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Part I: Literature review – not more that 4,000 words which cover below

1. Summary
The findings of the paper being studied are to extend the theory of Transformational Leadership theory by applying its behavior: inspirational motivation; idealized influence; individualized consideration; and intellectual stimulation to improve organization performance. In the research: Transformational Leadership, Innovative Behavior, and Task Performance: Test of Mediation and Moderation Processes. Samuel Aryee, Fred O. Walumbwa, Qin Zhou, Chad A. Hartnell (2012). It is focused on the psychological linkages which relate to how the followers of transformational leaders are motivated to attain work performance. The researchers further investigate the mediators and moderators which influence the followers to have high levels of motivation and performance. The transformational leaders motivate the followers to innovate so as to enhance the organization effectiveness. The results of the research indicate that transformational leadership affects the followers’ psychological states in respect of experienced meaningfulness of their works and responsibility for the outcome. Such psychological states affect work engagement which then affect innovative behavior (which may be influenced by Leader-Member Exchange) and lastly affect task performance. 
The research used quantitative analysis methods to get the results. The measures of the transformational leadership are obtained by using the 20-item Multifactor Leadership Questionnaire with the response anchors from 1 (not at all) to 5 (frequently, if not always). The questionnaire so used were pilot tested by 30 samples (employees) who are not included in the final samples from the same organization. The respondents were distributed to 300 employees of a large telecommunication company in a northeastern province in the People’s Republic of China. The Multifactor Leadership Questionnaire were used to measure the idealized influence; individualized consideration; intellectual simulation; and inspirational motivation of the transformational leadership. The measure of the work engagement is obtained by using the 15-item version of 17-item scale Questionnaire with the response anchors from 1 (never) to 5 (very often). The measure of the experienced meaningfulness of work is obtained by using the six-item scale Questionnaire with the response anchors from 1 (strongly disagree) to 5 (strongly agree). The measure of the experienced meaningfulness of work is obtained by using the six-item scale Questionnaire with the response anchors from 1 (strongly disagree) to 5 (strongly agree). The measure of the experienced responsibility for work outcomes is obtained by using the five-item version of the six-item scale Questionnaire with the response anchors from 1 (strongly disagree) to 5 (strongly agree). The measure of the innovative behavior is obtained by using the six-item scale Questionnaire with the response anchors from 1 (not at all) to 5 (to an exceptional degree). The measure of the task performance is obtained by using the seven-item scale Questionnaire with the response anchors from 1 (strongly disagree) to 5 (strongly agree). The measure of the leader-member exchange is obtained by using the LMX-7 scale Questionnaire with the response anchors from 1 (strongly disagree) to 5 (strongly agree).  There are eight hypotheses in this study and structural equation modeling is used to test direct and indirect predictions of the significance from a variable to a mediator and from the mediator to the outcome. Hierarchical multiple regression was used to test the hypothesized moderating role of LMX.         

