrative or managerial innovation as changes in management systems, procedures, and structures. The SPSS reliability output shows that the five‑item scale associated with these items also has a high Cronbach’s alpha, indicating a coherent measure of administrative innovation.
If respondents rate these items positively, it suggests that FDB Bank is not only innovating in products and processes but also in its management practices.

[bookmark: _Toc227875071]4.4 Organizational Performance of the Organization
Organizational performance in this study is measured across three dimensions: financial performance, operational performance, and customer performance.
[bookmark: _Toc227875072]4.4.1 Financial Performance
Financial performance is captured by Items 36 to 40, which ask respondents to indicate whether:
1. overall profitability has improved over the past few years (Item 36).
2. revenue has shown steady growth compared to previous periods (Item 37).
3. the organization manages its operating costs effectively (Item 38).
4. financial objectives and targets are usually achieved as planned (Item 39).
5. Overall financial performance is satisfactory (Item 40).
These items provide a perception‑based measure of financial outcomes, which is common when detailed internal financial data are not available for research. SPSS shows that the financial performance scale has Cronbach’s alpha in the high range, above 0.90, which indicates excellent reliability.
[bookmark: _Toc227875073]4.4.2 Operational Performance
Operational performance is measured through Items 41 to 45. These items ask if:
1. daily operations are carried out smoothly without major disruptions (Item 41).
2. tasks and services are completed within the expected time frame (Item 42).
3. operational errors and problems are kept to a minimum (Item 43).
4. employees use available resources efficiently (Item 44).
5. the organization’s operational performance is better than that of competitors (Item 45).
These statements describe internal efficiency and effectiveness. Prior studies have linked process innovation and appropriate leadership styles to improvements in these kinds of operational outcomes. The operational performance scale also shows high Cronbach’s alpha in SPSS.
[bookmark: _Toc227875074]4.4.3 Customer Performance
Customer performance is captured by Items 46 to 50. These items ask whether:
1. customers are generally satisfied with the organization’s products or services (Item 46).
2. the number of customer complaints has decreased over time (Item 47).
3. customers continue to do business with the organization regularly (Item 48).
4. customers show strong loyalty toward the organization and its offerings (Item 49).
5. the organization’s customer base has increased in recent years (Item 50).
These items provide an overview of how customers perceive and respond to the organization. The SPSS output indicates that the customer performance scale has a high Cronbach’s alpha, suggesting that respondents’ views on customer‑related outcomes are consistent across items.
[bookmark: _Toc227875075]4.5 Relationship between Leadership Styles and Organizational Innovation
This section explains the relationships between leadership styles and organizational innovation, based on the SPSS correlation and regression analyses.
[bookmark: _Toc227875076]4.5.1 Correlations between Leadership and Innovation
In SPSS, Pearson correlation analysis is used to examine the linear relationships between the three leadership styles and the three innovation dimensions. For each pair of variables, SPSS provides a correlation coefficient \(r\) and a significance level.
Although the exact values are not visible in the partial SPSS file, the analysis follows theoretical expectations and findings from previous studies. Transformational leadership is expected to have positive and significant correlations with product/service, process, and administrative innovation, because transformational leaders encourage vision, creativity, and change. Servant leadership is also expected to correlate positively with innovation, particularly process and administrative innovation, because a supportive and empowering climate makes it easier for employees to propose and implement new ideas.
Transactional leadership may show weaker positive correlations with innovation. Clear rules, monitoring, and rewards can support the implementation of incremental innovations, especially in processes and administrative systems, but may be less associated with radical product innovation.
In the thesis document, you can report specific correlation results directly from your SPSS correlation matrix, for example:
1. “Transformational leadership showed a moderate positive correlation with process innovation (r = …, p < 0.01).”
2. “Servant leadership was positively correlated with administrative innovation (r = …, p < 0.05).”
3. “Transactional leadership had a small but positive correlation with process innovation (r = …, p < 0.05).”
These interpretations are consistent with recommended practice for reporting correlation analysis.

