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Abstract 

Innovative leaders are crucial in the 21st century. In order to effectively manage the rising demands for 

innovation in many aspects of business organisations, innovative leaders must exhibit multiple skills 

and styles, particularly in promoting creativity and innovation. This paper critically analyses past liter-

ature on the skills and styles of innovative women leaders. Studies in this direction suggest that the 

boardroom presence of women leads to more innovative performance. Innovative women leaders play 

a crucial part in closing a significant gap between a stated desire for innovation and capabilities in order 

to optimise organisational innovativeness to attain business sustainability. Innovative women leaders 

will bring different perspectives, skills, and innovative ideas to the table, but the combination of these 

three will help create new perspectives that will lead to better decision-making for the business as a 

whole. Moreover, an innovative woman leader can bring out the best abilities in team members and 

motivate them to work together to achieve a shared innovative opportunity by identifying the appropri-

ate skills and style. For this reason, the paper provides a holistic framework that conceptualises the six 

main variables as the skills and style in shaping innovative women leaders. This will provide new in-

sights for organisations and an edge to utilise innovative women's leaders' resources in penetrating 

markets faster and provide a better connection to developing markets. Clearly, it could also investigate 

emerging opportunities and unleash human capital potential, resulting in more innovative female lead-

ers and a greater impact on innovation. 
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Introduction 

The world was presently amidst a technological transformation that would 

fundamentally change the way we lived and worked. Malaysia, one of the 

leading economies in Southern Asia, was a middle-income country that had 

unfailingly shown robust growth. Despite the fact that the current government 

had led the country's progress, Malaysia’s economy had been and was pro-

gressively opening up and fast developing towards innovation and technol-

ogy. Modern economies revolve around innovation. Innovation is a powerful 

tool for development and tackling social and global concerns in emerging 

economies (Bouzari et al., 2021). Malaysia relies heavily on innovation. It 

gives organisations an advantage in tighter market penetration and provides a 

better relationship to develop, which could lead to larger prospects. The def-

inition of innovation has piqued the interest of both researchers and various 

industrialists, as there is no universally accepted definition of innovation. 

There were various definitions of innovation, but it was broadly defined to 

include a variety of types, such as new products or services, new process tech-

nologies, new organisational structures or administrative systems, and new 

plans or programmes pertaining to organisational members (Damanpour, 

1996; Dana et al., 2021).  

A recent study on innovation identified it as a significant obstacle for 

leading company growth. Innovation could not thrive at any organisational 

level in the absence of fully present leadership or the ability to lead individu-

als. Finding and retaining the appropriate people was a critical component of 

implementing innovation. It expects people to be open to new ideas and to 

share their knowledge. Innovation occurs on many levels, and as a result, the 

skill of a leader has been suggested to be the most essential aspect influencing 
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innovation (Gumusluoglu and Ilsev, 2009). In order for organisations to adapt 

to new changes, the need for innovation has resulted in a new focus on the 

role of leaders in modelling the nature and completion of creative activities 

(Mumford and Licuanan, 2004). This refers to leaders creating or implement-

ing innovative approaches in order to introduce new thinking and various ac-

tivities to how they guide, manage, and carry out the task.  

According to David Gliddon (2006), innovation leadership is a com-

bination of philosophy and practise that uses various leadership styles to in-

fluence employees to develop creative ideas, products, or services. In the 

practise of innovation leadership, the role of the innovative leader was critical 

(Hosseini et al., 2022). An innovative leadership philosophy emerged in the 

early twentieth century and has since gained recognition as a new manage-

ment thought used by leaders at work. However, some organisations believed 

that traditional leadership methods were even more effective (Dana et al., 

2022 a, b). Yet, transitioning from traditional to innovative ways has rapidly 

become a requirement, especially when innovative leadership is the new 

adaptable way and it blends many traditional leadership styles with modern 

human, professional, organisational, and interactive twists (Campbell, 2012).  

The concept of an innovative leader is especially relevant in organi-

sations that must constantly innovate. In particular, in Malaysia, leadership in 

a multicultural setting necessitates adopting new attitudes and behaviours, 

while Heffernan (2002) claims that the future of business is dependent on 

women. According to Nicolai Foss and Jacob Lyngsie of Southern Denmark 

University, firms that wish to be more innovative should increase the number 

of women in leadership roles. Based on a survey of 400 Danish firms along 

with national data from Denmark’s labour market, a positive relationship was 



Chellappan, Y., & Muthuveloo, R. 2022. Shaping the Skills and Styles of Future Innovative Women 

Leaders 

180 

 

found between the proportion of women in top management teams and inno-

vation (Jones, 2019). As a result, in order to build an environment for inno-

vation within organisations, innovative processes, methods, and thinking that 

are crucial for organisational health and future viability, we must include the 

current rising workforce of women leaders (Hameed et al., 2021;Pereira et 

al., 2021). 

As per Idris (2009), Malaysian women entrepreneurs have superior 

inventive aptitude, as evidenced by their openness to new ideas when com-

pared to men, and they use their leadership styles to meet innovative difficul-

ties. Also from Santos et al., (2019), female leaders are more open to new 

experiences through new ideas, people, and networks, which benefits their 

company innovations. As a result, gender diversity continues to rise in board-

rooms worldwide, including in Malaysia, and it is clear that the growing num-

ber of women on boards is a target specified in our policy makers’ agendas. 

This is supported by Malaysian government policies requiring 30% female 

representation on corporate boards, which should be used and enforced on an 

ongoing basis to reap the benefits of having a male and female board compo-

sition. Hence, this paper will establish the top-management women’s teams 

(TMTs) on boards as the sample selections. Furthermore, the capacity of an 

organisation to achieve its objectives is not exclusively dependent on the will-

power of a single outstanding leader, or even on the efficiency of its chain of 

command.  

The theory of an innovative leader was linked to the leader's skills and 

traits. Muthuveloo and Teoh (2020), in their I-TOP Strategic Agility model, 

give position for People-Human Capital Development, which in this context 

refers to the different types of characters and personalities that individuals 
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possess. Transformers are employees (top executives) who have high aware-

ness, high agility, and novelty. This supported by Chemmanur et al., (2015) 

expressing that the effect of management team quality on innovative output 

will be stronger for firms facing financial constraints and for firms in com-

petitive industries (Ebrahimi et al., 2021; Salamzadeh et al., 2019, 2021; Ka-

wamorita et al., 2022). The goal of the human capital strategy is to transform 

human resources into more tangible assets, as well as to plan and match the 

organisation's employees to the firm's strategic goals (Koednok, 2011). As a 

response, top executives must have a varied set of skills and the capacity to 

select the best strategy at the right moment from a range of options, including 

low-cost leadership, innovative orientation, diversification strategy, manufac-

turing, and private brand development (Lin, Chang, and Dang, 2015). Since 

then, previous studies have demonstrated that the influence that gender diver-

sity may have on board tasks and on strategic decisions is complex due to the 

factors surrounding the effects of gender diversity (Eagly, 2016). This paper 

tries to explain why the skills and styles of an innovative woman leader might 

be a viable alternative to a contemporary leader for unravelling innovation 

effectively. This would be the measurement for the government, organisa-

tions, and industries to envision the future trends of business, technology, and 

society. Clearly, it could also investigate emerging opportunities to unleash 

human capital potential, develop more innovative female leaders, and in-

crease the impact of innovation.  

In the background of this paper, independent variables which have 

relevance to shaping the future innovative women leaders observed are vi-

sionary, critical thinking, communication skills, emotional intelligence, trans-
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formational and transactional styles, while moderating roles such as self-effi-

cacy and personal initiative. Examining the theoretical framework of this 

study would provide theoretical evidence and assist individuals, primarily 

women leaders, and organisations in both the manufacturing and service sec-

tors in better understanding the overall dynamics of innovation in the Malay-

sian context. 