1. Knowledge building
i) Conduct a literature review on what have been done so far on this topic with support of references over the past ten years.
In the topic of transformational leadership, it was stated in the researches that transformational leadership behavior has been developed by intervention which will influence the followers’ attitude and behavior, it was applied to transformational parenting in order to develop the relationship between parents and children and to improve adolescent development in relation to their self-regulatory efficacy in activity and health eating, life satisfaction and well-being, Katie L. Morton, Julian Barling, Ryan E. Rhodes, Louise C. Masse, Bruno D. Zumbo, and Mark R. Beauchamp (2011). Transformational Parenting Questionnaire was developed to measure the relations between the parents and the adolescent. The results of the research proved the construct validity of the Transformational Parenting Questionnaire and transformation leadership behaviors could be adopted by the parents. In the domain of sport, Melissa S. Price, Maureen R. Weiss (2013), transformational leadership was tested to measure the relationships between coach and peer leadership in relation to the efficacy and perceived competence, team cohesion and intrinsic motivation of the athletes because transformational leadership theory includes leader-follower relationship. It will affect the followers’ motivation, commitment and satisfaction, etc. It was hypothesized that higher levels of coach and peer transformational leadership were related in more moderate and positive way. Transformational leadership was also used to test by self-report questionnaire if it can change the followers’ self-interest behavior to selfless pro-organizational behavior. However, it is difficult to measure citizenship behavior by questionnaire as pro-social values, organizational concern and impression management motive are still intertwined. The impact of transformation leadership is also examined in respect of the clarity of goals, the use of performance management and the mission valence in administration of public sector at different organization levels, Obed Pasha, Theodore H. Poister, Bradley E. Wright, and John C. Thomas (2017). It was found that the transformation leadership impact on clarity of goals is the strongest at the highest level and on the use of performance management at the lowest level.  In the principles of path-goal theory, Robert P. Vecchio, Joseph E. Justin and Craig L. Pearce (2008) when the transformational leadership and transactional leadership theories were tested for their interactive relations with performance outcome, which was found negative. It was further predicted the vision and intellectual stimulation of leader were correlated to the employee performance but it was low when contingent reward was used. In comparison with other leaderships, such as transaction leadership theory and laissez-faire leadership theory, transformational leaders will encourage their followers to transcend their self-interest behavior to selfless pro-organizational behavior while transactional leaders provide substantial reward to the employees for the exchange for their effort and performance, David Effelsberg, Marc Solga, Jochen Gurt (2014). Laissez-faire leaders were lack of concern for their employees, they erase from making decision, they hesitate to take action or they are not available when they are required. Therefore, it is considered that the best leaders should be the combined transformational and transactional leaders. Transformational leadership is also used to measure its relationship with shared perspectives about the organization goals in organization level of the CEO and vice president, Amy E. Colbert, Amy L. Kristof-Brown, Bret H. Bradley, Murray R. Barrick (2008). It is found that transformational leaders are more effective in communicating organizational goals. It is also stated in the followers’ qualitative reports of the organizational goals which will be similar if the leaders are transformational.  Apart from the above, transformational leadership behavior is tested for its relationship with employees’ feedback seeking which is thought to be the mediating by trust in leader by testing its leader-follower behavior. 
The topics of these researches were : The application of transformational leadership to parenting by developing questionnaire for adolescent self-regulatory efficacy and life satisfaction; A test of transformational leadership theory on the relationship between coach leadership, peer leadership which may affect the adolescent athletes’ psychological and team outcome; Getting followers to transcend their self-interest for the benefit of their company; Testing a core assumption of transformational leadership theory; Transformational leadership and mission valence of employees: the varying effects by organizational level; CEO transformational leadership : the role of goal importance congruence in top management teams; The utility of transactional and transformational leadership for predicting performance and satisfaction within a path-goal theory framework; Transformational leaderships, innovative behavior, and task performance: test of mediation and moderation process; Transformational leadership and employees’ feedback seeking: the mediating role of trust in leader. 
The research gaps of these researches were mainly for the organizational performance by adopting the transformational leadership behaviors such as the motivating the followers to perform beyond expectation and to achieve the goal of the organization. That means the transformational leadership were adopted and used by the organizations mainly. The development of transformational leadership in the domain of parenting was seldom in parenting. As the four dimensions of transformational leadership are effectively used in many domains such as nursing, education, etc. It is opined that future research in the domain of the parenting and adolescent development of their welfare is important, in particular, their psychological states as they are youth.  Adolescent development is important because it may affect the society of a country if there is insufficient planning for their education, building up their psychological states in a positive way. The next generations will be unhealthy both physically and psychologically.   
ii) Highlight what NEW knowledge we have been understood.
Transformational leadership theory is focused in previous years on its effects on employees’ attitudes and behaivors which is across culture. However, the conditions and mechanisms of how to foster the work outcomes, in particular, the psychological states of the employees which motive the employees to work beyond expectation were not studied. Researchers then conducted searches on the mediators and moderators for the relationships between the transformational leaderships and the work performance. Furthermore, Leader-Membership Exchange is being researched for such purpose. It is concluded that the psychological states of the employees in respect of experienced meaningfulness of work and experienced responsibility for work performance relates to work engagement which influences task performance. Higher quality Leader-Member Exchange is stronger than the low quality when it moderates the work engagement and innovative behavior. In the domain of transformational parenting, transformational leadership is adopted to improve the adolescent development and their well-being by fostering their parents’ behaviors and by an instrument, namely, Transformational Parents Questionnaire for measuring the same. In the domain of sports, transformational leadership theory is used to find out the relationship between coach and peer leadership in respect of the outcomes of the athlete. It is found that leadership affects the youth development in respect of their psychological responses and outcomes of the teams if it is effective. Transformational leadership motivates the work performance of the employees in public sector organizations by fostering the mission valence between them. It is the behaviors of the transformation leadership which will increase the organizational goal clarity and use of performance management. It is further understood that transformational leadership will be enhance the employees’ feedback seeking behavior which were mediated by the factor of trust in leader.        
iii) Highlight and discuss the research gaps that we have not been already understood- inconsistent, misunderstanding, or lack of empirical studies, or testing competing theory.
The research gaps which we have not been understood and needed to research: the psychological states of the followers which motivate them to perform beyond expectations. It was concluded in the results of this research that the experienced meaningfulness of the works and experienced responsibility of the works of the employees will predict their work engagement which in turn affect the innovative behavior and then the task performance. High Leader-Member Exchange relationship between the leader and employees will also results in innovative behavior. The researchers of transformational leadership theory seldom pay attention to the psychological states of the employees that will relate to their innovative behavior. In empirical researches, it was stated that leadership could affect innovative behavior of the employees. However, no examination of Leader-Member Exchange is done for measuring the relation between innovative behavior and task performance. In this study, it is first time the researcher tested the model as used to mediate the relationship between transformational leadership and employee task performance which is lack of empirical studies or testing competing theory. It was adopted the self-concept theory to influence the followers’ behavior by asking them how they felt about themselves. There were a few studies about the self-concept theory which will affect transformational influence on motivating the followers to perform beyond expectations. The research gaps were through the self-concept theory to find the psychological states of the followers which motivate them to perform in the best way; to examine the mechanisms through which the relationship existed; to examine potential mediators that fostering innovative behavior; and how Leader-Member exchange affect employee work engagement and innovative behavior.     
iv) Discuss WHY we need to know this research gap-HOW this contribute to existing literature and what are the strengths and weaknesses of the developed themes? 
The research gaps and the result of the research suggested that there is a need to expand the job characteristic by transformational leaders by lending the empirical self-concept based theory. It is important because employee engagement may be a psychological resource of the innovative behavior. The findings of the experienced meaningfulness of the works and experienced responsibility of the works of the employees partially mediated the relationship between the transformational leadership and employee work engagement. Employee work engagement associated with employee innovation behavior through the relation between transformational leadership and the psychological states of the employee. The Leader-Member Exchange is a moderator between the employee work engagement-innovative behavior link. The contributions of this study to the existing literature are including adopting the self-concept theory about leadership and the social exchange theory. Then, the findings of the psychological states of the employees which was influenced by the transformational leaders’ motivation to perform. Another contribution was to examine the mechanism through which the relationship existed. To prove that psychological states of the employees which may affect their innovative behaviors. To prove that leader-member exchange may moderate the relationship of employee work engagement and innovative behavior. 
The strength of this study is the findings that experienced meaningfulness of work and experienced responsibility for work outcomes of the employees are related to transformation leadership. This is mediated the relationship between transformational leadership and employee work engagement. Thus, it indicated that experienced responsibility for work outcomes of the employees are related to employees work engagement. It also identified the psychological states of employees which linked the transformational leadership to employees work engagement which associated with employees’ innovative behavior. It was also observed that LMX was a moderator of the link to employee work engagement and innovative behavior.
[bookmark: _GoBack]However, there are limitations as data are cross-sectional. High-performing employees may engage in innovative behavior when the task is needed to explore new options which in turn increased work engagement. This kind of high-performing employees rate their leaders as transformation leader. The respondents participated in the hypotheses are from common-source, thus, there is common-method bias. Common method bias may not actually account for the significant relationship. The sample of future research should be obtained from different organizations and industries so as to generalize the findings.   
      
