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ABSTRACT:
This study examines the critical role of employee mindset in fostering idea realization within two
Idea realisation, Pprominent Malaysian Government-Linked Companies (GLCs)—Automobile and Airlines—
employee mindset, underscoring its importance for maintaining competitiveness and spurring economic growth in
Government- Malaysia. Utilizing a correlational design and quota sampling method, this research aims to delineate
linked companies. the relationships between various facets of employee mindset and their impact on the effective
implementation of innovative ideas. Analysis of data from both companies reveals that all six studied
variables exhibit significant positive correlations with idea realization. Notably, the entrepreneurial
mindset emerged as the most decisive factor influencing idea realization across both sectors. These
findings suggest that understanding employees’ expectations, along with their aspirations and
apprehensions regarding innovation, can greatly enhance organizational strategies to cultivate a
conducive environment for innovation. By integrating these insights, firms can better harness the
creative potentials of their workforce, ultimately driving greater organizational and economic
advancement.

KEYWORDS

1. Introduction innovation is the intellectual capital embedded within the
organization’s own workforce.

In today’s fast-paced business environment, companies
are burdened with continuous operational demands and
rapidly evolving market conditions (Palazzeschi et al.,
2018). Harnessing the untapped ideas from employees
can lead to cost savings, new growth opportunities, and
enhanced employee well-being. In Malaysia, promoting
idea realization is integral to the national development
strategy, aiming to boost productivity and competitive
edge essential for evolving into a modern, inclusive
society (Suliman, 2020). The strategic initiatives under
the Tenth and Eleventh Malaysia Plans underscore this

Idea realization is crucial in driving societal progress,
yielding significant economic and social benefits. This
process demands a deliberate application of knowledge,
creativity, and initiative to transform innovative concepts
into viable products or services (Lukoschek et al., 2018).
To maintain competitiveness, organizations frequently
explore new product lines, business models, and markets.
This exploration often involves consulting with experts,
establishing innovation teams, and forming stakeholder
panels to ensure strategic alignment and optimal timing
(Mascarefio et al., 2020; Kmieciak, 2020). Interestingly,
one of the richest but often overlooked sources of
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focus by investing heavily in R&D and the
commercialization of innovative ideas to enhance the
country's global competitiveness and operational
efficiency.

2. Problem Statement

Employee innovativeness, particularly in the realm of
idea realization, is increasingly recognized as a vital
contributor to organizational success, economic
prosperity, and policy development. Numerous nations
acknowledge the pivotal role of innovation in driving
economic growth. Yet, the methodologies for evaluating
the impact of employee-driven innovation remain
underexplored in scholarly literature (Van Zyl et al.,
2021). Research specifically focusing on Government-
Linked Companies (GLCs) and their innovation
practices is sparse, and the existing studies often suffer
from a lack of empirical integration, leading to
fragmented insights (Odoardi et al., 2019). Lukoschek et
al. (2018) assert the critical importance of innovativeness
in  organizational performance and economic
development. They note the complexities involved in the
implementation of innovative ideas, which frequently
require leadership roles to be assumed by individuals
spearheading these initiatives. Given these challenges,
comprehensive research into idea realization within
organizational settings is imperative for advancing
theoretical understanding and practical applications.

3. Research Questions

1) What are the relationships between employee
mindset (cognitive complexity, entrepreneurial mindset,
boundary-spanning, adaptability, creative thinking skill
and work culture) and ldea Realization at two selected
government-linked companies (GLCs)?

2) To what extent do employee mindset elements
(cognitive  complexity, entrepreneurial ~ mindset,
boundary-spanning, adaptability, creative thinking skill
and work culture) predict idea realization at two selected
government-linked companies (GLCs)?

4. Theoretical Review

Psychological Ownership Theory elucidates how
personal feelings of ownership over work-related objects
or ideas can significantly enhance employee motivation
and thereby foster innovation within organizations
(Pierce et al., 2001). According to this theory, when
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employees perceive themselves as psychological owners
of a task or project, they are more likely to exhibit higher
engagement, creativity, and persistence, all critical for
the successful realization of new ideas (Pierce, Kostova,
& Dirks, 2001). Empirical studies support that such
ownership feelings not only boost job satisfaction and
organizational commitment but also directly contribute
to superior job performance by encouraging autonomy,
risk-taking, and accountability (Avey et al., 2009; Brown
et al., 2014). Thus, psychological ownership can act as a
powerful lever for innovation, particularly in
environments where employees are empowered to take
control of and identify personally with their work.