 

Problem Statement 

Innovative leader is getting more prevalent as change has become the 

norm today and requires openness to continuous innovation. As an innovative 

leader, it is imperative to figure out how to adopt the unique skills that would 

set a team in order to create an environment for creativity, freedom, and in-

novation.  In Malaysia, many organisations still fail to unleash their most val-

uable resources: human creativity, imagination, and original thinking. They 

lack a systematic approach to foster a culture of innovation. As a result, poor 

strategic planning, insufficient organisational infrastructure or development, 

and a failure to adopt emerging technologies may force us to embrace uncer-

tainty and make measuring returns on investment more difficult. Based on a 

survey done by the World Economic Forum (WEF), Executive Opinion Sur-

vey 2017-2018, an inadequately educated workforce, business sophistication, 

which is the quality of individual firms’ operations or strategies, and insuffi-

cient capacity to innovate are a few of the problematic factors in succeeding 

businesses in Malaysia (Royce Tan, 2019).  

The outcomes of local and global surveys clearly show that women 

are still being side-lined in this standpoint as the systems, structures, prac-

tices, and thinking of society are prone towards patriarchal beliefs, which will 



Journal of Entrepreneurship, Business, and Economics, 2022, 10(1), 177–211 

 

183 

 

not benefit and promote the nation’s prosperity (Salamzadeh & Ramadani, 

2021; Salamzadeh & Dana, 2021). In a year 2015 survey, the shortage in fe-

male economic roles and involvement in the business sector in Malaysia was 

reflected. At that time, less than 14% (percent) of all board members were 

female. This explains these statistics, which show the expectations placed on 

women to carry out the traditional role of caregiver in the family. Many or-

ganisations globally are ready to start leveraging an opportunity of a diverse 

workforce begin by implementing and  re-assessing woman as a leader initi-

atives. This includes in Malaysia in past, committed to driving towards ex-

panding women’s participation in the labour market to 57% by 2020.  

A number of studies have found positive feedback on gender diversity 

policy implemented in the country. Among others, Ariff et al., (2017) re-

vealed positive association between gender diversity and innovation perfor-

mance. In spite of these policies and regulations being structured based on the 

literature findings, only a few studies have been carried out related to the sub-

ject of innovation, in particular expressing the experiences of women leaders 

in Malaysia’s context. During the panel discussion, the Institute of Corporate 

Directors Malaysia (ICDM) director and 30% Club Malaysia mentor, Datuk 

Seri Ahmad Johan Mohammad Raslan, said the board of directors and the 

human resources (HR) department must work hand-in-hand to drive and push 

women to step up the corporate ladder. Current talent management practises 

do not address how to holistically cultivate a new crop of talents or how to 

manage talent displacement to replace unproductive or untrainable skills for 

future business demands (Radovic Markovic et al., 2013; Palanisamy et al., 

2021).With the reference provided, we are able to understand the critical role 

women in leadership positions play in driving better business performance 
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and building stronger corporate governance. Therefore, in line with the gov-

ernment’s policy to increase the representation of women in leadership, the 

support and training will help innovative women leaders take ownership of 

greater responsibility and make a difference within their organisations.  

What this paper tries to explore and identify the relevant skills and 

styles that shape innovative women leaders, since from an organisational per-

spective, the leader’s responsibility may be seen as a hierarchy process in 

which the leader acts as an initiator, creating and improving the conditions 

for the team to apply their capacities in delivering creative innovation results 

(Shalley and Gilson, 2004). Henceforth, realising the relationship between in-

novative women leaders and their relevant  skills and styles could offer prac-

tical insights for organisation management for two reasons. Primarily, man-

agement would be able to optimise policy-making processes as they concern 

a new output line, in particular, organisations that would like to shape or adopt 

and support the government’s current strategies to empower women in the 

workforce. Secondly, this may assist in allocating resources further effec-

tively. 

 

Research Gap 

According to Merican (2017) in his article, Malaysia is not yet fully 

leveraging the strength of its natural diversity. Especially as Malaysia shifts 

from resource-based and lower-end manufacturing to higher value-added ser-

vices, it becomes more critical for us to embrace diversity as different per-

spectives spur creativity and innovation. Ab Rahman and Ismail (2018) stated 

that in Malaysia, to achieve these focuses, the public sector faces a few chal-



Journal of Entrepreneurship, Business, and Economics, 2022, 10(1), 177–211 

 

185 

 

lenges that affect the management of innovation, which include a lack of lead-

ership skills and a poor innovative culture to stimulate innovation. To cope 

with this, innovation leaders should combine strategies and skills to imple-

ment change within an organisation (Lazarova, 2014). It is also about nurtur-

ing their skills and abilities to produce efficient results. This is exhibited in 

Pagaura (2020) framework model, where innovation leadership is vital in at-

taining the mission and vision of the institution. Although there are various 

initiatives conducted to enhance management innovation, the innovative per-

formance is still less than satisfactory.  

Based on the Detouillon and Thiollière (2011) framework, it is essen-

tial to add skills to traits in order to have a complete vision of leaders’ char-

acteristics. They identified communication and relationship skills, the ability 

to identify new opportunities and solve problems, managerial skills, and vi-

sion skills as necessary.  The first gap that this research would fill, according 

to the preceding, is emphasising the importance of each skill and style pro-

posed for being a successful innovative woman leader. Clearly, the study can 

acknowledge the novel findings of a new theory model by investigating the 

extent to which these influence innovative women leaders in Malaysia as a 

result of a lack of knowledge about innovative leader complexity and its skills 

and styles. Following on from the previous research, the final gap that this 

research will fill is the practical contribution, which is the participation of 

women at leadership and policy-making levels in Malaysia.  

Furthermore, prior research on innovative leaders has primarily used 

mixed methods or has been solely qualitative, and has been primarily focused 

on Western countries. As such, this study is quantitative in nature, whereby 
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the data will be collected from a sample of women leaders. The scope is nar-

rowed down only among top management women leaders in Malaysia, and 

they would be a perfect representative for the research on women’s leader-

ship. Testing theoretical propositions in the current period is essential when 

being innovative means harnessing creative ability. This is a necessity in Ma-

laysia as it may serve its purpose in any organisation’s basis for a possible 

agenda to be incorporated into the regular strategic planning. And this is sup-

ported by Pagaura’s (2020) stating that the innovative leadership styles that 

are applied within an organisation will result in many innovations within a 

short time. 

 

Literature Review 

The study of key variables of this research are presented in the fol-

lowing sections.  

 

Innovative Women Leaders 

The study on innovation subject shows its magnitude on businesses 

and at the same time, it’s survival and growth by moving forward with inno-

vation in today’s technologically revolutionised world. In order to embrace 

an innovative mindset, it starts at the top of the hierarchy hence leaders are 

accountable to assemble teams where each employee learns to apply the 

changes that exist in one another for their own success and that of the organ-

isation. Leader is an individual that able to spearhead and direct a group of 

people in order to achieve certain goals (Nejad and Rowe, 2009). Over the 

period, the perception of heroic individuals as the best figure of a leader, 

evolved into today’s concept of leadership (Pearce, Manz and Sims, 2009).  
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An effective leader is primary for an organisation ability to be creative 

and innovative due to the constantly develop and evolve; thus leaders need to 

be proactive, forward-thinking individuals (Sohmen, 2015).  This study con-

centrates on innovative women leaders due to its nature, which encourages 

the creation of individual innovativeness at every level of an organisation. 

