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Abstract

To successfully promote innovation in manufacturing firms is contingent on their employees. Inspiring
them in these firms to show tendency towards innovative work behaviour (IWB) requires effective and
participative leadership styles to motivate them in exhibiting such critical behaviours. An excellent
supervision from inclusive leadership could play a significant and important role in shaping their IWB at
work. Therefore, this conceptual paper proposes to investigate the effect of inclusive leadership on
employees’ IWB in electronics manufacturing industries in Northern region of Malaysia. The effects
outlined in this paper are analysed under the theoretical framework of social exchange theory (SET). This
framework is suitable for this study as it helps researchers gain the understanding on how inclusive
leadership influences IWB in electronic manufacturing industries. This study carries value as research on
inclusive leadership in organizational research is in early stages and this study will extend the scope of
inclusive leadership for the arguments that inclusive leadership has potential to fosters employee IWB.
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1. Introduction

Along with the essentiality of electronic products (e.g. computers, mobile phones, electronic
appliances and televisions) for the purpose of daily life, office and home use, the electronics manufacturing
industry has become one of the largest and fasting growing manufacturing industries in the world (Gu et
al., 2016). This holds true with the electronic manufacturing industry of Malaysia where this industry is
contributing significantly to economic growth of the country (Raj-Reichert, 2020). With regards to
electronic products and appliances, Malaysia is one of the world’s largest exporters (Tsen, 2005). This
industry is expected to grow and may serve an important catalyst to job creation in the future. Further, many
initiatives have been taken by the Govt of Malaysia to provide support to electronic industry in Malaysia
to grow further. This could be possible in the event of concrete support of innovation initiatives among
employees working in these firms. Because, these industries rely on most innovative technological
equipment to produce goods and improve the quality of products. In line with this, the high competition
and rapid changes in technologies, the extent to electronic manufacturing firms are involved in innovation
is essential and need of time. Arguably, employees innovative work behaviour (IWB) leads towards overall
innovation for firms (Jena & Memon, 2018). This is due to the fact that 80% of news ideas that become the
basis for innovation in a firms come from individual employees (Getz & Robinson, 2003). Further,
employees’ IWB play critical roles in enabling firms gain competitive advantage and help firms survive for
long term in their businesses. That is the reason, IWB has become a crucial factor to be promoted among
employees, and it has compelled researchers to investigate various factors that could impact it (Stock et al.,
2017).

It has been well-established in literature that leadership plays a significant role in promoting
employees’ IWB (Anderson et al., 2014). Studies have therefore, investigated transformational, ethical and
empowering leadership styles in an effort to promote employees’ IWB (Dhar, 2016; Slatten et al., 2011;
Slatten & Mehmetoglu, 2015). Despite the growing body of research on various leadership styles with
employees’ IWB, the role of an emerging and promising leadership style such as, inclusive leadership
remains unexplored (Tran & Choi, 2019. Inclusive leadership has been viewed as a distinct leadership style
with other popular leadership styles as these leaders enable their followers to recognize of being treated
favourably from their organization (Tran & Choi, 2019). With such treatment, these leaders help their
employees endorse higher efforts and display greater work performance at work (Choi et al., 2015).
Considering the role of inclusive leadership, we argue it could play the role in enhancing the employees

IWB in the electronic manufacturing industry of Malaysia.

1.1. Innovative Work behaviour
IWB is a process in which unique ideas are generated, promoted and implemented by employees for
the sake of benefiting their role performance in the organizations (Thurlings et al., 2015). With this
behaviour, employees plays a vital role for organizational success (Kim & Shin, 2015). Scholars argue that
these behaviours are very beneficial for firms. For example, employees with this behaviour help their firms
gain competitive advantage (Liu, 2017), and this behaviour results in meeting customer’s satisfaction

(Slatten & Mehmetoglu, 2015).
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IWB is composed of two fundamental concepts; creativity and innovation (Dorenbosch et al., 2005).
Creativity is regarded as an important factor for individual innovation (Heye, 2006). Though, creativity is
an essential factor for innovation, some scholars think it is different from IWB arguing that, creativity is
only limited to the generation of ideas, whereas IWB includes all steps such as generation, promotion and
implementation of ideas (Afsar et al., 2015). But some scholars regard them as similar constructs, stating
that without creativity, innovation cannot take place (Amabile et al., 1996). Therefore, both creativity and
IWB are essential for the success of all kinds of firms including service and manufacturing, that need to
consistently produce new products (Weaver, 2017).