4.1 Importance of theoretical

From a theoretical standpoint, it deepens the
understanding of Psychological Ownership within the
context of organizational innovation, providing a
nuanced view of how personal ownership feelings can
influence creative processes and idea implementation.
This research enriches the interdisciplinary dialogue
between psychology, business management, and
organizational behavior, expanding the existing literature
on employee mindset and its impact on performance.
Practically, the findings offer crucial implications for
human resource practices and leadership strategies. HR
professionals and organizational leaders can utilize these
insights to foster a workplace culture that promotes
psychological ownership, potentially leading to
heightened employee engagement and motivation. Such
an environment is conducive to innovation as employees
feel a stronger connection and commitment to their tasks
and organizational goals.

Moreover, the study addresses organizational change
management by demonstrating how  fostering
psychological ownership can align employee efforts with
broader organizational changes, thereby enhancing
implementation effectiveness and reducing resistance. In
a broader economic context, by boosting organizational
innovation capabilities, the study indirectly supports
economic development and promotes a culture that
values creativity and innovation, essential for long-term
societal resilience and growth.
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5. Literature Review

5.1 Idea Realization

Following the realization of innovation, organizations
might reassess the initial project concepts, a process
highlighted by Kanter (1988). In this phase, employees
are crucial in managing transitions across organizational
boundaries to secure support and effectively supervise
the innovation project, thereby cultivating specialized
and autonomous teams (Han et al., 2020). Often, this
involves creatively reconfiguring existing elements to
forge new opportunities. Consequently, innovative ideas
from one department can become solutions for
challenges in another, exemplifying the ability of
concepts to bridge organizational divides and facilitate
problem-solving (Afsar et al., 2020).

5.2 Employee Mindset

The concept of "employee mindset" encompasses the
behaviors, attributes, and perceptions associated with
creativity and innovation, crucial for capitalizing on
commercial opportunities and achieving corporate
success (Caniels, 2018). This mindset includes the
proclivity and cognitive processes involved in
identifying and exploiting opportunities under both
favorable and adverse conditions (Canning et al., 2020).
Essentially, it reflects an individual's or an organization's
readiness and belief in their ability to promptly recognize
and respond to opportunities, regardless of the
surrounding challenges (Tannady et al., 2020). More
specifically, —employee  mindset involves the
entrepreneurial cognitive capacity to quickly leverage
opportunities in new or existing markets, facilitating the
development of novel products and market expansion
(Hassan et al., 2021). This paradigm serves not only as a
mindset but also as a strategic approach to economic
engagement and a commitment to invest in highly
profitable ventures.

5.2.1 Cognitive Complexity

Cognitive complexity is a psychological characteristic
that reflects the complexity or simplicity of an
individual's mental models and perceptual abilities
(Yang et al., 2020). Individuals with field-dependent
cognitive styles often find it challenging to ignore
irrelevant details, while those with high field
independence excel in isolating pertinent aspects of a
situation, avoiding distractions by minor elements. Graf-
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Vlachy et al. (2020) explored the architecture of
intelligence, highlighting that innovation demands
cognitive diversity—specifically, the elements of
fluency, flexibility, originality, and elaboration.
Furthermore, Clinton et al. (2021) suggest that cognitive
complexity, as a facet of employee mindset, provides a
robust framework for understanding idea realization, an
essential phase in the innovation process. Chen et al.
(2019) also noted that organizational complexity can
enhance the capacity for idea realization, thereby
fostering innovation within corporate structures.

