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CHISEEN Purpose: The present research was conducted with the
purpose of improving of employees flourishing and
innovative work behavior through leadership style and ethics
in the organization that was done in the General Department
of Sports and Youth of Fars province. Method: The current
research was practical in terms of its aim and descriptive-
survey in terms of data collection. The statistical population
of the present study was all the employees of the General
Department of Sports and Youth of Fars province (150
people); that sample size of 130 people was selected through
available sampling. The data collection tool in this research
was standard questionnaires and analysis method used in this
research was the structural equation modeling technique.
Results: The findings of the research showed that the
empowering leadership and spirituality at workplace had a
positive and significant effect on innovative work behavior
both directly and through the mediating variable of employee
flourishing; Also, the effect of employee flourishing on
innovative work behavior confirmed. Finally, it was found
that satisfaction at workplace had a moderating role in the
relationship between spirituality at workplace and innovative
work behavior. Conclusion: The results of the research
showed that the factor of leadership style and the factor of
spirituality at workplace were among the important factors
that influence the innovative work behavior of employees.
According to social exchange theory, fair treatment and
support of an empowering leadership from followers
encourages them to behave innovatively at workplace.

Keywords: Empowering Leadership, Spirituality at

Workplace, Employees Flourishing, Innovative Work
Behavior, Satisfaction at Workplace.
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Introduction

Today, the business environment
is uncertain and rapidly
changing, and organizations
should constantly adapt to the
changing landscape through
innovation. Since, innovation
provides the conditions for
creating and implementing new
ideas in a dynamic environment
and improves performance, while
directly contributes to
organizational survival; then
organizational innovation has
attracted the attention of many
researchers today (Kang et al.,
2022:1) and the increasing
emphasis of organizations on
organizational innovation has
increased  the interest of
employees in innovative
behavior (Baker et al., 2022: 864)
and today, the innovative work
behavior of employees is
considered the foundation of
organizations to achieve high
performance, maintain survival
and competitive  advantage
(Lecic et al., 2023) and is one of
the supporting factors in
improving quality
(Dehghanizadeh &  Ahmadi,
2024). Innovative behavior is
creating something new or
different, such as creating new
products, services, ideas,

procedures and processes that
benefit the organization; then it
can be said; it is change- based
(Sahaming & Sariwulan, 2022:
366). Crant (2000) defines
innovative behavior as the active
behavior of people to create a
new situation instead of passively
adapting to the existing situation.
Research  has shown that
innovative behavior is primarily
determined due to people's
mindset  and motivational
processes (Kohn, 1993);
therefore, predicting the factors
that hinder this behavior is
difficult and then, it is quite
challenging to maintain
innovative behavior until
reaching the desired result. Thus,
organizations should identify and
strengthen the factors that cause
innovative work behavior in
employees. Hammond et al.
(2011) acknowledged that the
determinants of innovative work
behavior can be found in
individual and organizational
characteristics (Hammond et al.,
2011). Among the various factors
that have been identified include
a range of rewards, human
resource development practices,
leader-member exchange, quality
of working relationships, and
employee commitment (Janssen,
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2000; Dorenbosch et al., 2005;
Garg & Dhar, 2017 ; Carnevale et
al., 2017; Nazir et al., 2018).

Leadership style has long been
recognized as one of the main
factors influencing employees'
innovative work behavior (Lecic
et al., 2023). Despite the growing
body of research on the
relationship between leadership
and innovative work behavior of
employees, the impact of
leadership concept, entitled the
empowering leadership, has been
overlooked by researchers (Guo
et al., 2023). However, past
researchers have investigated the
influence of other leadership
styles such as transformational,
ethical and authentic leadership
on innovative work behavior (Ma
et al., 2023; Hoang et al., 2023;
Lv et al, 2022). What
differentiates empowering
leadership from other leadership
styles is its aim to create
independent and self-directed
people, rather than creating
dependence that may happen
with a transformational leader
(Biemann et al., 2015). In
addition, this leadership style
uses delegation and focuses on a
wider range of behaviors, for
example, expressing trust in
employees, removing

bureaucratic barriers, building
employee capabilities (Ahearne
et al.,, 2005) and encouraging
their proactive behavior (Martin
et al. 2013), which expect will
superiorly foster employee’s
innovative work behavior and
according to the social exchange
theory, it is reasonable to assume
that fair treatment and support
due to the behavior of an
empowering  leadership  to
followers will encourage them to
behave innovatively at
workplace (Rao Jada et al., 2019)
and the flexibility of an
empowering leadership
encourages employees to be
dynamic in the workplace which
creates grounds for innovation at
workplace.