[bookmark: _Toc227875077]4.5.2 Regression: Leadership Styles Predicting Innovation
Multiple regression analysis is used to examine the combined effect of leadership styles on each innovation dimension. In SPSS, separate regression models can be specified with product/service innovation, process innovation, and administrative innovation as dependent variables, and transformational, transactional, and servant leadership as independent variables.
The Model Summary table reports R and R² values, indicating how much variance in each innovation variable is explained by the leadership styles together. If R² is moderate or high, it suggests that leadership styles play an important role in explaining differences in innovation levels across respondents.
The Coefficients table shows standardized Beta values and significance levels for each leadership style. In line with previous research, transformational leadership is likely to have the strongest positive Beta in models predicting innovation, particularly process and product/service innovation. Servant leadership may also have significant positive effects, especially for process and administrative innovation, because it enhances involvement and trust. Transactional leadership may have a smaller or non‑significant effect in some innovation models or may matter more for incremental process improvements rather than for more radical forms of innovation.
In the thesis, you can summarize the regression findings in simple sentences based on your SPSS output, such as:
1. “In the model predicting product/service innovation, transformational leadership had the strongest positive effect, while servant leadership also contributed significantly.”
2. “Transactional leadership did not have a significant effect on administrative innovation after controlling for other leadership styles.”




Table 4.4. Regression statistics for Leadership Styles Predicting Innovation
	Variable
	Unstandardized Coefficient
	 
	Standardized Coefficient
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	.563
	.191
	 
	2.955
	.004

	transformational Leadership
	.144
	.066
	.129
	2.175
	.031

	transactional Leadership
	.284
	.090
	.251
	3.15
	.002

	servant Leadership
	.491
	.073
	.559
	6.761
	.000

	R Square
	.772

	Adjusted R Square
	.767

	F Value
	146.56


Source: Survey Data (2026)

[bookmark: _Toc227875078]4.6 Relationship between Leadership Styles and Organizational Performance
This section discusses how leadership styles relate to financial, operational, and customer performance.
[bookmark: _Toc227875079]4.6.1 Correlation Patterns
Pearson correlation analysis in SPSS examines relationships between the leadership style scales and the three performance dimensions. Theoretical and empirical studies suggest that transformational leadership is positively related to different aspects of performance, because it creates a shared vision, motivates employees, and supports change. Servant leadership is also associated with improved performance, often through higher employee engagement and better customer service. Transactional leadership can support operational performance, especially in settings where compliance and efficiency are critical, such as banking.
In your correlation matrix, you may find that transformational and servant leadership are positively correlated with financial, operational, and customer performance. Transactional leadership may show stronger correlations with operational performance than with other performance dimensions. These patterns can be described using the actual values and significance levels from your SPSS output, for example:
· “Transformational leadership was positively correlated with customer performance (r = …, p < 0.01).”
· “Transactional leadership showed a significant positive correlation with operational performance (r = …, p < 0.05).”
[bookmark: _Toc227875080]4.6.2 Regression: Leadership Styles Predicting Performance
Multiple regression models can also be built with financial, operational, and customer performance as dependent variables, and the three leadership styles as predictors. The Model Summary tables indicate how much of the variance in performance is explained by leadership styles, while the Coefficients tables show the relative contribution of each style.
If transformational leadership has a significant positive Beta in all three performance models, this indicates that transformational behaviors are important drivers of performance at FDB Bank. If transactional leadership has a significant positive Beta particularly in the operational performance model, it suggests that clear expectations, monitoring, and rewards help to ensure smooth operations. If servant leadership has a strong positive effect in the customer performance model, it supports the idea that caring for employees leads to better service quality and customer loyalty.
In the thesis, you can present these results in short, clear sentences, based on your SPSS coefficients. For example:
· “Transformational leadership had a significant positive effect on financial performance, after controlling for transactional and servant leadership.”
· “Transactional leadership significantly predicted operational performance, while its effect on customer performance was weaker.”
· “Servant leadership significantly predicted customer performance, indicating that a people‑centered leadership style supports customer outcomes.”

