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Abstract: The purpose of this study is to investigate the factors of innovation capability that influence 
employee performance in the public sector.  Most employees lacked knowledge regarding factors of innovation 
capability that can guide them to innovate when doing tasks. Weak supportive leadership, unwillingness to 
share knowledge, difficulties to express creativity, and technological barriers prevent them from innovating 
and performing well in their workplace. A convenience sampling technique was used and a total of 122 public-
federal employees participated in this study. This study was conducted on lower to middle management 
personnel who currently serve as public employees in any federal agencies in the vicinity of Kota Samarahan, 
Sarawak, Malaysia. The SPSS was applied in assessing the model. The results indicated that significant influence 
of supportive leadership, knowledge sharing, creativity and technology capability on employee performance in 
the public sector.   This study will serve as a guideline for management to design new strategies in ensuring its 
employees perform well, the organization would have a good employee performance rate which literally 
influences the organization's performance too, and the ideation of policy makers regarding innovative 
performance among employees can be supported.  It was hoped that this study would use other different 
factors of innovation capability that would influence employee performance with different organizational types 
or different levels of management for future study. 
 
Keywords: Supportive Leadership, Knowledge Sharing, Creativity, Technology Capability, Employee 
Performance.  

 
1. Introduction and Background 
 
Rapid technological advancement, charges of information, shifting market conditions, shifting economic 
conditions, and increased business competition on a national and international scale are pushing organizations 
to continuously innovate to boost employee performance at the workplace as it can lead to organizational 
effectiveness (Khan, Raya, & Viswanathan., 2021). Innovation is commonly defined as “the generation, 
acceptance, and implementation of new ideas, processes, products, or services (Pascual-Fernández et al., 2021; 
Ferreira et al., 2020). In the management perspective, innovation is a result of a process that involves 
developing and implementing novel management strategies, methods, or techniques (Mendoza-Silva, 2020) by 
employees to achieve the organization’s goals (Firmansyah et al., 2024; Suriati Osman et al., 2016). The aim of 
innovation is not just to develop new products or services, but also to focus on the renewal and improvement 
of “soft and tangible” challenges (Khan, Raya, & Viswanathan., 2021). Employees of an organization play a 
critical role in the creation and implementation of novel ideas and give feedback on innovation activities (Li & 
Wang, 2022). The willingness and capability of employees to innovate will be evidence of how they improved 
something for their organization. Since organizations have started to invest in innovative skills, abilities, and 
behavior, employees become more confident, competitive, and competent with all the essential skills, abilities, 
and information received (Khan, Raya, & Viswanathan., 2021) for them to perform better.  
 
Innovation capability refers to the ability to utilize information, technologies, and skills possessed by 
employees and combine them to create new knowledge resulting from the process and product of innovation 
(Mendoza-Silva, 2021). Nowadays, innovation capability has become prominent in measuring performance 
such as organizational performance or individual performance as innovation and its management are 
frequently involved according to current needs and growth (Pascual-Fernández et al., 2021; Mendoza-Silva, 
2020). For employee performance, the performance is indirectly through their capability to innovate when 
doing tasks and later contributes to improve organization performance (Suriati Osman et al., 2016).  
 
The government of Malaysia has already started to impose the transformation of the public sector into more 
innovative approaches due to the present expectations and demands from stakeholders (Ab Rahman et al., 
2018). The efforts of the government to make it happen can be seen through a few of the Malaysian policy 
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guidelines. For example, Kumpulan Inovatif dan Kreatif (KIK) Horizon Baru. Further, the Malaysian government 
also emphasizes the implementation of the Ekosistem Kondusif Sektor Awam (EKSA). Jabatan Perkhidmatan 
Awam (JPA) has implemented various quality improvement programs as a continuous improvement effort to 
strengthen the level of productivity, quality, and innovation to improve the delivery of services by employees 
to customers (Jabatan Perkhidmatan Awam Malaysia, 2019).  
 