Also, studies have shown that an
empowering leadership affects
flourishing at workplace. the
term flourishing is an advanced
indicator of a person's socio-
psychological flourishing that is
rooted in the emerging field of
positive psychology to capture
the multidimensionality of well-
being (Diener, et al.,, 2018).
Flourishing builds on existing
measures of subjective (Diener,
1984) and psychological well-
being (Ryff, 1989), while also
recognizing the impact of social
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relationships on individual well-
being (Colbert et al.,, 2016);
Therefore, as a multifaceted
approach to well-being,
flourishing is focusing on the
perceived well-being of the
individual at workplace in terms
of having a purposeful life,
includes being involved; being
interested and competent in your
work; A sense of self-respect and
optimism; being respected by
others; and social participation
related to the happiness of others
(Diener et al., 2018). From a
social psychological perspective,
when employees at workplace
believe that their leaders provide
them with opportunities for
improvement along with
providing a happy and healthy
work culture, they are likely to be
thrive and flourish. Therefore, to
the extent that employees believe
that their leaders and managers
are able to create independence
and career-advancing prospects
for them, the extent of their
flourishing at workplace has been
determined. Singh et al. (2022) in
their study showed that an
empowering leadership affects
employees'  perceptions  of
flourishing, how employees view
their leaders in terms of fairness
and ethical behavior, their

involvement in their job roles,
which in turn have important
consequences on the flourishing
of employees in the workplace
(Singh et al, 2022) and
flourishing of employees in turn
affects the innovative work
behavior of employees (Montani
etal., 2022).

As stated in this study,
employees are increasingly
considered as a vital resource to
deal with uncertainty and
organizational complexities for

stimulating organizational
competitiveness through
innovative  work  behavior.

However, the emphasis on
employee productivity and extra-
role demands often leaves
employees feeling stressed and
neglected and previous research
findings have shown that this can
have a negative impact on the
innovative mindset and
employees' sense of well-being at
workplace (Chen et al., 2019).
Therefore, in addition to the
challenge of motivating
employees' innovative  work
behavior, the second key
challenge facing organizations is
the ability to meet the increasing
needs of employees for purpose,
meaningful work, and enriching
relationships with leaders and
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coworkers (Singh et al., 2021). In
the meantime, spirituality at
workplace has been proposed as
a structure to help organizations
attract the intangible and

innovative resources of
employees based on the basic
assumptions related to

meaningful work at workplace
(Zzhang & Yang, 2021).
spirituality at workplace helps
employees to meet their spiritual
needs, such as giving meaning
and purpose to their work,
achieve connection and
camaraderie with others in the
workplace, while reducing their
stress and anxiety (Pawar, 2016).
Spirituality at workplace can be
conceptualized based on a three-
dimensional framework:
meaningful work; sense of
connection with others; and
spiritual life with mutual values
(Pfeffer, 2010). This study is
guided on a theory based on
intangible resources (Hobfoll,
2002) and argues that spirituality
at workplace is effective in
satisfying the spiritual needs of
employees, and In this regard,
ways of spirituality at workplace,
such as meaningful  work
experiences;  positive  social
relationships; and supportive
workplace  evokes  positive

emotional responses and helps
employees to develop their
social-psychological  resources
(i.e. level of creativity, social
bonds and attachments) in the
workplace (Colbert et al., 2016)
and in turn, these resources
strengthen the mental well-being
of employees (Zou et al., 2020),
which is operationalized in this
study under the title of employee
flourishing, and  employee
flourishing considers an
improved state of psychological,
emotional and social stability
(Diener et al, 2010) that
contributes to creativity and
generating ideas; Thus,
strengthening the sense of
flourishing,  employees  are
motivated to return the acquired
emotional resources to the
organization through innovative
behaviors such as new ideas,
solutions or improvements for
the betterment of the
organization (Montani et al.,
2022).

