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Abstract 
  

 The well-being in and performance of an organization is often associated with a leadership who 

is assertive and innovative. Additionally, the well-being of innovative organizational climate 

also relates on how innovative leader leads the team. From this sustainable relationship 

between innovative with the subordinates, it will create a harmonic balance within the 

organization. This systematic literature review will examine the issues, and challenges and the 

appropriate leadership styles of the innovation leadership in creating an innovative and 

sustainable organizational climate in the institutions of Technical and Vocational Education, 

and Training (TVET) in Malaysia. A number of studies have been carried out by researchers in 

respect of the innovation leadership attributes associated with a variety of leadership styles 

viewed from different perspectives. Innovation leadership plays an important role in improving 

organizational performance. Therefore, the development of innovative leadership needs to 

develop innovative thinking among the team members to ensure their successfulness and 

remains competitive in the face of a rapidly changing world and the latest technology.  

  

Keywords: Innovation Leadership, Sustainable Relationship, Organizational Climate, Technical and     

Vocational Education, and Training 

 

 

INTRODUCTION   

 
Related research of organizational climate was initiated in late 1950s, where social science researchers 

have made studies relating changes in the workplace environment. The term climate was used officially 

as a general notion for expressing the quality of sustainable and harmonious atmosphere in an 

organization (Tagiuri & Litwin, 1968). Organizational climate was developed in the field of social 

psychology and organizational management to describe the patterns of psychological and social 

experiences in workers of an organization. The study by Watt (2002) associates an organization with 

innovation, and innovation in the organization requires a specific culture and climate. While, Holloway 

(2012) found that certain leadership behavior has an impact on several dimensions of the organizational 

climate. Educational leadership today faces complex issues every day, and educational leadership are 

compelled to become more creative and innovative so that they can keep in with the current economic 

realities (Marron, 2014). Leadership is an art and the process of influencing individuals or the society 

towards achieve a goal (Zaidatol Akmaliah & Amir Sadeghi, 2012).  

Educational leadership plays a very important role in shaping and developing the culture and 

innovative organizational climate. A specific leadership strategy can affect an individual’s creativity 

and change of mindset in the following manner increase the subordinate’s effectiveness and 

participation as well as improving the psychological capital - confidence, hope, and endurance - 

(Tummers and Kruyen, 2014); generate new thinking, and act differently in the ways of leading, 
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managing and coordinating the team member which in turn can lead to more innovation in the 

development of products and services (Horth & Buchner, 2014). 

This critical review examines the issues, and challenges and the appropriate leadership styles of 

innovation leadership, the findings of which can be utilized to create an innovative and sustainable 

organizational climate in the Malaysia institutions of Technical and Vocational Education, and Training 

(TVET). The researches have been carried out by researches in respect a number of studies of 

innovation leadership attributes associated with a variety of leadership styles viewed from different 

perspectives. 

  
 

METHODS  

A systematic literature review was carried out whereby, relevant literature review is used to collect data 

for this research. This paper is written based on the relevant information extracted from previous 

studies, reference books, journal articles, conference paper and proceedings of seminar. 

  

 

RESULT AND DISCUSSION  

Issues and Challenges of Leadership in TVET 

 

For the success of a programed transformation, all the members of an organization must always be 

ready to implement the initiatives and put in efforts. Readiness for changes, at the individual level or at 

the organizational level, is critical in achieving the objectives of the transformation outlined 

(Mua’azam, Yahya, & Siti Noor, 2016). Next, availability of staff of an certain level to implement the 

initiatives strategist remains a question in the transformation of the vocational institutions (Irdayanti, 

Ramlee, & Abdullah, 2015). A study conducted by Suriyati Yaapar (2018) found that teachers of 

Vocational Colleges are moderately concerned about the awareness of the transformation of the 

Technical and Vocational Education, and Training (TVET). TVET teachers are not well exposed to 

information relevant to the implementation of the TVET transformation. The research shows that some 

senior people are demotivated, and resistant to change; at the same time, the morale among the staff and 

personnel is low (Hadijah, 2015).  