5.2.2 Entrepreneurial Mindset

According to Hassan et al., (2019), the entrepreneurial
process is a crucial component of the creativity and
innovation required to create something new. The
foundation for operating a firm is innovation and
creativity in entrepreneurship (Daspit et al., 2021).
According Kuratko et al., (2021), entrepreneurship is a
mentality dimension that has a distinctive way of seeing
the world since it entails hard effort, a desire for
independence, and taking risks. It also has the drive to
achieve, create, and survive independently. It therefore
serves as the foundation for an employee's capacity to
secure a finance commitment from a variety of sources,
including investors who are frequently uncertain of the
return potential and reluctant to commit to a project
(Wardana et al., 2020).

5.2.3 Boundary Spanning

In academic studies of innovation systems, the idea of a
boundary-spanning role has gained popularity (Posner et
al, 2019). Boundary spanning entails creating alignment,
commitment, and direction across five different sorts of
boundaries:  stakeholder,  demographic, vertical,
horizontal, and geographic (Bednarek et al, 2018). The
handling of functional groupings and expertise makes the
horizontal boundary the most difficult of all to manage,
followed by stakeholder, stakeholder, stakeholder,
geographic, demographic, and vertical boundaries (Liu et
al., 2020). According to Van Meerkerk et al. (2018),
boundary-spanning behaviour and attitude are related,
with the mindset acting as the cognitive condition
underlying the behaviour of employees who cross
boundaries.
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5.2.4 Adaptability

According to Garcia-Solache et al., (2019), innovation is
a process of adaptation in which the organisation adjusts
to the idea realisation innovation while also adapting
innovation to the organisation. However, because it is
tied to and governed by other agents, the adaptive process
is difficult to carry out (Chen et al, 2020). The main issue
with implementing innovation is the likelihood of the
company refusing to make changes in response to the
innovation because doing so requires personnel or other
resources (Besser et al., 2022). It is accurate since
adaptability calls for the development of a broad
procedure. This is because putting an idea into practise
requires changing people, routines, structures, and
activities (Ahmed, 2019). Adaptability is also known as
an adaptive attitude of an employee, according to Kim et
al., (2022), and it enables them to easily go through the
chronological learning phases of taking in new
information about the ongoing change in the task
environment. It means that due of its obsolescence, the
employee task environment is continuously changing
quickly (Sheel, 2019).

5.2.5 Work Culture

According to Elewa et al. (2019), employees in
organizations with a positive workplace culture perceive
teamwork as crucial, view themselves as creative and
innovative, and consider uncertainty an opportunity
rather than a threat. This positive cultural framework
fosters a willingness among staff to experiment and
innovate, potentially enhancing receptiveness to novel
ideas (Mukminin, 2020). Marcos et al. (2020) further
elucidate that the innovation process and its effectiveness
are significantly influenced by the organizational culture
and the commitment of senior management to fostering
an innovative environment. Additionally, Vanesa et al.
(2019) argue that decentralized decision-making
processes can boost employee creativity by promoting
open and transparent communication within the
company.

5.2.6 Creative Thinking Skill

Creativity is defined as the "human capacity to develop
ideas and a good attitude that are fresh, appropriate, and
original" (Stojcic et al., 2018). It's the engine that powers
not just cultural but also economic growth (Kholikova et
al., 2021). (Siburian, 2019). As a result, people all over
the world are actively working to improve their creative
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abilities (Siburian, 2019), motivated by the conviction
that such skills will provide them an edge in the
competitive global marketplace. People need to believe
in themselves and their ability to improve or train their
creative potential in order to put in the time and energy
that creative pursuits demand. The belief that creativity
is an innate quality that cannot be honed is one of the
most pervasive creative myths in both the field of
education and beyond it (Kholikova et al., 2021). This
view is at odds with research showing that a number of
interventions successfully stoked participants' creative
fires and that boosting one's creative faculties is effective
(meta-analyses) (Kholikova et al., 2021).

5.3 Conceptual Framework

Conceptual framework for the relationship between
employee mindset and employee innovativeness (idea
realization): is given in fig. 1.

Employae Mindzet

Cognitive
Complexity

Entreprenswria
Mimdset Employes
Inmovativeness

Eowmndary
Spanning ldea Reslization

Adzprability —

I work Culture I

Creative Thinking

=k —

Fig. 1. Conceptual framework.
Model: Employee Mindset by Safwan Ramli

5.4 Hypotheses

H1 There is influences between cognitive complexity
and idea realization.