Also, considering that
satisfaction at workplace
increases the creativity and
innovative behavior of
employees (Usmanova et al.,
2021); therefore, it is assumed
that satisfaction at workplace can
strengthen  the  relationship
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between spirituality at workplace
and the innovative behavior of
employees.  Satisfaction  at
workplace refers to the perceived
satisfaction of employees about
the experienced workplace, such
as overall satisfaction with the
current workplace and the
desirability of the workplace as a
place to perform job tasks
(Spector, 1997) and implicit
interpersonal and social
connections forms the basis of
satisfaction at workplace (Zhang,
2020). Satisfaction at workplace
can be seen based on Maslow's
theory of needs (Maslow, 1943)
and social identity theory
(Ashforth & Mael, 1989), in
which the satisfaction of the
workplace is related to how
employees identify with their
organization or fulfill their
desired needs of related staff.
Satisfaction at workplace is
evaluated by examining various
aspects of the workplace and the
balance between work and life of
employees, such as pay,
leadership, control, job
opportunities, nature of work,
and the overall pleasant
workplace (Slack et al., 2010).
According to Zhang (2020)
workplace spirituality positively
affects job satisfaction and extra-

role behaviors of employees
based on a sense of collectivism
that stimulates mutual interests
and motivates people to
contribute to the organization. In
other words, considering that
spirituality at workplace reflects
that the leaders of the
organization understand,
appreciate and care for the
employees, while at the same
time, their need to work in a
satisfactory ~ environment s
fulfilled (Zhang, 2020), so it is
inferred that employees will
express these benefits with
showing innovative  work
behavior according to their level
of satisfaction experienced in the
workplace.

Therefore, by reviewing the
theoretical foundations and the
background of the research, the
conceptual model of the research
was developed in the form of
Figure 1, and by analyzing the
theoretical ~ gap, it  was
determined that so far no research
in the country and abroad has
simultaneously investigated the
effect of these variables,
therefore, ~ conducting  this
research  In  the  General
Department of Sports and Youth
of Fars Province, it is necessary
to expand the innovative work
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behavior of employees and foster
the employees to face and solve
problems with their creative
thinking and innovative
behavior, which has improved
the quality of services and the
quantitative and  qualitative
improvement of public sports and
championships in this field, and
to provide the path of excellence
and growth of youth in the field
of sports in Fars Province and
this research tries to check
whether with the help of
empowering leadership style and
spirituality at workplace, it is
possible  to  increase  the
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars province. Also, this
research tries to investigate
whether it is possible to increase
the innovative work behavior of
employees with the help of
intervention mechanisms such as
creating a sense of flourishing
and increasing employee
satisfaction in  this  office.
Therefore, the main goal of this
research is to investigate the role
of spirituality at workplace and
the empowering leadership on
the innovative work behavior of
employees through satisfaction at
workplace and creating a sense of

flourishing in the employees of
the General Department of Sports
and Youth of Fars Province.

Empowering
Leadership

Spirituality at
Workplace

Figure 1. Conceptual model of research

Materials and Methods

Considering that, the present
research sought to improving of
employees  flourishing  and
innovative ~ work  behavior
through leadership style and
ethics in the organization in the
General Department of Sports
and Youth of Fars Province,
therefore, in terms of purpose,
practical and in terms of the
method of data collection is
descriptive-survey type. The
statistical population of the
research is all the employees of
the General Department of Sports
and Youth of Fars province, that
130 sample were selected among
150 according to Cochran's
formula, through simple
available sampling. Of course, in
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this research, the method of
obtaining the number of sample
sizes in SmartPLS software,
which uses the partial least
squares technique, has been also
investigated. In this method, the
number ten is multiplied by the
number of measurement model
indicators, which has the most
indicators among the
measurement models of the main
research model (Davari &
Rezazadeh, 2014: 75), it should
be mentioned that in the current
research, the most indicator is
related to the empowering
leadership variable, which has
thirteen items and ten times it
becomes 130, so the sample size
is sufficient for the research
model. The data collection tools
in this research are standard
questionnaires, including the
empowering leadership
questionnaire from the study of
Arnold et al. (2000) including 13
items; Questionnaire of
spirituality at workplace from the
study of Milliman et al. (2003)
including 13 items; Innovative
work behavior questionnaire
from the study of Afsar et al.
(2019) including 10 items;
Employee flourishing
questionnaire from the study of
Imran et al. (2020) including 7

items; and the questionnaire of
satisfaction at workplace from
the study of Wong & Ko (2009)
includes 9 items. In this research,
factor loading, convergent and
divergent validity indicators used
to measure the validity of the
measurement model and
reliability has been investigated
using two methods, Cronbach's
alpha and composite reliability,
and the results of reliability and
validity have been presented
below.

