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Abstract 

SMEs are facing the challenges to cope with innovation and employees capabilities. 
The purpose of this paper is to examine the relationship between perceived 
behavioural control and intention of SMEs employees on innovative behaviour. The 
relationship between antecedents of self-efficacy and thriving were also examined in 
this study. The questionnaires were adapted from previous studies. After that, the 
questionnaires were distributed among employees working in Electrical and 
Electronic (E & E) Small and Medium Enterprises (SMEs). A total of 201 samples of 
data were analyzed using Partial Least Squares (PLS) technique. Empirical findings 
revealed that perceived behavioural control is significantly related to intention. The 
results also showed a positive relationship between antecedent of self-efficacy and 
perceived behavioural control, and thriving and perceived behavioural control. 
Management of SMEs should be responsive to the employee's potential to become 
innovative. This study also provides practical guidelines for managers to enhance 
employee's innovative behaviour by increasing the level of self-efficacy, thriving and 
perceived behavioural control towards innovative behaviour. This study provides 
useful information for researchers and entrepreneurs in realizing the importance of 
self-efficacy and thriving when employees’ experience perceived behavioural control 
towards the intention to engage in innovative behaviour.   
 
Keywords: Innovative behaviour, intention, self-efficacy, thriving, entrepreneurship, 

SMEs 
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Introduction 

Nowadays, organizations throughout the world have to deal with the challenge 

of drastic changes in technology and market liberalization (Omri, 2015). This 

challenge has raised a concern for Malaysian SMEs whereby their organizations 

need to have an innovative business strategy for them to compete effectively in 

global markets (Hakimian, Farid, Ismail & Nair, 2015). To be more prepared for the 

external challenges which are mostly beyond the control of SMEs, improving its 

internal strengths in terms of improving work processes is the way to go. Efficient 

and effective workers are important for the organization to sustain and compete 

globally. 

Some of the ways to have an efficient worker are through nurturing innovative 

work behaviour. The organization would be effective if the employees are 

innovatively for improving their work. After this, for SMEs to compete successfully, 

the firm needs to develop their employees' talents, skills and right behaviour (Che & 

Mat, 2010). Individual innovative behaviour is seen as one of the desired behaviours 

that contribute to the success of an organization (Jafri, 2010; Hakimian et al., 2015; 

Othman, 2016). 

One of the problems faced by Malaysian SMEs is related to the low productivity 

of employees (June 2011; Khalique et al., 2011). This problem also triggered the 

need to explore ways to improve employees' skills and behaviour that might 

contribute to increasing employee's productivity. One of the ways is to cultivate 

innovativeness among employees. Meanwhile, previous studies showed that 

innovative employees are reported to contribute more to organizational productivity 

and performance (Xerri & Brunetto, 2011; Xerri, 2013; Stock, 2015). Also, a previous 

study found that self-efficacy is associated with positive work engagement 

(Consiglio, Borgogni, Tecco and Schaufeli, 2016). Meanwhile, another study by 

Jaiswal and Dhar (2015) confirmed that thriving generates and motivates individuals 

to increase their performance level. These situations generate interest to examine 

the context of self-efficacy and thriving to enhance employee's perceived behavioural 

control on intention towards innovative behaviour. 

According to Van (1986), innovation includes the individual and organizational 

context of innovativeness. West and Farr (1989) further defined innovative behaviour 

as the intentional establishment of novel ideas, processes and products within an 

individual's work role or organization. The process of innovation is complete when 
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the ideas have been produced into something that can be seen or brings benefit to 

the person or organization. In the context of this study, innovative behaviour refers to 

the individual capability to become creative and innovative in their work. This is in 

line with the concept of individual innovation provided by Scott and Bruce (1994). 

Their model of individual innovative behaviour simplifies the concept into the process 

of searching for new ideas, generate creative ideas, promote the ideas and develop 

adequate plan to implement new ideas (Scott and Bruce, 1994). According to Omri 

(2015), innovation refers to both the intention and capacity of a person to innovate. 

Using it, intention plays an important role in explaining the innovative behaviour 

itself. Thus, this study aims to examine the employee's intention to display innovative 

behaviour by determining the factors of self-efficacy and thriving that influenced the 

perceived behavioural control of employees to innovate. 