Research has given much evidence of the factors that influence employees’ IWB in the literature.
Among other factors, leadership has been considered one of the major factors influencing it. For example,
various studies have examined the influence of different leadership styles (e.g. transformational,
transactional, charismatic, empowering, ethical and authentic leadership) in investigating the relationship
with IWB (Dhar, 2016; Giinzel-Jensen et al., 2018; Michaelis et al., 2009; Slatten, 2014; Sagnak, 2012;
Zhou et al., 2014). However, most of these studies focus was on leaders’ centric approach which merely
focused on leaders’ traits and characters promoting IWB, neglecting the role of essential leader-follower
relationship in promoting IWB. Thus, the current study aims to address this shortcoming in literature by

examining the relationship between a participative leadership style such as inclusive leadership with IWB.

1.2. Inclusive Leadership

Inclusive leadership is a type of participative leadership that shows openness, availability in their
interactions with the employees (Nembhard & Edmondson, 2006). With such openness behavior, these
leaders give signals to their followers that innovation is welcomed and appreciated (Hollander, 2009).
These leaders have the tolerance for listening to the views of their followers and at the same time encourage
their followers in case they make mistakes (Qi et al., 2019). The more employees are motivated in an
organization, the more they are involved in IWB (Shin & Zhou, 2003). As organizational support theory
postulates that work outcomes are based on organizational support. Therefore, the role of inclusive
leadership in this regard plays an important role that can impact employees’ IWB. This is due to the fact
that inclusive leaders are able to provide resources including information, time, and support necessary for
IWB (Reiter-Palmon & Illies, 2004). These leaders through inclusiveness, give employees more discretion,
allow them to make decision, give them a sense of responsibility, and employees receive support and
guidelines by these leader (Hollander, 2009; Javed et al., 2019). In such situations, employees without fear
and hesitation, come up with divergent ideas and involve in creative outcomes. Therefore, inclusive leaders

may be a promising leadership style for promoting employee IWB.

1.3. Inclusive leadership and IWB
The theoretical base of this study is on social exchange theory (Blau, 1964). SET is one of the most
popular theories in organizational behaviour research that has been extensively used by researchers to
describe motivational basis behind employees’ attitudes and behaviours. This theory has been applied to
investigate and predict human behaviour in several industries including service and manufacturing (Garg
& Dhar, 2017; Sanz-Valle & Jiménez-Jiménez, 2018). The basic theme of this theory is based on reciprocity

(Gouldner, 1960). According to this theory, followers will reciprocate in such a manner that their immediate
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leader or manager interacts with them (Dhar, 2016). For example, when leaders treat his/her employees
with fairness, ethically, supports their efforts, encourage their work, the followers or employees in return
display positive behaviour at workplace (Dhar, 2016). Within the context of this current study, this theory
helps us understand the ways an individual in an organization setting responds to an inclusive leadership
style.

According to SET (Blau, 1964), the more followers receive resources, permission and inclusion
from their leaders, they are more obliged and willing to reciprocate by involving in IWB (Qi et al., 2019).
When leaders care about their followers needs and feelings, allow them to express their own view and ideas,
show loyalty towards them, employees would gain pleasure performing their tasks and involve in
innovative activities (Janssen, 2004). In similar way, inclusive leaders support their followers and
confidence among them increases. They in return involve in more voluntary tasks by trying their best to
fulfill the organizational mission, thus increase their abilities and awareness for innovation (Ahearne et al.,

2005).

P1: Inclusive leadership has a positive impact on employee’s IWB.

2. Problem Statement

With the changes in customers’ demands, escalation of competition and technological furtherance,
developing strategies for promoting and implementing innovation is vital and crucial for electronic
manufacturing industries of Malaysia. These industries are expected to explore further into advancement
as the industry implements Industry 4.0 and continues its steady growth into the smart industry and artificial
intelligence. To cope up with cut-throat competition and environmental uncertainties, they need to be
innovative. This can be done when these organizations exploit their employees’ ability to innovate by
encouraging them to come up with useful ideas that become the basis for new and improved products,
services and work processes. According to Faggian and McCann (2008), it is the role of ideas and
intellectual capital that brings economic growth rather than only the production of goods. Considering the
growing intensity of intellectual capital, it is understood that all countries are in need for skilled workers
who can develop ideas and also can use their knowledge for bringing technological change and economic
progress (Azman et al., 2016). Further, scholars suggested that, it is the creative capital and talented
workforce that contributes for the advancement of countries (Faggian & McCann, 2008).

Considering the importance and role of employees’ innovative potential to contribute for the overall
innovation, it becomes important to explore the factors that impact the employees’ IWB. Thus, this study

responds to these needs by examining the influence of inclusive leadership on employees’ IWB.

3. Research Questions

To investigate the proposition that inclusive leadership has an impact on employees IWB in

electronic manufacturing industries in Northern region of Malaysia.