Table 1. Cronbach's alpha, Composite

reliability & Convergent validity test
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According to the results of Table
1, all composite reliability values
and Cronbach's alpha coefficient
are above 0.7, and as a result,
reliability confirmed and as can
be seen in Table 1, all the average
values of extracted variances are
higher than 0.5, so the
convergent validity confirmed.

Table 2. Fornelle-Larcker criterion
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It can be seen in Table 2 that, the
condition of divergent validity
has been also confirmed. In the
factor load index, the factor load
of the obtained questions should
be more than 0.4, as shown in
Figure 2, the factor load results
are appropriate for the research
subjects.

Results

In this research, structural
equation modeling technique
with partial least squares method

Research in Sport Management and Marketing, Articles in Press



Dehghanizadeh
& Et'al

and SmartPLS3 software have
been used to investigate the
existing relationships between
the research variables presented
in the conceptual model.
Therefore, in the following, the
model fit is examined first, and
then the hypotheses are tested.

empowering

SEN 0.198

q16 0.398

0.716- weorkplace
spirituality

Figure 2. The structural model of
corrected path coefficients
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Figure 3. The structural model of
significant coefficients

In order to fit the developed
model from the R2 criterion; The
significance coefficients of t and
the fit of the general model have
been used. As seen in Figure 2,
the coefficient of determination
is suitable for endogenous
variables and the significant
coefficients of t are also suitable

mployee
lourishing
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in Figure 3. In order to evaluate
the overall fit of the model, which
controls both measurement and
structural model parts, the
goodness of fit (GOF) criterion
was used based on the following
formula.

Gof = \/communal ities x E

Table 3. goodness of fit criterion of
the research model

Satisfaction innovative employee spirituality empowering
at workplace  work behavior flourishing at workplace leadership
- 0.676 0.271 - -
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. pa t P R
As can be seen in Table 3, the th St Va es
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of this research. Based on this, employ ?f
. ee (S
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According to the results of Table
4, the significant number at the
90% confidence level is higher
than 1.65 for all hypotheses, so
all  hypotheses have been
confirmed.

Discussion

In this research, in order to
expand the innovative working
behavior of the employees in the
General Department of Sports
and Youth of Fars province, as
well as need to innovative
behavior of employees for being
succeed in this competitive
market and create sustainable
distinctions in this industry, and
foster the employees to face and
solve problems with their
creative thinking and innovative
behavior, was investigated the
intervening mechanisms and
what factors strengthen the
innovative work behavior of
employees in the General
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Department of Sports and Youth
of Fars province.

The findings of the research
regarding the first hypothesis
showed that, the empowering
leadership had a positive and
significant effect on employees
flourishing. According to this to
the path coefficient of this
hypothesis, it is concluded that,
management support of work
groups and creating opportunities
for the development and
advancement of employees along
with a happy and healthy work
culture in general increases the
employees flourishing of the
General Department of Sports
and Youth of Fars Province. The
results of this hypothesis were in
line with the results of Thiessen
et al. (2019) and Singh et al.
(2022).

The findings of the research
regarding the second hypothesis
showed that, spirituality at
workplace had a positive and
significant  effect on the
employees flourishing of the
General Department of Sports
and Youth of Fars Province. So,
if the employees of the General
Department of Sports and Youth
of Fars province feel that they are
a member of the organization and
have a positive feeling towards

the values of the organization and
get energy from their work in a
spiritual sense in general; Their
flourishing increases
dramatically and the sources of
spirituality at workplace
positively strengthen the
employees' sense of flourishing.
The results of this hypothesis
were in line with the research
results of Hunsaker (2022) and
Jankowski et al. (2022).

The findings of the research
regarding the third hypothesis
showed that, the empowering
leadership had a positive and
significant  effect on the
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars Province. Therefore,
management support of work
groups and the flexibility of an
empowering leadership
encourages employees in general
to be dynamic in the workplace,

which in  turn  stimulates
innovative behaviors of
employees of General

Department of Sports and the
youth of Fars province. The
results of this hypothesis were in
line with the research results of
Zhu et al. (2019) and Rao Jada et
al. (2019).

The findings of the research
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regarding the fourth hypothesis
showed that spirituality at
workplace had a positive and
significant effect on the
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars Province. So, if the
employees feel that they are an
important member of the
organization in general and have
a positive feeling towards the
values of the organization, it will
cause more and more innovative
work behavior of the employees
of the General Department of
Sports and Youth of the Fars
province. The results of this
hypothesis were in line with the
research results of Ranasinghe &
Samarasinghe (2019) and Zhang
& Yang (2021).