 

 

Literature Review and Hypothesis Development 

Perceived Behavioral Control 

According to the Theory of Planned Behavior (TPB), perceived behavioural 

control is one of the determinants for intention (Ajzen, 2001). Referring to Ajzen's 

study (1991), perceived behavioural control is known as the individual's observation 

and perception with regards to the ability to perform a specific behaviour. A person is 

deemed to have power over the performance of the intended behaviour (Goepel & 

Hölzle, 2012) if he/she perceives the behaviour as easy to perform. In a study by 

Verbeke and Vackier (2005), it was reported that an individual's perceived 

behavioural control reflects the experience and increased facilitating condition for 

them to perform a given behaviour. In other words, perceived behavioural control 

reflects the perceived ability of a person to do their work successfully (Murugesan & 

Jayavelu, 2015).  

The employee's perception of how hard or easy to show innovativeness is 

determined by their perception and abilities towards innovativeness. Perceived 

behavioural control includes a situation whereby a person who perceived all 

necessary factors and having full control to display a specific behaviour is likely to 

form a strong intention (Hegner, Fenko and Teravest, 2017). This also includes a 

person who is equipped with sufficient resources and information to perform a 

particular behaviour (Husin &Rahman, 2016). Additionally, the perceived control of 



MALAYSIAN JOURNAL OF CONSUMER AND FAMILY ECONOMICS 

 

147 
 

employees covers the internal power factor and external observation of the difficulty 

factor (Hegner et al., 2017). This means that employees have the power and 

capacity to control their behaviour when they have the intention to display it. As 

such, employees who think they can control their innovative behaviour tend to work 

innovatively (Yuan & Woodman, 2010). 

The influence of perceived behavioural control on intention was supported in 

previous studies (Thoradeniya, Lee, Tan, & Ferreira, 2015; Hegner et al., 2017). For 

example, Thoradeniya et al., (2015) found a significant relationship between 

perceived behavioural control and intention to engage in sustainability reporting 

behaviour. Concerning previous findings, this study tends to extend the perceived 

behavioural control in the context of intention to display innovative behaviour. In 

other words, when employees perceive they can work innovatively, they tend to have 

a higher intention to display innovative behaviour. Thus, this study proposes that: 

 

H1: Perceived behavioural control is positively related to the intention of 

innovative behaviour. 

 

Self-Efficacy 

Self-efficacy was defined by Bandura (1997) as “a belief in connection with self-

evaluation of competence for completing a given task”. Discussion of self-efficacy 

was driven by social cognitive theory that was introduced by Bandura et al, (1961). In 

connection with the theory, self-efficacy is known as a cognitive belief to act 

confidently (Caldwell and Hayes, 2016). Empirical studies have reported that 

employees with self-efficacy enhance their abilities and later deliver good 

performance (Caldwell & Hayes, 2016; Liu, Cho, &Putra, 2017). With regards to this, 

self-efficacy reflects the individual perceived control over themselves and 

circumstances (Consiglio et al., 2016). Thus, a self-efficacious individual is seen to 

be more confident and able to deliver good performance in doing their work (Liu et 

al., 2017).  

A person who has high self-efficacy is also known as an individual who has 

high competencies (Spreitzer, 1995). Also, self-efficacy relates to a person's ability to 

acquire knowledge, skills, and abilities in decision making (Bandura, 1997). 

Therefore, self-efficacy is concerned with someone's faith in doing something where 

he/she can act under various situations (Carmeli & Schaubroeck, 2007) and perform 
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the activities with a skill (Spreitzer, 1995). Besides that, this kind of person will 

pursue his/her goal persistently and regulate effective efforts for him/her to achieve 

success (Consiglio et al, 2016). This means that a self-efficacious employee is very 

determined and enthusiastic in completing their work effectively. 

A person who perceives high self-efficacy tends to undertake challenging 

actions, such as engaging in innovative work behaviour and is also capable of 

tackling difficult tasks. Carmeli and Schaubroeck (2007) found that participants with 

the advanced stage of creative self-efficacy led participants to be involved in creative 

work. About that, it seems likely that the effect of self-efficacy should extend to 

innovative behaviour as both aspects of creativity and innovation have similar 

processes. On these bases, this study predicts that employees with greater self-

efficacy for innovative behaviour will have higher control over their intended 

behaviour. Thus, this study proposes that self-efficacy is significantly associated with 

perceived behavioural control. 

 

H2: Self-efficacy is positively related to perceived behavioural control. 

