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ABSTRACT 

Firms worldwide face extraordinary encounters relating to the economic, demographic, social and 

environmental fronts in the present context. Organisations can be the forerunners in creative and 

innovative activities by recognizing the propellers of innovative work behaviour among the 

employees and keeping them actively engaged in the workspace. The engaged behavior of employees 

induces them to perform more than their duties and innovative work behaviour results into several 

creative and innovative pursuits in the organization. The current study attempts to link work 

engagement to innovative work behaviour and assess the levels of innovative work behaviour and 

work engagement among the respondents. A total of 100 respondents from Guwahati were surveyed 

using a self-report questionnaire. The results of the study indicated medium to high level of 

innovative behaviour. Results also exhibited high levels of idea promotion and idea implementation, 

medium level of idea generation and considerably low level of idea exploration among the 

employees. Engagement levels were found to be high, with absorption accounting for the highest 

level followed by vigour and dedication. Work engagement was found to be a predictor of innovative 

work behaviour, with vigour being the most important & significant component in determining the 

innovative work behaviour of the respondents. The paper further suggests ways to tap the innovative 

ability of the workforce through relevant engagement strategies. 
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1. INTRODUCTION 

To flourish and prosper in these unprecedented and uber-competitive business environments, 

organizations need to infuse creativity and innovation to maintain business continuity. For 

organizations to truly stand out as clear leaders within their industries, it would be evident that they 

all have one common factor: they all embrace innovation. ‘Adapt or perish’ is a universal truth for all 

businesses houses in today’s modern world coupled with rapid technological advancements.  Amidst 

these constantly changing business circumstances, for businesses to remain relevant and profitable, it 

will eventually need to adapt in order to meet the new realities.  

Conceptually innovation can be envisioned as the process undertaken by individuals or organizations 

leading to the gestation of novel products, processes, and ideas, or to approach existing products, 

processes, and ideas in newer ways.  

In the business environment, companies mostly pursue innovation related to their individual 

products, internal processes and work flows or a combination of them and making changes in the 

existing environment to deliver better products or services.  

For making innovation as a part of the organization’s business strategy, it is very important that all 

organizations create a culture of innovation paving the way for innovative thinking which in turn 

increases the organizational performance through creation of efficient products and work processes. 

Organisations can be the forerunners in such creative and innovative activities by recognizing the 

propellers of innovative work behaviour among the employees and keeping them actively engaged in 

the workspace. 

Innovative work behaviour has been defined as the intentional creation, introduction and application 

of new ideas within a work role, in order to benefit individual or organizational performance 

(Janssen, 2000). It mainly encompasses on employee behaviour that aims in exploring, generating, 

promoting and implementing new ideas, procedures and work methods within a group or 

organization which results in increased organizational efficiency (Scott & Bruce, 1994, Yuan & 

Woodman, 2010). Innovative Work Behaviour (IWB) can thus be viewed as a multi-stage continuous 

process involving four stages. It starts with idea exploration, which refers to the recognition and 

comprehension of problems and needs in one’s work context that creates an opportunity for change 

and improvement. This stage is followed by the idea generation stage which entails problem 
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recognition and ideas or solutions generation, either novel or adopted and is usually considered to be 

the first attempt at individual innovation. The process of seeking a sponsorship for an idea and an 

attempt to build a coalition of supporters for the idea follows the idea generation stage and the final 

stage of this process is to materialize the idea and implement it.  

The most widely used and accepted definition of work engagement is by (Wilmar B Schaufeli et al., 

2002), which defined work engagement as “a positive, fulfilling, work-related state of mind 

characterised by vigour, dedication, and absorption.” Vigour is associated with high levels of energy, 

mental resilience and persistence even during adverse circumstances. Dedication is linked to sense of 

inspiration, significance, pride and challenge in the individuals related to their work. Lastly, 

absorption is described as the contemplating nature of individuals who remain deeply occupied in 

one’s work. 