     
2. Epistemology (Theory)
This paper is grounded on the key theory of Transformational Leadership: inspirational motivation; idealized influence; individualized consideration; and intellectual stimulation to improve organization performance. The self-concept theory was lent and found to influence the followers’ behavior by asking them how they felt about themselves. There were a few studies about the self-concept theory which will affect transformational influence on motivating the followers to perform beyond expectations. Through the self-concept theory, it was observed that the psychological states of the followers which motivate them to perform their job in the best way and found the mechanisms through which the relationship existed. The potential mediators that fostering the innovative behavior were also become known. The Leader-Member exchange was found to affect the employee work engagement and innovative behavior. The new perspectives of this research are focused on inspirational motivation of the leaders by researching the psychological states of the followers under what conditions and mechanism which motivate them to perform beyond expectations. The results of the findings that the experienced meaningfulness of the works and experienced responsibility of the works of the employees will predict their work engagement which in turn affect the innovative behavior and then the task performance. Another new perspective is that by applying the social exchange theory, high leader-member exchange relationship between the leader and employees are measured which results in affecting innovative behavior. The researchers of transformational leadership theory seldom pay attention to the psychological states of the employees that will relate to their innovative behavior. As there is no examination of Leader-Member Exchange is done before for measuring the relation between innovative behavior and task performance. In this study, it is a new perspective in relation to transformation leadership. In other topics, like transformational parenting, transformational leadership is used to improve the adolescent development and their well-being. The parents’ behaviors were thought to be the same as a transformational leader. By developing an instrument, namely, Transformational Parents Questionnaire. It was used to measure the transformation leadership behaviors of the parents. Transformational leadership theory is also used to find out how the coach and peer leadership in respect of the outcomes of the athletes. It is found that coach leadership affects the youth development in respect of their psychological responses and outcomes of the teams if it was transformational leadership. However, peer leadership might affect the perceived competence and team cohesion Transformational leadership would motivated the work performance of the employees in public sector organizations by fostering the mission valence between them. It was the behaviors of the transformation leadership which will increase the organizational goal clarity and use of performance management. It was also observed by research that transformational leadership will enhance the employees’ feedback seeking behavior which were mediated by the factor of trust in leader.
 
