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Abstract.
BACKGROUND: Nothing we do is more important than hiring and developing people. At the end of the day, you bet on
people, not on strategies,” Lawrence Bossily.
OBJECTIVE: Drawing on the above quote, this study investigates the role of High-performance work practices (HPWP) in
fostering innovative work behaviour (IWB) of service sector employees.
METHODOLOGY: Data collected by structured questionnaires were analysed through the structural equation modelling
technique.
RESULTS: Findings showed that selection and training & development play a significant role in fostering innovative work
behaviour. Moreover, self-efficacy proved to be a significant mediator in the mechanism of HPWP-IWB.
CONCLUSION: The finding of the study underpins the reciprocity perspective of the social exchange theory (SET).
Additionally, the study also endorses that human resources are not a thing companies do. It is the thing that runs businesses.
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1. Introduction
In this dynamic business era, organisations are
facing intense competition because of rapid technological changes and globalisation. In this fierce competition, if any organisation is not changing and
adopting the innovation, according to Merrifield
(1993), it may be making an unintentional strategic
choice of being out from the market in the next couple
of years.
These changes highlight that organisations need to
be more innovative and entrepreneurial in business
processes [1] and organisations around the world are
trying to cultivate innovation so that they can perceive
and use business opportunities [2]. Many organisations have managed to promote the innovative spirit
and have developed new ways to innovate and create new businesses and achieve profitable growth.
Change and innovation describe how these successful
companies compete [3].
Compared to any other field, for example, business firms, there is a need for innovation in the academic arena; this is in order for them to be more
competitive and equally have a competitive advantage. Universities are undergoing various challenges;
out of this, they are becoming entrepreneurs and
are eventually called entrepreneurial universities. As
noted in the research, universities should generate a
university-wide model of innovative culture to foster
the innovative behaviour of students and staff [4].
This highlights the new role of academic staff: academics should develop an innovative mindset to think
across university departments’ boundaries and redefine the university’s capabilities. However, the research on the innovative work behaviour of academic
staff has been a neglected area; thus, a larger question looming in the challenge that what are the factors
which may help the universities to become more innovative to provide better services to the nation?
The review of the literature shows certain factors that may foster innovation in the organisation.
These factors include organisational structure, org-

