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Abstract 
This article investigates the factors that influence academicians' innovative work behaviour 
(IWB) in higher education institutions. It is important to meet the education market that 
undergoing fast change, and demand for high-quality educational delivery is rising. Therefore, 
this article provides a preliminary assessment of the extent to which leadership style most 
influences academicians' IWB in higher education institutions. Social cognitive theory will 
serve as the conceptual framework for this investigation. The method employed in this article 
is a survey of the relevant literature from journals, conference papers, and theses, and this 
paper adopted a conceptual method. The variables in this analysis were given dimensions and 
measurements based on earlier research and recommendations. This study was predicted to 
show that transformational leadership is the most significant predictor of innovative work 
behavior. The finding of this research is consistent with research conducted by previous 
scholars, who concluded that in order to improve Malaysia's performance in Global 
Innovation Index (GII), administrators of Malaysia higher education institutions must 
encourage academicians to engage in IWB, given their expertise and forte.  This paper also 
provides perspective on the leadership style understanding and its potential for fostering 
academicians IWB in Malaysia's higher education system. 
Keyword: Academicians, Higher Education, Innovative Work Behavior, Leadership Style, 
Social Cognitive 
 
Introduction 
Organizations must focus on innovation to bring fresh perspectives and knowledge to bear on 
the rapidly changing internal and external environments considering the expanding global 
market. Organizations can promote long-term survival, attain a durable competitive edge, 
and have positive economic effects through innovation (Eidizadeh et al., 2017). Universities 
unquestionably have a vital role in encouraging innovation performance. It has been 
considered a crucial element of innovation to promote economic progress (Salem, 2014).  
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Globally, the higher education (HE) market is undergoing fast change, and demand for high-
quality educational delivery is rising (Mathew, 2010). However, higher education is digitally 
far behind most other industries (Puckett et al., 2021). Rapid day-to-day digital 
transformation in higher education requires advanced vision, strategy, power distribution, 
staff, pedagogy, culture, and technological resources for online and blended operations. 
These outside influences are pressuring the industry to improve its effectiveness, efficiency, 
and inventiveness (Herbst and Conradie, 2011). Additionally, the influence of COVID-19 on 
everyone's professional and personal lives is extraordinary. Consequently, there have been 
quick changes in working circumstances that are posing a threat to the health of millions of 
workers. Particularly in education area, it has significantly altered how people learn and 
affected how academics, students, and educational institutions interact (Shahrill, et al., 2021). 
Innovation abilities, which include creativity, critical thinking, teamwork, and communication, 
were deemed to be an essential category in a compilation of several study papers on skills 
needed for the future (Eich, 2021). According to Smith (2009), innovation is crucial for 
educational institutions, thus it's critical to improve the way that lectures are delivered, the 
way that institutions can solve problems, and the calibre of their applied research.  
The significance of innovation in fostering economic growth has been emphasized by the 
(Geotab Team, 2021). The cultivation of future innovators possesses the capacity to effect 
transformative change on a global scale, as it addresses intricate global challenges and 
enhances the expansion of employment opportunities, rates of employment, and earnings 
(Snyder, 2019). The inclusion of skills related to innovation in the education sector has 
historically not been regarded as a conventional component of the curriculum. In recent 
times, academics have increasingly acknowledged the necessity of incorporating abilities 
commonly known as "soft" or noncognitive skills into their teaching practices. Given the 
significance of noncognitive abilities in prospective professional trajectories, it is imperative 
that the cultivation of these talents be explicitly prioritized within the realm of education 
(Garcia, 2014). 
Therefore, teaching students the abilities needed to think creatively is essential for increasing 
their employability and competitiveness (Bacigalupo et al., 2016). As a result of recent 
advancements, digitization and Internet use have become indispensable for higher education 
(Thanuskodi, 2011). Since internet access is increasing across the country, including in the 
education system, academicians must be creative to make use of the various available 
technologies. Even though academicians are essential knowledge workers who engage in 
knowledge-related activities such as teaching and research (Kim and Ju, 2008). Employee 
performance improves and firms become more innovative when people share their 
knowledge, abilities, and expertise with other team members. Academicians contribute 
significantly to the conception and development of new knowledge, theories, models, 
practises, systems, technologies, tools, and methodologies. These advancements are only 
possible through innovative work practises. 
Hence, it is crucial to implement innovative work behaviours (IWB) in the education sector, 
as leadership plays a crucial role in promoting these behaviours within an organisation (Jung 
et al., 2003). According to Javed et al (2018), leadership is essential for encouraging and 
sustaining innovative behaviour among employees. Research has shown that leadership 
behaviors such as providing clear goals, offering support and resources, encouraging 
experimentation and risk-taking, and recognizing and rewarding innovative behavior can 
foster a culture of innovation and improve employee motivation and engagement. In addition 
to pursuing new technology, organisations' requirements, such as human workforce, have 
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been one of the developments that have been overlooked. It has been anticipated of leaders 
to motivate this diverse human workforce. 
Therefore, theory of leadership that aims to explore the leadership styles, such as servant 
leadership, transformational leadership, and digital leadership in the forecast of IWB. Thus, 
this study will contribute to the research on leadership and innovation and give practitioners 
with ideas on how to apply an appropriate leadership style to encourage creative work 
behaviour among workers. 
 
