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Chairman :   Associate Professor Serene Ng Siew Imm, PhD  
Faculty  :   Economics and Management 
 
 
For many years, innovation is known as an ‘antidote’ towards organizations 
sustainability and survival. Nonetheless, the small and medium sized enterprises 
(SMEs) in Malaysia is suffering from low innovation, which stems from the lack 
of innovative behavior. In an environment where change is pervasive and 
unpredictable, innovation serves as a necessity for firms to compete in. Little 
attention, however, has been given to the employees’ decision making and its 
impact on innovative behavior. The main objective of this research is to identify 
antecedents and outcomes of effectuation decision making logic to enhance the 
innovative behavior in SMEs. In order to answer the research question, this 
study looks into the underpinning theories of Person – Organization Fit and 
Effectuation. These theories suggest that the congruence of employees’ values 
(i.e openness to change or self-transcendence) and the SMEs’ organization 
culture (i.e. adhocracy or clan) would enable the workforce to use effectuation 
decision making effectively, which has been shown to work better under the 
uncertain conditions that surrounds SMEs. This would then lead to enhanced 
innovative behavior among the workforce that may translate to firm performance, 
with the intervention of Knowledge Management Orientation (KMO). Survey 
questionnaires were distributed to the SME workforce in Selangor whose nature 
of their work involves decision making and the process of innovation. The study 
found that adhocracy mediates between openness to change and effectuation; 
effectuation mediates between individual values and innovative behavior and 
KMO mediates between innovative behavior and firm performance. Clan, 
however, shows no mediation between self-transcendence and effectuation. 
Overall, this study achieved the main research objective which is on the 
antecedents and outcomes of effectuation. The antecedents are openness to 
change, self-transcendence, and adhocracy whereas the outcomes are 
innovative behaviour and firm performance. Also, the mechanism from how the 
antecedents (openness to change and self-transcendence individual values) 



© C
OPYRIG

HT U
PM

 
ii 
 

lead to outcomes (firm performance) was uncovered. This study implies that 
effectuation indeed enhance the innovative behavior of the SME workforce. For 
that to happen, the SMEs must ensure that the information and ideas are 
managed carefully in a system to improve the firm performance. To encourage 
more effectuation use, individual value of openness to change and self-
transcendence and organization culture of adhocracy should be cultivated. This 
study adds nuance to our understanding that effectuation theory works well in a 
dynamic environment such as the SMEs. This is due to the flexibility in the logic 
itself that is less rigid and structured in the face of high uncertain environment. 
Knowing effectuation leads to positive outcomes, this study looks at the 
compatibility of the workforce and the organizational culture based on the P-O 
fit theory. Since this study found effectuation would achieve high innovation, this 
logic can be introduced in selection and hiring candidates, trainings, and 
business education, which is in line with the Industrial Revolution 4.0 (IR 4.0).  
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Sejak beberapa tahun lalu, inovasi dikenal sebagai penyelesaian ke arah 
organisasi kelestarian dan kelangsungan hidup. Walau bagaimanapun, 
perusahaan kecil dan sederhana (PKS) di Malaysia mengalami kadar inovasi 
yang rendah, berpunca daripada kekurangan perilaku inovatif. Dalam 
persekitaran di mana perubahan adalah ketara dan tidak dapat diramalkan, 
inovasi berfungsi sebagai keperluan bagi firma untuk bersaing. Walau 
bagaimanapun, kurang perhatian telah diberi kepada penglibatan tenaga kerja 
dalam membuat keputusan dan kesan terhadap tingkah laku yang inovatif. 
Objektif utama penyelidikan ini adalah untuk mengenalpasti latar belakang dan 
hasil daripada membuat keputusan menggunakan logik effectuation untuk 
meningkatkan tingkah laku inovatif dalam PKS. Untuk menjawab soalan 
penyelidikan, kajian ini dikaji berdasarkan dengan teori-teori asas; Person – 
Organization Fit (P-O Fit) dan Teori Effectuation. Teori-teori ini mencadangkan 
bahawa keserasian pekerja dan PKS membolehkan pekerja membuat keputusan 
menggunakan logik effectuation secara berkesan, dimana logik ini telah 
menunjukkan prestasi yang lebih baik di dalam keadaan PKS yang tidak menentu. 
Ini kemudian akan membawa kepada peningkatan tingkah laku inovatif di 
kalangan tenaga kerja yang boleh diterjemahkan kepada prestasi firma, dengan 
campur tangan Orientasi Pengurusan Pengetahuan (OPP). Borang soal selidik 
telah diedarkan kepada tenaga kerja PKS di Selangor yang terlibat dalam 
membuat keputusan dan proses inovasi. Kajian ini mendapati bahawa adhocracy 
mengantara antara openness to change dan effectuation; pengaruh mediasi 
antara nilai-nilai individu dan tingkah laku yang inovatif dan OPP mengantara 
antara tingkah laku inovatif dan prestasi firma. Clan, bagaimanapun, tidak 
menunjukkan pengantaraan di antara self-transcendence dan effectuation. 
Secara keseluruhannya, kajian ini telah mencapai objektif penyelidikan utama 
yang  merupakan latar belakang dan hasil daripada effectuation. Latar belakang 
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adalah openness to change, self-transcendence, dan adhocracy manakala 
hasilnya adalah tingkah laku inovatif dan prestasi firma. Selain itu, mekanisme 
dari later belakang (openness to change dan self-transcendence) kepada hasil 
(prestasi firma) telah ditemui. Kajian ini menunjukkan bahawa effectuation 
meningkatkan tingkah laku inovatif di kalangan tenaga kerja di PKS; walau 
bagaimanapun, PKS mesti memastikan bahawa maklumat dan idea diuruskan 
dengan teliti dalam satu sistem untuk meningkatkan prestasi firma. Untuk 
menggalakkan pengunaan effectuation, nilai individu openness to change dan 
self-transcendence dan budaya organisasi adhocracy perlu dipupuk. Kajian ini 
menambah pemahaman kita bahawa teori effectuation adalah sesuai di dalam 
persekitaran dinamik seperti PKS. Ini disebabkan oleh fleksibiliti dalam logik itu 
sendiri yang kurang tegar dan berstruktur dalam keadaan persekitaran tinggi yang 
tidak menentu. Berdasarkan hasil daripada effectuation yang positif, kajian ini 
melihat dalam keserasian tenaga kerja dan budaya organisasi berpandukan theori 
P-O fit. Oleh kerana kajian ini mendapati effectuation akan mencapai inovasi yang 
tinggi, logik ini dapat diperkenalkan dalam pemilihan dan pengambilan calon 
pekerja, latihan, dan pendidikan perniagaan, yang selaras dengan Revolusi 
Perindustrian 4.0 (IR 4.0). 
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CHAPTER 1 