According to Alsolami, Guan Cheng, and M. Ibn Twalh (2016), it is a daunting task to implement 

an innovation successfully, innovation as a realistic goals cannot be reached could not be solved without 

the availability of appropriate leadership. A study by Terblanche (2017) on leadership capacity in an 

institution of TVET in South Africa found that the college leadership program requires TVET to help 

leaders in bringing changes to the curriculum. 

In summary, some of the issues that challenges the leaders to create an innovative and sustainable 

organizational climate are as follows: 

 

a. The readiness for change of individual in TVET organizations is critical. 

b. The availability of staff to implement the initiatives strategist remains a question. 

c. The awareness of teachers of the TVET transformation are in moderately concerned. 

d. The teachers are not well-exposed to the information of TVET. 

e. Senior people are demotivated. 

f. Senior people are resistant to change. 

g. The morale among the staff and personnel in TVET is low. 

 

Therefore, leaders play an important role in influencing subordinates to implement any changes that 

occur in TVET. As such, the innovation leadership are highly recommended in implementing 

innovation and creativity to reach the realistic goals of an innovative and sustainable organizations. 
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Innovation Leadership in TVET 

 
Leadership is an innate or latent ability to gain the trust of people and every individual has it; it exists in 

the generic form but  can be harnessed to meet a specified function or condition (Khodori, 2013). Good 

leadership has the potential to promote innovation in an organization by motivating the employees to 

think and work smartly; the leader is capable of fostering an atmosphere conducive to the development 

of innovative and creative skills, that will ultimately lead to increased productivity in, and competitive 

advantage of the organization (Elrehail, Emeagwali, Alsaad, & Alzghoul, 2018). 

Innovation leadership is all about inspiring people to have an open mind-set that drives the  people to 

discover new things or new ways of working in an organization (Stevenson & Kaafarani, 2012). 

Innovation leadership involves  synthesizing different leadership styles within the organization to 

influence employees to produce creative ideas, products, services and solutions (Daniel, 2013). An 

innovative leader know the process of creating a roadmap, relationships, and commitment needed to 

plan and implement something new that will add value to the organization (Alsolami et al., 2016). The 

ability of a leader to innovate continuously to provide the necessary skills, and knowledge and creative 

efforts is the key to a competitive and sustainable organization (Mokhber, Khairuzzaman, & Vakilbashi, 

2018). Alsolami et al., (2016) suggest that leaders play a variety of roles while facilitating innovation in 

the organization, especially the role that stimulates creativity. An innovative organization is one that has 

a leader, who is always on the lookout for new ways to do things, including new processes, learning 

strategies and teaching techniques (Watt, 2002). 

Woolley, Caza, and Levy (2011) studies various fields, including 828 workers of the education 

sector, and found there was a significant positive correlation between leading and positive work climate. 

The behavior of leaders has been identified as an important determinant of the organizational climate 

(Grojean, Resick, Dickson, & Smith, 2004);, (Avolio & Gardner, 2005);  and described as an element 

that helps create and maintain a positive organizational climate (Avolio & Gardner, 2005), (Gadner, 

Avalio, Luthan, & May, 2005). Authentic leaders know how to boost the morale of people, foster 

effective communication channels, and support the organization with their personal values;, all these 

practices and efforts are the key to improve the organizational climate (Jones & Crompton, 2009). 

Based on the studies, researchers found that the appropriate leadership style to create the 

innovative and sustainable organizations are democratic leadership (Razak, Jaafar, Hamidon, & 

Zakaria, 2014; (Martin, 2019);, participative leadership (Somech, 2006; Zhou & Wu, 2018);, 

authentic leadership (Avolio & Gardner, 2005)(Avolio & Gardner, 2005; Azanza, Moriano, & 

Molero, 2013; Elrehail et al., 2018; Jones & Crompton, 2009; Schuckert, Kim, Paek, & Lee, 

2018; Woolley et al., 2011);, transformational leadership (Alsolami et al., 2016; Babić, Savović, 

& Domanović, 2014; García-Morales, Jiménez-Barrionuevo, & Gutiérrez-Gutiérrez, 2012; Para-