  

2. LITERATURE REVIEW 
 
Innovative Work Behaviour and Work Engagement: 
 
To uphold the permanence, sustainability and development of organizations through ingenious 

developments and sustained  execution  of novel ideas requires a network of engaged employees 

(Rao & Weintraub, 2013).  (Kahn, 1978) has identified that engaged employees perform several 

extra-role behaviour whereby they go beyond their usual activities to collaborate with colleagues, 

provide  apart from joining and staying in the organization and having a dependable behavior, 

employee engagement leads to innovative behavior where employee goes beyond individual roles to, 

make propositions to perk up the performances of their organization not only internally but also as an 

able competitor within the industries it operates. Insights from Gallup (2015) reveal an immediate 

and direct relationship between engagement and innovation, and it was found that engaged 

employees are most likely to contribute to innovative activities in the organization. Engaged 

employees are more proficient in resolving problems, associating with their associates efficaciously 

and cultivating innovation and were thus found to be more likely to express innovative behaviors 

than low engaged (W. B. Schaufeli & Bakker, 2004). Work engagement as an individual variable 

also depends greatly on the great extent employees feel about their work. As highlighted by (Park et 

al., 2014), engaged employees experience positive emotions which encourage them to indulge more 
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proactive and innovative activities leading to a fulfilling innovative work behaviour. (Borah & 

Gogoi, 2018) in their study exploring the relationship between individual innovativeness and 

engagement found engagement to be an important predictor of individual innovation, with vigour 

accounting to be the most important of component of engagement that facilitated innovativeness in 

individuals. 

The objective of the study is to firstly assess the levels of innovative work behaviour and work 

engagement among the respondents and then to examine the link between them. 

The null hypothesis for the study has been formulated as- 

H0: There is no association between work engagement and innovative work behaviour. 

3. METHODOLOGY 

The participants of this study consisted of public sector employees from power sector of Assam. The 

sample size of the study is 100. The sample consisted of 58% male and 42 % female respondents. 

Majority of the respondents (46%) were from the age group 30-39 years. 61% of the respondents 

were from the middle level of employment. and the average tenure of the respondents were 5.5 years.  

Measures 

The dependent variable (innovative work behaviour) was measured using a 12 item scale adapted 

from the works of Kleysen & Street, 2001; Scott & Bruce, 1994;  Janssen, 2005. It consisted of 4 sub 

scales namely, idea exploration, idea generation, idea promotion and idea implementation. The 

independent variable work engagement was measured through the Utrecht Work Engagement Scale 

(UWES) developed by Wilmar B. Schaufeli et al., 2006 consisting of 9 items. The resulting three 

sub-scales were: vigour, dedication and absorption. A five point likert scale ranging from 1 (strongly 

agree) to 5 (strongly disagree) was used to measure each statement. 

4. RESULTS AND FINDINGS 

The data was collected using a self designed well- structured questionnaire and analysed using 

multiple regression analysis in SPSS 25.0. 

Results 

Scale reliability 
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The reliability of the dependent variable, independent variables taken individually and collectively 

was measured using Cronbach Alpha, which is the most frequently used measure for testing internal 

consistency of the measuring instrument. The Cronbach Alpha (α) values were found to be 0.796 (for 

the dependent variable), 0.824 (for the independent variable) and 0.826 (overall) indicating high 

internal consistencies. 

Table 1:  Reliability statistics for dependent variable (innovative work behaviour) 

Reliability Statistics 
Cronbach's Alpha No. of Items 

.796 12 
 

Table 2:  Reliability statistics for independent variable (work engagement) 

Reliability Statistics 
Cronbach's Alpha No. of Items 

.824 9 
 

Table 3:  Reliability statistics (overall) 

Reliability Statistics 
Cronbach's Alpha No. of Items 

.855 21 
 

Level of innovative work behaviour & work engagement 

The level of Innovative Work Behaviour and work engagement was determined and established in 

terms of three distinct levels, Low (mean scores between 1 – 2.33), Medium (mean scores between 

2.34 – 3.66) and High (mean scores between 3.67 – 5). Accordingly the following tables showing the 

level of innovative work behaviour and level of work engagement have been constructed.  

