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Abstract  

The present research examined the rela-

tionship between organizational learning 

capability (management commitment, 

system perspective, openness and exper-

imentation, and knowledge transfer and 

integration) and the academician’s work 

innovativeness. The data were derived 

from the survey returned by 105 acade-

micians from private higher education 

institutions (PHEIs) in Malaysia. The Re-

sults from the regression analysis re-

vealed that management commitment, 

and openness and experimentation were 

positively related to academician’s work 

innovativeness. The theoretical and prac-

tical implications of the study as well as 

suggestion for future studies were also 

discussed.  

Keywords: academicians, work innova-

tiveness, organizational learning capabil-

ity, private higher education institutions. 

1. Introduction 

In this rapid change of economics, many 

higher education institutions (HEIs) are 

striving to remain competitive in order to 

expand and gain advantage over other 

competitors. The rising demand for 

higher education has expanded the 

growth of PHEIs in the country since 

1980s. This is evident with a significant 

increment of 10.6 percent of students en-

rolled in PHEIs from 2009 to 2010 

(MOHE, 2011). In response to the com-

petition in the local market, many PHEIs 

have gone worldwide to bring foreign 

students into the country that will help in 

generating the Gross National Income 

(GNI) to the country. However, the in-

crement of 7 percent of foreign students’ 

enrolment from 58,294 in 2009 to 62,705 

in 2010 (MOHE, 2011) was not sustained. 

Based on Ministry of Higher Education, 

total foreign students enrolment in Ma-

laysia went down to 45,246 in 2011 from 

62,705 in 2010, which has recorded a 

sharp decrease of 27%. In this regard, the 

academician’s lecturing qualities and 

work innovative behaviour became the 

subject of numerous discussions among 

practitioners and researchers. 

Academicians should identify, sup-

port, and preserve learning as a valuable 

tool for obtaining long-term benefits 

(Garcia-Morales, Lopez-Martin, & 

Llamas-Sanchez 2006). Hence, an acad-

emician’ roles are not only to grant in-

formation about a subject matter, but also 

to disseminate knowledge to the students 

effectively through teaching and learning. 

The academician’s capabilities to dis-

seminate and share knowledge are essen-

tial determinants in shaping the academi-

cian’s work innovativeness. The acade-

mician’s work innovativeness takes ac-

count of increasing professional experi-

ence through innovation, flexibility of 

professional structure values, self-

confidence, and enthusiasm in teaching 

and learning, which shall be continuously 

augmented. This entails that organiza-

tional learning capability which regarded 
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as an organization’s capability to process 

knowledge and to transform its behavior 

to reflect the new cognitive situation (Je-

rez-Gomez, Cespedes-Lorente, & Valle-

Cabrera 2005; Sinkula, 1994) shall be 

treated with particular thought.  

Organizational learning capability is 

the fundamental for individual learning 

(Liao & Wu, 2010), and is required to in-

spire academician’s work innovativeness. 

Institution with organizational learning 

capability is likely to encourage its aca-

demicians to share knowledge which in 

turn create organizational memory in the 

form of shared belief; make assumptions 

and norms (Sinkula, 1994). Given the 

point of academician’s work innovative-

ness in enhancing the institution’s growth 

and performance, the potential role of or-

ganizational learning capability in moti-

vating the academician’s work innova-

tiveness; investigating the influence of 

this variable on academician’s work in-

novativeness among PHEIs is merited. 

2. Literature Review 

2.1. Work Innovativeness 

PHEIs require their academicians to en-

gage in innovative work behavior to cre-

ate and deliver their professional services 

in order to stay competitiveness. An insti-

tutions cannot be innovative itself without 

its people. Many practitioners and re-

searchers support the fact that innovative 

work behavior helps to make organiza-

tional success (Chang & Liu, 2008; Yuan, 

2008). Work innovativeness is regarded 

as a multi-dimensional behavior which 

enables individual to contribute to the 

process of innovation (Jong & Hartog, 

2008). In regard to this study, academi-

cian’s work innovativeness is referred to 

the development, renewal and expansion 

of the knowledge and skill in teaching 

and learning job (Chang, Yeh, Chen, & 

Hsiao, 2011). An academician’s work in-

novativeness is depended on their knowl-

edge that can be obtained through experi-

ence, and then presented with manifesta-

tion and innovation through wide-ranging 

activities (Chang, et al., 2011). 