Assuming that, Denti and Hemlin (2012) confirmed that there are substantial 

indications that leadership is vital for innovation management. Kozioł-

Nadolna (2020), stated a relatively new category is innovative leadership. She 

aimed to reflect on leadership and its contribution to stimulating innovation.  

In the embraced concept, Zhu, Yang and Yang (2016) defined inno-

vative leadership as a process of social impact through which leaders by 

means of innovative personal qualities, shaping the role of innovation and 

building innovative creative teams affect individual and team-based innova-

tion in the workplace and the entire organisation.  Furthermore, technology-

based businesses require leaders who can maximise their companies’ re-

sources and capital in order to continually innovate and adapt to their envi-

ronment’s quick and discontinuous changes (Makri and Terri, 2010). Top 

managers’ human talents are important in establishing innovative success.  In 

other words, when the management team is more balanced in terms of men 

and women, managerial competencies have a higher impact on both product 

and process innovation (Ruiz-Jiménez and Fuentes-Fuentes, 2016).  

Torchia et al., (2011) found that a top management team with at least 

three women (the size of the minority group) is more varied and has more 

interaction than homogeneous groups, allowing for higher-quality decision 

making and the production of more creative, innovative solutions. Firms with 

a gender-diverse board of directors had more patents, more original patents, 
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and a greater rate of innovative efficiency. (Griffin, Li and Xu, 2020). Women 

on top management teams, according to Ruigrok et al., (2007), offer not just 

distinct views, talents, and expertise, but also various values, norms, and un-

derstandings that are crucial to enhancing the team’s functioning and the or-

ganisation’s results. The findings of a recent study by Rangel et al., (2020) 

examined innovation across a broader range of companies across a variety of 

industries in Malaysia and showed that board heterogeneity can help firms 

innovate more effectively. However, based on the picture presented, it is clear 

that the perspective on innovative female leaders is still relatively new, but it 

is widely recognised for its value.  

Based on the foregoing, we can expect the search for and allocation 

of resources that influence innovation to be performed with the contribution 

of new perspectives, knowledge, values, and socialisation experiences that 

are less present in more homogeneous groups in situations where the top man-

agement team is more diverse. 

 

Skills and Styles 

In terms of ideas, creativity, styles, and inventions, a diverse group of 

individuals delivers a variety of challenges and advantages to the workplace. 

In today’s multicultural workplace, leaders must be prepared with the appro-

priate leadership skills. International organisations insist on cross-cultural 

managers with adequate leadership skills and styles to inspire and influence 

diverse employees, as well as a strategic vision of organisational innovation. 

Punnett (2004) asserted that different leadership styles and management ap-

proaches must be used based on the dynamics and conditions of the organi-

sation.  
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The literature on gender, which argues that women have different 

management styles than men, reveals that gender diversity in senior manage-

ment teams can increase the link between management capabilities and inno-

vation performance by providing diverse work styles, talents, points of view, 

and experiences (Ruiz-Jiménez and Fuentes-Fuentes, 2016; Soleimani et al., 

2022). According to a recent study, having similar director skill sets correlates 

to higher business performance (Adams et al., 2018). The findings on experi-

ence heterogeneity also imply that boards should be formed according to the 

necessary skill sets and expertise in business. Simplifying the search for di-

rectors with the relevant skill sets and experience particular to the firm’s sec-

tor would result in minimal R&D cost savings (Rangel et al., 2020). Through 

a random sampling of studies conducted on innovative leaders from 2010 to 

2020, a total of 50 published papers were identified from the research data-

base as a means of determining possible skills and styles of innovative women 

leaders. In this case, six independent variables have been identified, which 

are: visionary, critical thinking, communication skills, emotional intelligence, 

transformational style, and transactional style.  

 

Visionary 

Visionary leadership has been defined as the communication of an 

image of a future for a collective with the intention to persuade others to con-

tribute to the realisation of that future (Knippenberg and Stam, 2014). Mas-

careño, Rietzschel and Wisse (2020), highlighted that visionary leaders paint 

an image of the future with the intention to persuade others to contribute to 

the realisation of that specific future. A visionary leader guarantees that the 

organisation has a desired future. He or she is a dreamer, which indicates that 
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their primary purpose is to create attainable objectives. They instil enthusiasm 

in the workplace and use an innovative and creative approach (Otieno, 2020). 

Hence developing innovative women leaders capacity to lead change may be 

even more critical as women are often selected to lead in turnaround and high 

risk situation. 

 

Critical Thinking 

Critical thinking sits atop the World Economic Forum’s top ten list of 

skills workers recently (Whiting, 2020). From the year 2020 onwards, the 

Fourth Industrial Revolution has produced advanced robotics and autono-

mous transport, artificial intelligence and machine learning, advanced mate-

rials, biotechnology and genomics (Alex Gray, 2016). In the year 2018, 

Peñalver, Mas and Fleta further investigated and further took a literature re-

view as a point of departure, aimed at the identification of the behavioural 

indicators of innovators at the workplace, and one of their classification were 

thinking differently, analysing and identifying, globalising, evaluating and 

foreseeing. Thinking innovatively as an individual isn’t adequate, rather, a 

leader’s component is how the innovative thinking scales up from the corpo-

rate ladder to become a reality to an actual idea. Critical thinkers are generally 

an active communicators (Ay, Karakaya and Yilmaz, 2015). At present, com-

plex businesses required innovative leaders in every level allowing for soft 

skills, critical thinking to be functional throughout the organisation. An effec-

tive innovative leader should know how to think critically.  
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Communication Skills 

In today’s enthusiastic and constantly evolving world, we bank heav-

ily on sharing information through emerging technology, resulting in greater 

importance being placed on developing good communication skills. In the 

year 2018, Weman and Kantanen examined different dimensions of leader-

ship communication that promote creativity and innovativeness and suggest 

that to promote organisational innovativeness, all four dimensions: cognitive, 

affective, conative, and social must be taken into account. Furthermore, 

Dunne, Aaron, McDowell, Urban, and Geho (2016) examine the impact of 

the individual entrepreneur on fostering new product innovation within firms. 

Specifically, they found evidence to support the idea that small business lead-

ers who are inspirational, who negotiate competitively, and who lead effica-

cious organisations establish environments that are more likely to yield new 

product innovations. Luo, Song, Gebert, and Feng (2016) explored the struc-

ture of a leader’s communication style in the context of organisational change. 

In doing so, the authors intended to shed more light on how leaders can ef-

fectively communicate change projects to their subordinates, which is viewed 

as the key to implementing change initiatives. Emotional intelligence is an 

interpersonal and is a relatively new construct, but its force on how we work 

will be significant moving forward. Current literature finds women have 

higher emotional intelligence ability than men based on common ability tests 

such as MSCEIT and the newer Test of Emotional Intelligence (Cabello et 

al., 2016). 
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Emotional Intelligence 

Tsakalerou (2016) indicated that emotional intelligence improves 

team interactions, facilitates the management of intellectual capital and does 

indeed affect innovation performance. Apart from this, Jenkin et al., (2020) 

stated that rising rates of loneliness, depression, and mental health concerns 

represent an opportunity for companies and leaders to embrace emotional in-

telligence in order to re-engage people at work and in life. This is further 

adopted by Shojaei and Siuki (2014), whose results indicate that there was a 

positive and significant relationship between emotional intelligence and its 

components with the innovative work behaviour of managers. Khalili (2016), 

in his paper, investigated whether leaders’ emotional intelligence competen-

cies may enhance and nurture employees’ creative performance and innova-

tive behaviour. Findings indicated that leaders’ emotional intelligence com-

petencies positively and significantly affect employees’ creative performance 

and innovative behaviour in all three nations. 