3. Ontology (Being) 
The subjects being studied in this paper are what making the followers to perform beyond expectations? how the inspirational motivation of the transformational leaders motivated their followers? The researchers start to research on the psychological states of the employees on what condition and mechanism through which the followers are motivated. The researchers adopted the self-concept based theory of leadership and social exchange perspective to be used in the questionnaire of the hypothesis. They started from finding the relationship between transformational leadership and work engagement; then the relationship between work engagement and innovative behavior; then innovative behavior and task performance. They also observed that the psychological states of the employees, namely, experienced meaningfulness of work and experienced responsibilities for work outcomes will predict their willing to work or not. If they are willing to work, their behavior will be innovative when the task is complex and then they will perform the task beyond expectation. It was found that high leader-member exchange in the organization may result in innovative behavior of the employees. The researchers investigated the potential mediators and moderators which are fostering innovative behavior and will enhance innovative behavior in organization. The researchers invited the employees in a large telecommunication company to participate in a survey for measuring transformational leadership by 20-item Mutifactor Leadership Questionnaire; work engagement by 15-item version of the 17-item scale Questionnaire; experienced meaningfulness of work by six-item scale questionnaire; experienced responsibility for work outcomes by five-item version of the six-item questionnaire; innovative behavior by a six-item scale questionnaire; task performance by seven-item scale questionnaire; and leader-member exchange by LMX-7 scale. The researchers controlled the variables in respect of their gender, age, education and tenure which variables influence the innovative behaviors and task performance. They used structural equation modelling to test the eight hypotheses. They conducted a confirmatory factor analysis to compare the hypothesized seven-factor model related to the validity issues because of the small sample size. The results of the confirmatory factor analysis suggest the hypothesized seven-factor model had a good fit to the data measured. As such, the results and findings of the research are in support of the subjects being studied. 