H2 There is influences between entrepreneurial mindset
and idea realization.

H3 There is influences between boundary spanning and
idea realization.

H4 There is influences between adaptability and idea
realization.

Hs There is influences between work culture and idea
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realization.
He There is influences between creative thinking skill
and idea realization.

6. Methodology
Data for this study were collected from employees of two
Malaysian Government-Linked Companies (GLCs),
specifically from the Automobile and Airlines sectors.
Remarkably, the study managed to engage 271
employees through an online questionnaire using quota
sampling, as detailed in Table 1. Quota sampling is
typically employed when disproportional stratified
sampling is not feasible (Salkind, 2012). This sampling
technique was chosen based on its ability to efficiently
capture a diverse representation from specified segments
of the population within the GLCs, as outlined in the
sample size calculation. Although quota sampling is
cost-effective and can ensure the inclusion of desired
respondent traits (Salkind, 2010), it may limit the
researcher's control over the overall sample
representativeness, potentially reducing the ability to
generalize the findings due to selection bias.

Table 1. Response Rate.
Questionnaires Questionnaires Return Rate

GLCs o
Distributed  Returned (%)
2 Selected300 271 90.33
GLCs
7. Result and Discussion

7.1 Reliability Analysis

For the Idea realization, all determinants were reported to
have Cronbach’s Alphas of > 0.8, which indicated a high
level of consistency (Sekaran, 2006; Hair, Black, Babin
and Anderson, 2010). The determinants were cognitive
complexity, entrepreneurial mindset, boundary spanning,
adaptability creative thinking, and work culture. The
researchers decided to use the instrument as it is a well-
established set of questionnaires commonly used in
various studies on employee innovativeness (ldea
realization). In fact, this instrument was found to be a
reliable instrument in Malaysia’s settings, whereby the
Cronbach’s Alpha readings were all greater than 0.7
(Hair etal, 2010). Next, the instrument on realization was
reported to have Cronbach’s Alphas of > 0.9, which is
highly reliable (Sekaran, 2006; Hair et al, 2010). The
researchers decided to use the instrument as it is a well-
established set of questionnaires commonly used in
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various studies.

7.2 Pearson-Correlation and Multiple Regression
Analysis
Table 2 delineates the correlation coefficients between
six defined determinants of employee mindset—
cognitive complexity, entrepreneurial mindset, boundary
spanning, adaptability, work culture, and creative
thinking—and their impact on idea realization among
employees at Malaysian Government-Linked Companies
(GLCs) in the Automobile sector. The analysis indicates
significant positive relationships for all variables with
idea realization: cognitive complexity (r = .736),
entrepreneurial mindset (r = .905), boundary spanning (r
= .591), adaptability (r = .848), creative thinking (r =
.669), and work culture (r = .260), all p-values < .01.
These results suggest that stronger positive correlations
between these factors are associated with higher levels of
idea realization, highlighting effective innovation drivers
within the Automobile sector.
Similarly, in the Airlines sector, significant positive
correlations were also observed for all the mindset
elements towards idea realization: cognitive complexity
(r = .685), entrepreneurial mindset (r = .956), boundary
spanning (r = .838), adaptability (r = .925), creative
thinking (r = .747), and work culture (r = .350), all p-
values < .01. This comprehensive positivity across
variables confirms a robust association between these
employee mindset dimensions and idea realization,
underscoring the necessity for Airlines to continue
fostering these attributes to enhance innovation.

Table 2. Correlation between respondents’ employee

mindset and idea realization (Automobile) &

(AIRLINES)
Selected  |No [Variables Correlatio
GLCs n
Automobile [1. |Cognitive 736"
Complexity
2. [Entrepreneurial |.905™
Mindset
3. |Boundary 591"
Spanning

4. |Adaptability .848™"
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5. [Creative Thinking|.669™

6. |Work Culture .260™"

(Airlines) 1. (Cognitive .685™
Complexity
2. |[Entrepreneurial |.956™
Mindset
3. [Boundary .838™
Spanning

4. |Adaptability .925™

5. [Creative Thinking|.747"

6. |Work Culture 350"

**Correlation is significant at 0.01 (2-tailed)

7.3 Multiple Regression Analysis

Findings from the regression analysis between
employee’s mindset variables which were cognitive
complexity, entrepreneurial mindset, boundary spanning,
adaptability, work culture, and creative thinking and idea
realization were tabulated in table 3 & 4.