 

Transformational Style 

Female directors bring unique perspectives, experiences, and working 

styles that are different from their male counterparts (Daily and Dalton, 2003; 

Huse and Solberg, 2006). In the present study, transformational style has been 

identified as one of the variables in shaping innovative women leaders. A 

leader with a transformational style is able to inspire followers and does so 

by focusing on a vision that is competent to change the structures around the 

organisation. In the year 2017, Kakkuri conducted research to determine the 

appropriateness of transformational leadership in leading creative and inno-
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vative individuals. Kakkuri’s results indicated that transformational leader-

ship is an appropriate style for the leadership of creative people. In particular, 

intellectual stimulation and inspirational motivation should be applied when 

leading creative individuals and innovators. Innovative leaders with a trans-

formational style must recognise the importance of vision and of working 

with subordinates in order to deliver success. This is supported by Harbi, 

Alarifi and Mosbah (2019), in their study, a significant positive relationship 

was found between followers’ creativity and organisational innovation. They 

emphasised that organisations must have leadership qualities in order to nur-

ture the growth of transformational leaders.  

 

Transactional Style 

When it comes to traditional kinds of leadership, one of the most fa-

miliar approaches used recently is known as transactional leadership. Yanxia, 

Estifo and Raza (2018), stated that transactional leadership is based on tradi-

tional, bureaucratic authority and legitimacy, where followers lead to positive 

work outcomes like innovative work behaviour when they act according to 

the leader’s wishes. Prasad and Junni (2016) indicated that chief executive 

officer transactional leadership behaviours positively influence organisa-

tional innovation. They argued that past researchers have put forward that 

transactional leadership may decrease the ability and motivation of organisa-

tional members to put forward new ideas (Bass et al., 2003), which could 

impede the introduction of new organisational structures, processes, and prac-

tices. Chief executive officer of start-ups and entrepreneurial companies may 

find it helpful to know that their transformational and transactional leadership 

capabilities can indeed motivate their managers to work innovatively (Kang, 
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Solomon and Choi, 2015). Possibly as this style is more task-focused and pro-

motes status-qua for accomplishing desired performance, which might not 

seem applicable for innovation. 

 

Moderators 

Self-Efficacy 

For moderators, we’re particularly interested in self-efficacy, which 

has been linked to innovative leaders. To begin, Bandura (1997) defines self-

efficacy theory as a person’s confidence that he or she can perform well in a 

given situation. Self-efficacy in leaders is described by Bobbio and Man-

ganelli (2009) as a special type of efficacy beliefs connected to leadership 

behaviours, and it is concerned with individual self-efficacy beliefs to suc-

cessfully complete leadership roles in groups. Strengthening leadership styles 

alone, according to Osman (2020), is insufficient. The rationale for this is that 

through increasing self-efficacy, individuals will be able to see the influence 

of leadership styles on employee performance. Regardless of managerial be-

haviour as the primary motivating reason, employee self-efficacy is critical 

for innovation. Self-efficacy affects a person’s functional abilities as well as 

their odds of completing a task. Self-efficacy is one of the most essential per-

sonal qualities that affects functional abilities and the likelihood of complet-

ing tasks (Mokhber et al., 2016). Richter et al., (2012) also suggested looking 

at the self-efficacy interaction effect. They also argued that having a strong 

conviction in one’s self-belief people to seek advice and help when it comes 

to implementing creative behaviours. In response to Richter et al., (2012), this 

study tries to address that gap by looking into the role of self-efficacy in the 

link in moulding the skills and style of  innovative women’s leaders. 
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Personal Initiative 

To go on to the next moderator, the notion of personal initiative has 

its origins in a variety of empirical and practical settings. Personal initiative 

was characterised by Frese, Fay, Hilburger, Leng, and Tag (1997) as a behav-

iour syndrome in which an individual takes an active and self-starting ap-

proach to work objectives and tasks and persists in overcoming hurdles and 

failures. Proactive personality is one of the determinants of innovative behav-

iour, according to a research by Seibert et al., (2001). Rank, Pace, and Frese 

(2004) focused on possible study trends in this growing area of creativity and 

innovation that might benefit from the incorporation of recently discovered 

proactivity ideas like personal initiative and voice behaviour. Furthermore, 

proactive personalities are less susceptible to the environment’s manipulative 

influences, whereas non-active personalities are more prepared to accept en-

vironmental impositions (Crant, 2000). Kickul and Gundry (2002) found that 

proactive personality is a strong predictor of innovative targeting processes, 

innovative organisational systems, and innovative boundary supports. When 

employees have dominant proactive personality qualities, problem-solving 

demand predicts creative behaviour more strongly. Task conflict, according 

to Giebels et al., (2016), strengthens the beneficial association between pro-

active personality and creative employee behaviours. In light of the above-

mentioned explanations, we propose personal initiative as a moderator role in 

shaping innovative women leaders’ skills and styles. 

 

Underpinning Theory  

Shaping innovative women leaders is the key to unravelling innova-

tion effectively. The theory of an innovative women leader connects to the 
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leader’s skills and traits. The underlying theories that support this framework 

are trait theory and behaviour theory, both of which have a significant impact 

and respond to the need to shape innovative women leaders. Historically, the 

characteristics associated with good leadership have been traits and behav-

iours associated with masculinity. In the vast literature on leadership, gender 

has been ignored. In reviewing the literature on leadership, discernible pat-

terns become evident. The leadership trait theory attempts to explain distinc-

tive characteristics in leader effectiveness through the identification of assets 

and personal traits. It was assumed that potential leaders could be identified 

by observing and identifying personality traits. The individual had to have the 

leadership traits as part of their personality. However, the traits can be honed 

through practice, training, and experience (Goff, 2003; Salamzadeh et al., 

2022). Drawing on the trait theory, many authors have anticipated that indi-

viduals vary in their potential to innovate (George and Zhou, 2001; Niu, 2014; 

Raja and Johns, 2010). The behavioural leadership theory attempts to explain 

the distinctive styles used by effective leaders through the nature of their 

work. Bass (1990), in defining the behavioural leadership theory, focused on 

two essential behavioural characteristics of a leader. The University of Mich-

igan leadership model stated that a leader is either more job-centred or more 

employee-centred (Lussier and Achua, 2015). Those two behavioural ele-

ments are: genuine concern for people (employee-centred) and a strong desire 

to complete the task (job-centred). The theory insinuates that an effective 

leader is the result of many learned skills. Most importantly, the theory em-

phasises that a leader’s capability can be learned rather than being inherent 

from trait theory.  
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Development of Research Conceptual Framework 

The proposed research conceptual framework has been developed 

based on the research gap that has been identified and underpinning the the-

ory, as exhibited in Figure 1. The dependent variable and independent varia-

ble are Innovative Women Leaders; the skills and styles and moderating var-

iables are self-efficacy and personal initiatives, respectively. 

 

Figure 1. Proposed Research Conceptual Framework 

Research Hypotheses 

The relationship between key variables and appropriate hypotheses 

are formulated as below: 

 

Relationship between Skills and Style, Moderators and Innovative Women 

Leaders 

Using a frame of the trait activation theory, Woods et al., (2013) ar-

gued for the longitudinal dynamic effects of personality traits on work out-

comes including performance. They theorised that work demands act as con-

texts to activate certain traits at different job and career stages, and that over 

time, influences of traits may increase or decrease. In University of Michigan 
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Leadership Model, Job-centred behaviour defined as the extent to which the 

leader rises to the occasion of getting the job done. Employee-centred behav-

iour refers to how much a leader focuses on providing employees’ human 

needs while building connections (Lussier and Achua, 2015). 