anisational culture, leadership styles, and work environment, to name a few. Of these factors, human
capital or people are the cornerstones of innovation. The reason behind this assertion is that as organisations do not have ideas, individuals who work
within organisations do. Ideas that are successfully
developed and implemented provide the root of
competitive differentiation, problem-solving, opportunity-finding, and ultimately create the intellectual
capital that sets organisations apart from each other
[5]. Thus, we believe that achieving higher innovation
would need organisations to harness the skills knowledge, abilities, and willingness of the employees to
be involved in innovative activities.
A recent development in HRM research is the
focus on how HR practices affect employees’ behaviour and attitude. Social exchange theory [6] explains
that investment in human resources by the organisations would be reciprocated positively by employees.
Additionally, the underlying mechanisms through
which HRM influences IWB requires further investigation. To advance existing research on the HPWPIWB relationship, we investigate the underlying
mechanisms through which HPWP has an impact on
IWB. Specifically, we propose and test the mediating
role of self-efficacy. Limited research is available on
this topic, particularly in an academic setting.
This research endeavoured to fill the above-mentioned literature gap and contributed to the knowledge in two ways. First, this study considered the HR
systems are a vital antecedent of IWB. HPWP has
been found to impact organisational performance
positively; however, very less is known about its effect on IWB. Secondly, this research empirically investigated the mechanism through which HPWP effect
IWB and provided further empirical support to SET.
The paper unfolds as follows; the next section
introduces the High-performance work practices, innovative work behaviour which is followed by hypothesis development. The research methods section
provides detailed information on sampling, measurement, and analysis strategies, and then describes
the data analysis and results. Next, it discusses the
academic and practical implications of the research
results. In the end, a brief conclusion is presented.
2. Literature review
2.1. High-performance work practices (HPWP)
HPWP is conceptualised as a separate set of HR
practices that are intended to upgrade organisational
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performance by expanding employees’ capacities,
improving their inspiration, and develop possibilities for employees to take interest and get engaged at
work [7–9]. It is evident from the definition that there
seems to have a synergistic impact among a bunch of
HR practices with the means to improve performance.
There has been little understanding of the HR practices that establish high-performance work practices
[10, 11].
Currently, a few researchers have laid stress on the
connection between HPWP and innovation [12]. This
relationship may be clarified by the social exchange
theory. Social exchange theory states to a long term
work relationship that highlights “open-ended and
diffuse obligations “containing emotional joint venture and trust among employers and employees [13].
Employees may observe an organisation’s acceptance
of HPWP as a source of taking care of them by motivating and giving them chances to take interest and be
involved at work [14]. This may motivate employees
to understand that their employers are boosting their
long-standing relationship. In return, employees are
expected to be faithful, and show performance that
is fruitful for their organisation in exchange for what
the employer offers eventually that may lead to IWB.
Past literature has revealed that the implementation
of effective HPWP facets can raise employee creativity [15]. In the sequence of this, some HR practices
reveal more significant association with performance
than others [16].
2.2. Innovative work behaviour (IWB)
Innovative work behaviour is the behavioural tasks
initiated by the employees to foster innovation [17,
18]. IWB also encompasses the intentional efforts
by the employees introducing new services/products
or new ways of performing work through generating, promoting, and implementing ideas successfully
[19, 20].
IWB ranges from developing incremental improvement to radically developing novel ideas that affect
the processes, product, or services across the organisation. For example, IWB includes, thinking out of
the box, looking for novel and new improvements,
figuring out new techniques and ways to solve the
problems, and securing resources to accomplish the
task efficiently and effectively. IWB is taken as an
extra role behaviour, that is not specified in the formal job role. It is a discretionary behaviour that is
intended to benefit the organisation. IWB is crucial
for performance improvement.
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2.3. Training and development, and IWB
Organisations can improve their human capital
through training and development practices. The connection among training and development practices
and IWB can be assumed as an aspect of social
exchange in which workers experience training and
development practices as an organisation’s assertion
to their human resources; the employees might reciprocate this assertion in some extra-role behaviour
such as, IWB [21].
Training is the procedure of financing in people;
as a result, they are equipped to perform. Generally,
these practices are part of the human resource management approach that will result in people being
encouraged to achieve creativity and innovation in an
organisation [22]. Offering training and development
will sign that the institution considers the employee
well-being and eager to put resources into them [23].
Employees determine if the training opportunities
provided to them are satisfactory. Such satisfactory
developmental opportunities would be reciprocated
with a positive attitude. The outcome of positive attitudes will be in behaviour that is valued for both
the institution and employees. Whenever workers recognise training and development supportive and
significant, they feel enriched for attaining and increasing new thoughts.
Training, as compared to other HR practices, had
the best impact on product innovation and innovation
in technical systems [24]. Training and development
help to enhance employee knowledge and skills, with
the enhanced skills and knowledge, employees become more aware of the opportunities and alternatives, thus feel more confident and secure in trying
new things.
Other researches have comparatively demonstrated the strong positive outcome of training and development practices on IWB [25]. We believe that
training and development will encourage the employee to be more innovative; thus, we hypothesise,
H1: Training and development are positively
related to innovative work behaviour.
2.4. Selection and IWB
Recruitment or selection is the procedure or action
that evolved in attracting individuals who are qualified, proficient, talented, experienced, and skilled
[26]. For any institution to be effective and to keep
up a competitive advantage, they should remain ahead
by anticipating the individuals who will be the lead-
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ing operators of an institution’s future. In current
research supports constant training, development,
and selection of the able workforce improves organisational performance and innovation. Recruitment
and selection are the decisive steps of recruiting staff
for grabbing the exact quality of candidates [27].
A merit-based and right selection of employees by
the management is also one of the primary sources
of selecting employees who are willing to behave
innovatively in order to work beyond the assigned
targets. This ‘fit for job’ and transparent selection criteria in return invoke innovative sense in employees
while performing their assigned work. This research
is the sequence of previous research by [28] who
proposed the selection procedures and HR practices
have higher links with organisation commitment than
others. Employees who experience the right and fair
selection are always positively related to productivity,
creativity and performance. Proper selection means
to select the right people for the right job. This activity
is helpful in increasing firm performance [29].
H2: Selection is signiﬁcant and positively related
to innovative work behaviour.
2.5. Self-efﬁcacy and innovative work behaviour
Bandura (1986) defined self-efficacy as an individual’s judgment of their capabilities and abilities
to perform certain tasks. It does not reflect the
level of skills one has, but it reflects the perception of being able to do something with the skills
one possesses. It is a conditional state that is proximal to behaviour, which means it directly influences
behaviour. According to Gits and Mitchell (1992),
self-efficacy can change over the period and gaining
more knowledge and experience. Which means providing training and development opportunities to an
individual can enhance their self -efficacy. Innovation
is a risky and uncertain undertaking, and innovative
work behaviour involves a range of challenging and
uncertain behaviour which enfolds social and cognitive activities.
Employees with high self-efficacy feel more confident and comfortable in performing the risky task
as compared to those who are low on self-efficacy.
People having high SE believe that they can overcome the challenges by exerting more efforts to apply
the strategies to get success. Past literature showed a
strong link of SE with a work-related outcome such as
performance [30, 31] innovative behaviour [32, 33]
and entrepreneurial intentions [34] Drawing on this
line of arguments; we postulate that