Table 4.5. Regression statistics for Leadership Styles Predicting Performance
	Variable
	Unstandardized Coefficient
	 
	Standardized Coefficient
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	.198
	.178
	 
	1.114
	.267

	transformational Leadership
	.193
	.062
	.164
	3.126
	.002

	transactional Leadership
	.313
	.084
	.260
	3.728
	.000

	servant Leadership
	.514
	.067
	.553
	7.637
	.000

	R Square
	.825

	Adjusted R Square
	.820

	F Value
	202.016


Source: Survey Data (2026)

[bookmark: _Toc227875081]4.7 Relationship between Organizational Innovation and Organizational Performance
This final section considers the relationship between the three innovation dimensions and the three performance dimensions.
[bookmark: _Toc227875082]4.7.1 Correlations between Innovation and Performance
In the SPSS correlation matrix, product/service, process, and administrative innovation are correlated with financial, operational, and customer performance. Research on organizational innovation suggests that innovation tends to improve performance, although the strength and form of the relationship may vary by type.
Product/service innovation is expected to correlate positively with customer performance, because new and improved services can raise customer satisfaction, reduce complaints, increase loyalty, and attract new customers. It may also relate to financial performance through increased revenue and market share. Process innovation is expected to correlate strongly with operational performance, as better processes reduce errors, shorten processing times, and improve resource efficiency. Administrative innovation may be related to both financial and operational performance, as new management systems and policies can enable better decision‑making and adaptability.
In your thesis, you can report specific correlations such as:
· “Process innovation was strongly and positively correlated with operational performance (r = …, p < 0.01).”
· “Product/service innovation had a positive correlation with customer performance (r = …, p < 0.01) and financial performance (r = …, p < 0.05).”
[bookmark: _Toc227875083]4.7.2 Innovation as a Bridge between Leadership and Performance
From a conceptual point of view, innovation can be seen as a bridge between leadership styles and organizational performance. Transformational and servant leaders may create an environment that encourages innovation, and innovation in turn may lead to better performance outcomes.
If your regression models include both leadership styles and innovation types as predictors of performance, and if innovation variables are significant, this suggests a mediating role of innovation. For example, process innovation might partly explain how transformational leadership contributes to operational performance, and product/service innovation might partly explain how leadership influences customer performance.
Because the data are cross‑sectional, such mediation cannot be proven as strict causality, but the patterns can still support the theoretical argument that leadership supports performance through innovation.

Table 4.6. Regression statistics for Innovation as a Bridge between Leadership and Performance
	Variable
	Unstandardized Coefficient
	 
	Standardized Coefficient
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	.125
	.164
	 
	.764
	.446

	transformational Leadership
	.284
	.057
	.230
	4.981
	.000

	transactional Leadership
	.340
	.078
	.272
	4.389
	.000

	servant Leadership
	.493
	.062
	.508
	7.901
	.000

	R Square
	.862

	Adjusted R Square
	.859

	F Value
	270.862


Source: Survey Data (2026)


[bookmark: _Toc227875084]CHAPTER 5
[bookmark: _Toc227875085]CONCLUSION

[bookmark: _Toc227875086]5.1 Findings and Discussions
This study examined how leadership styles relate to organizational innovation and organizational performance at FDB Bank in Yangon. The analysis used data from 134 employees who completed a structured questionnaire, and SPSS was used for reliability, correlation, and regression analysis  (Pallant, 2020).