Part II: Methodology- not more than 3,500 words 

Bin Wang, Jing Qian, Ruili Ou, Chu Ying Huang, Bei Xu, Yinan Xia 2016. Social Behavior and Personality, 2016, 44(7), 1201-1208

1. Ethical issues

i) Have the authors provide any consent letter has been sent out？

No. The survey packets were delivered to frontline employees at a meeting. The employees and their supervisors are instructed to complete the surveys and seal them in the envelopes as provided. It was only stated by the authors that participation was voluntary and confidentiality was guaranteed. There was no mention about the consent letter. The purpose of the consent letter was to inform the supervisors and their subordinates about the study and seek their consent to participate by signing the consent letter. It will be stated in the consent letter that purpose of the study of the survey and that the confidentiality of the given information were protected. Their participation of the survey was voluntary and they could withdraw from the survey at any time if they like. Without such consent from the participants, the survey might not be used. It may bring the lawsuit from the participants against the researchers as it is not authorized and unlawful to use the information as provided by the participants subject to the law of the jurisdiction. The researchers did not think about the problems which in consequent caused the research unsuccessful.
 
ii) HOW does confidentiality of responses are protected? E.g. no contact name or e-mails are required to provide

Usually, no name or contact method is required in completing the questionnaire for the survey. After completion of the survey or the questionnaires, the respondents will be asked to return the survey or questionnaire to the survey coordinator so as to avoid the disclosure of the same to anybody and to protect confidentiality. It is also the need to separate the participants when they are completing the survey or questionnaire so that the individual participant will not know other’s response to the survey or work together to complete the questionnaire. After all the questionnaire were collected, the survey coordinator should deliver the same to the authors who then delivered the same to the raters of the questionnaire for rating the relationships of the variables.

iii) How do the authors avoid the trap of DECEPTION? What authors have been done to avoid respondents from falling the trap of deception (e.g. guided the answer of respondents to what the authors want them to answer)

In this study, the author followed the procedures by using the six items questionnaire to measure transformational leadership which was developed in 1997. The scale of the responses is rated on 5-point from 1(strongly disagree) to 5 (strongly agree). The sample questions like “The team leader makes me aware of strongly held values, ideals, and aspirations that shared in common” or “The team leader shows us how to look at problems from new angles” are used.  It is opined that these questions are leading question that the respondents will not think about the contents and truth of the questions but they answered the same by choosing the point as stated. The constructs validity of the questionnaire should be examined before the survey. How the respondents interpreted the questions asked and what were their answers. Therefore, the authors have done nothing to avoid the trap of deception. It is suggested that the wordings of the survey have to be modified, such as “Do you agree that the leader always tell us to think about the held values, ideals, and aspirations that shared in common in the organization?” or “Do you agree that the team leader always shows us the way to look at problems with new angles?”. By using the three-item scale developed in 1990 with a 5-point scale, 1(strongly disagree) to 5 (strongly agree), a sample question: “I feel quite confident that my leader will always try to treat me fairly”. This is the answer the authors preferred to get. Again, it is suggested to be modified as “Are you confident that at all time your leader will always try to treat you fairly?”. When in measuring feedback seeking from supervisors, a five-item developed in 2000 with a 5-point scale 1= never to 5 = always. It is used to rate the frequency of the subordinates when they asked for feedback in respect of “overall job performance, attitudes and value of the firm, technical aspects of the job, role expectations, and social behaviors”. The sample question: “How often does this subordinate ask you for feedback about his or her overall job performance?”.  It is also a leading question which is suggested to be modified as “Does this subordinate ask you for feedback about his or her overall job performance? If so, how often?” When measuring the variables, reliable instruments should be used which should be carefully defined and operationalized. 

iv) Discuss to what extent do authors provide any clear instruction or briefing session to gain support from target respondents.

The author did not provide the respondents clear instruction or briefing session. The survey packets were delivered to frontline employees at a company-wide meeting. There was no mention about the purpose of the survey study from the authors. There was no consent letter sent to the respondents seeking their consent and voluntariness to participate the survey and their right to withdraw from the survey at any time. The consent letter should inform the respondents: (a) of the purpose of the study; (b) that their participation was voluntary; (c) that they could withdraw from the survey at any time without giving reason; (d) all information given were kept confidential. It is suggested that a consent letter is sent to the board of the organization at the same time of the respondents. The authors sent messages to the respondents for encouraging them to participate in the survey but they did not inform them the contributions of their so doing to the organization. Therefore, the purpose of the survey was not cleared. It is stated in this study that the response rate is 52.8% with 47.2% of the survey incomplete. It is opined that this survey is not significant because only half of the target respondents supported. Moreover, it is opined that the authors or survey coordinator should interview each target respondent before delivering the survey packets, if possible. The authors or survey coordinator then could tell each of them the purpose of this study and their effort to participate the survey is good to the organization. Each target respondent could ask question about the study and increasing their support.  
   
v) Is it likely that respondent can withdraw from the survey any time?