 

Thriving  

According to Carmeli and Spreitzer (2009), the dimension of thriving is derived 

from learning and vitality. Firstly, a learning person easily recognizes problems and 

manages to come up with new ideas. This learning process is consistent with 

innovative behaviour stages that include phases of recognizing and solving problems 

(Scott & Bruce, 1994). Moreover, employees see their capabilities to do new things 

and become creative in their task through the learning process and growing at work 

(Carmeli & Spreitzer, 2009). On the other hand, Strijk, Proper, van der Beek, and 

van Mechelen (2009) defined vitality as having a vigorous mood and being energetic. 

A person who possesses high energy and positive emotion is considered as a vital 

person. According to Carmeli and Spreitzer (2009), a person who has positive 

emotions tends to be more innovative in their work behaviour.  

Employees' engagement in innovative behaviour is often related to thriving. A 

thriving person is one who can engage in innovative behaviour as they are vital, 

enthusiastic, passionate and eager to learn new things to deliver better job outcomes 

(Carmeli & Spreitzer, 2009). Therefore, when employees thrive in their work, they 

know from their experience that they can control innovative behaviour performance. 
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This is because they can learn fast and are capable of their actions. Thus, the 

hypothesis is built up as follows: 

 

H3: There is a positive relationship between thriving and perceived behavioural 

control. 

 

Based on the above hypothesis, the research framework of this study was 

developed as in Figure 1.  

 

 

   

          

 

 

 

 

 

1. METHODOLOGY 

 

 

 

Figure 1: Research Framework 
 

Methodology 

This study used data collected through survey questionnaires. Questionnaires 

were mailed to employees working in Electrical and Electronic (E & E) SMEs listed in 

MATRADE. 382 of E & E SMEs situated in peninsular Malaysia were selected as the 

sample for this study because this kind of industry has expanded to become one of 

the main contributors to the country’s economy (Abdul, Ismail and Mustapha, 2013). 

The questionnaires were distributed to professional workers such as engineers, 

Human Resource officers, marketing officers and accountants working in several 

departments within E & E SMEs. Therefore, the technique of convenient sampling 

was employed in this study. For the firms located inaccessible locations, the 

questionnaire was delivered by hand via drop-in and collect method. Besides that, 

due to the low response of the respondent by using the first method, the online 

survey method was also employed for SMEs. The distributed questionnaire was 

written in English and also translated into Bahasa Melayu.  
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Measurement Scale 

The three items for perceived behavioural control were adapted from Ajzen 

(2001). The items were rephrased to match the context of innovative behaviour. 

Thus, the respondents were asked about how they perceive their ability to control 

their behaviour towards innovativeness. A sample item was "I am confident that I can 

behave innovatively at work (search for new technologies, processes, techniques 

and/or product ideas, and implement them to improve my work) if I want to." Each 

item was rated based on the 5-point Likert scale which ranged from 1 (strongly 

disagree), to 5 (strongly agree). A higher perceived behavioural control score 

signifies that the respondent has a high level of control in innovative behaviour. A 

lower perceived behavioural control score indicates that the respondent has lower 

control of innovative behaviour. 

Besides that, items for thriving were adapted from Carmeli and Spreitzer 

(2009). The items measure the learning and vitality dimensions accordingly. The 

respondents were asked about the level of their involvement in learning and vitality 

based on a five-point Likert scale ranging from 1 (not at all) to 5 (to a great extent). 

Meanwhile, the measurement scale by Carmeli and Schaubroeck (2007) and Chen, 

Gully and Eden (2001) were adapted to measure self-efficacy in this study. The 

items were rephrased to match the context of innovative behaviour. The response 

was based on a five-point Likert scale ranging from 1 (strongly disagree) to 5 

(strongly agree). 

The items in Ajzen and Fishbein (2010) study were adapted to measure 

intention on innovative behaviour. The items were rephrased to match the context of 

SMEs employees’ innovative behaviour. Those items of intention were developed by 

Ajzen and Fishbein (2010) based on planned behaviour theory and were adapted in 

this study to measure intention to undertake innovative activities in their daily work. 

The three items were rated on a five-point Likert scale in which 1 (strongly disagree) 

and 5 (strongly agree). 