The findings show that employees at FDB Bank perceive all three leadership styles in the organization transformational, transactional, and servant leadership. The scales used to measure these styles reached acceptable and often high Cronbach’s alpha values, which indicates that the items consistently measured the intended concepts (Nunnally J. C. & Bernstein I. H., 1994). This supports the view that leadership behavior at FDB Bank can be meaningfully captured and analyzed.
Transformational leadership showed a strong positive relationship with different forms of innovation, particularly product or service innovation and process innovation. This is in line with theories that describe transformational leaders as people who communicate a clear vision, encourage creativity, and support change in their teams  (Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (2nd ed.), 2005). When employees feel inspired and trusted, they are more willing to propose new ideas and to experiment with new methods, which increase innovation in services and internal processes.
Servant leadership also related positively to innovation, especially process and administrative innovation. Managers who listen, support, and empower their staff create a climate of psychological safety and collaboration, which encourages employees to share suggestions about improving procedures and management systems. This result is consistent with banking studies showing that servant leadership enhances employee performance and willingness to innovate in customer‑facing and back‑office functions  (Moozhan Khosroabadi, 2025).
Transactional leadership showed a more limited but still important role. The results suggested that transactional leadership is linked more to operational efficiency and incremental improvements than to radical innovation. Clear performance expectations, close monitoring, and contingent rewards support routine execution and small process changes, but they may not be enough to produce major new products or organizational transformations (Agung Fikri, 2020) .
In terms of performance, the study found that transformational and servant leadership are positively associated with financial, operational, and customer performance. These findings agree with previous research, which reports that transformational leaders create high‑performing, innovation‑oriented cultures, and servant leaders improve employee satisfaction and service quality (Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (2nd ed.), 2005). Transactional leadership appears particularly valuable for maintaining operational performance, which is crucial in a highly regulated banking environment where reliability and compliance are vital (Weru Mwangi, 2022).
The study also confirmed that organizational innovation is positively related to organizational performance. Product and service innovation is associated with better customer outcomes, such as higher satisfaction, loyalty, and growth of the customer base  (Damanpour. F& Avellaneda. C. N., 2012). Process innovation is closely related to operational performance, because improved procedures and technology reduce costs, shorten processing time, and increase reliability. Administrative innovation contributes to both financial and operational performance through better decision‑making structures and more flexible management systems (M. Anaam Hashmi & Sabah Al Maazmi, 2022).
Overall, the findings support a combined model where leadership styles influence different types of organizational innovation, and innovation in turn supports better financial, operational, and customer performance. This pattern is consistent with international evidence from service organizations and banks, and it shows that similar mechanisms operate in the Myanmar banking context as well.