Not really. As stated above, there was no consent letter signed by the respondents which in result the respondents will hesitate to join the survey because they did not know if they could withdraw from the survey for whatever reason. This might be the reason of not many respondents participated in the survey. Furthermore, the survey packets were delivered to them in a company meeting. The respondent would think that if they chose to withdraw from the survey in the course of completing the questionnaire, they would be blamed by the company for non-compliance of duty. It is important to inform the respondents their rights to withdraw. Otherwise, the survey was not supported by the respondents or they refused to participate in the survey as they did not know the nature of the study. 

vi) How do authors protect security of data?

The authors stated in this study that the respondents were reminded to return the duly completed survey packets and sealed in an envelope to the box outside the meeting venue on a day as scheduled. We do not know how the authors protected the security of data. However, for the information given so far, the survey data was not protected. In general, the authors should try endeavor to protect the security of data. We do not know the authors of this study the method they used for the security of the data.  We do not know if the box for collection of the survey packets were locked or not or someone was responsible for the safety of the boxing and as a guard. We do not know the collector of the survey packets were member of the research team who would keep the confidentiality of the data. We do not know if the rater is the team member of the research team. Of course, the rater should be conscious to keep the confidentiality. Generally, all data collected should be in the safe custody of the authors. The authors should deliver the data to the raters as soon as possible for measurement and then the results of which could be used in their research. The incomplete survey should be destroyed and disposed of immediately after the same was collected and inspected. After the data was rated by the raters, it is opined that the same should be kept in the safe custody of the authors until the research was completed which could be destroyed.  
   
2. Reliability

What kind of test the authors have been doing? Cronbach alpha values – cut off point is it higher than or equal to 0.7.

The scale items were translated into Chinese from English because the respondents were Chinese. They were back-translation following Brislin’s (1990) procedure but we do not know the translators’ expertise. There may be discrepancies in the translation which the respondent did not understand the meaning and answered the same in a wrong way. It is suggested the Chinese version should be pilot tested by other employees that were not engaged in the survey. It could be clarified if the words were correctly translated.   

In measuring the transformational leadership, the authors followed the empirical researchers by using the six-items questionnaire with scale ranging from 1(strongly disagree) to 5(strongly agree). The Cronbach’s was .74. When in measuring the Trust in leader, it is used a three-item scale with scale ranging from 1(strongly disagree) to 5(strongly agree). The Cronbach’s was .70.  When in measuring Feedback seeking from supervisors, it is used a five scale for assessing the feed-back seeking frequency. The results are measured with satisfactory reliability =.80. Quantitative research methods are used in measuring the correlations between these three variables which reliability is acceptable because the =.70 or higher than .70. It indicated the reliability of the measurement scale.  However, it is also suggested to measure the composite reliabilities of all constructs. There is no use of the preliminary analysis by confirmatory factor analysis to evaluate the discriminant validity of the variables and to discriminate the three variables as rated. The rate of responses of this study is only 52.8% which is not representative. Moreover, without the confirmatory factor analysis, we do not know if the 2 -statistics were significant or not, the fit indices are above the recommended value of 0.90 and RMSEA is below the recommended value of 0.80. Without such results, it cannot suggest that all constructs is acceptable goodness of fit and/or unidimensional.

3. Validity

What kind of tests have authors been doing?

i) Convergent validity – In convergent validity, we examine the degree to which the operationalization is similar to (converges on) other operationalize of constructs that they are theoretically similar to others. Have the authors use correlations? How do the items of same scale highly correlated?

The authors collected data from 388 employees if a high-technology communications company in China .  The response rate is 52.8%. The control variables are: age, gender, level of education and company tenure. The average of age (SD=7.48), 68.8% is male. 68.3% of the employees held a bachelor’s degree, 15.6% were post-graduated, 14.6% held a polytechnic diploma or associate degree, 1.5% with a high school diploma. The tenure is 8.06 years (SD=6.54).