González, Jiménez-Jiménez, & Martínez-Lorente, 2018; Sarros, Cooper, & Santora, 2008; 

Sheard, Kakabadse, & Kakabadse, 2016);, entreprenuerial leadership (Bagheri & Pihie, 2012; 

Bhattacharyya, 2006; Jones & Crompton, 2009; Kuratko, 2007; Richter, Jackson, & Schildhauer, 

2018; Roomi & Harrison, 2011);, innovative leadership (Irdayanti & Ramlee, 2015; Feng, Huang, 

& Zhang, 2016; Marron, 2014; Rahman, 2016; Watt, 2002);, strategic leadership (Mua’azam et 

al., 2016; Schoemaker, Heaton, & Teece, 2018; Zuraik, 2017). Table 1 shows the leadership 

styles that related to the innovative organizations.    

 
Table 1 Leadership Styles Related to Innovative Organizations 

No. Researchers Leadership Style 

1 (Razak et al., 2014; Martin, 2019) Democratic Leadership 

2 (Somech, 2006; Zhou & Wu, 2018) Participative Leadership 

3 (Avolio & Gardner, 2005)(Avolio & Gardner, 2005; Azanza et 

al., 2013; Elrehail et al., 2018; Jones & Crompton, 2009; 

Schuckert et al., 2018; Woolley et al., 2011) 

Authentic Leadership 

4 (Alsolami et al., 2016; Babić et al., 2014; García-Morales et 

al., 2012; Para-González et al., 2018; Sarros et al., 2008; 

Sheard et al., 2016) 

Transformational 

Leadership 

5 (Bagheri & Pihie, 2012; Bhattacharyya, 2006; Jones & 

Crompton, 2009; Kuratko, 2007; Richter et al., 2018; Roomi & 

Entrepreneurial 

Leadership 



Innovation Leadership for Sustainable Organizational Climate in Institution of Technical and Vocational Education and 

Training (TVET) in Malaysia 

60 

Harrison, 2011) 

6 (Irdayanti & Ramlee, 2015; Feng, Huang, & Zhang, 2016; 

Marron, 2014; Rahman, 2016; Watt, 2002) 

Innovative Leadership 

7 (Mua’azam et al., 2016; Schoemaker, Heaton, & Teece, 2018; 

Zuraik, 2017) 

Strategic Leadership 

 

Innovative and Sustainable Organizational Climate 

 

Halpin & Croft (1963), define organizational climate as the personality traits of an organization. Hoy 

and Miskel (2008) define organizational climate as a set of internal characteristics that distinguish a 

school from another school, and influence the internal characteristics of the organization. Holloway 

(2012), in turn defines the climate of an organization as a social and cultural environment that 

influences the behavior of people in it. One significant difference between the culture and the climate is 

that culture consists of the shared assumptions and ideology, while climate is defined as the perception 

of shared behaviors (Hoy, 2016). According to Madhukar (2017), some scholars define organizational 

climate as a function of a person and interaction with the organizational environment as well as 

independent variables that may be influenced by individuals or subjective perceptions. Other scholars 

mention the organization as an independent variable. Experts have defined organizational climate as 

patterns of repeated behaviors depending on values and atmosphere that exist in an organization from 

time to time. 

Halpin & Croft (1963) are pioneers in the study of organizational climate that reflects an 

individual's personality and how that person seeks to achieve a level of organization climate 

(Halpin, 1967). Sharma (2005) found that the climate for innovative organizations is categorised 

by the emphasis on quality, effective communication, teamwork, inter -departmental 

collaboration, reflection and support for innovation.  

Hoy (2016) found the climate of the organization that produces the effective innovation process 

resulting from the institutional environment is safe, beautiful, and has enough space to learn as well as 

the provision of adequate facilities for the development of students,” learning and instructors. 

According to Edokpolor & Dumbiri (2019), leaders in TVET institutions need to work in partnership 

with stakeholders to create a more conducive teaching and learning environment. This factor is 

important because it influences the psychological and emotional well-being of, the instructors, students 

or supporting staff of an institution. Indirectly, it helps students acquire excellent achievement, and the 

teaching staff and other personnel will also feel the thrill and satisfaction of working in this effective 

institution. 