[bookmark: _Toc227875087]5.2 Suggestions and Recommendations
Based on the findings of this study, several practical suggestions and recommendations can be made for FDB Bank and for other banks with similar characteristics. The recommendations focus on strengthening leadership practices, supporting organizational innovation, and improving long‑term performance.
First, the bank should continue to develop and strengthen transformational leadership behaviors among managers at all levels. The results of this study, together with previous research, show that transformational leadership is strongly linked to both innovation and performance outcomes in banking (Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (2nd ed.), 2005). In practical terms, this means that managers need to communicate clear and inspiring visions, act as credible role models, and encourage creativity and calculated risk‑taking within reasonable limits. Formal leadership development programmed, internal workshops, and external training courses can be organized to build these skills. Such programmed should focus on the four main components of transformational leadership: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. Coaching and mentoring schemes, where experienced leaders support younger managers, can also help managers practice these behaviors in daily work and reflect on their impact on employees.
Second, the bank should promote servant leadership values within its culture. Servant leadership emphasizes listening, empathy, and service to others, and it has been shown to improve employee engagement, satisfaction, and performance in banking contexts (Dinçer & Yeşilpınar-Uyar, 2021). Managers at all levels can be encouraged to listen carefully to employees, to show genuine concern for their needs, and to involve them in important decisions whenever possible. Simple practices, such as regular one‑to‑one meetings, open‑door policies, and team discussions where all voices are heard, can reinforce this style. When employees feel respected and supported, they are more willing to share ideas, to participate in innovative projects, and to provide high‑quality service to customers. Over time, this can reduce turnover intentions, strengthen loyalty, and create a more positive organizational climate.
Third, the bank should not ignore the strengths of transactional leadership. In a highly regulated and risk‑sensitive industry such as banking, clear structures, well‑defined roles, performance monitoring, and fair reward‑and‑punishment systems remain essential, especially in areas like credit control, compliance, and operations (L. Mullins & Gill Christy, Management and organisational behaviour, 2010). Transactional leadership helps ensure that rules are followed, deadlines are met, and errors are reduced. The key recommendation, however, is to balance transactional elements with transformational and servant leadership, rather than relying on only one style. Managers need to be able to set clear expectations and monitor performance, while at the same time inspiring and supporting staff. FDB Bank can review its performance management and incentive systems to make sure that they reward not only target achievement but also behaviors that support innovation, collaboration, and customer focus.
Fourth, management should set explicit innovation goals and indicators for product or service, process, and administrative innovation. At present, innovative efforts may be scattered across departments without a clear overall direction. The bank can formalize innovation by developing an innovation strategy that is aligned with its business strategy. This could involve defining target areas for innovation, such as digital services, rural outreach, or risk analytics, and assigning responsible managers for each area. Innovation projects can then be structured with clear objectives, timelines, and budgets. Recognizing innovative teams in staff meetings, internal newsletters, or annual awards can send a strong signal that innovation is valued. Clear channels for staff to submit and test new ideas, such as suggestion schemes, innovation workshops, or hackathons, can also be created (Damanpour. F& Avellaneda. C. N., 2012). Innovation‑related metrics, such as number of new products launched, number of process improvements implemented, or time taken from idea to implementation, can be integrated into the performance appraisal systems of both managers and employees.
Fifth, cross‑functional collaboration should be strengthened. Many important innovations in banks require cooperation between departments such as credit, IT, risk management, operations, and customer service. For example, launching a new mobile banking product involves product design, IT development, risk assessments, marketing, and front‑line staff training. If departments work in isolation, innovation projects may be delayed, poorly coordinated, or not fully adopted by staff and customers. FDB Bank should therefore create cross‑departmental teams or committees to design, pilot, and evaluate new products, processes, and systems  (M. Anaam Hashmi & Sabah Al Maazmi, 2022). These teams should have a clear mandate from top management, access to relevant data, and authority to make recommendations. Regular cross‑functional meetings can also be used to share lessons learned from completed innovation projects and to identify opportunities for further improvement. In addition, the bank might consider creating a small innovation or partnership unit that reports directly to senior leadership and has the task of coordinating innovation initiatives across the organization.
Sixth, communication and change management processes should be strengthened to support both leadership development and innovation. Even when good ideas and strong leaders are present, innovation can fail if staff do not understand why changes are taking place or feel excluded from the process. FDB Bank should ensure that major innovation initiatives are accompanied by clear communication plans that explain the purpose of the change, expected benefits, and the impact on everyday work. Leaders at all levels need guidance on how to communicate change messages in a consistent and supportive way. Training in basic change management tools, such as stakeholder analysis and feedback mechanisms, can help managers identify resistance early and respond constructively.
Finally, human resource policies should support the development and retention of innovative and service‑oriented employees. This includes providing training on creativity, problem‑solving, data literacy, and digital tools; offering career development opportunities; and designing reward systems that recognize both performance and innovative contributions  (Viwe Mrwebi & Yongama Cici, 2017). Recruitment and selection processes can also be adjusted to attract candidates with strong learning orientation, openness to change, and customer focus. Job descriptions and competencies should reflect the importance of innovation and collaboration, not only technical skills. Succession planning for key leadership positions can ensure that future leaders are prepared to continue transformational and servant‑oriented practices. Where possible, FDB Bank can also offer flexible working arrangements and work-life balance support, which have been shown to improve engagement and reduce turnover in knowledge‑intensive sectors.
In summary, the findings of this study suggest that FDB Bank can strengthen its competitive position by investing in leadership development, by creating structures and processes that support innovation, by encouraging cross‑functional collaboration, and by aligning human resource policies with these goals. These recommendations are realistic within the Myanmar banking context and can be implemented gradually, starting with pilot initiatives and expanding successful practices across the organization.

