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Abstract 
At present, Malaysian government are buffeted by strategic challenges including debt, deficit 
pressures, technology, innovation and globalization. Hence, Malaysian public service agencies 
recognize that they need to be resilient. In other words, they need to respond to people 
demand (adaptation), provide efficient and effective services (competitiveness) and make 
themselves reputable (value). This paper therefore aims to evaluate and suggest a conceptual 
model of innovative work behaviour, innovation climate, participative leadership and wider 
public sector condition on innovation (IVs) and innovation performance. A Structural Equation 
Model (SEM) was proposed. A structural relationship model was suggested. Research theories 
are being formulated based on the proposed conceptual model and checked. The paper ends 
with planned theoretical work for the future. 
Keywords: Innovation, Public Sector, Climate, Leadership, Growth, Innovative Work Behavior. 

Introduction  
The Malaysian government is currently facing structural challenges such as debt, deficit 
pressures, technology , innovation and globalisation (Siddiquee, 2008; Caverley, 2005; Ramli 
et al., 2017). Malaysian public service organisations therefore agree that they need to be 
resilient (Ministry of Finance, 2018). In other words, they have to respond to demand from 
people (adaptation), provide effective and reliable services (competitiveness) and reputable 
services (value). Innovation has been identified in the 11th Malaysia Plan (2016-2020), which 
represents a source of growth and sustainability and serves as a key competence to achieve 
country status of high revenue by 2020 (Economic Planning Unit, 2016). To this end, Malaysia 
has initiated major changes and improvements in its sustainable development framework to 
reshap and restructure current public sector frameworks and processes. This is intended to 
increase the level of access, responsiveness and pace of public services. These are the 
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components of the central government of people. Innovation is an integral component of the 
world-class public service by designing and introducing creative programmes, products and 
services. Innovation has been shown to lead to significant performance improvements, 
productivity and improved outcomes. As we move towards globalisation, Malay Public Service 
should increase its quality and productivity by meeting people's demands (Siddiquee, 2007). 
 
Officials are regarded as an important tool for innovation in this field. One alternative that 
enhances the productivity of the public sector is to encourage innovative workers. In order to 
remain resilient and responsive to impredictable, dynamic and evolving circumstances, 
organisations must be highly creative and imaginative in sustaining their competitive 
advantage (Gumusluoglu & Ilsev, 2009; Kassim & Mokhber, 2015). Research on innovation 
factors in the Malaysian public sector is however limited (Ali & Buang, 2016). There are also 
lack of appropriate public sector innovation assessment mechanisms (Arundel, Bloch & 
Ferguson 2019). Previous innovation research appear to concentrate on business and 
industry, and very little has been achieved in evaluating public sector innovation. The 
limitations of the current world and atmosphere of progress – study to find ways to 
change.This paper identifies four important factors that influence innovation in Malaysia 
public service organization, which include innovative work behaviour, innovative culture, 
participative leadership and wider public sector condition for innovation. This article is divided 
in four parts. It starts with the introduction. Then accompanied by detailed literature review 
research. In third section, proposed methodology and expected outcomes will be discussed 
and finally, this chapter conclude the expected outcomes. The research questions that should 
be answered are: a) What are the determinants of Malaysian innovation especially in public 
sector? b) What is the relationship between respondents’ demography and factors of 
innovation in Malaysian public sector? 
 
Literature Review 
Innovative Work Behaviour  
Innovative work behavior or IWB is defined as “employee behavior to intentionally create, 
introduce and apply new ideas within a work role, group or organization that is beneficial to 
performance” (Janssen, 2000, p. 288).  Several dimensions of innovation can be identified 
within the framework of the concept of IWB. It begins with the generation of ideas. While the 
terms “idea generation” and “creativity” are used conversely, the author pick for 'idea 
generation' as it is near to innovative work behavior literature (Janssen, 2000; Jong & Hartog, 
2008; Scott & Bruce, 1994). 
Employees consider challenges and opportunities and pursue solutions for new ideas. 
Mumford (2000) described idea generation as “a free-flowing activity where application, 
implication, and consequences are identified and then shaped through refinement into a new 
idea or set of ideas”. 
The second dimension is the preservation of ideas. The business welcomes the concept of 
financing for further expansion. Help is to construct coalitions of potential allies — people 
who exercise the idea — by expressing trust and arousal for the advancement, participation 
and involvement of the right people (De Jong and Den Hartog, 2010; Galbraith, 1982; Janssen, 
2000; Kanter, 1988). This could include superiors, other officials, such as R&D, or immediate 
colleagues. Idea championing after all to get support with the ideas generated and to engage 
key business members in job ideas. 
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The third dimension, the application of ideas, focuses on the introduction into daily business 
of ideas created and promoted (Kleysen & Street 2001) and on the inclusion of such ideas 
discovered and realised on the workplace, community or organisation (Janssen, 2000; R. 
Kanter, 1988). The two final aspects, the defence of ideas and the application of ideas, are 
also defined as jointly applicable. 
 