2.2 Organization Learning Capability 

Organizational learning is regarded as 

one of the strategic means of achieving 

sustainable organizational accomplish-

ment (Liao & Wu, 2009). Institutions 

with organizational learning capability 

can create growth through global diversi-

fication, new applications of existing 

technologies, and/or creation of new lines 

of business thus achieving competitive 

advantage (Lei, Hitt & Bettis, 1996). 
Drawing on the works of numerous re-

searchers, organizational learning capa-

bility has been regarded as the organiza-

tion’s ability to continuous process, inte-

grate and support organizational learning 

environment fits the most to this study. 

Therefore, through extensive literature 

reviews (Jerez-Gomez, et al., 2005; Liao 

& Wu,  2010; Ussahawanitchakit, 2008; 

Akgun et al., 2007), the four widely cited 

dimension of organizational learning ca-

pability that comprises of managerial 

commitment; system perspective; open-

ness and experimentation; and knowledge 

transfer and integration; were chosen as 

the important predictors for academi-

cian’s work innovativeness.  

2.1. Work Innovativeness and Organi-

zation Learning Capability 

Despite the importance of constant learn-

ing, which can improve an institution’s 

competitiveness, there is still debate 

about how managers can efficiently de-

velop a learning capability in their institu-

tions (Jerez-Gomez, et al., 2005). Numer-

ous studies (Akgun, Keskin, Byrne & 

Aren, 2007; Alegre & Chiva, 2008; 

Chang, et al., 2011; Garcia-Morales, et al., 

2007; Liao & Wu, 2010) have recognized 

the influence of organizational learning 

capability on innovation. However, to the 
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researchers’ knowledge, not much re-

search has been carried out on the acade-

mician’s work innovativeness. Organiza-

tional learning capability enables the 

academicians to continuously looking for 

new and innovative way in their teaching 

and learning; as well as research works, 

which will in turn increase their work in-

novativeness. In consequence, organiza-

tional learning capability is hypothesized 

to confer a positive influence on the 

academician’s work innovativeness. Our 

main hypothesis is constructed as follows: 

H1:  Organizational learning capabil-

ity (managerial commitment, system per-

spective, openness and experimentation, 

knowledge transfer and integration) has a 

positive influence on academician’s work 

innovativeness. 

Management commitment is referred 

as the ability of institutions to develop 

and facilitate leadership management and 

managerial support for the innovation 

process and employee motivation in cre-

ating and building knowledge in an insti-

tution (Ussahawanitchakit, 2008). This 

study projected that the higher level of 

management commitment, the higher lev-

el of academician’s work innovativeness. 

Thus, the first sub-hypothesis is postulat-

ed as below: 

H1.1:  Management commitment has a 

positive influence on academician’s work 

innovativeness. 

System perspective is termed as the 

ability of institutions to bring organiza-

tional members together around a com-

mon identity and a shared vision, inter-

connect the activities of employees which 

include the promotions of joint actions, 

and develop relationships based on the 

exchange of information and shared men-

tal models (Ussahawanitchakit, 2008). 

The system perspective institutions will 

bring their academicians together to ex-

change and share information which will 

later increase their work innovativeness. 

Hence, the second sub-hypothesis is pre-

sented as below: 

H1.2:  System perspective has a posi-

tive influence on academician’s work in-

novativeness. 