Literature Review 
The associated variables that researchers will put forth were covered in this part, including 
innovative work behavior (IWB), leadership styles which are servant leadership, 
transformational leadership, and digital leadership. 
 
Innovative work behavior (IWB) 
Innovative work behavior (IWB) can be defined as an individual's behaviour aimed at the 
beginning and deliberate introduction (within a work role, group, or organisation) of novel 
and beneficial ideas, processes, products, or procedures (de Jong and Hartog, 2007). Scott 
and Bruce (1994) determined that IWB covers a collection of activities designed to recognise, 
generate, modify, adopt, and implement ideas. It develops answers to issues experienced 
inside the company (Widodo and Mawarto, 2020), and it is essentially utilising 
unconventional ways (Ma Prieto and Pérez-Santana, 2014). In reaction to the changing 
business environment, employees are urged to engage in IWB in their pursuit of innovation 
(Hong et al., 2016).  
IWBs represent the worker's deliberate introduction or application of new ideas, processes, 
products, and procedures to his or her work department, job function, and/or organisation 
(Hansen and Pihl-Thingvad 2019). Consequently, these innovative behaviours include both 
knowledge and social influences, as employees must innovate through the creative 
integration of existing knowledge and simultaneously rally support for new ideas within the 
organisation (Stoffers et al., 2020). 
Study by Lukes and Stephen (2017) found that IWB creates good impacts are shared by both 
the company and the personnel, such as improved working conditions, more job satisfaction, 
and enhanced well-being. It has been said that creative work behaviour is a part of IWB, which 
is a dynamic and diverse phenomenon. It consists of four interconnected attributes: 
acknowledging the problem, coming up with a notion, promoting it, and recognising it (Khan 
et al., 2012). In the realm of education, innovation facilitates the customization of the 
educational process (Brodhag, 2013), and researchers have reached a consensus regarding 
the beneficial effects of education on communities, families, and individual well-being. In 
other words, innovation in higher education institutions is considered to be the primary driver 
of economic and social development, and this can be accomplished through academic 
outcomes (Chen & Chen, 2008). 
 
Leadership Styles that Initiate Innovative Work Behaviour 
Servant Leadership 
According to Eva et al (2019), servant leadership is characterised as an other-oriented style 
to leadership, exhibited via one-on-one, prioritising follower individual needs and interests, 
and outward redirection of followers' care for self to concern for others within the 
organization and the greater community. This sort of leadership ensures long-term success at 
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the individual, organizational, and social levels (Coetzer et al., 2017). Iqbal et al (2020) 
explained that this leadership style emphasises altruism, ethical behaviour, and service over 
self-interest. This showed that the concept of servant leadership places a focus on personal 
integrity and service to others, including those in the workforce, clients, and society. 
To become a leader, one must first learn to serve others (Greenleaf, 2002). Instead of relying 
on charisma and idealised influence, which are two of the more conventional forms of 
influence, servant leaders look to service as a primary source of influence. The concept of 
servant leadership is a philosophy of leadership that emphasises the importance of ethical, 
positive, and sustainable dimensions (van Dierendonck, 2011). This philosophy of leadership 
was developed with the intention of serving others and advancing the common good 
(Greenleaf, 1997; Lee et al., 2020). 
 