H3: Self-efﬁcacy has a positive relation to innovative work behaviour.
2.6. Self-efﬁcacy as a mediator in the
relationship between training and IWB
According to SET, there exists a mutual relationship between employer and employee. So, if the
employees are provided with the required training for
performing innovative work, it boosts self-efficacy
among employees, organisations can increase its
human capital through training practices. Conducting training is a symbol that the institute considers
employees to be valuable and organisation is willing to invest in them [23], and the employee will
react positively in progressive activities to the institute that purposes the development’. As a result, the
positive attitudes will bring behaviour which is valuable for both the organisation and employee. Once
workers observe training and development useful and
valued, they feel equipped for generating novel ideas.
(Shipton et al., 2006) indicated that training had a
great impact on innovation as compared to other HR
practices.
Other research has equally revealed confirmation
about the significant impact of training and development practices on IWB [25, 35, 36]. Based on
this discussion, we conclude that training enhances
employee self-efficacy, which in turn leads a higher
innovative work behaviour (IWB). As per social
exchange theory and previous literature review, training and selection may lead to increased self-efficacy
and improved, innovative behaviour of employees.
H4: Self-efﬁcacy mediates the relationship
between training & development and IWB.
2.7. The mediating role of self-efﬁcacy on the
relationship between selection and
employee innovative work behaviour
In accordance to SET, there is a common relationship between the organisation and employees.
If employees are happy and satisfied with their job,
they will be more active in sharing their innovative
and creative ideas. Every element of selection has
a contribution to make in helping to find the most
appropriate candidates for any given position. The
organisation can increase its innovative outcome
using innovative HR practices like selection, training,
job definition, performance appraisal, and teamwork
and employee contribution.
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Fair and proper selection process helps to increase
the overall performance of the organisation; it also
improves self-efficacy of the employees to become
more innovative and creative for their institution. On
the contrary, if there are a lousy selection and hiring
process, then the work will be affected and training
the incompetent persons will be a significant loss for
the organisation. There is a connection between HR
practices and organisational innovation. Human capital is the main contributor to organisational success
because if the institutes capitalise on increasing the
skills, awareness and commitment of the employees,
then the employees will return their efforts to develop
the innovation in their organisation.
The past literature reveals that HPWP has a positive influence on employees innovative work behaviour [37]. High-performance work systems can
improve employees’ abilities, capabilities and awareness, increase their job motivation, and provide selfsufficiency at work. High-performance work practices increase beneficial exchanges between the
workforce and the organisation. Employees with
higher self-efficacy beliefs are more confident to
adopt positive moods, new ideas and skills. So
in the relevance with the above discussion, this
study examined the mediating effect of self-efficacy
between selection and employee innovative work
behaviour.
H5: Self-efﬁcacy mediates the relationship between selection and IWB.