979


https://doi.org/

https://doi.org/10.15405/epsbs.2020.10.90

Corresponding Author: Siti Rohaida Mohamed Zainal

Selection and peer-review under responsibility of the Organizing Committee of the conference
elSSN: 2357-1330

4. Purpose of the Study

This conceptual paper intends to identify the role of inclusive leadership that may enhance
employees’ IWB in the electronic manufacturing industry of Malaysia through a quantitative research

analysis approach.

5. Research Methods

The participants of this study will be the full-time employees working in electronic manufacturing
industries in Northern region of Malaysia. Data will be collected via structured questionnaire. Personal
visits to these industries will be made to communicate the purpose and objectives of this study. Each
industry human resource (HR) manager will be contacted to discuss the process of collecting data in various

electronics manufacturing industries.

5.1. Instruments
Inclusive leadership scale of 9-item developed by Carmeli et al. (2010) will be used for this study.

Innovative behaviour will be measured using 9-item scale developed by Janssen (2000).

6. Findings

Based on previous studies and extant literature, it is understood that inclusive leadership is a

significant and important factor to influence employees’ IWB.

Al

Inclusive leadership 4" Innovative behavior ‘

Figure 01. Conceptual Model

7. Conclusion

In conclusion, this study proposed a conceptual model on inclusive leadership and IWB. it provides
new understanding of a participative leadership style such as inclusive leadership in enhancing employees

IWB electronics manufacturing industries of Malaysia.

References

Afsar, B., Badir, Y., & Khan, M. M. (2015). Person-job fit, person-organization fit and innovative work
behavior: The mediating role of innovation trust. Journal of High Technology Management
Research, 26(2), 105-116.

Ahearne, M., Mathieu, J., & Rapp, A. (2005). To empower or not to empower your sales force? An
empirical examination of the influence of leadership empowerment behavior on customer
satisfaction and performance. Journal of Applied psychology, 90(5), 945.

Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work environment
for creativity. Academy of Management Journal, 39(5), 1154-1184.

980


https://doi.org/

https://doi.org/10.15405/epsbs.2020.10.90

Corresponding Author: Siti Rohaida Mohamed Zainal

Selection and peer-review under responsibility of the Organizing Committee of the conference
elSSN: 2357-1330

Anderson, N., Potocnik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A state-of-the-
science review, prospective commentary, and guiding framework. Journal of Management, 40(5),
1297-1333.

Azman, N., Sirat, M., & Pang, V. (2016). Managing and mobilising talent in Malaysia: issues, challenges
and policy implications for Malaysian universities. Journal of Higher Education Policy and
Management, 38(3), 316-332.

Blau, P. M. (1964). Exchange and Power in Social life. New York Transaction Publishers.

Carmeli, A., Reiter-Palmon, R., & Ziv, E. (2010). Inclusive leadership and employee involvement in
creative tasks in the workplace: The mediating role of psychological safety. Creativity Research
Journal, 22(3), 250-260.

Choi, S. B., Tran, T. B. H., & Park, B. L. (2015). Inclusive leadership and work engagement: Mediating
roles of affective organizational commitment and creativity. Social Behavior and Personality: An
International Journal, 43(6), 931-943.

Dhar, R. L. (2016). Ethical leadership and its impact on service innovative behavior: The role of LMX and
job autonomy. Tourism Management, 57, 139—148.

Dorenbosch, L., Engen, M. L. v., & Verhagen, M. (2005). On-the-job innovation: The impact of job design
and human resource management through production ownership. Creativity and innovation
management, 14(2), 129-141.

Faggian, A., & McCann, P. (2008). Human capital, graduate migration and innovation in British regions.
Cambridge Journal of Economics, 33(2), 317-333.

Garg, S., & Dhar, R. (2017). Employee service innovative behavior. International Journal of Manpower,
38(2), 242-258.

Getz, 1., & Robinson, A. G. (2003). Innovate or die: Is that a fact? Creativity and Innovation Management,
12(3), 130-136.

Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement. American sociological review,
161-178.

Gu, Y., Wu, Y., Xu, M., Mu, X., Zuo, T. (2016). Waste electrical and electronic equipment (WEEE)
recycling for a sustainable resource supply in the electronics industry in China. J. Clean. Prod., 127,
331-338.

Giinzel-Jensen, F., Hansen, J. R., Jakobsen, M. L. F., & Wulff, J. (2018). A two-pronged approach?
Combined leadership styles and innovative behavior. [Infernational Journal of Public
Administration, 41(12), 957-970.

Heye, D. (2006). Creativity and innovation: Two key characteristics of the successful 21st century
information professional. Business Information Review, 23(4), 252-257.

Hollander, E. P. (2009). Inclusive leadership: The essential leader-follower relationship. Routledge.

Janssen, O. (2000). Job demands, perceptions of effort-reward fairness and innovative work behaviour.
Journal of Occupational and Organizational Psychology, 73(3), 287-302.