Transformational Leadership 
Bass and Riggio (2010) defined Transformational leadership defined as a process that 
transforms individuals. It entails modifying the personal values and self-concepts of 
subordinates in an effort to boost organizational effectiveness and subordinates' 
performance (Bass and Riggio, 2010). Northouse (2014) explained that the theory assumes 
that followers must be recognised, valued, and trusted in order for the leader to earn their 
devotion, and that everyone has something to contribute. Leaders serve as an idealised role 
model, stimulate, and promote creative work behaviour, give inspiring motivation, and assist 
and mentor followers to accomplish the organization's common vision and objectives (Suifan 
et al., 2018).  
By continuously questioning and pushing followers' beliefs and ways of thinking, these leaders 
stimulate followers' intellectual thought, which eventually motivates followers to participate 
in idea production and execution. Such leaders are able to express the company vision in 
terms of individual objectives, hence improving followers' inspiration and motivation (Bednall 
et al., 2018). Therefore, it is assumed that transformational leaders will be able to inspire 
individual employees by relating their future to the future of the organisation and to 
encourage them to engage in IWB by fostering a strong sense of shared vision and belonging 
with the organisation. Leaders also stimulates an employee's values and self-concepts, 
thereby assisting the employees in achieving higher levels of needs and aspirations and 
elevating their performance expectations through IWB (Afsar et al., 2014). 
Transformational leadership was highlighted by Sinaga et al (2020) as one of the most critical 
characteristics that impact creative thinking and innovativeness. According to the findings of 
several studies conducted in this area, transformational leadership is associated with an 
increase in subordinate commitment, an improvement in performance, and an 
encouragement of more creative problem solutions (Mittal and Dhar, 2015; Yukl, 2012). It 
places an emphasis on the intrinsic motivation of followers, ethical behaviour, the 
development of leadership among team members, and the establishment of shared vision 
and goals. In the realm of higher education, transformational leadership may be utilised to 
motivate faculty members to participate in educational programmes with the goal of 
enhancing abilities that can later offer outstanding performance (Pounder, 2009). 
 
Digital Leadership 
Digital leadership defined as the combination of digital culture and digital competences, 
occurs when an organisation successfully integrates both of these aspects (Mihardjo and 
Sasmoko, 2019). The goal of digital leadership is to create a customer-centric, digitally 
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enabled, cutting-edge business model by (1) changing the role, skills, and leadership style of 
the digital leader, (2) creating a digital organisation, including governance, vision, values, 
structure, culture, and decision-making processes, and (3) modifying people management, 
virtual teams, knowledge, communication, and collaboration on an individual level (Eberl and 
Drews, 2021). 
However, according to Sow and Aborbie (2018), digital leaders are those leaders who manage 
the processes of digital transformation in a consistent manner and adapt diverse leadership 
methods (transformational, transactional, etc.) by delivering competitive advantages with a 
strategic point of view. Managers who practice digital leadership taking the appropriate 
actions to ensure that the firm and its business ecosystem are successfully digitalized. Digital 
leadership entails adopting new perspectives on workplace practises, business models, IT 
departments, corporate platforms, and employee attitudes and skill sets (El Sawy et al., 2016). 
Digital leadership is the practise of managing the online actions of the workers, such as 
uploading product descriptions and managing customer directing marketing initiatives, 
answering customer questions, and making decisions on the company's online activities 
(Meier et al., 2017). 
 
Underpinning Theories 
There is theory has been applied to the factors that initiate of innovative work behaviour 
based on the study. Thus, this study is to utilise this theory to evaluate the suggested 
theoretical framework. 
 