3. Context and data collection
Performance in higher educational institutes in
Pakistan has been an issue since the last couple of
decades. Pakistan has been positioned at 50th out
of 50 countries, with a general score of 9.2 by Quacquarelli Symonds (QS), a British ranking agency.
Despite the government’s professes to invest billions
in the country’s education system, Pakistan ranked
at the lowest position among 50 countries included
in the list (QS Higher Education System Strength,
2016). The focus of this study is academic and administrative staff in the universities in Pakistan. Higher
education system depends upon its universities
if the teachers are not well trained in using advanced
technology for research and teaching practices. As
a result, they are unable to create innovative skills
in their students. This long-standing issue of performance needs some entrepreneurial models to cope
with this issue. Educational institutions need to
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build a proper system for training their employees in achieving innovative work behaviour. Thus,
this study endeavour to provide a model to foster
IWB.
Data for this study were collected from seventeen public sector universities after getting permission from university heads to approach participants
between August 2019 (pilot study) and September 2019. We limited the geographical scope by
purposefully selecting public sector universities of
five big cities of Pakistan like Lahore, Islamabad,
Rawalpindi, Faisalabad and Multan. Public sector
universities do not generally struggle openly for innovative outputs; on the other hand, still wanted innovative behaviour and ideas from employees. To make
simpler the process of defining the sample size for a
limited population [38], using sample size formula
for the finite population. The target population of
this study is the universities of Pakistan. The sample
of this research is employees of different universities in Pakistan. Three hundred sixty-four sample
employees of seventeen public sector universities
were selected through a two-stage cluster sampling
technique. The sample contained 66% males and 44%
females. Most of them belong to the age group of
31–40 years and have 6–10 years of experience. By
selecting university teachers, we planned to evade
any effects due to dedicated innovation-related tasks.
The deductive approach was used, and the nature
of the study was cross-sectional. The data were collected through a self-administered questionnaire. The
respondents were approached in their worksites and
assured to keep their responses confidential. Five
hundred questionnaires were distributed in Pakistani
public sector universities, and 400 were received
back. Out of which 367 were found to be completed
in all aspects.

3.1. Measures
The existing measures from prior studies were
used for the survey questionnaire. All variables were
measured using a five-point Likert- scale ranging
from 1–5=strongly disagree, 2=disagree, 3=neutral,
4=agree, and 5=strongly agree. Training and development were measured by three items adapted from
[39]. A four-item scale adopted from [39] was used
to measure selection. Likewise, innovative work
behaviour was measured by nine items adopted from
[40, 41] and [17]. A nine-item scale adopted from
[34] was used to measure self-efficacy.
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Table 1
Measurement Model Evaluation Results

4. Data analysis
To test the model of this study, we used the partial least square (PLS) path modelling technique; for
this purpose, the SmartPLS software 3.2 version was
hired. PLS-SEM technique has been used in a vast
range of subjects such as marketing, management,
and entrepreneurship [42–54].
Data analysis in PLS-SEM is a two-stage process;
in the first stage, the measurement model is analyzed
for validity and reliability while in the second stage,
the structural model is tested for the significance and
magnitude of path coefficients.