 

Table 4: Level of innovative work behaviour 

 
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid 
Low 1 1.0 1.0 1.0 

Medium 49 49.0 49.0 50.0 
High 50 50.0 50.0 100.0 
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Total 100 100.0 100.0 
 

 

The above table (table 4) shows that the overall level of innovative work behaviour among the 

respondents were in between medium and high range. 50% of the total respondents showed a high 

level of innovative work behaviour in their work, 49% showed a medium level and only 1% of the 

respondents exhibited low levels of innovative work behaviour.  

Table 5: Level of work engagement 

 
Frequency Percent 

Valid 
Percent 

Cumulative 
Percent 

Valid 
Medium 23 23.0 23.0 23.0 

High 77 77.0 77.0 100.0 
Total 100 100.0 100.0 

 
 

The above table (table 5) shows that the 77% of the total respondents showed a high level of 

engagement in their work behaviour and 23% showed a medium engagement level.  

Further, the following sub-objective was considered to test the difference in the levels of both the 

dependent and independent variable across the demographic variables namely gender, marital status, 

age, educational qualification and level of employment.  

Sub-objective 1: To analyse the differences in the levels of innovative work behaviour and work 

engagement across the key demographic variables of the study. 

Independent samples t-test and ANOVA were conducted to arrive at the conclusions. The following 

table highlights the major outcomes of the tests.  
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Table 6: Summary of results of t-test between innovative work behaviour and its components 

with demographic variables. 

Demographic 
variable 

Dependent 
Variable/component 

t 
Sig. (2 
tailed) 

Mean 
Std. 

Deviation 

Gender 

Innovative work 
behaviour 

-2.422 
 Females = 3.83 

Males = 3.61 
Females= 0.413 
Males = 0.484 

Idea exploration -2.1 
 
 
 

Females = 2.53 
Males = 2.30 

Females= 0.503 
Males = 0.562 

Idea generation -2.14 
 
 
 

Females = 3.83 
Males = 3.57 

Females= 0.593 
Males = 0.602 

Idea promotion -2.239 
 
 
 

Females = 3.94 
Males = 3.71 

Females= 0.498 
Males = 0.538 

Marital 
Status 

Idea exploration -2.278 
 
 

 

Married = 2.32 
Unmarried 

=2.56 
 

Married = 0.471 
Unmarried 

=0.577 
 

 

Based on the results shown in the above table (table 6),  it can be inferred that in case of gender, 

females had better scores than males in innovative work behaviour, idea exploration, idea generation 

as well as idea promotion. Whereas in case of marital status, unmarried individuals had higher idea 

exploration scores than their married counterparts. However, there was no significant difference in 

the mean scores with respect to marital status in case of overall innovative work behaviour, idea 

generation, idea promotion as well as idea implementation. 

One way ANOVA revealed no significant difference of innovative work behaviour across the 

remaining demographic variables - age group, education qualification and level of employment. 

In case of work engagement, both t-test and one way ANOVA revealed no significant differences  

observed across any of the demographic variables.  

Multiple regression analysis 

In order to examine the relationship between work engagement and innovative work behaviour, a 

multiple regression analysis was conducted.  

0.025 
 

0.017 

0.038 

0.035 
 

0.027 
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Table 7: Model summary of regression analysis 

Model Summary 

Model R 
R 

Square 

Adjusted 
R 

Square 

Std. 
Error of 

the 
Estimate 

1 .550a .303 .281 .38642 
a. Predictors: (Constant), Absorption, Vigour, 

Dedication 
 

Table 8: ANOVA  

ANOVAa 

Model 
Sum of 
Squares 

df 
Mean 

Square 
F Sig. 

1 
Regression 6.222 3 2.074 13.890 .000b 

Residual 14.335 96 .149 
  

Total 20.557 99 
   

a. Dependent Variable: Innovative Work Behaviour 
b. Predictors: (Constant), Absorption, Vigour, Dedication 

 

Table 9: Coefficients table of multiple regression analysis 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B 
Std. 