Social Cognitive Theory 
Social Cognitive Theory Bandura (1986) evolved from the Social Learning Theory Bandura 
(1977) of developmental psychology which emphasised people's learning by imitating or 
observing others through modelling influences. Later, the theory incorporated cognition in 
order to further explain human behaviour through mental abilities such as information 
processing in response to these modelling influences. In addition, it addresses how individuals 
are motivated and can motivate others, how they perform, how they acquire new skills, and 
how they regulate themselves (Koutroubas and Galanakis, 2022). According to this theory, 
leaders' actions, and the social environment they establish within an organisation have a 
significant impact on employees' innovative work behaviour. Leaders can cultivate a culture 
of innovation and encourage employees to engage in IWBs by demonstrating innovative 
behaviour, providing reinforcement and support, and facilitating vicarious learning 
experiences. Therefore, Social Cognitive Theory can and has been utilised to explain how 
workplace environments includes leaders motivate and influence employees’ innovative work 
behaviour. 
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Proposed Research Framework 
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Figure 1: Conceptual framework 
 
This study develops a research framework because it can serve as the premise for the study's 
purpose. The conceptual framework of this study includes three independent variables 
(servant leadership, transformational leadership, and digital leadership) and innovative work 
behaviour as dependent variable. Independent variables and dependent variables have a 
direct relationship within the model. The conceptual framework for this study will be based 
on the Social Cognitive Theory. 
In Figure 4.1, an illustration of the conceptual framework depicts the independent and 
dependent variables of the current study. The independent variable consists of servant 
leadership, transformational leadership, and digital leadership, while innovative work 
behaviour as dependent variable. In addition, the arrows indicate that the current study aims 
to assess the extent to which the antecedent factors influence innovative work behaviour. 
Numerous studies have examined innovative work behaviour as a dependent variable, but 
there is still much work to be done in various facets of this concept. 
 
Discussion 
Servant Leadership and Innovative Work Behavior 
Servant leadership focuses on the requirements of followers, which motivates them to strive 
and succeed, thereby stimulating their creativity (Yang et al., 2017). According to Parris and 
Peachey (2013), when a servant leader is in command, followers are motivated to achieve 
their goals by having their attention maintained and their desire to innovate increased. This 
study showed positive relationship between servant leadership style and IWB.  
Several empirical sources demonstrate that servant leadership is effective in influencing IWB 
among employees (Mubarik et al., 2021; Rasheed et al., 2016). Additionally, study by 
Prasetyono et al (2022) also found that one of the factors that affect innovative work 
behaviour is servant leadership. These findings strengthened by Cai et al (2018), effective 
servant leadership influences the IWB of employees. Faraz et al (2019), also found that 
servant leaders believe in forming a close relationship with subordinates by prioritising them, 
assisting them, and always being honest with them; consequently, followers become grateful 
and feel obligated to reciprocate. 
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Transformational Leadership and Innovative Work Behavior 
Numerous studies’ results showed that transformational leadership had a positive impact on 
employees’ IWB. According to Garg et al (2023), managers can boost IWB by adopting a 
transformational leadership style. This research also provides empirical evidence that 
transformational leaders can inspire their teams to exhibit more creative behaviour. 
Employees that experience transformational leadership feel obligated to their bosses, and as 
a result, they exhibit helpful and innovative behaviours that enhance organizational success 
(Afsar et al., 2019).  
The personalised care and support provided by transformational leaders to their followers' 
wants and requirements may have a greater impact on the followers' participation in creative 
endeavours. These leaders stimulate followers' intellectual thinking by persistently 
challenging followers' presumptions and ways of thinking, which ultimately motivates 
followers to participate in the creative process. Such leaders can connect the organisational 
vision to personal objectives, inspiring followers and boosting productivity (Bednall et al., 
2018). It is therefore expected that transformational leaders will be able to motivate 
individual workers by connecting their future to the future of the organisation and to 
encourage them to engage in IWBs by forging a strong sense of shared vision and belonging 
with the organisations. According to Zuraik and Kelly (2018), transformational leaders can 
improve organisational innovation. 
 