In this context of the study, the use of innovation capability is more towards process compared to other specific 
types of innovation capabilities. Under the innovation capability process, many determinants can be applied to 
measure employee performance. Determinants that are considered to suit employees’ daily work activities are 
supportive leadership, knowledge sharing, creativity, and technology capability. These determinants are 
potentially influencing (Amelia & Kusmaningtyas, 2023; Abdullahi et al., 2023; Ibujés-Villacís & Franco-Crespo, 
2022) employee performance Employees especially in the public sector are getting more involved with 
innovating their capability and self-skills while carrying out office tasks (Suriati Osman et al., 2016).  
 

The study of innovation capability has gained significant attention from practitioners and academics in recent 
years (Firmansyah et al., 2024; Singh et al., 2023; Mendoza-Silva, 2020). Many countries studied innovation 
capability and its determinants. However, the studies were more to organizational performance, especially 
in Western and European countries (Iddris, 2016). For this study, innovation capability and its determinants 
are more toward employee performance. For the study on innovation capability and employee performance, 
there was one Asian country involved which is China with innovation capability as a mediator (Zhang, 2022). 
This indicates that limited studies were conducted in Malaysia. Therefore, this study aims to investigate the 
factors of innovation capability (supportive leadership, knowledge sharing, creativity, and technology 
capability) and its influence on employee performance specifically in the public sector.  
 

2. Literature Review 
 

Malaysian Policy Guideline (Kumpulan Inovatif & Kreatif Horizon Baru): There are three objectives of 
Kumpulan Inovatif dan Kreatif (KIK) Horizon Baru which attract the researcher’s attention. The objectives are 
“It is a mechanism involving employees in the process of problem-solving or improvement of work processes 
and the existing standards of introduce something new; applying the concept knowledge-based and creativity-
driven to enable the organization to produce innovations that will add value to the product or service; Focusing 
on ideas, learning, knowledge sharing and creation of value through the identification and problem-solving 
strategies, analysis techniques and the production of new ideas that are creative and innovative” (Ministry of 
Home Affairs, 2009). These objectives are focused on employees serving in the public sector. The objectives 
emphasize that public sector employees should be active performed to generating new ideas that are creative 
and accurate to solve any problem appropriately according to the situation at the workplace or organization 
itself. At the same time, the production of the idea needs to have value-added and valid knowledge before any 
decision-making and implementation of the innovation is made. This encourages the management of the 
directed and motivated employees to consistently come up with unique ideas. Moreover, employees would see 
themselves as engaged, innovative, and performing well on the job, and they would think of themselves as 
contributing to the organization (Khan, Raya, & Viswanathan., 2021). 
 

Malaysian Policy Guideline (Ekosistem Kondusif Sektor Awam): According to Ekosistem Kondusif Sektor 
Awam (EKSA) implementation by Jabatan Perkhidmatan Awam (JPA), there are several benefits of the 
appropriate implementation of EKSA associated with this study such as “improving the effectiveness and 
efficiency of organizational management, generating creative and innovative ideas among public sector 
employees, optimizing the use of workspace, resources, and energy with quality environmental management, 
enhancing the spirit of teamwork, and building discipline and good work ethic”. Public employees are 
emphasized on implementing innovations and best practices that can improve their productivity and work 
quality in workplaces. This Ekosistem Kondusif Sektor Awam (EKSA) seems to be closely related to encouraging 
employees of the public sector to engage in shaping workplace green behavior and green innovation. The 
employees’ ability to innovate is influenced or encouraged by the workplace environment and organization 
that continuously innovates and increases their knowledge and capabilities which leads to improving their 
performance (Chan et al., 2017). When green practices and policies are adopted, employees will become aware 
of them and may be inspired to incorporate them into daily activities, which will ultimately help the 
environment (Sharma et al., 2021).  
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Employee Performance: Performance is vital for an individual to accomplish a specific task and perform at a 
high level that can bring the source of satisfaction with feelings of mastery and pride (Sonnentag & Frese, 2005). 
The term “performance” refers to individuals or employees within an organization. Employee performance is 
defined as how well people meet organizational objectives and how they relate their interpersonal behaviors 
to organizational norms (Imran et al., 2012; Suriati Osman et al., 2016) and completing the mutually agreed-
upon work as specified by the employer in a timely, effective, and efficient manner (Tinofirei, 2011). In other 
word, the performance of an employee depends on his or her willingness and availability to accomplish the 
work.  
 