Openness and experimentation is re-

garded as the ability of firms to build a 

climate of openness and experimentation 

in accepting new ideas and points of view 

in both internal and external aspects 

(Ussahawanitchakit, 2008). This climate 

allowing individual knowledge to con-

stantly improve, renew, and widen which 

in turn increase the academician’s work 

innovativeness. Therefore, the third sub-

hypothesis is conjectured as below: 

H1.3:  Openness and experimentation 

has a positive influence on academician’s 

work innovativeness. 

Knowledge transfer and integration is 

defined as the ability of institutions to in-

ternally spread knowledge through the 

verbal and nonverbal communications, 

which include formal and informal con-

versations, debate, dialogue and interac-

tion among individuals, and effectively 

exploiting knowledge through the infor-

mation systems (Ussahawanitchakit, 

2008). This will aid in the availability, 

accuracy, and reproducibility of the in-

formation which will then utilize by the 

academicians in aiding their work innova-

tiveness. For this reason, the fourth sub-

hypothesis is formulated as below: 

H1.4:  Knowledge transfer and integra-

tion has a positive influence on academi-

cian’s work innovativeness. 

3.  Methodology 

Questionnaires were distributed to a total 

of 680 academicians from a total of 68 

PHEIs located in northern, central and 

southern of Peninsular Malaysia. The list 

of PHEIs was obtained from the Ministry 

of Higher Education, 2011 (JPT, 2011). 

Ten questionnaires were sent to the aca-

demicians in each PHEI via academics 
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unit in the institution. Five questionnaires 

were distributed to the academicians from 

faculty of Business and Management, and 

another five questionnaires to the acade-

micians from Engineering/Information 

Technology faculties. The academicians 

from these two faculties are given priority 

to participate due to most of the PHEIs 

have these faculties in their institutions. 

The respondents should be academicians 

holding a position as professor, associate 

professor, senior lecturer, and lecturer in 

the institution. The participating firms 

were given a month to complete the ques-

tionnaires.  

4.  Results 

4.1 Profile of Respondents 

After the stipulated period, 116 question-

naires were returned, and only 105 ques-

tionnaires were found to be usable. This 

represented a response rate of 15.44 per-

cent. Of 105 respondents, 64.8 percent 

are male while only 35.2 percent are fe-

male. In connection with respondent’s job 

position, 82.8 percent hold the position as 

lecturer while another 12.4 percent are 

senior lecturer. The remaining respon-

dents are professor (2.9%) and associate 

professor (1.9%).  

4.2 Descriptive Statistic 

The descriptive statistic revealed that the 

mean age of respondents is 41.19 (SD = 

10.75), ranging from a minimum of 26 

years to a maximum of 67 years. The 

mean for organizational tenure is 5.50 

(SD = 3.65), ranging between 1 year to 

18 years. Reliability analysis was used to 

measure the internal consistency to en-

sure the individual items measuring the 

same constructs are highly inter-

correlated (Hair, Black, Babin, Anderson, 

& Tatham, 2006). Cronbach’s alpha for 

academician’s work innovativeness was 

0.91. Meanwhile, the cronbach’s alpha 

value for organizational learning capabil-

ity dimensions were between from 0.79 to 

0.86. All the cronbach’s alpha for varia-

bles met the minimum accepted reliability 

of 0.60 as proposed by Sekaran (2003).  

The means of four dimensions of 

organizational learning capability (mana-

gerial commitment; system perspective; 

openness and experimentation; and 

knowledge transfer and integration) 

ranged from 3.84 to 3.93 are perceived as 

being relatively high by respondents: 

management commitment (M = 3.93, SD 

= 0.67), knowledge transfer and integra-

tion (M = 3.93, SD = 0.61), openness and 

experimentation (M = 3.85, SD = 0.65), 

system perspective (M = 3.84, SD = 0.59). 

Respondents perceived academician’s 

work innovativeness to be relatively high 

as well with mean score of 3.85 (SD = 

0.53). 