Janssen, O. (2004). How fairness perceptions make innovative behavior more or less stressful. Journal of
Organizational Behavior, 25(2), 201-215.

Javed, B., Nagvi, S. M. M. R., Khan, A. K., Arjoon, S., & Tayyeb, H. H. (2019). Impact of inclusive
leadership on innovative work behavior: The role of psychological safety. Journal of Management
and Organization, 25(1), 117-136.

Jena, L. K., & Memon, N. Z. (2018). Does workplace flexibility usher innovation? A moderated mediation
model on the enablers of innovative workplace behavior. Global Journal of Flexible Systems
Management, 19(1), 5-17.

Kim, M., & Shin, Y. (2015). Collective efficacy as a mediator between cooperative group norms and group
positive affect and team creativity. Asia Pacific Journal of Management, 32(3), 693-716.

Liu, C. (2017). Creating competitive advantage : Linking perspectives of organization learning ,innovation
behavior and intellectual capital. International Journal of Hospitality Management, 66, 13-23.

Michaelis, B., Stegmaier, R., & Sonntag, K. (2009). Affective commitment to change and innovation
implementation behavior: The role of charismatic leadership and employees’ trust in top
management. Journal of Change Management, 9(4), 399-417.

981


https://doi.org/

https://doi.org/10.15405/epsbs.2020.10.90

Corresponding Author: Siti Rohaida Mohamed Zainal

Selection and peer-review under responsibility of the Organizing Committee of the conference
elSSN: 2357-1330

Nembhard, I. M., & Edmondson, A. C. (2006). Making it safe: The effects of leader inclusiveness and
professional status on psychological safety and improvement efforts in health care teams. Journal
of Organizational Behavior, 27, 941€966.

Qi, L., Liu, B., Wei, X., & Hu, Y. (2019). Impact of inclusive leadership on employee innovative behavior:
Perceived organizational support as a mediator. PloS one, 14(2), 201-209.

Raj-Reichert, G. (2020). Global value chains, contract manufacturers, and the middle-income trap: The
electronics industry in Malaysia. The Journal of Development Studies, 56(4), 698-716.

Reiter-Palmon, R., & Illies, J. J. (2004). Leadership and creativity: Understanding leadership from a
creative problem-solving perspective. The Leadership Quarterly, 15(1), 55-77.

Sagnak, M. (2012). The empowering leadership and teachers innovative behavior: The mediating role of
innovation climate. African Journal of Business Management, 6(4), 1635-1641.

Sanz-Valle, R., & Jiménez-, D. (2018). HRM and product innovation: does innovative work behaviour
mediate that relationship? Management Decision, 56(6), 1417-1429.

Shin, S. J., & Zhou, J. (2003). Transformational leadership, conservation, and creativity: Evidence from
Korea. Academy of management journal, 46(6), 703-714.

Slatten, T. (2014). Determinants and effects of employee’s creative self-efficacy on innovative activities.
International Journal of Quality and Service Sciences, 6(4), 326-347.

Slatten, T., & Mehmetoglu, M. (2015). The effects of transformational leadership and perceived creativity
on innovation behavior in the hospitality industry. Journal of Human Resources in Hospitality and
Tourism, 14(2), 195-219.

Slatten, T., Svensson, G., & Sveri, S. (2011). Empowering leadership and the influence of a humorous
work climate on service employees’ creativity and innovative behaviour in frontline service jobs.
International Journal of Quality and Service Sciences, 3(3), 267-284.

Stock, R. M., Jong, A. de, & Zacharias, N. A. (2017). Frontline employees’ innovative service behavior as
key to customer loyalty: Insights into FLEs’ resource gain spiral. Journal of Product Innovation
Management, 34(2), 223-245.

Thurlings, M., Evers, A. T., & Vermeulen, M. (2015). Toward a model of explaining teachers’ innovative
behavior: A literature review. Review of Educational Research, 85(3), 430-471.

Tran, T. B. H., & Choi, S. B. (2019). Effects of inclusive leadership on organizational citizenship behavior:
the mediating roles of organizational justice and learning culture. Journal of Pacific Rim
Psychology, 13.

Tsen, W. H. (2005). The determinants of foreign direct investment in the manufacturing industry of
malaysia. Journal of Economic Cooperation among Islamic Countries, 26(2).

Weaver Jr, C. P. (2017). Leadership Style, Innovative Work Behavior, and the Mediating Effect of
Innovation Climate on Individual Job Satisfaction and Team Effectiveness (Doctoral dissertation).
Regent University.

Zhou, J., Ma, Y., Cheng, W., & Xia, B. (2014). Mediating role of employee emotions in the relationship
between authentic leadership and employee innovation. Social Behavior and Personality: an
international journal, 42(8), 1267-1278.

982


https://doi.org/