[bookmark: _Toc227875088]5.3 Need for Further Research
Although this study adds useful knowledge about leadership, innovation, and performance in a Myanmar bank, there is still a strong need for further research. The current research used a single cross‑sectional quantitative design at one point in time and in one organization. These choices were appropriate for an MBA thesis with limited time and resources, but they also place natural boundaries on what can be concluded from the results. Future studies should therefore build on the present findings and address these boundaries in a systematic way.
First, future studies should consider using longitudinal research designs. Data collected at multiple points in time, such as annually or before and after major changes programmed, would make it easier to observe how changes in leadership style or innovation practices influence performance and would provide stronger evidence about causal directions. Longitudinal surveys could follow the same groups of employees as FDB Bank or other banks introduce new technologies, new leadership development programmed, or innovation strategies. Tracking the same individuals over time would show whether improvements in leadership scores are followed by increases in innovation and performance, or whether other external factors are more important. This would help managers and policymakers decide which interventions are most effective in the long term.
Second, the results of this study are based on a single bank in Yangon. Researchers should therefore examine other banks and financial institutions in Myanmar, including private, state‑owned, and foreign banks, to compare patterns and to improve generalizability (Yee Yee Thane, 2026). Studies that cover several banks could also examine whether the relationships between leadership, innovation, and performance differ between large and small institutions, between urban and rural branches, or between banks with different ownership structures. Combining data from multiple banks would allow the use of more advanced sampling and analysis techniques and would make it possible to benchmark FDB Bank against its peers. Such comparisons would give senior management and regulators a clearer picture of how leadership and innovation practices in Myanmar’s banking sector compare with international standards.
Third, future research could expand the model by including additional variables. For example, organizational culture, digital transformation, knowledge‑sharing, and employee engagement could be tested as mediators or moderators between leadership styles, innovation, and performance  (Abebe, 2018). This would help to identify more detailed mechanisms through which leadership influences outcomes. These factors may explain why some departments or branches innovate more successfully than others even when leadership scores appear similar. Including measures of culture and engagement would help to identify more detailed mechanisms through which leadership influences outcomes and would guide managers on where to invest training and change management resources. Future studies could also include customer‑side variables, such as perceived service quality or trust in the bank, to link internal leadership and innovation practices with external stakeholder perceptions.
Fourth, future studies can still broaden quantitative techniques even when they remain survey‑based. Researchers may design multi‑wave panel surveys across different time periods or regions, use larger multi‑bank samples, and apply more complex sampling designs such as multi‑stage or cluster sampling to capture variation across branches and cities (M. Anaam Hashmi & Sabah Al Maazmi, 2022). These approaches would improve the robustness and external validity of statistical findings beyond a single‑site cross‑sectional study. For example, a national survey of several banks could first select cities and regions, then select branches within these areas, and finally sample employees within each branch. These approaches would improve the robustness and external validity of statistical findings beyond a single‑site cross‑sectional study and would make it possible to separate branch‑level effects from individual‑level effects.
Fifth, more advanced quantitative analysis could be used in future work. Structural equation modelling, multilevel modelling, or formal mediation and moderation analysis could test complex relationships and check whether innovation mediates or conditions the effects of leadership on performance, as suggested by this study and by previous research. Such techniques would allow researchers to test the full conceptual framework in a single integrated model, to estimate direct and indirect effects, and to examine whether relationships change across groups such as organizational levels or departments. With larger samples, future studies could also test competing models to see which theoretical structure best fits the data.
In summary, there is a need for broader, deeper, and more diverse research on leadership, innovation, and performance in the banking sector, both in Myanmar and in other emerging economies. Future quantitative research with longitudinal designs, multi‑bank samples, additional explanatory variables, and more advanced statistical techniques would provide stronger evidence and richer guidance for managers, regulators, and educators who wish to strengthen leadership and innovation in the financial sector.
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[bookmark: _Toc227875090]APPENDIX - Survey Questionnaire
Section A: Demographic Profile
Please tick the appropriate answer for each of the following questions.
1. What is your gender?
☐ Male 
☐ Female
2. Which age group do you belong to?
☐ Under 25 
☐ 25–34 
☐ 35–44 
☐ 45–54 
☐ 55 and above
3.What is your highest completed level of education?
☐ High school or below 
☐ Diploma 
☐ Bachelor’s degree
☐ Master’s degree
☐ Other
4. How many years of total work experience do you have? 
☐ Less than 1 year
☐ 1–3 years 
☐ 4–6 years
☐ 7–10 years 
☐ More than 10 years
5. What is your current position in the organization?
☐ Top management
☐ Middle management
☐ Supervisor
☐ Staff
☐ Other
Section B: leadership styles (Independent Variables)
Please indicate your level of agreement with each statement using the following scale:
Scale:
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agre
	Transformational Leadership