Employees in an organization are the source of increased performance of themselves (Qalati et al., 2022). 
Employee performance is vital to any organization as it is a form of measurement of the success of an 
organization it also can involve the measurement of the non-financial indicators of an organization such as 
cooperation, enthusiasm, productivity index, service excellence, and capability. Employee performance can be 
enhanced through innovation (Suriati Osman et al., 2016). Innovation helps employees to deploy their 
capabilities in the process of producing products or services in the organization and at the same time raises the 
competitiveness of the organization in terms of the administrative process, efficiency, and effectiveness of work 
management (Sadikoglu & Zehir, 2010; Suriati Osman et al., 2016).  
 
Innovation Capability: Innovation is the core of all reforms of a matter to be implemented. Innovation is novel 
and effective, and the innovative process must produce outcomes (Vivona et al., 2021). Innovation is generally 
defined as the “generation, acceptance, and implementation of new ideas, processes, products, and services” 
(Mendoza-Silva, 2020). The source of innovation comes from the actor or organization. That generates novel 
ideas. In addition, innovation can occur in and/or through the public sector and innovation in the public sector 
refers to alterations made by the public sector to sustain or enhance its capacity to produce public benefit, 
hence preserving its legitimacy (Vivona et al., 2021).  
 
Under the dimension of innovation, there is a term known as innovation capability. Innovation capability is 
a burgeoning and important topic of academic study. However, it is not recognized how the innovation 
capability may be produced and implemented nor what elements contribute to the innovation capability 
(Ruhaidi & Nur Riza, 2019) due to its multidimensional nature of terms (Mendoza-Silva, 2020). According to 
Lawson & Samson (2001), innovation capability is originally described as a higher-order integration 
competence consisting of the ability to shape and manage numerous capabilities. The term innovation 
capability is frequently possessed by organizations to integrate critical competencies and resources inside 
the organization itself to foster successful innovation. In an organizational context, innovation capability is 
defined as the “ability to continuously transform knowledge and ideas into new products, processes, and 
systems for the benefit of the organization and its stakeholders.  
 
However, in this literature review, the term innovation capability is more to an individual context which is the 
employees in an organization and the organization is more to the governmental organization (public sector). 
In an individual context, innovation capability is defined as the “ability to utilize information, technologies, and 
skills possessed by employees and combine it to create new knowledge resulting from the process of innovation 
(Çakar & Ertürk, 2010). Innovation capability is significant in regulating success and performance (Ruhaidi & 
Nur Riza, 2019) of the employees. It is due to innovation capability relies on intellectual assets such as the 
ability of employees (Iqbal et al., 2021). As employees are capable of becoming innovative, they are tactically 
able to develop innovative approaches to solve their daily tasks (Zhang, 2022). Since innovation capability can 
establish the degree of innovation of an employee in an organization, the government has always encouraged 
organizational members to innovate and become innovative to cope with increasingly complex challenges. 
(Ruhaidi & Nur Riza, 2019). 
 
Supportive Leadership: Supportive leadership suffices to encourage the performance of employees as 
support is the key factor to motivate them as it supports, influences, creates psychological safety and learning 
orientation, and becomes a voice for employees in the workplace (Oeij et al., 2022).  Through leadership within 
the team learning, a supportive leader can approach his or her employees by asking questions, seeking 
feedback, and having attentive discussions among themselves (Oeij et al., 2022). Besides, they also involve their 
employees through scheduled meetings in which they solicit feedback, resulting in increasing their 
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commitment to work performance (Qalati et al., 2022) and encourages innovation (Lin & Ling, 2021). Further, 
leaders who assist either directly or indirectly will certainly have an impact on employees who feel valued 
(Amelia & Kusmaningtyas, 2023).  
 
The voices of a leader and employees are purposedly communicating essential thoughts, details, and judgments 
about potential advancements (Oeij et al., 2022) for innovative outcomes.  Apart from that, when a leader 
engages in supportive behavior and has casual conversations with employees, it can help bridge the gap 
between them (Lin & Ling, 2021) which in turn will allow employees to put more creative efforts on behalf of 
the company.  Based on these analyses, it is hypothesized that: 
H1: Supportive leadership has a significant relationship with employee performance. 
 