1st order
Training and
Development
Selection

Self-Efficacy

4.1. Measurement model evaluation
First, we assessed the measuring model. Table 1
shows the results of this assessment. We can see that
outer loading values are well above the threshold
value of 0.70. Similarly, composite reliability was
also archived as the CR values were well above the
0.70 value. The average variance extracted (AVE)
values are above 0.50, which shows that convergent
validity is achieved. Next, we analysed the measurement model for discriminant validity and for this, we
used HTMT criteria. Table 2 indicates that HTMT
ratios were below the threshold value of 0.85. Hence
discriminant validity is also achieved.
Another essential step of measurement model evaluation is the analysis of discriminant validity (DV).
In this study, we used the HTMT ratio to analyze
DV, as suggested by [55]. DV is the extent to which
one variable is different from others. The threshold
value for DV is 0.85. The results of HTMT ratios are
presented in Table 2, which shows no issue of DV.

Innovative work
behaviour

Items

Loadings

T&D1
T&D2
T&D3
Selections1
Selections2
Selections3
Selections4
SE 1
SE 2
SE 3
SE 4
SE 5
SE 6
SE 7
SE 8
SE 9
IWB1
IWB2
IWB3
IWB4
IWB5
IWB6
IWB7
IWB8
IWB9

0.768
0.756
0.752
0.722
0.819
0.785
0.765
0.832
0.824
0.729
0.854
0.776
0.856
0.666
0.780
0.892
0.712
0.723
0.752
0.772
0.789
0.715
0.722
0.762
0.792

CR

AVE

0.803

0.576

0.856

0.598

0.942

0.646

0.920

0.562

Table 2
Discriminant validity by HTMT Ratio
Factors

HTMT Ratio

T&D
Selection
IWB
SE

0.360
0.425
0.353
0.311

4.2. Structural model evaluation
The second stage of PLS-SEM is the analysis of
the structural model for the significance and magnitude of the path coefficients. In this study, we used
bootstrapping function of SmartPLS with 5000 replicates and 300 cases [56]. Results presented in Table 3
show that HPWP and SE has a positive and significant
impact on IWB.
To check the predictive accuracy of the model,
we also reported R2 value, which is the percentage change in the dependent variable caused by the
independent variables. We found that HPWP and SE
cause 34% of the variance in IWB.

Table 3
Significance of Path Coefficients
Path
T&D ->IWB
Selection ->IWB
SE ->IWB

Coefficients

T Statistics

P Values

0.254
0.282
0.291

4.840
3.943
4.121

0.000
0.000
0.000

4.3. Mediation effect of SE
To test the mediating effect of SE on HPWP-IWB,
we tested the significance of the indirect effect. The
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Table 4
Mediation Results

T&D->SE->IWB
Selection->SE->IWB

Specific Indirect
effect

T value of the
direct effect

Type of
Mediation

0.313
0.215

3.684
2.931

Complementary mediation
Complementary mediation

results of the specific indirect effect are presented in
Table 4. The indirect effect of HPWP on IWB through
SE was significant. According to Hair et al. (2017) if
the direct and indirect effects both are significant and
point in the same direction, the type of mediation
would be complementary mediation; hence SE has
a complementary mediating effect on HPWP-IWB
linkages.