Innovative past working behaviour generally considered this to be one aspect consisting 
of many behaviours (e.g. Janssen, 2000; Park & Jo, 2018; Shanker et al . , 2017). For different 
behavioural sets IWB can be used as a single dimensional container. These behavioural sets 
represent our aspects of developing ideas, defending ideas and executing ideas. A detailed 
picture of the contributions individuals make to organisational performance by 
conceptualising IWB in various behavioural sets. For example , the development of ideas 
alone does not guarantee the acceptance of those ideas, because new ideas can lead to 
uncertainty and resistance to changes (Baer, 2012; West, 2002). Furthermore, the three 
dimensions (idea formation, ideas championship and ideas implementation) involve different 
working styles, different employee personal characteristics and different behaviours (Scott & 
Bruce 1994; Street & Christopher 2001). According to Scott and Bruce (1994, p. 582), 
imagination is a dynamic process, not a single aspect but a 'discontinuous activity' 
(Veenendaal & Bondarouk, 2015). 
 
Innovation Climate  
The organisational environment is a significant factor in innovation based on previous studies 
(Isaksen & Lauer, 2002). Nystrom (1990 ) described the environment as "the occurrence and 
repetition of behavioural patterns, attitudes and sensations that characterise the 
organisation 's life." It is also closely related to an organisational culture that transmits "beliefs 
and principles, traditions, tales, rituals and ceremonies and the organisation' (Tesluk et al., 
1997). Climate can therefore be described as "a series of attributes that can be influenced by 
the way the organisation deals with their members and their environment." The author will 
follow the most generally accepted and proven climate innovation model in this study 
(Anderson & West, 1998; Siegel & Kaemmerer, 1978). Based on this model , three 
fundamental dimensions of climate innovation, including participatory security, quality and 
support for innovation, will be explored further. 
 
The initial component of climate innovation is participatory security. De Jong (2006 ) states 
that when workers view the behaviour and behaviours of their colleagues in ways that 
facilitate learning, they safeguard their well-being and interests, an organisation receives 
good socio-emotional support. The theory is that employees are driven by decision-making 
and regard the world as non-personal (West, 1990). It is considered one of the facets of the 
atmosphere of innovation. This will then encourage risk-taking and the readiness of the 
employee to present new ideas without fear. Participatory security often encourages workers' 
understanding of self-decision, which contributes to a broader job satisfaction than negative 
conditions that regulate their thoughts , feelings and actions. It allows scientists to conclude 
that participatory safety is a healthy environment which supports and makes a company's 
employees creative and innovative. 
 
The second element of climate creativity relates to the quality of group members' task results. 
In highly innovative climates, high performance standards are encouraged and different 
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approaches to quality are embraced. The pursuit of excellence can be defined as maximising 
the performance of tasks according to West (1990). Additional research was carried out, and 
this innovative environment aspect was referred to as the "job orientation," which proposed 
that staff analyse their current activities and proactively incorporate improvements 
(Anderson & West, 1998). For this reason, the pursuit of excellence can be called the success 
by working processes between members of the working group of a task with a better quality 
result. Innovation support for endorsing and encouraging realistic proposals to incorporate 
innovative and better ways to do things (West 1990). This is the final dimension.  
 
Innovation support as examples are expressed support inside and outside group meetings and 
collaboration in the development and implementation of new ideas. Time and resources have 
also been given for community members to formulate and execute ideas. If innovation 
support is regularly expressed and incorporated in a working group , members in the working 
group are more aware of the situation under their influence and are more likely to improve. 
(Gebert et al . , 2003). According to past studies, the person should be alert of the potential 
of innovation in promoting innovation so they can provide suggestions more readily when 
resources and help for other members of the working group are accessible to them. These 
studies show that the climate of innovation, including participatory safety, the pursuit of 
excellence and the promotion of innovation dimensions, have a positive impact on 
innovation. 
 