Digital Leadership and Innovative Work behavior 
The findings from Erhan et al. (2022) demonstrated a favourable and significant relationship 
between employee perceptions of digital leadership and all aspects of IWB. Additionally, 
employees had favourable perceptions of leaders with strong digital skills, and they tended 
to adopt creative behaviours when these leaders were present. According to Benitez et al. 
(2022), digital leadership enhances an organization's performance in terms of innovation 
through digitalizing the organization's platform. They concluded that digital leadership 
capability is favourably connected to platform digitization capabilities, which in turn has a 
beneficial connection with innovation performance. This outcome shows company leaders 
that they need to have digital leadership competence to be able to digitize the platform to 
innovate and surpass direct competition. Furthermore, the study results by Borah, et al. 
(2022) reveal that digital leadership positively moderates the relationship between social 
media usage on sustainable SME performance. 
Digital leadership enhances and promotes digital teaching and learning, according to research 
(Richardson et al., 2012), and practitioners in the field of higher education are increasingly 
interested in it (Antonopoulou et al., 2020; Yusof et al., 2019). It is essential that employees, 
especially academics, be encouraged to continue to be innovative in imparting knowledge 
and information as technology advances. 
 
Conclusion 
The results of this study indicate that all three leadership styles have a positive impact on the 
IWB of academicians. Transformational leadership is found to be the most significant 
predictor of innovative work behaviour, followed by servant leadership and digital leadership 
(Chen et al., 2020). The findings of this research have implications for the development of 
leadership in academic institutions. It suggests that leaders should adopt a transformational, 
servant, and digital leadership approach to enhance the IWB of academicians. 
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Teaching and conducting research are no longer the sole responsibilities of the higher 
education institutions. As the pillars of a knowledge-based economy, institutions must adapt 
to the new education system to satisfy the rising demand for science, technology, and 
innovation (Salem, 2014). Therefore, it is essential for institutions to identify factors that 
influence innovative work behaviour among employees, particularly academicians, who are 
expected to make the most significant contributions to teaching, research, and projects. In 
addition, to ensure that graduates are adaptable and relevant to changes and consistent 
labour market demands, particularly regarding IWB (Ibus, 2021), higher education institutions 
must focus on adapting the existing curriculum to be more innovative (Shukran, et al, 2011) 
and involving all levels of management, from the academicians themselves to the highest 
management in the education sector, in order to implement IWB in the workplace (Omar, et 
al., 2019). This is since innovation has been demonstrated to be a crucial factor for 
competitive excellence in any inclusive university organisation (Ab Hamid et al., 2015). All 
organisations must therefore concentrate on initiatives that encourage IWB.  
Therefore, in order to secure the active participation of academicians for those aims, the topic 
of leadership continues to be a subject of debate and disagreement among philosophers and 
academics. To date, a substantial body of literature comprising books and articles has been 
written pertaining to this specific issue, with the aim of investigating the characteristics and 
origins of leadership within the academic domain (Awan and Mahmood, 2010). Alonderiene 
and Majauskaite (2016) also suggest that leadership can be defined as a process of exerting 
influence over individuals to achieve a predetermined objective or uncover new insights. This 
article serves as a comprehensive resource for conducting empirical research on the 
identification of effective leadership styles that foster innovative behavior among 
academicians, with broader implications for the education sector as a whole. 
In conclusion, we believed that these emerging technologies offer both great promise and 
challenges for transforming academicians' innovative work behaviour in higher education 
institutions. We must pursue a comprehension of these technological opportunities and 
eliminate the obstacles that prevent academics from exploring the possibilities on their 
interactive whiteboards. Depending on the role of the relevant leaders, additional research 
could be conducted to address our question regarding the manifestations of technology use 
on IWB beyond what we already know. The future results can be utilised to enhance 
Malaysia's performance in GII, productivity, and economic growth contribution. 
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