Table 3. Multiple Regression Analysis (Automobile)

Standardized
Coefficients

Independent Variables

Beta Cognitive .002**
Complexity

Entrepreneurial Mindset 4812
Boundary Spanning .020**
Adaptability .154**
Creative Thinking -.095**
Work Culture .209**
R Square .994

F 3799.553
Sig. F Value .000
Durbin Watson 2.405

In this analysis, the regression model yielded an R2 of
0.994, indicating that the independent variables—
cognitive complexity, entrepreneurial mindset, boundary
spanning, adaptability, work culture, and creative
thinking—collectively accounted for 99.4% of the
variance in idea realization. This high degree of
explanation is underscored by a significant F-value (p <
0.0001), validating the robustness of the model.
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The Durbin-Watson statistic stood at 2.405, which falls
within the accepted range (1.5 — 2.0), suggesting a
positive autocorrelation consistent with the assumptions
required for valid bivariate and multivariate analyses.
Notably, the entrepreneurial mindset emerged as the
most potent predictor of idea realization, indicating its
critical role in enhancing innovative outcomes.

Among the variables, cognitive complexity did not
significantly influence idea realization (f = 0.002, p >
0.005), whereas creative thinking showed a negative
impact (f =-0.095, p <0.001). These findings reveal that
while the entrepreneurial mindset, boundary spanning,
adaptability, and work culture positively and
significantly contributed to idea realization, creative
thinking tended to hinder it under the conditions studied.

Table 4. Multiple Regression Analysis (AIRLINES)

Independent Variables Standardized

Coefficients
Beta Cognitive  -.011**
Complexity
Entrepreneurial Mindset 5.152
Boundary Spanning .026**
Adaptability -4.554
Creative Thinking .361**
Work Culture .001**
R Square 972
F 4088.458
Sig. F Value .000
Durbin Watson 2.319

In the regression analysis detailed in Table 4, six
independent variables—cognitive complexity,
entrepreneurial mindset, boundary  spanning,
adaptability, work culture, and creative thinking—were
evaluated for their impact on the dependent variable, idea
realization. The model's R? value of 0.972 indicates a
high degree of correlation between these independent
variables and idea realization, considering all
intercorrelations. The F-statistic reached significance at
a value of less than 0.0001, supporting the model's
validity. The Durbin-Watson statistic was 2.319, falling
within the acceptable range of 1.5 to 2.0. This suggests a
positive autocorrelation as per the standard assumptions
used in bivariate and multivariate regression analyses.
Among the predictors, the entrepreneurial mindset
emerged as the most influential in facilitating idea
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realization, while work culture did not significantly
predict idea realization (B = 0.00, p > 0.005).
Furthermore, the analysis identified two predictors—
cognitive complexity and adaptability—that negatively
affected idea realization (f = -0.011, p < 0.001; B = -
4.554, p < 0.001, respectively). Conversely, variables
such as boundary spanning and creative thinking
significantly and positively influenced idea realization.
This comprehensive statistical evaluation highlights that
while certain traits like entrepreneurial mindset and
boundary spanning are conducive to fostering idea
realization, others like cognitive complexity and
adaptability may hinder it under specific conditions.

Discussion

In this study, a significant influence of the
entrepreneurial mindset on idea realization was observed
among employees at selected Malaysian Government-
Linked Companies (GLCs). This correlation aligns with
previous research findings that underscore the
importance of an entrepreneurial mindset in enhancing
innovative outputs. For instance, Daspit et al. (2021)
noted that an entrepreneurial mindset positively affects
employee idea realization, a finding corroborated by
Wardana et al. (2020), who reported that such a mindset
elevates the level of idea realization among employees.
This enhancement is partly because an entrepreneurial
attitude fosters creativity and innovation, especially
under resource constraints. Moreover, possessing an
entrepreneurial mindset is considered a form of cultural
capital and a valuable social practice that can be
cultivated across the organization, enhancing employee
mobility and morale. This mindset not only contributes
to a supportive work environment but also motivates
employees by instilling confidence and positivity (Daspit
etal., 2021; Wardana et al., 2020).