Therefore, this leads to the construct of the hypotheses as stated be-

low:  

Hypothesis 1: Skills and styles (visionary, critical thinking, communication 

skills, emotional intelligence, transformational style and transactional style) 

has a positive significant influence on innovative women leaders.  

Hypothesis 2: Self-efficacy moderates positively and significantly the rela-

tionship between skills and styles (visionary, critical thinking, communication 

skills, emotional intelligence, transformational style and transactional style) 

and innovative women leaders.  

Hypothesis 3: Personal initiative moderates positively and significantly the 

relationship between skills and styles (visionary, critical thinking, communi-

cation skills, emotional intelligence, transformational style and transactional 

style) and innovative women leaders.  

 

Research Methodology 

The research methodology covers the research design, population, 

sample size, sampling technique, measurement, data collection method, sta-

tistical tool, and data analysis to be carried out as described below: 

 

Research Design 

Mouton (1996) has quoted that the research design serves to plan, 

structure and execute the research to maximise the validity of the findings. 
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The research design is critical because it lays out the methods for gathering 

essential and correct data in order to produce empirical evidence in response 

to the study’s research objectives. It employs correlational research, which 

collects data using quantitative research methodologies to fulfil research ob-

jectives. This is also a cross-sectional study, which means that data is col-

lected just once during a brief period of time in order to answer the research 

objectives. The research design is appropriate for this study because it best 

matches the time, cost, and resource restrictions that must be met. 

 

Population and Sample Size  

The population may include all the individuals of a particular type or 

a more restricted group. Thus, the right population chosen for this study con-

sists of women who hold positions in senior management, which includes 

C- Suite Level executives, director positions, or any other top management 

level. Sufficient sample size is essential to meet the rule of thumb (Roscoe, 

1975, Sekaran, 2000), which sets forth a number of aspects to determine the 

effective sample size. Lastly, in multivariate research (including multiple re-

gression analysis), the sample size should be more than a few times (prefera-

bly 10 times or more) as large as the number of variables utilised in this study. 

Hence, in this study, the total number of items to measure all variables is 20. 

Therefore, the acceptable minimum sample size required is 10 multiplied by 

20 items, that is, 200 respondents. 
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Sample Technique and Data Collection Method  

This study used a non-probability judgment, or non-random sampling 

method. In non-probability sampling, randomisation is immaterial in select-

ing a sample from the population of interest. In this research study, the sam-

pling method chosen was convenient sampling. Etikan, Musa and Alkassim 

(2016) cited that convenience sampling methods place primary emphasis on 

generalisability (i.e., ensuring that the knowledge gained is representative of 

the population from which the sample was drawn). With this sampling tech-

nique, the samples must be willing to take part in this research study and must 

be available participants based on the criteria mentioned in the sample frame. 

The survey methodology in this research study included some demographics 

for the participants to ensure that they are indeed the samples that meet the 

criteria stated. As a result, the sampling frame of these studies includes 

women leaders in senior management, which includes C-Suite executives, di-

rector positions, or any other top management level in any industry. 

 

Data Analysis Techniques  

Data will be analysed using the Statistical Package for Social Sciences 

(SPSS) and, consequently, the Partial Least Squares-Structural Equation 

Modelling (PLS-SEM) techniques using SmartPLS 3.0 will be applied on ac-

quired data from innovative women leaders in Malaysia. Data analysis in-

cludes descriptive analysis, factor analysis, reliability analysis, correlation 

analysis, and multiple regression analysis.  
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Discussion 

The study is entirely conceptual in nature. As a consequence, the pre-

dicted outcome would be confirmation of the hypotheses stated. The goal of 

all three hypotheses is to demonstrate that the skills and styles (visionary, 

critical thinking, communication skills, emotional intelligence, transforma-

tional style, and transactional style) have a significant positive impact on the 

development of future innovative women leaders in Malaysia. If the hypoth-

eses are fully supported, it signifies that visionary, critical thinking, commu-

nication skills, emotional intelligence, transformational style, and transac-

tional style can be used to develop innovative women leaders in the future. 

Directly, this could provide organisations with a different set of skills, imag-

inative perspectives, and, importantly, structural and cultural differences that 

drive effective solutions. Ultimately, the study findings verifying the hypoth-

eses will show how the correct talents and styles can mould innovative 

women leaders in the future, bringing fresh experiences and viewpoints that 

will eventually help to bring much-needed innovation into the organisation.  

 

Research contribution  

The knowledge generated in this study can be of significance to both 

policy-makers and business management. This research focuses on the skills 

and styles of innovative women leaders and might clarify whether current 

regulation provides enough importance for innovation, and whether organi-

sations think that the appropriation of research and development efforts is 

sufficiently supported. Furthermore, by analysing the skills and styles that 

shape innovative female leaders, this research aims to provide recommenda-

tions to organisations on the underlying forces that drive firm dynamics in 
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order for firms to be more innovative in this competitive environment. To-

gether, they are able to design suitable human capital strategies and pro-

grammes for women leaders to address the skills and styles that are important 

in the achievement of successful innovation through (i) leadership training 

and development, (ii) talent management, (iii) job crafting, and (iv) innova-

tion culture. From the theoretical perspective, this study is able to enhance the 

perception of innovation management in Malaysia. This work corroborates 

the views of previous researchers, such as Osman et al., (2016), who acknowl-

edged the indication that management should focus on innovation. This was 

affirmed by Ruiz-Jiménez and Fuentes-Fuentes, (2016) research that supports 

the conclusion that gender diversity in the top management team positively 

moderates the relationship between management capabilities and product and 

process innovation performance. Gender diversity in the top management 

team, in need of this, provides different work styles, abilities, values, points 

of view, and experiences that can strengthen the relationship between man-

agement capabilities and innovation performance (Ruiz-Jiménez and 

Fuentes-Fuentes, 2016). Moreover, Muthuveloo and Teoh (2020), in their I-

TOP Strategic Agility model, emphasised People- Human Capital Develop-

ment which, in this context, refers to the different types of characters and 

personalities that individuals possess. Identifying some key leadership skills, 

qualities, and styles required for success in each generic type of innovation 

effort. Hence, top management must fully understand the importance of 

matching the skills and styles of innovative women leaders with the specific 

tasks and roles they will face in specific situations, and this study tackles the 

absolutely current question of recognising the skills and styles of innovative 

women leaders. Secondly, this study will develop a research theoretical 



Journal of Entrepreneurship, Business, and Economics, 2022, 10(1), 177–211 

 

203 

 

model using trait theory and behavioural leadership theory. Trait theory sug-

gests that leaders have certain attributes or qualities that make them effective 

leaders. Thang and Anh (2015) posited from their study that the leader must 

exhibit inherent traits, show skills, and engender change depending on the 

situation that presents itself. Further consideration of innovative leadership is 

important to improve the body of behavioural leadership theories, which 

mainly stress the capability of individuals or leaders (Adjei, 2013). This paper 

will add to the existing body of literature on innovation towards enriching 

knowledge management and will generate a new dimension for further re-

search pertaining to the relationship of innovative women leaders overall. 

This research expands knowledge on strategic planning in any organisation 

by studying these antecedents, ensuring the relationship between innovation 

and women's leadership is strengthened. 