 

Data Analysis 

By the end of the data collection process, 201 questionnaires were obtained 

and thereafter were used for analysis. The data obtained were analyzed using PLS-

SEM, whereby the measurement model and structural model assessment was used 

to test all hypotheses. This study applied PLS-SEM as it helped the researcher to 
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maximize the explained variance of the endogenous latent construct (Hair et al., 

2014). 

This study applied the reflective construct based on the path of causality as 

commencing from the construct to the indicators (Jarvis et al., 2003). Model 

validation was carried out consecutively to determine that the measurement and 

structural model was fit for empirical work (Urbach & Ahlemann, 2010). PLS 

technique covers both measurement and structural model assessment 

simultaneously. After measurement analysis, a structural model assessment was 

used to examine the relationships between constructs. 

 

Results 

Respondent Profile 

The profiles of respondents were provided in the given Table 1. Majority of 

respondents were in the 30–40 years age group. Male respondents represented 

65% of the sample. Besides that, the largest groups of respondents were Malay who 

consisted of 63.2%. The respondents of this survey consisted of professional 

knowledge workers in which the majority of the respondents were engineers (63 %). 

Meanwhile, most of the respondents had working experience of more than five 

years. Lastly, the majority of the respondents held senior executive positions, which 

consisted of 40.8%. 

 

Measurement Model Analysis 

Reflective measurement analysis was conducted to assess the consistency 

reliability, convergent validity and discriminant validity. The measurement model of 

this study is presented in Table 2. The composite reliability with higher value 

determines the internal consistency reliability. According to Hair et al., (2013), value 

for composite reliability should be greater than 0.60. Referring to Table 2, the 

composite reliability of all measures in this study was above the value of 0.60. 

Meanwhile, outer loadings of the indicators determine the convergent validity. 

Indicators with outer loading value greater than 0.60 were retained and those with 

values less than 0.40 were removed automatically. This process will lead to an 

increase in the value of composite reliability. On the part of the Average Variance 

Extracted (AVE), the accepted value for AVE is greater than 0.50. Concerning Table 

2, the convergent validity of this study was confirmed to satisfy the requirement for 
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reflective measurement model. Lastly, the discriminant validity is determined by the 

square root of AVE which should be greater than 0.50 and the results reveal that the 

value of AVE for all constructs is greater than 0.50. 

 

Table 1: Respondent’s Profile 

 Frequency Percentage 

Occupation Engineer 127 63.2 
Marketing Officer 25 12.4 
HR Officer 21 10.4 
Finance/Accountant 28 13.9 

Years <1 24 11.9 
1-5 68 33.8 
6-10 63 31.3 
>10 46 22.9 

Position Non-executive 8 4.0 
Junior Executive 79 39.3 
Senior Executive 82 40.8 
Manager 28 13.9 
Senior Manager 4 2.0 

Age  <30 73 36.3 
  31-40 89 44.3 
  > 41 39 19.4 
Gender  Male  130 64.7 
  Female 71 35.3 
Race  Malay 127 63.2 
  Chinese 58 28.9 
  Indian 15 7.5 
  Others 1 .5 
  Total 201 100.0 

 
 

Table 2: Results of Reflective Measurement Model: Outer loadings, Composite 
Reliability and AVE 

Construct 

 

Indicators Outer Loadings AVE Composite 

Reliability 

 

1. Self-efficacy SEFF1 0.758 0.511 0.862 

 SEFF2 0.751   

 SEFF3 0.655   

 SEFF4 0.763   

 SEFF5 0.662   

 SEFF6 0.693   

2. Thriving THRIV2 0.681 0.500 0.873 

 THRIV4 0.770   

 THRIV5 0.757   

 THRIV6 0.669   

 THRIV7 0.730   
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 THRIV9 0.670   

 THRIV11 0.640   

3. Perceived 

Behavioral Control 

PBC1 

0.900 

0.699 0.822 

 PBC3 0.767   

4. Intention INT1 0.776 0.585 0.809 

 INT2 0.738   

 INT3 0.781   

 

 

Structural Model Analysis 

The analysis of the structural model was used to test if the underlying theory or 

concept of the path model proposed in the earlier stage of this study is supported by 

data. Collinearity assessment was conducted and the results showed that Variance 

Inflation Factor (VIF) values of perceived behavioural control (1.21), self-efficacy and 

thriving (1.43) were less than 5. This shows that the issue of multicollinearity does 

not exist in the data. Next, the path coefficient assessment was conducted. All of the 

hypotheses were found to have results of t-value >1.725 and p-value < 0.05 level of 

significance. The results are presented in Table 3.  