Error 
Beta 

1 

(Constant) 1.880 .373 
 

5.047 .000 

Vigour .589 .105 .636 5.613 .000 

Dedication -.207 .114 -.223 -1.812 .073 

Absorption .076 .077 .099 .985 .327 

a. Dependent Variable: Innovative Work Behaviour 
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Table 7 shows that innovative work behaviour and the work engagement dimensions have a 

correlation coefficient of 0.550. The model summary in table 7 illustrates that the adjusted R square 

value is 0.303 indicating that 30.3% of the variability of the dependent variable (innovative work 

behaviour) is explained by the work engagement dimensions namely vigour, dedication and 

absorption. 

The F-ratio in the ANOVA (Table 8) tests whether the overall regression model is a good fit for the 

data. The table shows that the independent variables statistically significantly predict the dependent 

variable, F (3, 96) = 13.890, p (.000) < .05 (i.e., the regression model is a good fit of the data).   

The Unstandardized coefficients indicate how much the dependent variable varies with an 

independent variable when all other independent variables are held constant. The regression 

coefficient provides the expected change in innovative work behaviour for a one-unit increase in the 

work engagement dimensions. From table 9, it can be observed that the significance value against the 

t-test for vigour is less than 0.05 which implies that the work engagement dimension vigour has a 

significant impact on the dependent variable, innovative work behaviour. 

The standardized coefficients measure how much the outcome or dependent variable increases (in 

standard deviations) when the predictor variable is increased by one standard deviation assuming 

other variables in the model are held constant. From table 9, we can observe that vigour is a more 

important predictor (beta = 0.636) compared to absorption (beta = 0.099) and dedication (beta = -

0.223) in explaining the outcome variable i.e. innovative work behaviour.  

Therefore, the regression equation to predict innovative work behaviour from work engagement can 

be depicted as-  

Innovative Work Behaviour = 1.880 + 0.589 (Vigour) + 0.076 (Absorption) – 0.207(Dedication) 

5. CONCLUSION 

The study thus highlights the essentials implications work engagement carry which are crucial for 

cultivating innovative work behaviour among employees. Work engagement has been found to be a 

noteworthy predictor of innovative work behaviour. Vigour, which is characterized by high energy 

and mental resilience at work together with a degree of eagerness to endow effort in one’s work and 

maintain persistence amidst critical circumstances has been found to be the most important decisive 
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element predicting innovative work behaviour among the respondents as compared to the other two 

elements of work engagement namely, absorption and dedication. The findings of this study has been 

supported by several other studies in this field such as Agarwal et al., 2012; Maku Gichohi, 2014, 

Griffin et al., 2007; Kim & Park, 2017; Orth & Volmer, 2017. 

Thus, organizations seeking to be innovative have to realize that key employee characteristics and 

behaviors are powerful triggers for augmenting innovative activities in the organizations. 

Engagement is one such a core reservoir for promoting innovativeness among employees. An 

engaged workforce can effectively respond to changes in the environmental demands and adequately 

adapt to latest surroundings and also switch easily between important activities. Thus, the common 

notion that innovation is limited to only research and development cells has to be abandoned. 

Innovation can occur in any department of an organization and can be the outcome of an idea 

explored, generated, promoted and/or implemented by any employee of the organization. And in this 

regard, engaged employees have to be found to drive innovation better than disengaged employees. 

Therefore, organizations have to work towards developing a work environment that is conducive to 

generate engagement among the employees. Many a time’s organizations cultivate an ‘unsafe 

environment’ whereby new ideas mostly meet rejection due to challenging the status quo which 

ultimately cannot breed innovations. In order to flourish in innovation, engagement and 

empowerment, organizations have to incorporate a ‘why not’ culture. Continuous improvement is 

about challenging the norm- the status quo. Organizations that foster a higher level of expression 

from their employees accepting that mistakes are part of the creative process will not only see more 

innovation, but also have more engaged employees. Hence, engagement and innovation underpin 

each other in a ‘safe environment’ – engaged staff are more likely to be innovative and an innovative 

organization is more likely to motivate and engage its employees. 
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