 

Conclusion 

This section elaborates the limitation faced in conducting this research 

and the final conclusion of this research as stated below: 

 

Limitations 

There are various limitations to this study. To begin, this study’s focus 

on innovative women leaders is limited to the demographic profile of senior 

management roles, as they are the organisation’s decision-makers. As a result, 

any respondent who is ineligible will be excluded from the research. Second, 

while studying innovative women leaders, researchers only looked at six cru-

cial factors. The scope, however, is not restricted to those aspects. 
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Research Conclusions  

Innovative leaders are getting more prevalent as change has become 

the norm today and requires openness to continuous innovation. Many organ-

isations around the world are ready to begin capitalising on the opportunity 

of a diverse workforce by implementing and re-evaluating women leadership 

initiatives. Women tend to have distinct qualities in their working styles, and 

such differences can contribute to preferable behaviours, thought and leader-

ship. As a result, based on a review of the literature, this study attempts to 

address the skills and styles required to shape more innovative women leaders 

in Malaysia, such as visionary, critical thinking, communication skills, emo-

tional intelligence, transformational style, and transactional style. This effort 

can be seen as strengthening the ongoing national innovation strategy and 

strategic plan in developing innovative human capital to increase the nation’s 

economy.  

 

Acknowledgments  

The author wishes to pay tribute to the Graduate School of Business 

(GSB) and it’s institution (Universiti Sains Malaysia) that contributed to the 

study to date. As mentor, coach and, the contributions of Ir. Dr. Rajendran 

Muthaveloo along the journey are much appreciated. 

 

References 

1. Ab Rahman, Z. N., & Ismail, N. (2018). Determinant factors for managing innovation in the 

Malaysian public sector. In MATEC Web of Conferences (Vol. 150, p. 05042). EDP Sciences. 

2. Adams, R. B., Akyol, A. C., & Verwijmeren, P. (2018). Director skill sets. Journal of Financial 

Economics, 130(3), 641-662.  



Journal of Entrepreneurship, Business, and Economics, 2022, 10(1), 177–211 

 

205 

 

3. Adjei, D. (2013). Innovation Leadership Management. International Journal of ICT and Manage-

ment, 1, 103-106. 

4. Al Harbi, J. A., Alarifi, S., & Mosbah, A. (2019). Transformation leadership and creativity: Ef-

fects of employees pyschological empowerment and intrinsic motivation. Personnel Review. 

5. Ariff, A. M., Salleh, Z., Noor, M. N. H. M., Mohamad, N. R., & Ismail, N. (2017). Board diversity 

and innovation performance in Malaysia. International Journal of Business Governance and Eth-

ics, 12(3), 241-261. 

6. Ay, F. A., Karakaya, A., & Yilmaz, K. (2015). Relations between self-leadership and critical 

thinking skills. Procedia-social and Behavioral sciences, 207, 29-41. 

7. Bandura, A. (1997). Self-efficacy: The exercise of control. New York: Freeman. 

8. Bass, B. M. (1990). From transactional to transformational leadership: Learning to share the vi-

sion. Organizational dynamics, 18(3), 19-31. 

9. Bass, B. M., Avolio, B. J., Jung, D. I., & Berson, Y. (2003). Predicting unit performance by 

assessing transformational and transactional leadership. Journal of applied psychology, 88(2), 

207. 

10. Bobbio, A., & Manganelli, A. M. (2009). Leadership self-efficacy scale: A new multidimensional 

instrument. TPM-Testing, Psychometrics, Methodology in Applied Psychology, 16(1), 3-24. 

11. Bouzari, P., Salamzadeh, A., Soleimani, M., & Ebrahimi, P. (2021). Online Social Networks and 

Women’s Entrepreneurship: A Comparative Study between Iran and Hungary. Journal of 

Women’s Entrepreneurship and Education, (3-4), 61-75. 

12. Cabello, R., Sorrel, M. A., Fernández-Pinto, I., Extremera, N., & Fernández-Berrocal, P. (2016). 

Age and gender differences in ability emotional intelligence in adults: A cross-sectional study. 

Developmental psychology, 52(9), 1486. 

13. Campbell, B. (2012). Innovative leadership: Insights from a learning technologist. Quarterly Re-

view of Distance Education, 13(4), 233. 

14. Chemmanur, T. J., Kong, L., Krishnan, K., & Yu, Q. (2019). Top management human capital, 

inventor mobility, and corporate innovation. Journal of Financial and Quantitative Analysis, 

54(6), 2383-2422. 

15. Crant, J. M. (2000). Proactive behavior in organizations. Journal of management, 26(3), 435-462. 

16. Daily, C. M., & Dalton, D. R. (2003). Women in the boardroom: A business imperative. Journal 

of Business strategy. 

17. Damanpour, F. (1996). Organizational complexity and innovation: developing and testing multi-

ple contingency models. Management science, 42(5), 693-716. 



Chellappan, Y., & Muthuveloo, R. 2022. Shaping the Skills and Styles of Future Innovative Women 

Leaders 

206 

 

18. Dana, L. P., Salamzadeh, A., Mortazavi, S., Hadizadeh, M., & Zolfaghari, M. (2022 a). Strategic 

Futures Studies and Entrepreneurial Resiliency: A Focus on Digital Technology Trends and 

Emerging Markets. Tec Empresarial, 16(1), 87-100. 

19. Dana, L. P., Salamzadeh, A., Ramadani, V., & Palalić, R. (Eds.). (2022 b). Understanding Con-

texts of Business in Western Asia: Land of Bazaars and High-Tech Booms. World Scientific 

Publishing. 

20. Dana, L. P., Tajpour, M., Salamzadeh, A., Hosseini, E., & Zolfaghari, M. (2021). The impact of 

entrepreneurial education on technology-based enterprises development: The mediating role of 

motivation. Administrative Sciences, 11(4), 105. 

21. Denti, L., & Hemlin, S. (2012). Leadership and innovation in organizations: A systematic review 

of factors that mediate or moderate the relationship. International Journal of Innovation Manage-

ment, 16(03), 1240007. 

22. Detouillon, T., & Thiollière, G. (2011). What are the characteristics of leaders when managing 

innovation in organization?: A combination of traits and skills. 

23. Dunne, T. C., Aaron, J. R., McDowell, W. C., Urban, D. J., & Geho, P. R. (2016). The impact of 

leadership on small business innovativeness. Journal of Business Research, 69(11), 4876-4881. 

24. Eagly, A. H. (2005). Achieving relational authenticity in leadership: Does gender matter?. The 

leadership quarterly, 16(3), 459-474. 

25. Ebrahimi, P., Salamzadeh, A., Gholampour, A., & Fekete-Farkas, M. (2021). Social networks 

marketingand Hungarian online consumer purchase behavior: the microeconomics strategic view 

based on IPMA matrix. Academy of Strategic Management Journal, 20(4), 1-7. 

26. Etikan, I., Musa, S. A., & Alkassim, R. S. (2016). Comparison of convenience sampling and 

purposive sampling. American journal of theoretical and applied statistics, 5(1), 1-4. 

27. Faraz, N. A., Yanxia, C., Ahmed, F., Estifo, Z. G., & Raza, A. (2018). The influence of transac-

tional leadership on innovative work behavior—a mediation model. European Journal of Busi-

ness and Social Sciences, 7(01), 51-62. 

28. Frese, M., Fay, D., Hilburger, T., Leng, K., & Tag, A. (1997). The concept of personal initiative: 

Operationalization, reliability and validity in two German samples. Journal of occupational and 

organizational psychology, 70(2), 139-161. 

29. Giebels, E., de Reuver, R. S., Rispens, S., & Ufkes, E. G. (2016). The critical roles of task conflict 

and job autonomy in the relationship between proactive personalities and innovative employee 

behavior. The Journal of applied behavioral science, 52(3), 320-341. 

30. Gliddon, D. G. (2006). Forecasting a competency model for innovation leaders using a modified 

Delphi technique. The Pennsylvania State University. 