Innovative organizations need leaders who have these characteristics: possessing a clear vision, 

determination, and a concerned for the organization’s future ability;, to identify key sources, networks 

and needs as well as;, looking for alternatives to make a change;, taking initiatives to modify and 

develop themselves;, thinking and acting in new ways;, ability to motivate others and show a 

commitment to achieve a clear goal. The leaders will set a direction, giving priority to innovation, and 

influence things for innovation to thrive (Watt, 2002). A leader of an educational institution should be 

capable of creating an effective and caring climate that will positively affecting the achievement of 

students; and it can be successfully carried out through the support and development as well as 

implementation of an efficient and effective organizational process. Based on a study by Moolenaar, 

Daly, and Diego (2010), although the present education system continues to grow and the school 

climate is improving the climate the foster innovative leadership behaviors is not given much attention. 

The study by Watt (2002) outlines the characteristics of an innovative culture for the organization;, 

the attitude of openness to share ideas and make new things;, working together and share sharing 

results;, good relations between the staff members; spirit of trust and closeness between professional 

instructors and administrators, and the practice of celebrating success, no matter big or small. 

According to a review of  Mohamed Sani and Mumtaz Begum (2008), there is a human dimension in 

the climate processes, organizational components, formation of leadership vision, mission and goal 

based values; it has a far-reaching implication that leadership with integrity is required and integrity is 

needed in the formation of the organizational climate, organizational processes, and attaining the total 

quality. 
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Factors that influence the innovative organizational climate are as follows (Watt, 2002):  

 
1. Consideration  

Consideration refers to the friendliness from the top. This also reflects the willingness on a 

leader to personally do a little additional improvement to the lower-level staff of an 

organization. 

2. Intimacy  

Intimacy refers to a deep sense of friendship, working relationship among the members of an 

educational institution. 

3. Retreat 

Retreat refers to the tendency of the faculty members to adopt negative attitudes in undertaking 

the tasks assigned to them. It also describes the behavior of lip service or not doing the 

assignments with full responsibility. 

4. Emphasis on Production 

Emphasis on production refers to a rather limited environment, in which teachers are given a bit 

of freedom. Such an environment is characterized by stringent regulations, and the management 

encourages feedback from faculty members about their working environment. 

Based on this study, the researchers found that there are attributes that leaders need to adopt in 

order to maintain sustainability in an innovative organizational climate. Some of the attributes are as 

follows: 

 

a. Effective communication 

b. Teamwork 

c. Inter-department collaboration 

d. Reflection and supports for innovation 

e. Leader have clear vision 

f. Thinking and acting in new ways 

g. Ability to motivate other 

h. Show commitment 

i. Working together 

j. Share ideas and sharing results 

k. Good correlation between staff 
 

Therefore, the recommendations for the appropriate leadership styles that related to innovative and 

sustainable organization in institution of TVET in Malaysia are transformational leadership, innovative 

leadership, entrepreneurial leadership, strategic leadership, authentic leadership, participative leadership 

and democratic leadership. 

 

 

THE CONCLUSION  
 

A number of studies have been carried out by researchers in respect of innovation leadership attributes 

associated with a variety of leadership styles viewed from different perspectives. Innovation leadership 

plays an important role in improving the organizational performance. Therefore, the development of 

innovation leadership needs to be encouraged at all levels of the educational leadership. The appropriate 

leadership styles that related to innovative organization in institution of TVET in Malaysia are 

transformational leadership, innovative leadership, entrepreneurial leadership, strategic leadership, 

authentic leadership, participative leadership and democratic leadership. On the other hand, it is also 

necessary for an organization to develop innovative thinking among the team members so that they can 

excel in the jobs and remain competitive in the face of a rapidly changing world and the advent of a 

latest technology. Moreover, an innovative TVET leader is instrumental in nurturing the creative and 

innovative culture of the organizations. As a result, from these recommendations, the organizational 

goals are achieved by efficient future TVET leaders who are experts in administration, management, 

and making changes in TVET organizations. 
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