5. Discussion
The purpose of this study is to investigate the effect
of HPWP facets on the innovative work behaviour of
service sector employees. Additionally, the research
conceptualised employee self-efficacy as a mediator
in the relationship between HPWP and innovative
work behaviour. The outcomes of this study rely on
the data collected from 367 employees of the service sector universities of Pakistan. There are several
dimensions of HPWP, but in this current study, we
discuss two, i.e., training and development and selection because selecting the right talent and training the
right attitude is considered the essence of high performance for any organisation. Many scholars endorsed
that these two elements are an important part and
participle of a high-performance work system.
This study found a positive effect of HPW practices
like selection and training and development on innovative work behaviour. The findings are the sequel
of past literature [57]. Moreover, from an institutional perspective, the sense of self-confidence with
one’s profession can also develop professional awareness and determination to affirm innovative work
behaviour for their institutions [58]. The hypothesised self-efficacy as a mediator in the relationship
between HPWP and innovative work behaviour was
supported. It is indicated that HPWP is directly as
well as indirectly interrelated to innovative work
behaviour. Most of the research on innovation is conducted on private, and we have restricted information
and understanding of innovation in public organisations. The results of this study show the importance
of innovative work behaviour in public organisa-

tions. Public organisations can build an innovative
climate to empowering employees, giving them benefits, and educating employees’ skills and motivations,
in return employees can become more innovative and
entrepreneurial [59–61].
According to scholars, social exchange theory
impacts employee work-related behaviour [62, 63].
The Social exchange would drive us to create an
emotional state of gratitude, responsibility, and trust
[64], that provoke employees to repay with positive
attitudes and favourable working behaviours [65].

5.1. Implications
This study has theoretical implications as it adds
to the literature on self-efficacy, high-performance
work practices, and innovative work behaviour. The
organisations invest efficiently in employees by
implementing HR practices such as training and
selection. In return, employees can recognise that
their institutes value them, and they feel satisfied with
the needs for ability and affiliation. When these needs
are fulfilled, most probably, they feel psychologically satisfied and innovatively improved. According
to this logic, the employees feel energetic and motivated to investigate novel ideas to come up with for
the betterment of their institution. The findings of
the study are equally important for both developed as
well as developing countries like Pakistan. The findings will be important for managerial as purposes as
well as organisations like educational institutions that
are emphasising on innovation in several ways.
Firstly in designing a job that enriches employees with autonomy to work innovatively. Secondly,
in introducing policies focusing mainly on shaping
the work behaviour of employees that broadly adds to
the goodwill as well as the performance of the organisations. Further, in the developing countries, the
finding will prove to be a flux of revision and change
in strict and outdated policies, not much-empowering
employees to work innovatively with some delegated
authority. In a nutshell, HR practices will be refined
by applying the findings of the study
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There are some practical implications as it is amongst the pioneer researches in the Pakistani service
sector. It may support in emerging a practical understanding needed to create innovative work behaviour.
This research can be a guidance for the organisations that need their employees to reveal innovative
behaviour adopting different techniques and teaching
activities. Current research shows that the organisations required to cultivate a bundle of HR practices
according to their environments that can ripen employee self-efficacy and further, can raise innovative
work behaviour.
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5.2. Limitations and future directions
Although our study contributes to the literature on
innovative work behaviour and HPWP, it also suffers some limitations. First, the study is based on a
cross-sectional method; thus, the causality cannot be
guaranteed. Therefore, a longitudinal study is suggested for the future. Second, the data has been collected through a single source, which may cause a
common method bias; therefore, a dyadic method of
data collection should be adopted in the future. Third,
the study is focused on the service sector (education institutes). Future studies should be conducted
in other sectors to enhance generalizability, such as
manufacturing and information technology. Also, the
model of this study can be replicated in other geographical areas.
Furthermore, a comparative study of public as well
as private institutes may also provide a richer understanding of the role of HPWP and IWB. Fourth,
since this study is based on a deductive approach,
which may not provide an in-depth understanding,
thus, a mixed-method approach for future study may
prove to be an appropriate approach for more in-depth
and better understanding. Lastly, this study utilised
only two dimensions of HPWP; future studies should
explore multiple dimensions of HPWP. Furthermore,
it will also be interesting to see the mediating role
of other factors such as organizational climate and
culture in the HPWP-IWB link.
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Geležinyt= R, Bagdžiūnien= d. Inovatyvus elgesys darbe:
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