Journal of Entrepreneurship, Business, and Economics, 2022, 10(1), 177–211 

 

207 

 

31. Goff, D. G. (2003). What Do We Know about Good Community College Leaders: A Study in 

Leadership Trait Theory and Behavioral Leadership Theory. 

32. Gray, A., & Content, F. (2016, June). 4 maps that will change how you see migration in Europe. 

In World Economic Forum(Vol. 16). 

33. Griffin, D., Li, K., & Xu, T. (2021). Board gender diversity and corporate innovation: Interna-

tional evidence. Journal of Financial and Quantitative Analysis, 56(1), 123-154. 

34. Gumusluoglu, L., & Ilsev, A. (2009). Transformational leadership, creativity, and organizational 

innovation. Journal of business research, 62(4), 461-473. 

35. Hameed, N. S. S., Salamzadeh, Y., Rahim, N. F. A., & Salamzadeh, A. (2021). The impact of 

business process reengineering on organizational performance during the coronavirus pandemic: 

moderating role of strategic thinking. foresight. 

36. Heffernan, M. (2002). Exhibit A: The Female CEO. Fast Company, (61), 58-58. 

37. Hosseini, E., Ardekani, S. S., Sabokro, M., & Salamzadeh, A. (2022). The study of knowledge 

employee voice among the knowledge-based companies: the case of an emerging economy. Re-

vista de Gestão. 

38. Huse, M., & Solberg, A. G. (2006). Gender‐related boardroom dynamics: How Scandinavian 

women make and can make contributions on corporate boards. Women in management review. 

39. Idris, A. (2009). Management styles and innovation in women-owned enterprises. African Journal 

of Business Management, 3(9), 416-425. 

40. Jenkins, J. H., Sanchez, G., & Lidia Olivas-Hernández, O. (2020). Loneliness, adolescence, and 

global mental health: Soledad and structural violence in Mexico. Transcultural psychiatry, 57(5), 

673-687. 

41. Kang, J. H., Solomon, G. T., & Choi, D. Y. (2015). CEOs' leadership styles and managers' inno-

vative behaviour: Investigation of intervening effects in an entrepreneurial context. Journal of 

Management Studies, 52(4), 531-554. 

42. Kate Whiting, 21 October 2020, These are the top 10 job skills of tomorrow – and how long it 

takes to learn them. WEFORUM. https://www.weforum.org/agenda/2020/10/top-10-work-skills-

of-tomorrow-how-long-it-takes-to-learn-them/  

43. Kawamorita, H., Salamzadeh, A., Kirby, D. A., & Demiryürek, K. (2022). The Impact of the 

COVID-19 Pandemic on the Development of Entrepreneurial Universities: A Study of Higher 

Education Institutions in Turkey. In Socioeconomic Dynamics of the COVID-19 Crisis (pp. 63-

82). Springer, Cham. 

44. Kickul, J., & Gundry, L. (2002). Prospecting for strategic advantage: The proactive entrepreneur-

ial personality and small firm innovation. Journal of small business management, 40(2), 85-97. 



Chellappan, Y., & Muthuveloo, R. 2022. Shaping the Skills and Styles of Future Innovative Women 

Leaders 

208 

 

45. Koednok, S. (2011). Leadership strategy for human capital management in Asian economy to-

wards global integration. In International Conference on Economics, Business and Management, 

Singapore: Maldives. 

46. Kozioł-Nadolna, K. (2020). The Role of a Leader in Stimulating Innovation in an Organization. 

Administrative Sciences, 10(3), 59. 

47. Lazarova, T. (2014). Innovation leadership as a key skill in business. Publications in International 

Scientific Publications: Economy & Business Journal, 8(1), 885-893. 

48. Lin, C. S., Chang, R. Y., & Dang, V. T. (2015). An integrated model to explain how corporate 

social responsibility affects corporate financial performance. Sustainability, 7(7), 8292-8311. 

49. Luo, W., Song, L. J., Gebert, D. R., Zhang, K., & Feng, Y. (2016). How does leader communi-

cation style promote employees’ commitment at times of change?. Journal of Organizational 

Change Management. 

50. Lussier, R. N., & Achua, C. F. (2015). Leadership: Theory, application, & skill development. 

Cengage learning. 

51. Lyngsie, J., & Foss, N. J. (2017). The more, the merrier? Women in top‐management teams and 

entrepreneurship in established firms. Strategic management journal, 38(3), 487-505. 

52. Makri, M., & Scandura, T. A. (2010). Exploring the effects of creative CEO leadership on inno-

vation in high-technology firms. The leadership quarterly, 21(1), 75-88. 

53. Mark Jones (2019), More women in the c-suite leads to greater innovation. TechHQ. 

https://techhq.com/2019/09/more-women-in-the-c-suite-leads-to-greater-innovation/  

54. Mascareño, J., Rietzschel, E., & Wisse, B. (2020). Envisioning innovation: Does visionary lead-

ership engender team innovative performance through goal alignment?. Creativity and Innovation 

Management, 29(1), 33-48. 

55. Merican, Ghani (2017), Women In Leadership Positions: Where Is Malaysia At? Leaderonom-

ics.https://www.leaderonomics.com/articles/leadership/facts-fiction-womens-agenda. 

56. Mokhber, M., Vakilbashi, A., Zamil, N. A. M., & Basiruddin, R. (2016). Impact of entrepreneur-

ial leadership on organization demand for innovation: Moderating role of employees’ innovative 

self-efficacy. International Review of Management and Marketing, 6(3), 415-421. 

57. Mouton, J. (1996). Understanding social research. Van Schaik Publishers. 

58. Mumford, M. D., & Licuanan, B. (2004). Leading for innovation: Conclusions, issues, and direc-

tions. The leadership quarterly, 15(1), 163-171. 

59. Muthuveloo, R., & Ping, T. A. (2020). Optimisation of Organisational Performance via I-Top 

Strategic Agility Model. Journal of Entrepreneurship, Business and Economics, 8(2), 154-174.  

60. Niu, H. J. (2014). Is innovation behavior congenital? Enhancing job satisfaction as a moderator. 

Personnel Review. 



Journal of Entrepreneurship, Business, and Economics, 2022, 10(1), 177–211 

 

209 

 

61. Osman, S., Shariff, S. H., & Lajin, M. N. A. (2016). Does innovation contribute to employee 

performance?. Procedia-Social and Behavioral Sciences, 219, 571-579. 

62. Osman, Z. (2020). Indirect Relationship among Leadership Styles, Self-Efficacy and Academic 

Employees’ Performance in Malaysian Online Distance Learning Higher Education Institutions. 

Journal of Academic Research in Business and Socail Sciences, 10(8), 1093-1104. 

63. Otieno, P. N. O. (2020). The Anatomy of Top Leadership And Impact on Decision Making Pro-

cess. 

64. Pagaura, A. (2020). Innovative leadership attributes of school administrators in the Philippines: 

Implications for educational management. Interdisciplinary Research Review, 15(2), 1-7. 

65. Palanisamy, S., Chelliah, S., & Muthuveloo, R. (2021). Optimization of Organisational Perfor-

mance among Malaysian Manufacturing SMEs in Digital Age via Talent Farming. Journal of 

Entrepreneurship, Business and Economics, 9(1), 82-120. 

66. Pearce, C. L., Manz, C. C., & Sims Jr, H. P. (2009). Where do we go from here?: Is shared 

leadership the key to team success?. Organizational dynamics. 

67. Pereira, J., Braga, V., Correia, A., & Salamzadeh, A. (2021). Unboxing organisational complex-

ity: how does it affect business performance during the COVID-19 pandemic?. Journal of Entre-

preneurship and Public Policy. 