The authors followed the procedure for measuring the mediating effect of trust in leader variable. The conditions are: (i) independent variable will relate to mediator;(ii) mediator will relate to dependent variable; (iii) independent variable will have no effect on dependent variable when mediator is held constant (full mediation) or it is significantly smaller. 

In the descriptive statistics of the results, it is found that transformation leadership associated with variable of trust in leader and feedback seeking. The Cronbach’s alpha reliabilities of the studied variables : Transformational leadership, Feedback seeking and Trust in leader are : .74, .80 and .70 which are acceptable and satisfactory acceptable. In the results of regression analysis for mediation, it was found that the mediator of trust in leader affected the significant relationship between transformational leadership and feedback seeking.

Although the results shown that the hypotheses 1 and 2 were supported. However, there were no application of the structural equation modeling with LISREL to examine if the convergent and discriminant validity is sufficient. Moreover, the confirmatory factor analysis in respect of the three variables should be used to check the acceptable fit to the data obtained; the root mean square error of approximation (RMSA); root mean square residual (RMR), incremental fit index (IFI); comparative fit index (DI); non-normed fit index (NNFI) to see if there was adequate convergent validity. It is regret that the authors have not applied those tests to their measures. 
    
ii) In discriminant validity, we examine the degree to which the operationalization is not similar to (diverges from) other operationalizations that it theoretically should be not be similar to – Is it low correlations among each variable

The discriminant validity of three variables should be tested by using one-factor and two-factor model instead of the three-factor model. The one-factor model is combining all the three measuring items into one latent factor. The two-factor model will be the combination of transformational leadership and feedback seeking as their correlation is the highest. Then, we apply the one-factor model and two-factor model by obtaining the acceptable fit to the data obtained; the root mean square error of approximation (RMSA); root mean square residual (RMR), incremental fit index (IFI); comparative fit index (DI); non-normed fit index (NNFI) in each model to see if there was any discriminant validity. The authors of this study had not used the model the aforesaid. 


 
4. Conclusions (not more than 500 words)

Highlight what you have been learnt so far from review of this topic and how you may use this as part of your dissertation or discuss plausible future research trend of this topic

It was learnt from this study that the role of trust in leader was the mediate between transformational leadership and feedback seeking of the subordinates in an organization. However, the respondents are not clear briefed what was the purpose of the study and the survey. There was no consent letter sent to each of respondent together with the questionnaire to be used for seeking their consent and informing them the confidentiality of the information given by them and their right to withdraw from the survey. The result of the survey did not show the sufficient convergent and discriminant validity by using the three-factor confirmatory factor analysis model. There was no checking of the acceptable fit to the data obtained; the root mean square error of approximation (RMSA); root mean square residual (RMR), incremental fit index (IFI); comparative fit index (DI); non-normed fit index (NNFI). Furthermore, the authors did not state the motives of feedback seeking: performance-related motives and impression management motives. The supervisors might attribute these two kinds of motives which also influence the relationship between the subordinates’ feed-back seeking and the quality of leader-member exchange. High quality of leader-member exchange employees will receive better support and resources. The authors of this study had found the mediate role of trust in leader which affect the relationship between transformational leadership and feedback seeking. However, it has not investigated how feedback seeking in relation to the improvement of work performance for which it is suggested to future search.  

Transformational leadership is my proposed topic in writing my dissertation. However, I shall not adopt this study as an example for this topic. I opine that feedback seeking is different in the Western and Eastern culture. It is difficult to compare. In the Eastern world, in particular, Chinese seldom seek feedback from their supervisor because they are traditional and their leadership is transactional leadership style.  I prefer to research on Transformational Leadership Theory’s behavior or dimensions: inspirational motivation; idealized influence; individualized consideration; and intellectual stimulation to improve organization performance. As stated in Part 1 above, the research was on the psychological states of the employees when they are motivated to perform beyond expectations. I am interested in researching transformation leadership behaviors because the artificial intelligence may become a new leadership in future. The leader of an organization may be a computer but not a human being. People have to adopt the new leadership. However, the combination of the transformational leadership and the transactional leadership at present is the best leadership style that it may be still existing in future as artificial intelligence will not have the behaviors or characteristics of both leaderships.     
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