Participative Leadership 
Participatory leadership is a shared power and decisions between a leader and his followers 
(Armenakis et al . , 1993), intended to increase influence, extra care and support among 
followers and their engagement in problem solving and decision-making (Nystrom, 1990). 
Participatory leadership suggests to workers that their boss has faith in them, and several 
studies indicate that participatory leadership has significant effects on different performance 
styles, including innovation and creative actions (Huang et al., 2006; Weng et al., 2013). While 
participatory leaders include workers in problem-solving and decision-making processes 
(Newman et al . , 2018), they do not necessarily include the clear role modeling and feedback 
that will enable those workers to be more confident in their creative capacity (i.e. , high CSE 
levels) and engage in innovative behaviour (Newman et al., 2018). 
 
Wider Sector Conditions for Innovation 
This variable explains how the world in which an company works makes progress possible or 
impeded by the following: 
• Leadership and culture, e.g. vision and spirit of innovation; strategy-related innovation; risk-
taking and learning attitudes; attentiveness to users' opinions, front-line workers and middle 
managers; attitudes towards collaboration/working across organizational boundaries; 
emphasis on short/medium/long-term goals; and efficiency of new initiatives. 
• Autonomy, e.g. accountability for creativity, flexibility in shaping local policy, flexibility in 
budgetary matters, ability to draw up rules and provide direction and legislative basis. 
Incentives, such as demand, competitiveness, performance goals, transparency in results, 
customer engagement, acknowledgement and incentives, and regulation. 
• Enablers, for example, access to open comparable performance data , access to best 
practices information in the private and public sectors, access to and funding for innovation 
funds, award schemes, learning from inspections / audits, access to common systems and 
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resources, sufficient knowledge and communication infrastructure, peer review processes 
and innovation measurement; 

In particular , the impact of a wider business situation on the development of inventions 
is 0.001. This finding reinforces the results of past studies which examine the influence of 
external performance on the performance of government innovation such as Moon and 
Bretschneider (2002), Walker (2006), and Hansen (2011). Based on the studies performed, 
the results of a rigorous evaluation of broader public sector innovation showed that the total 
number was 5,1009 (moderately high total). The result showed that the output of public 
sector innovation was influenced by a medium mean innovation score from a wider industry 
(Ramli et al . 2017). 
 
Methodology 

In this analysis, a formal questionnaire will be used for the method of sampling. The 
Malaysian public servants will be the population. Questions will be provided to public 
servants, particularly the Ministry and State Government Innovation Unit, innovators and 
non-innovators and middle and senior managers. To evaluate the effects, two statistical 
methods were used. Techniques for structural equation modelling will be employed to carry 
out the necessary statistical analyses of the results of the survey. In order to determine the 
packing, durability and measurements of the system, an analysis of exploratory factors, 
reliability analysis and confirmatory factor analysis will be performed. After evaluation of the 
measurement model, the structural model will then be evaluated and validated. Version 26 
of SPSS will be used to review preliminary data and to conduct thorough analysis of the 
sample of theses, such as means , standard deviations and frequencies. In comparison, SEM 
is evaluated for the measurement model using SMART-PLS. 
 
Proposed Research Model 
 Based on the literature review, a significant number of previous studies have been 
performed, i.e. Innovative work behaviour, Innovation environment for wider public service, 
Participatory Leadership and Innovation Success (IP). The research seeks to analyse the 
relationship between independent variables and an organisation's performance in 
innovation. This model is referred to as the proposed study model, as shown in Figure 1. 
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Figure 1: Proposed research model. 
Source: Author’s proposed model. 

 
Conclusion and Future Research  
For IP, IWB, IC, PL and WPSCI have become the most important ones. Previous studies were 
conducted to identify reasons for the successful implementation of results in innovations. 
However, in particular in the Malaysian Public Sector, minimal empirical research attempted 
to investigate the relationship between the IVs and success in innovation. Research 
hypotheses are being build, based on the proposed model and a previous analysis. The next 
step of this study is to develop instruments which will be used in the Malaysian public sector 
for pilot study data collection. 
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