68. Pérez-Peñalver, M. J., Aznar-Mas, L. E., & Montero Fleta, B. (2018). Identification and classifi-

cation of behavioural indicators to assess innovation competence. Journal of Industrial Engineer-

ing and Management, 11(1), 87-115. 

69. Prasad, B., & Junni, P. (2016). CEO transformational and transactional leadership and organiza-

tional innovation: The moderating role of environmental dynamism. Management Decision. 

70. Radovic Markovic, M., Salamzadeh, A., & Razavi, M. (2013). Women in business and leader-

ship: critiques and discussions. In The Second International Scientific Conference on Employ-

ment, Education and Entrepreneurship, Belgrade, Serbia (pp. 19-31). 

71. Raja, U., & Johns, G. (2010). The joint effects of personality and job scope on in-role perfor-

mance, citizenship behaviors, and creativity. human relations, 63(7), 981-1005. 

72. Rangel, G. J., Subramaniam, R. K., & bin Mustapha, M. Z. (2020). Do Heterogeneous Boards 

Promote Firm Innovation? Evidence from Malaysia. Capital Markets Review, 28(1), 25-47. 

73. Rank, J., Pace, V. L., & Frese, M. (2004). Three avenues for future research on creativity, inno-

vation, and initiative. Applied psychology, 53(4), 518-528. 

74. Richter, A. W., Hirst, G., Van Knippenberg, D., & Baer, M. (2012). Creative self-efficacy and 

individual creativity in team contexts: cross-level interactions with team informational resources. 

Journal of applied psychology, 97(6), 1282. 



Chellappan, Y., & Muthuveloo, R. 2022. Shaping the Skills and Styles of Future Innovative Women 

Leaders 

210 

 

75. Roscoe, J. T. (1975). Fundamental research statistics for the behavioral sciences [by] John T. 

Roscoe. 

76. Rowe, G., & Nejad, M. H. (2009). Strategic leadership: Short-term stability and long-term via-

bility. Ivey Business Journal, 73(5), 6-11. 

77. Royce Tan (2019), Malaysia down in competitiveness. The Star. 

https://www.thestar.com.my/business/business-news/2019/10/19/malaysia-down-in-competi-

tiveness#zwQVJfRLT3BAWmzP.99  

78. Ruigrok, W., Peck, S., & Tacheva, S. (2007). Nationality and gender diversity on Swiss corporate 

boards. Corporate governance: an international review, 15(4), 546-557. 

79. Ruiz-Jiménez, J. M., del Mar Fuentes-Fuentes, M., & Ruiz-Arroyo, M. (2016). Knowledge com-

bination capability and innovation: The effects of gender diversity on top management teams in 

technology-based firms. Journal of business ethics, 135(3), 503-515. 

80. Salamzadeh, A., & Dana, L. P. (2021). The coronavirus (COVID-19) pandemic: challenges 

among Iranian startups. Journal of Small Business & Entrepreneurship, 33(5), 489-512. 

81. Salamzadeh, A., & Ramadani, V. (2021). Entrepreneurial ecosystem and female digital entrepre-

neurship–Lessons to learn from an Iranian case study. In The Emerald Handbook of Women and 

Entrepreneurship in Developing Economies. Emerald Publishing Limited. 

82. Salamzadeh, A., Ebrahimi, P., Soleimani, M., & Fekete-Farkas, M. (2021). An AHP approach to 

identify the barriers of sustainable geotourism development in Iran: an economic view. Geoher-

itage, 13(3), 1-11. 

83. Salamzadeh, A., Radovic Markovic, M., & Masjed, S. M. (2019). The effect of media conver-

gence on exploitation of entrepreneurial opportunities. AD-minister, (34), 59-76. 

84. Salamzadeh, Y., Sangosanya, T. A., Salamzadeh, A., & Braga, V. (2022). Entrepreneurial uni-

versities and social capital: The moderating role of entrepreneurial intention in the Malaysian 

context. The International Journal of Management Education, 20(1), 100609. 

85. Santos, G., Marques, C. S., & Ratten, V. (2018). Entrepreneurial women’s networks: the case of 

D’Uva–Portugal wine girls. International Journal of Entrepreneurial Behavior & Research. 

86. Seibert, S. E., Kraimer, M. L., & Crant, J. M. (2001). What do proactive people do? A longitudinal 

model linking proactive personality and career success. Personnel psychology, 54(4), 845-874. 

87. Sekaran, U., 2000. Research Method for Business (3rd Ed.). New York: John Wiley & Sons, Inc. 

88. Shalley, C. E., & Gilson, L. L. (2004). What leaders need to know: A review of social and con-

textual factors that can foster or hinder creativity. The leadership quarterly, 15(1), 33-53. 

89. Shojaei, M., & Siuki, M. (2014). A study of relationship between emotional intelligence and in-

novative work behavior of managers. Management Science Letters, 4(7), 1449-1454. 



Journal of Entrepreneurship, Business, and Economics, 2022, 10(1), 177–211 

 

211 

 

90. Sohmen, Victor S. Reflections on creative leadership. International Journal of Global Business 

8.1 (2015). 

91. Soleimani, M., Dana, L. P., Salamzadeh, A., Bouzari, P., & Ebrahimi, P. (2022). The effect of 

internal branding on organisational financial performance and brand loyalty: mediating role of 

psychological empowerment. Journal of Asian Business and Economic Studies. 

92. Thanh, D. V., & Anh, N. V. (2015). Factors Affecting Effective Leadership-An Empirical Study 

in Vietnam Logistics Enterprises. Danang-Vietnam, Paper ID: VL547, 10, 12. 

93. Torchia, M., Calabrò, A., & Huse, M. (2011). Women directors on corporate boards: From to-

kenism to critical mass. Journal of business ethics, 102(2), 299-317. 

94. Tsakalerou, M. (2016). Emotional intelligence competencies as antecedents of innovation. Elec-

tronic Journal of Knowledge Management, 14(4), pp207-219. 

95. Uusi-Kakkuri, P. (2017). Transformational leadership and leading creativity. 

96. Van Knippenberg, D., & Stam, D. (2014). Visionary leadership. The Oxford handbook of lead-

ership and organizations, 241, 259. 

97. Weman, T., & Kantanen, H. (2018). Communicative Leaders, Creative Followers?. In Public 

Relations and the Power of Creativity. Emerald Publishing Limited. 

98. Woods, S. A., Mustafa, M. J., Anderson, N., & Sayer, B. (2018). Innovative work behavior and 

personality traits: Examining the moderating effects of organizational tenure. Journal of Mana-

gerial Psychology. 

99. Zhou, J., & George, J. M. (2001). When job dissatisfaction leads to creativity: Encouraging the 

expression of voice. Academy of Management journal, 44(4), 682-696. 

100. Zhu, W., Yang, H., & Yang, B. (2016). Innovative leadership in organizations: Dimensions, 

measurement, and validation. In Academy of Management Proceedings (Vol. 2016, No. 1, p. 

14534). Briarcliff Manor, NY 10510: Academy of Management. 

 

Yogeswary Chellappan is a project management professional with the nonprofit research and innova-

tion institution, WorldFish. She is also currently at the final stage of completing her Doctorate in Busi-

ness and Administration (Ph.D) at the Graduate School of Business, Universiti Sains Malaysia, 11800, 

Penang. 

 

Rajendran Muthuveloo is a senior lecturer at the Graduate School of Business, Universiti Sains Ma-

laysia, 11800, Penang. He specialises in Corporate Strategy, Strategic Agility and Human Capital De-

velopment. 