4.3 Multiple Regression Analysis 

Regression was conducted to test the hy-

potheses for this study. Table 1 shows the 

regression analysis of organizational 

learning capability on academician’s 

work innovativeness. From the model 1 

in Table 1, three control variables namely 

age, gender and organizational tenure 

produced a coefficient determination (R 

square value) of 0.04 which means that 

only 4% of the variance in academician’s 

work innovativeness is explained by these 

three variables. The results indicate no 

significant contribution towards the vari-

ance in academician’s work innovative-

ness. From model 2, out of four organiza-

tional learning capability, management 

commitment (, p<0.05); and 

openness and experimentation (, 

p<0.01) was found to be significant and 

positively related to academician’s work 

innovativeness. Therefore, two out of 

four sub-hypotheses (H1.1 and H1.3) were 

supported, while the remaining two (H1.2 

and H1.4) were not supported. This con-
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cludes that hypothesis H1 is partially sup-

ported. 

 
Table 1: Regression Analysis of Organiza-

tional Learning Capability on Inno-

vation of Professional Development. 

Note: * p<0.05, ** p<0.01 

5. Discussion and Conclusion 

Two organizational learning capability 

dimensions were significant and positive-

ly related to academician’s work innova-

tiveness. Openness and experimentation 

(β = 0.40, p < 0.01), was found to be the 

strongest predictor. It was then followed 

by Management commitment (β = 0.22, p 

< 0.05). Academicians perceive manage-

ment commitment to be positively and 

significantly related to their innovation of 

professional development. There is no 

doubt in the results as management is re-

sponsible to create learning and innova-

tive culture in their institutions in order to 

promote academician’s work innovative-

ness. This is in line with findings from 

Chang et al, (2011) concluded that man-

agement should construct a comfortable 

learning culture with collaborative teams 

for improvement of innovation learning 

and knowledge sharing. Besides creating 

culture, management that provides incen-

tives to academicians in rewarding their 

work innovativeness will help academi-

cians to reinforce best practices in con-

tributing to institution’s knowledge 

(Adhikari, 2010). The positive relation-

ship between openness and experimenta-

tion and academician’s work innovative-

ness is congruent with Jerez-Gomez, et 

al., (2005). The results is rather expected 

as openness and experimentation will 

promote academician’s work innovative-

ness to constantly generating new ideas 

and points of view thus allowing acade-

mician’s knowledge to be constantly re-

newed, improved and widened (Jerez-

Gomez, et al., 2005).  

System perspective and knowledge 

transfer and integration were found to be 

insignificant to academician’s work inno-

vativeness. Academicians did not per-

ceive system perspective to be related to 

their work innovativeness probably due to 

the lack of collaboration between depart-

ments. As a result, each department has 

its own function and academicians per-

forming according to the needs of their 

department rather than meeting institu-

tion’s overall objectives. Knowledge 

transfer and integration showed insignifi-

cant effect on academician’s work inno-

vativeness may be explained by the lack-

ing of human values, trust and team spir-

its among academicians. Without trust 

and team spirit, knowledge transfer and 

integration among individuals will never 

take place (Gupta, Lyer, & Aronson, 

2000).  The result of this study offers 

several suggestions to PHEIs in Malaysia. 

In particular, the management could use 

the results to encourage academician’s 

work innovativeness by strengthening the 

organizational learning capability in the 

institution. 

 
Note: This paper is funded by Research Creativity 
and Management Office (RCMO), Universiti Sains 

Malaysia. 

Predictors Model 1 
 Std. β  

Model 2 
 Std. β 

Control Variables     

Age 0.10 -0.04 

Gender 0.11 0.05 
Organizational Tenure -0.16 -0.09 

Organizational 

Learning Capability 

  

Management Com-

mitment  

0.22* 

System Perspective  0.15 

Openness and Exper-

imentation 

 0.40** 

Knowledge Transfer 

and Integration 

 0.07 

R Square 0.04 0.50 
Adjusted R Square 0.01 0.47 

R Square Change 0.04 0.47 

F-Value 1.20 13.95** 
∆ F-Value 1.20 22.73** 
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