 

Table 3: Path Coefficient Assessment 

 

 

Hypothesis 
 

Relationship 
 

Path 
Coefficient 
 

Standard 
Error 
 

T-
values 
(one-
tailed) 
 

P 
Values 
 

Result 
 

H1 

perceived 
behavioural 
control -> 
intention 0.439 0.069 6.367 0.000 Significant 

 
H2 

self efficacy -
> perceived 
behavioural 
control 0.494 0.088 5.621 0.000 Significant 

H3 

 
thriving -> 
perceived 
behavioural 
control 0.201 0.069 2.913 0.004 Significant 
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After this, the coefficient determination (R2) was used to evaluate the structural 

model. R2 values range from 0 to 1 in which the closer the value is to 1, the higher 

the level of predictive accuracy. The result of the test is given in Table 4. Referring to 

the result of the coefficient determination (R2), the value of R2for perceived 

behavioural control signifies a substantial result in which self-efficacy and thriving 

contribute 39.3% of the variance for perceived behavioural control. This means that 

self-efficacy and thriving could explain the perceived behavioural control of 

employees on their intention to engage in innovative behaviour. 

 

Table 4: Coefficient of Determination (R2) 

Construct 
Coefficient of Determination 
R2 Explanatory Power 

Perceived behavioural 
control 0.393 Substantial 

Note: R2 score interpretation (0.26 substantial- 0.13 moderate- 0.02 weak) (Cohen, 
1989) 
 

Based on the evaluation of path analysis using structural model assessment, 

the relationship between the construct of self-efficacy, thriving, perceived 

behavioural control and intention was examined. The hypotheses were tested by 

evaluating the path coefficient in the structural model assessment. The results of 

path-coefficients (see Table 3) supported the findings of this study which are H1: 

Perceived behavioural control is positively related to intention on innovative 

behaviour, H2: Self-efficacy is positively related to perceived behavioural control and 

H3: There is a positive relationship between thriving and perceived behavioural 

control. 

 

Discussion 

The research findings showed the positive association between perceived 

behavioural control and intention which suggest that employees' intention to display 

innovative behaviour is likely influenced by their perceived control over that particular 

behaviour. This finding is in line with the literature, suggesting the importance of 

perceived behavioural control to influence the intention (Thoradeniya et al., 2015; 

Kim and James, 2016; Hegner et al., 2017). It indicates that the employees who can 

control the behaviour raised the overall intention to display innovative behaviour. 

This study managed to show that employees who perceived behavioural control 

have strong intention to perform innovative behaviour. This is because they have 
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belief in their capacities in which they are being equipped with the necessary skills 

and abilities to perform the intended innovative behaviour. 

As perceived behavioural control was found to be an important determinant for 

intention, this research, additionally, investigated the influence of self-efficacy and 

thriving on employees' perceived behavioural control over innovativeness. For both 

factors, positive relationship between self-efficacy and perceived behavioural control, 

and positive relationship between thriving and perceived behavioural control was 

found, thus confirming that employees with high self-efficacy and thriving are more 

perceived over their intention to engage in innovative behaviour. This is in line with 

the previous study by Liu et al., (2016) who showed that self-efficacy increased 

employee's work control. A study by Jaiswal and Dhar (2015) also reported that 

thriving helps the individual to steer their work for better performance. Thus, self-

efficacy and thriving may accelerate employee's perceived behavioural control to 

become innovative and they may have better tools to be successful in doing their 

work too. 

As we can see, responses from the employees participating in the current study 

suggested that innovative behavioural intention of the employee was driven by 

perceived behavioural control of employees. On this ground, SMEs may identify 

potential employees through individual assessments based on characteristics like 

self-efficacy and thriving. The assessment results may be used by management to 

assign employees to work in areas where innovation is part of the job scope. Proper 

assignment of work areas may lead to improve cooperation and job satisfaction 

among employees, which might increase organizational performance (Omri, 2015). 

The current study findings showed that workers are prone to be innovative if they 

have positive values of self-efficacy and thriving. It is apparent that this study 

benefits practitioner, specifically the E & E SMEs, in designing the employee's 

assessment procedure by focusing on these traits. 