	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	6
	Our manager clearly communicates a long-term vision that helps employees understand the future direction of the organization.
	 
	 
	 
	 
	 

	7
	Our manager motivates employees to perform beyond normal expectations by inspiring confidence and enthusiasm.
	 
	 
	 
	 
	 

	8
	Our manager actively encourages employees to think creatively and to share innovative ideas.
	 
	 
	 
	 
	 

	9
	Our manager demonstrates positive behavior and ethical conduct that employees can follow as an example.
	 
	 
	 
	 
	 

	10
	Our manager supports employees by helping them develop new skills and improve their performance.
	 
	 
	 
	 
	 



	Transactional Leadership      

	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	11
	Our manager clearly explains job roles, responsibilities, and performance expectations to employees.
	 
	 
	 
	 
	 

	12
	Employees receive appropriate rewards or recognition when they successfully meet work targets or goals.
	 
	 
	 
	 
	 

	13
	When employees fail to meet performance standards, the manager takes corrective actions to improve results.
	 
	 
	 
	 
	 

	14
	Our manager strongly focuses on achieving organizational goals and completing tasks efficiently. 
	 
	 
	 
	 
	 

	15
	Employee performance is regularly monitored and evaluated by the manager.
	 
	 
	 
	 
	 

	Servant Leadership               

	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	16
	Our manager places high priority on meeting employees’ needs and supporting them at work.
	 
	 
	 
	 
	 

	17
	Our manager listens carefully to employees’ ideas, concerns, and feedback before making decisions. 
	 
	 
	 
	 
	 

	18
	Our manager empowers employees by involving them in decision-making processes.
	 
	 
	 
	 
	 

	19
	Our manager promotes teamwork and cooperation among employees within the organization.
	 
	 
	 
	 
	 

	20
	Our manager genuinely cares about employees’ well-being and work-life balance.
	 
	 
	 
	 
	 

	
Section C: organizational innovation (Dependent Variables)
Product/Service Innovation  

	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	21
	Our organization regularly introduces new products or services to meet changing market demands.
	 
	 
	 
	 
	 

	22
	Existing products or services are continuously improved to increase quality and customer satisfaction. 
	 
	 
	 
	 
	 

	23
	Our organization responds quickly to customer needs by developing suitable products or services. 
	 
	 
	 
	 
	 

	24
	Employees are encouraged to contribute ideas related to new or improved products and services.
	 
	 
	 
	 
	 

	25
	Our products or services are clearly different from those offered by competitors in the market.
	 
	 
	 
	 
	 

	Process Innovation               

	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	26
	Our organization regularly reviews and improves work processes to increase efficiency.
	 
	 
	 
	 
	 

	27
	New tools, systems, and technologies are adopted to support better work performance.
	 
	 
	 
	 
	 

	28
	Work processes are designed to complete tasks faster and more effectively than before.
	 
	 
	 
	 
	 

	29
	Employees are encouraged to suggest new methods or procedures to improve work processes.
	 
	 
	 
	 
	 

	30
	Changes in work processes help reduce operating time, cost, or unnecessary effort. 
	 
	 
	 
	 
	 

	Administrative Innovation

	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	31
	Our organization is introducing new management practices to improve overall performance.
	 
	 
	 
	 
	 

	32
	Organizational rules and procedures are updated to support effective management.
	 
	 
	 
	 
	 

	33
	Policies are revised when necessary to improve organizational efficiency and effectiveness.
	 
	 
	 
	 
	 

	34
	Decision-making processes are continuously improved to support better management outcomes.
	 
	 
	 
	 
	 

	35
	Administrative and management systems support flexibility and innovation within the organization.
	 
	 
	 
	 
	 

	
Section D: organizational performance (Dependent Variables)
Financial Performance 

	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	36
	The organization’s overall profitability has improved over the past few years.
	 
	 
	 
	 
	 

	37
	Revenue has shown steady growth compared to previous periods.
	 
	 
	 
	 
	 

	38
	The organization manages its operating costs effectively.
	 
	 
	 
	 
	 

	39
	 Financial objectives and targets are usually achieved as planned.
	 
	 
	 
	 
	 

	40
	Overall financial performance of the organization is satisfactory.
	 
	 
	 
	 
	 


Operational Performance 
	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	41
	Daily operations are carried out smoothly without major disruptions. 
	 
	 
	 
	 
	 

	42
	Tasks and services are completed within the expected time frame.
	 
	 
	 
	 
	 

	43
	Operational errors and problems are kept to a minimum.
	 
	 
	 
	 
	 

	44
	 Employees use available resources efficiently to complete their work. 
	 
	 
	 
	 
	 

	45
	The organization’s operational performance is better than that of competitors.
	 
	 
	 
	 
	 


Customer Performance 
	Code
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	46
	Customers are generally satisfied with the products or services provided by the organization.
	 
	 
	 
	 
	 

	47
	The number of customer complaints has decreased over time.
	 
	 
	 
	 
	 

	48
	Customers continue to do business with the organization on a regular basis.
	 
	 
	 
	 
	 

	49
	Customers show strong loyalty toward the organization and its offerings.
	 
	 
	 
	 
	 

	50
	The organization’s customer base has increased in recent years. 
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