The findings of the research
regarding the fifth hypothesis
showed that, the employees
flourishing had a positive and
significant  effect on the
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars Province and considering
that the employee's flourishig
depends on their perceived well-
being at workplace; Therefore,
being interested and feeling
competent in your work; a sense

of self-respect and optimism; to
be respected; and  social
participation for the happiness of
others causes more and more
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars Province; and since
employee flourishing is an
improved state of psychological,
emotional and social stability of
employees; therefore, it helps to
increase creativity and
innovative behavior of
employees. The results of this
hypothesis were in line with the
research results of West &
Sacramento (2006) and Montani
et al. (2022).

The findings of the research
regarding the sixth hypothesis
showed that, satisfaction at
workplace had a moderating role
in the relationship between
spirituality at workplace and
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars province. So, having
satisfaction at workplace, such as
maintaining a balance between
work-family  life, leads to
strengthening the relationship
between spirituality at workplace
and innovative work behavior. In
other words, it causes Spirituality
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at workplace has a stronger effect
on the innovative work behavior
of the employees of the General
Department of Sports and Youth
of Fars Province.

The findings of the research
regarding the seventh hypothesis
showed that, the employees
flourishing plays a mediating role
in the relationship between the
empowering leadership and the
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars Province. Therefore, the
empowering leadership
indirectly had a significant effect
on the innovative work behavior
of employees through the
mediating variable of employee
flourishing; however, the
intensity of the direct effect of
this relationship is greater than
the intensity of its indirect effect,
and the empowering leadership
affects the employees' perception
of flourishing, and the level of
employee participation in the
organization's  activities  has
important consequences for the
employees flourishing at
workplace and thus causes the
emergence of innovative work
behavior of the employees of the
General Department of Sports
and Youth of Fars province.

The findings of the research
regarding the eighth hypothesis
showed that, the employees
flourishing has a mediating role
in the relationship between
spirituality at workplace and
innovative work behavior of the
employees of the General
Department of Sports and Youth
of Fars Province. So, spirituality
at workplace had a significant
effect on innovative work
behavior of employees indirectly
through the mediating variable of
employees flourishing in general;
however, the intensity of the
direct effect of this relationship is
greater than the intensity of its
indirect effect, and the results of
the research showed that the
resources of spirituality at
workplace in a positive way
strengthen  the  sense  of
employees flourishing and this in
turn helped the employees to
meet the innovative job needs by
matching their resources to the
organization through innovative
work behaviors, and with
according to these relationships,
it is assumed that the innovative
work behavior of employees was
a reciprocal action of expanded
emotional resources or benefits
received through the influence of
spirituality at workplace on the
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employees flourishing of the
General Department of Sports
and Youth of Fars province.

Conclusions

The present study was conducted
with the aim of improving of
employees  flourishing  and
innovative ~ work  behavior
through leadership style and
ethics in the organization in the
General Department of Sports
and Youth of Fars province. This
research tried to identify the
factors that increase the
innovative work behavior of
employees in the General
Directorate of Sports and Youth
of Fars Province. The research
results in this study showed that,
the factors of leadership style
(empowering leadership) and
spirituality at workplace were
among the important and
influential  factors on the
innovative work behavior of
employees, and according to the
social exchange theory, it is
reasonable to assume that fair
treatment and support due to an
empowering leadership
encourages followers to engage
in innovative behavior at
workplace. Also in this study,
relying on resource-based theory,
intangible  resources  were

considered as resources that can
increase employees' innovative
work behavior and It was argued
that spirituality at workplace was
effective in satisfying the
spiritual needs of employees and
increases the innovative work
behavior of employees. Also, in
this research, by examining the
intervening mechanisms, it was
found that the employees
flourishing had a mediating role
in the relationship between the
empowering leadership  and
spirituality at workplace, and
satisfaction at workplace also
strengthened the relationship
between spirituality at workplace
and innovative work behavior of
employees in the General
Department of Sports and Youth
of Fars province.