Knowledge Sharing: Effective methods for acquiring, converting, applying, and protecting knowledge (Iddris, 
2016) are important for employee performance. Knowledge sharing aims at swapping skills and sharing 
information among employees to develop good work performance in the organization (Abou-Shouk et al., 
2022) and also find innovative solutions (Ghulam Ilmam et al., 2024). 
 
Employee performance can be improved and the success of both employee and organization is influenced by 
the exchange of information and expertise as well as the offering of support and guidance. This can be 
supported that sharing internal knowledge among employees improves the process of innovation in achieving 
goals (Abou-Shouk et al., 2022).  It is believed that knowledge sharing is a valuable tool for enhancing employee 
performance, which is necessary for achieving high performance within an organization (Hasudungan et al., 
2020).  It is therefore hypothesized that:  
H2: Knowledge sharing has a significant relationship with employee performance. 
 
Creativity: Creativity is a key factor that contributes to innovation and employees’ creativity depends on their 
ability to create opportunities, foster a creative environment, and give themselves the tools they need (Amabile, 
1997). Creativity is defined as a genuine, suitable, beneficial, truthful, or valued retort to the task at hand. 
(Ferreira et al., 2020) and considered as the ability to provide opportunities, foster an enabling atmosphere, 
and supply the necessary resources (Amabile, 1997). The indicator of creativity that is most appreciated in 
improving performance is the ability to develop personally, reflected in a sense of desire to improve work 
performance (Sumarsono, 2023).  Therefore, the hypothesized is developed: 
H3: Creativity has a significant relationship with employee performance. 
 
Technology Capability: Technology capability is defined as the ability of organizational members to use 
technology (hardware, software, computer network, telecommunication, content, etc.) for innovating, making 
decisions, and interacting with their environment (Ibujés-Villacís & Franco-Crespo, 2022). The accumulation 
of technology resources such as knowledge and skills is contingent upon a company’s consistent efforts and 
investments in both innovations (Valdez-Juárez & Castillo-Vergara, 2021) and employees’ participation. 
Although there is an argument for focusing on the capabilities of technology, it is essential to remember that 
individual talents are required for each work and hence individual skills must be continuously enhanced (Yalcin 
& Daim, 2021) with the support of the organization. Mustafa et al. (2023) highlighted that employees who have 
the ability to operate technology particularly information technology in the form of computers and systems can 
be used to simplify and speed up the work process.  Consequently, it is hypothesized that: 
H4: Technology capability has a significant relationship with employee performance. 
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Figure 1: Conceptual Framework 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3. Research Methodology 
 
The main purpose of this study is to investigate the factors of innovation capability that influence employee 
performance in the public sector especially federal agencies located in the vicinity of Kota Samarahan, Sarawak, 
Malaysia. The sampling frame was employees from lower to middle management in the fields of administration 
& support, finance, engineers, and information technology at Pejabat Pendidikan Daerah Samarahan, Pejabat 
RISDA Bahagian Samarahan, and Pejabat Belia dan Sukan Bahagian Samarahan. In total, 122 respondents 
participated in this study by employing a convenience sampling technique.  The online questionnaire was used 
as the main method of collecting data for this study.  To ensure a high response rate, a follow-up email was 
made five days before the appointment, which serves as a reminder. 
 
The questionnaire is comprised of three sections, Section A is focused on Demographic Information.  Section B 
measures factors of innovation capability.   A total of 20 items were adopted from the previous studies, i.e. 
supportive leadership (Shirazi et al., 2014), knowledge sharing (Sudibjo & Prameswari, 2021), creativity 
(Volery & Tarabashkina, 2021), and technology capability (Valdez-Juárez & Castillo-Vergara, 2021) 
respectively. In measuring employee performance (Section C), a total of 10 items were adopted from Chiganze 
& Saǧsan (2022).  A 5-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree) was used to 
measure the level of respondents’ agreeableness on the statement. The study employs SPSS version 27 to 
analyze the model. 
 
4. Results 
 
This section presents sets of results relating to the identification of respondents’ profiles, analyses for normal 
data, items’ consistency level to be understood by respondents, and the relationship between factors of 
innovation capability and employee performance.  
 
Profile of Respondents: Table 1 displays a summary of the characteristics of the total sample of employees 
who participated in the study. 
 