This study has shown the application of perceived behavioural control in the 

context of the Theory of Planned Behavior. Thus, understanding factors leading to 

innovative behaviour using one of the variables in the Theory of Planned Behavior 

contributes to innovative behaviour literature.  
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Implications for Management 

The important implications of these findings for the management of SMEs are 

that self-efficacy, thriving and perceived behavioural control are essential for 

understanding the employee's intention to display innovative behaviour. Enhancing 

and increasing employees' level of self-efficacy, thriving and perceived behavioural 

control is a beneficial strategy for the reason that these employees could contribute 

more to SMEs. Indeed, previous researches showed that innovative employees will 

lead to a firm gaining its market competitiveness, performance and productivity 

(Carmeli et al., 2006; Xerri, 2013; Yuan et al., 2010). By this, management should 

enhance and encourage their employees to increase self-efficacy, thriving and 

perceived behavioural control to perform the innovative behaviour. As mentioned by 

Husin and Rahman (2014), employees are likely to engage in a particular behaviour 

if they believed that they have full resources and confidence to perform that intended 

behaviour. Therefore, employees should be equipped with the necessary resources 

and information to initiate innovative behaviour. 

This study proposes a few steps to promote the development of innovative 

employees. SMEs may wish to consider establishing a team-building program to 

improve an individual's confidence in being innovative. From the study finding, it can 

be seen that self-efficacy positively impacted employees perceived behavioural 

control and subsequently the intention of the employee to work innovatively. 

Therefore, the program developed by the management must have a specific 

emphasis on developing innovative skills so that their self-efficacy and confidence 

may increase. Skills related to innovation are communication, analytical and 

research skills, learning skills and leadership skills (Carmeli et. al., 2006). By 

increasing the employees' skills and abilities will likely to result in a higher level of 

innovative behaviour work engagement. 

Besides that, organizations may provide a learning environment that can 

enhance employees' creativity and innovativeness. The finding of the current study 

revealed that thriving is one of the important antecedents of intention to display 

innovativeness. Therefore, vitality and learning process play important roles in 

helping the employee to accumulate experiences and skills that result in innovative 

behaviour. Moreover, when the employees are given opportunities to learn, they are 

in the process of developing new ideas. Also, managers could also support and 

implement vicarious learning in the organization. Vicarious learning is known as 
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information, experiences and behavioural strategies that are shared between 

supervisor and employees (Consiglio et al., 2016). As such, the supervisor could 

provide support and encourage the employees to become innovative by giving 

positive feedback and sharing their experiences on how to be innovative at work. In 

terms of vitality, the supervisor could also encourage and give support to the 

employees by boosting their energy and make them feel more alive at work (Jaiswal 

and Dhar, 2015). Given that, the employees will be more passionate to display 

innovative behaviour. By applying the above steps, the management (E & E SMEs) 

can nurture thriving in employees work behavior by giving them a manageable 

amount of workload and plenty of personal space for learning. Overall, Malaysian 

SMEs especially the E & E SMEs can tap the full potential of their employees to 

become innovative to attain better firm performance. 

 

Limitation and Future Research 

Research on innovative behaviour of employees is emerging from time to time, 

which implies several issues remain uncovered and some issues need further 

improvement to be addressed. A limitation of this study is that it did not consider 

other types of external factors that may affect employees' intention to display 

innovative behaviour. Thus, a future researcher could enhance the model of SMEs 

employees' innovative behaviour by considering other external factors, such as 

social effects and environmental factor. The finding of this study should also be 

extended to a more specific target group of employees. Furthermore, the respondent 

of this study covered all professional workers working in E & E SMEs. It would be 

therefore more interesting if the targeted respondent is referred to a specific job or 

position. After this, the finding could be validated by comparing it with different types 

of SMEs workers. 

 

Conclusion 

Finding of this study provides insight into understanding the influence of self-

efficacy, thriving and perceived behavioural control on an intention to behave 

innovatively. This study showed a significant influence of self-efficacy and thriving on 

perceived behavioural control and also confirmed a significant relationship between 

perceived behavioural control and intention on innovative behaviour. As such, 

employees with high self-efficacy and thriving in the organization have higher 
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perceived control and are more likely to display innovative behaviour. In other words, 

hiring employees with high self-efficacy and thriving may see high innovative 

behaviour practices in firms which at the same time could help increase firm 

productivity. In particular, the extent to which employees perceive their control over 

innovative behaviour will give a positive force on their intention as well as behaviour. 
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