In this study, it was shown how
spirituality at workplace can help
the organization to meet the
competitive demands for more
active behaviors at workplace
(such as innovative work
behavior) without sacrificing the
needs related to the employees
flourishing, and by enriching the
theory of  spirituality at
workplace, in this research, it was
shown that spirituality at
workplace improves the
emotional and social states of
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employees, and through
increasing  the  sense  of
employees flourishing increases
the innovative work behavior of
employees; so, in this regard, it is
suggested to the managers of the
General Department of Sports
and Youth of Fars province to
create a suitable climate for
spirituality at workplace in order
to help the employees to achieve
their flourishing needs, and this
can be achieved through spiritual
initiatives at workplace and
organizational actions to re-
evaluate and align the core values
of the organization with the
practices of spirituality at
workplace, as a way to achieve
compatibility between employee
beliefs and organizational values;
and, in order to match values,
measures such as self-reflection
and spiritual education should be
encouraged in the workplace and
this helps employees connect
with  spiritual ~ values  (for
example, trust, compassion,
gratitude, and respect) and be
spiritually energized by their
work and value teamwork. In
addition, necessary information
and training should be given to
managers about how there is a
strong  correlation  between
leadership style, spirituality at

workplace,  flourishing  and
innovative behavior of
employees. Managers should be
aware that the type of behavior of
leaders helps to promote the
innovative work behavior of
employees through flourishing
intervention, Therefore, it is
suggested to the managers of the
General Department of Sports
and Youth of Fars Province that
the managers of this organization
use the empowering leadership
style to encourage the innovative
work behavior of the employees;
and, the results show that an
empowering leadership
strengthens self-confidence in
followers by sharing power and
authority with followers and
taking actions such as increasing
employee participation,
delegating authority, giving more
independence to employees and
helping to improve employee
competence. In this way,
employees take risks in
performing their duties and try
new things, which leads to
innovation at workplace. Also,
the mutual feeling created by an
empowering leadership
stimulates the followers to act
creatively and provide innovative
ideas and suggestions to
participate in the development of
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the organization.

Also, considering the findings of
the research showed that, the
employees flourishing provides a
more comprehensive explanation
of how spirituality at workplace
is related to the emotional and
cognitive states of employees and
enables employees to participate
in innovative behaviors;
therefore it is suggested to the
managers of Department of
Sports and Youth of Fars
Province to have a greater
understanding of the importance
of employee flourishing in
helping organizations to respond
to competitive pressures for
continuous innovation and with
supporting work groups and
creating opportunities for the
development and advancement
of employees along with a happy
and healthy work culture; being
interested and feeling competent
at work; a sense of self-respect
and optimism; to be respected;
and social participation for the
happiness of others improve the
employees flourishing and then,
cause the innovative work
behavior of the employees of the
General Department of Sports
and Youth of Fars Province, and
according to the findings of the
research, which showed

spirituality at workplace a
framework for the emergence of
flourishing  and  innovative
behavior of employees;
therefore, it is suggested to the
managers of the General
Department of Sports and Youth
of Fars province that with
developing spirituality at
workplace, employees could
better ~manage various job
demands that threaten their sense
of flourishing; therefore, the
energy of the employees is freed
to better contribute to the
innovative  goals of the
organization.

Also, with considering that in this
research, it was shown that
satisfaction at workplace
moderated  the  relationship
between spirituality at workplace
and innovative work behavior,
and employees who experience
high satisfaction at workplace
showed  higher levels of
innovative work behavior; and,
according to the findings of this
research, the interaction of
spirituality and satisfaction at
workplace motivates employees
to respond positively to the
organization and this shows why
some employees present
innovative behaviors towards
others, so it is suggested to the
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managers of the General
Department of Sports and Youth
of Fars province that as part of
leadership training, leaders and
managers should be aware that
higher levels of satisfaction at
workplace (such as better job
opportunities; the nature of work
and  enjoyable  workplace;
flexibility in the schedule work;
balance between work-family
life) and its interaction with
spirituality at workplace
contribute to higher levels of
innovation.

The current research also had
limitations; which provides the
way for future researches. First,
the current research  was
conducted in the General
Department of Sports and Youth
of Fars Province, and its results
cannot be generalized to other
organizations, and different
results may be obtained in other
organizations due to the culture
of the organization or other
reasons; In this regard, it is
suggested that this research be
done in other government,
service and production
organizations as well. Also, in
this research, the data was
collected using standard
questionnaires, Therefore, it is
suggested that future researches

expand the research model by
conducting interviews with the
employees and managers of the
General Department of Sports
and Youth of Fars Province and
identifying  other  variables
affecting the innovative behavior
of employees, with a qualitative
approach of the grounded theory;
and also with the interpretive
structural modeling method, the
effect of each variable on other
variables and the relationships of
indicators and their leveling can
be identified.
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