Table 1: Demographic and Geographic Information Pertaining to Respondents (n=122) 

VARIABLE FREQUENCY PERCENTAGE 
GENDER   
Males 54 44.3% 
Females 68 55.7% 
Total 122 100% 
AGE   
20 – 29 years old 21 71.2% 
30 – 39 years old 24 19.7% 
40 – 49 years old  47 38.5% 
50 – 59 years old  30 24.6% 

                        IV           DV 
Factors of Innovation Capability 
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Total 122 100% 
POSITION AND GRADE   
Juruteknik Komputer FT19 7 5.7 
Juruteknik Komputer FT22 1 0.8 
Pembantu Akauntan W19 8 6.6 
Pembantu Tadbir (Kew.) W19 12 9.8 
Pembantu Tadbir (Kew.) W22 9 7.4 
Pembantu Tadbir (PO) N19 27 22.1 
Pembantu Tadbir (PO) N22 16 13.1 
Penolong Akauntan W29 2 1.6 
Penolong Akauntan W32 2 1.6 
Penolong Akauntan W36 1 0.8 
Penolong Jurutera JA29 5 4.1 
Penolong Jurutera JA36 6 4.9 
Penolong Pegawai Tadbir N29 11 9.0 
Penolong Pegawai Tadbir N32 7 5.7 
Penolong Pegawai Tadbir N36 5 4.1 
Penolong Pegawai Teknologi FA29 0 0.0 
Penolong Pegawai Teknologi FA32 3 2.5 
Total 122 100% 
HIGHEST LEVEL OF EDUCATION   
SPM 48 39.3% 
STPM 5 4.1% 
Diploma 37 30.3% 
Bachelor’s Degree 25 20.5% 
Master’s Degree 7 5.7% 
Doctoral Degree 0 0.0% 
Total 122 100% 

 
122 employees participated in the online survey where 55.7 percent of them were females (n=68) and other 
44.3 percent of them were males (n=54). 47 employees (38.5%) were between the age range of 40 to 49 years 
old, 30 employees (24.6%) were between 50 to 59 years old, 24 employees (19.7%) were between 30 to 39 
years old, and 21 employees (17.2%) were between 20 to 29 years old.  
 
This study involved the employees of the public sector especially those who serve in federal agencies in the 
vicinity of Kota Samarahan, 17 positions and grades have been chosen as stated in Table 1.  The selections are 
made due to simply identifying which employees from the listed positions and grades were actively 
participating in the study.  
 
The 3 highest selections of position and grade by respondents were 27 (22.1%) Pembantu Tadbir (PO) N19, 16 
(13.1%) Pembantu Tadbir (PO) N22, and 12 (9.8%) Pembantu Tadbir (Kew.) W19.  It can be assumed that most 
of those employees serve in the field of general services or financial operations in the office.   As for the highest 
level of education, there were 48 employees (39.3%) as SPM holders, 37 employees (30.3%) as Diploma 
holders.  Followed by 25 employees (20.5%) possessing a Bachelor’s Degree, 7 employees (5.7%) with possess 
a Master’s Degree holder, and 5 employees (4.1%) with STPM.   
 
Based on the results, it was clear that the participating employees were from different demographic 
backgrounds across gender, age, position and grade, and educational level to ensure the assurance of the 
sample.  
 
Descriptive Analysis: Descriptive analysis was conducted to determine the mean score and standard 
deviation of all variables in this study. The values of mean score were also used to measure the respondents’ 
insight of each variable and Table 4 below displays the outcome.  
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Table 2: Descriptive Analysis 
 Descriptive Analysis   
Variable Factor Name Overall Mean Score Std. Dev. 
SL Supportive leadership 4.08 .925 
KS Knowledge sharing 3.95 .922 
C Creativity 3.94 .838 
TC Technology capability 3.65 .984 
EP Employee performance 4.17 .854 