8. Conclusion

This study investigates the influence of employee
mindset on idea realization within selected Malaysian
Government-Linked Companies (GLCs). Recent
findings suggest that opportunities for employees to
engage in innovative activities are often limited, thereby
impeding the process of idea realization (Yang et al.,
2020; Clinton et al., 2021). To understand these
dynamics, this research applies Psychological
Ownership Theory, which posits that when employees
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feel a sense of ownership over their work or ideas, they
are more likely to exhibit creative and innovative
behaviors (Pierce et al., 2001).

These ownership feelings are crucial as they can
significantly enhance employee motivation and
engagement with their tasks, leading to more effective
idea realization even amidst challenging organizational
conditions (Avey et al., 2009). Integrating Psychological
Ownership Theory helps employers better understand
and foster environments that support talent development
and innovation readiness. Furthermore, studies have
shown that the lack of perceived organizational support
can prevent talented individuals from achieving their
innovative potential (Risley, 2020; Kim et al., 2022; Han
et al., 2020; Chen et al., 2019).

Continual social interactions within the workplace are
essential as they contribute positively to the
professionals' innovative outcomes, suggesting that
organizational support structures should be designed to
encourage such dynamics (Kirkman & Shapiro, 2001).
The primary challenge faced by many organizations is
the lack of a unique social exchange system, which can
significantly affect an employee's decision to remain
with or leave an organization based on whether their
innovative needs and expectations are met.

9. Recommendation

This study has surfaced numerous pivotal questions
regarding the engagement of employees with the concept
of idea realization within government-linked companies
in Malaysia. There exists a notable gap in the familiarity
and understanding of this topic among employees, which
is critical given their central role in the labor market and
the broader national innovation ecosystem (Han et al.,
2020; Bligh et al., 2018). Understanding employees’
expectations, aspirations, and apprehensions related to
their professional roles and their capabilities to innovate
is crucial for cultivating a skilled workforce aligned with
the strategic goals of nations, businesses, and societies.
Furthermore, the research underlines the necessity for a
broader empirical exploration into the relationship
between professional roles and innovation propensity.
Expanding the research framework to include diverse
professional groups such as accountants, architects,
medical doctors, and lawyers would provide deeper
insights into varied work habits and expectations,
potentially revealing sector-specific challenges and
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opportunities in idea realization. This approach could
lead to significant improvements in policy-making and
strategy development for fostering innovation across
different layers of professional engagement.

By comparing idea realization strategies between
different professional sectors and systematically
segregating professionals from non-professionals within
organizations, future research can offer more nuanced
understandings of the dynamics at play. Such
differentiated insights could be instrumental in designing
targeted interventions that enhance the innovative
capacities of employees across various sectors.

10. Practical Contribution

In this study, we explored the influence of six pivotal
employee mindset dimensions—cognitive complexity,
entrepreneurial mindset, boundary spanning,
adaptability, creative thinking skill, and work culture—
on idea realization within Malaysian Government-
Linked Companies (GLCs). These dimensions are
identified as critical behavioral indicators that directly
impact innovativeness and are substantiated by various
empirical studies (Lukoschek, 2019; Airlinescarefio et
al., 2020; Palazzeschi et al., 2018). Careno et al. (2020)
further validated these dimensions through rigorous
assessment techniques, enhancing our understanding of
their correlation with employee innovativeness. Notably,
competitive aggression was excluded from our analysis
due to insufficient empirical support and conceptual
vagueness regarding its impact on innovation.

Consistent with Psychological Ownership Theory
(Pierce et al., 2001), our findings affirm that a strong
sense of ownership over one’s work, mediated by these
mindset dimensions, significantly enhances the
likelihood of idea realization. The theory posits that such
psychological ownership can lead to heightened
responsibility, autonomy, and creativity—qualities that
are embodied in the employee attitudes we examined.
The composite reliability scores from our study
corroborate the consistency and validity of these
attitudes, underscoring their predictive value for
fostering innovation within organizations.
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