 
The mean score ranges from 3.21 to 4.20 (high) based on Moidunny (2009) mean score range reference. It is 
evident that most employees had a high-level perception of factors of innovation capability and employee 
performance. Regarding factors of innovation capability, employees exhibited a high perception of their leaders 
as supportive individuals who encouraged them to explore different approaches to their work. Additionally, 
employees were able to cultivate a sense of expertise by actively sharing knowledge with their colleagues. They 
also demonstrated the capacity to establish connections between various tasks and effectively utilize 
technological tools when interacting with suppliers. Regarding employee performance, employees have shown 
high commitment in their execution of tasks both within the workplace and for their respective public 
organizations. Therefore, they were willing to do their jobs. Among the independent variables of innovation 
capability, supportive leadership (M=4.08) ranked the highest mean score compared to knowledge sharing 
(M=3.95), creativity (M=3.94), technology capability (M=3.65). This can be assumed that most employees for 
this study tend towards the attitude of a person the leader in supporting any work actions carried out at work. 
As for employee performance, employees were more inclined to their skills and deliverables at work.  
 
Table 3: Multiple Regression - Coefficient Results 

Mode
l 

 Unstandardize
d B 

Coefficient 
Std. Error 

Standardized 
Coefficient Beta 

t Sig. 

1 (Constant) .314 .185  1.699 .092 
 Supportive 

leadership 
.178 .060 .193 2.982 .003 

 Knowledge sharing .159 .073 .172 2.185 .031 
 Creativity .431 .061 .423 7.119 <.001 
 Technology 

capability 
.219 .054 .252 4.018 <.001 

a. Dependent variable: Employee performance 
 
Based on Table 3, the multiple regression analysis indicates that supportive leadership has a significant and 
positive impact on employee performance (B= .193, t= 2.982).  Besides, the relationship between knowledge 
sharing has a significant and positive impact on employee performance (B= .172, t= 2.185).  Further, the results 
revealed that creativity has a significant and positive impact on employee performance (B= .423, t= 7.119).  The 
technology capability has a significant and positive impact on employee performance (B= .252, t= 4.018).   
Overall, all factors of innovation capability (supportive leadership, knowledge sharing, creativity, and 
technology capability) were significant predictors of employee performance as their p values (p<0.001 and 
p=0.001) respectively. Therefore, H1, H2, H3, and H4 were supported. 
 
Table 4: Model Summary 

     Change Statistics 
Model R R2 Adjusted 

R2 
Std. error of 
the estimate 

R2 
change 

F 
change 

Df1 Df2 Sig. F 
change 

1 .894a .800 .793 .38856 .800 116.843 4 117 <.001 
a. Dependent variable: Employee performance 
b. Predictors: (Constant) Supportive leadership, knowledge sharing, creativity, technology capability 
 
Table 4 shows that R2 value of .800, indicating that approximately 80% of the variance in employee 
performance can be explained by the included factors of innovation capability (supportive leadership, 
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knowledge sharing, creativity, and technology capability). The predictor variables played a crucial role in 
affecting employee performance. Therefore, the predictor variables collectively played a crucial role in shaping 
employees' performance.  
 
Discussion 
It was discovered that supportive leadership has a significant positive influence on employee performance. It 
is consistent with the studies conducted by Firmansyah et al. (2024) and Adikoeswanto et al. (2024).  When 
employees receive supportive support from their leaders, their performance in doing work becomes better. 
This is compatible with the study of Qalati et al. (2022) which found that leaders provide more crucial support 
to their colleagues, resulting in enhanced performance and outcomes. Amelia and Kusmaningtyas (2023) 
believe that the higher motivation given by superiors, the more it will improve the performance of employees 
towards the organization.     
 
The result indicates that knowledge sharing has a significant positive influence on employee performance 
where employees have good and communicable knowledge sharing, their knowledge and work performance 
increase.  The result was in line with a few past studies like Leksono (2024) and Ghulam Ilmam et al. (2024).   
The engagement in knowledge sharing by employees not only improves their performance but also enhances 
their ability to express themselves better based on how they share their knowledge, experience, skills, and 
advice, and help to solve colleagues’ problems (Abou-Shouk et al., 2022). Further, knowledge sharing becomes 
an institution reflects on employee’s confidence in their abilities to think and act (Abdullahi et al., 2023).  
Besides that, the ability of employees to be exposed to the culture of knowledge sharing allows them to show 
good performance (Zhang, 2022).  
 
Creativity has a significant positive influence on employee performance as employees have the opportunity to 
express their creativity for their work, their performance increases. The findings supported previous studies 
of Kusmayadi et al. (2023), Fahrul Kahar et al. (2023) and Ferreira et al. (2020) Which stated that creativity 
has a significant influence on performance. The impact of creating new novelty ideas is potentially to be 
expressed. (Ferreira et al., 2020) which in turn helps to improve performance, especially employee 
performance as they are the creators of novel ideas.  Employees’ ability to innovate and generate creative ideas 
not only can enhance efficiency and discover new solutions but also can improve organizational processes 
(Kusmayadi et al., 2023). 
 
Technology capability has a significant positive influence on employee performance as employees are getting 
more involved with work-technological tools and information technology, their skills in handling technology 
become better and their performance also increases. This factor has supported the previous study of Mustafa 
et al., (2023) and Valdez-Juárez & Castillo-Vergara (2021) which have described that the use of technologies by 
employees significantly improves the innovation of an organization. When it comes to employee performance, 
employee performance is also enhanced by the availability of technologies that can enhance their technological 
capabilities and the contribution of innovation to the organization (Darwis et al., 2023).  Singh et al. (2023) 
mentioned that employees use technology tools to aid in their tasks and facilitate their work processes. 
 
In a nutshell, the findings indicate that factors of innovation capability which include supportive leadership, 
knowledge sharing, creativity, and technology capability have a significant relationship with employee 
performance as the factors influence the way participating public sector employees perform their work 
performances at the workplace. The analyses conducted have shown that all factors of innovation capability in 
the study have a significantly high positive correlation with employee performance as those factors 
significantly influence employee performance positively.  
 
5. Implications and Recommendations 
 
This study discovers a new experience and phenomenon for organizational management particularly in the 
public sector’s context in Sarawak.  Further, the model of this study could serve as a framework that will 
probably convey a message to policymakers, organizations and bodies of knowledge.  In driving Malaysia to be 
one of the benchmark countries in the aspects of innovation, the Malaysian government policymakers may refer 
to the findings as insight into factors of innovation capability that do exist in affecting employee performance. 
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Perhaps current policies may be improved in terms of their value and understandable meaning for employees 
in the public sector. This could give insight into employees’ perceptions of performing better as they show 
willingness and commitment to their work.  
 
From the organization's perspective, the management should be able to manage the resources of employees 
and ensure that the welfare of employees is cared for. Welfare can be the employees’ right to express their point 
of view on the innovation process at the workplace. This can also help the management to understand its 
employees and be able to approach them attentively. Besides that, this act of the management may enable 
employees to feel more comfortable carrying out their responsibilities without too much restraint from the 
management process. 
 
From the body of knowledge, all the studied factors of innovation capability can be related to one another 
throughout the process of engaging employees to perform better in the workplace. For example, a good and 
supportive leader can lead subordinates or colleagues to get involved in the process of knowledge sharing 
where they can communicate to give or to receive useful work information. By doing so, the employees may 
have the ability to construct new ideas and the same goes for the capability to use technology as their 
informative tools to perform work in more efficient ways.  
 
This study was conducted to determine how factors of innovation capability influence employee performance 
in the public sector and it is specifically limited to employees that served the federal public sector in the 
vicinity of Kota Samarahan, Sarawak. However, a few limitations were observed which limited the study 
population, type of management level, and innovation capability factor.  In the future, further studies can 
expand the study population to different types of public sector other than the federal sector, examine the other 
different levels of management, and determine other factors of innovation capability. 
 
Conclusion 
Referring to the statistical significance of the tested hypothesized model indicates the gap filled by the study. 
This study examines the factors of innovation capability that affect the performance of employees in the public 
sector particularly in the vicinity of Kota Samarahan, Sarawak. Based on the findings, there is a significant 
relationship between supportive leadership and employee performance, knowledge sharing has a significant 
effect on employee performance, creativity has a significant effect on employee performance, and there is a 
significant relationship between technological capabilities on employee performance.  Overall, all factors of 
innovation ability have their meaning and way of influencing the performance of employees in the public 
sector. In addition, it is hoped that this study will help employees who serve in any public sector to be active 
or optimal in providing adequate self-commitment while performing their duties in their respective offices. 
With it, they can enhance each other's self-sufficiency to innovate willingly in the present and beyond.  
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