1 INTRODUCTION 

1.1 Introduction 

 
This chapter elaborates the area of study on the Small and Medium Enterprises 
(SMEs) and justify reasons for focusing on SMEs. Then it proceeds to highlight 
the problem statement that deserves research attention. Subsequently, this 
chapter lists the research questions and research objectives this study aims to 
achieve. Finally, the significances of the study are outlined to emphasize the 
importance of this research.  
 
 
1.2 Effectuation in Small Medium Enterprises (SMEs)  

 
The concept of effectuation was introduced by Saras Sarasvathy in 2001. 
Effectuation is a theory that uncovers the logic of decision making and explains 
how employees make decisions, especially in an uncertain condition. Uncertain 
condition here refers to the market fragmentation, competitive pressures, 
economic turbulence, rapid technological change, innovations, and shift in 
customer demands (Read, Dew, Sarasvathy, Song, & Wiltbank, 2009; Yukl & 
Lepsinger, 2006). Sarasvathy conducted her study on how expert entrepreneurs 
make decisions in their businesses. From the study, she found variations on how 
these entrepreneurs actually make decisions; effectuation versus causation. The 
logic of the two is an alternative and inverse to each other and does not suggest 
if one is more superior to the other (Read & Sarasvathy, 2005; Sarasvathy, 
2001). 
 
 
Effectuation theory emphasizes a logic of non-predictive control by using four 
principles that form the core of the effectuation approach. The principles are (1) 
experimentation with different business models and methods rather than 
predicting and planning; (2) affordable loss (investing what you can afford to 
lose) rather than predicting profits and expected returns; (3) pre-commitments 
(partnership) rather than conducting competitive analyses; and (4) flexibility 
during contingencies as opposed to avoiding contingencies.  
 
 
Sarasvathy (2001) explained the logic of causation and effectuation by applying 
the example of a chef assigned to the task of cooking dinner. This task could 
have taken place in two ways. The first way, where the chef selects a menu in 
advance. Subsequently, the chef lists down the ingredients required, shops for 
them, and cooks the meal. This way is known as the causation, where the menu 
is given and the chef needs to select ways in preparing it. In contrast, following 
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an effectuation, the chef looks through the kitchen for available ingredients and 
utensils on hand. Then, the chef prepares the meal based on the available 
ingredients. The second way suggests effectuation as it starts with given 
ingredients and utensils, and focuses on preparing one of many possible 
desirable meals with them. Chandler, DeTienne, McKelvie, and Mumford (2011) 
added that through the pre-commitment principle, the chef would have networks 
that would provide some additional ingredients for preparing the meal.  
 
 
The example of the chef in decision making can also be applied among SME 
employees. SMEs need to continuously experiment with different approaches or 
products in the marketplace before settling on a business concept (Chandler et 
al., 2011). This series of afforded experimentation is done within the available 
means they have in hand (knowledge, expertise, resources from networks, pre-
commitments) as well as within the budget they are willing to lose (affordable 
loss) (Chandler, DeTienne, & Mumford, 2007). The flexibility sub-dimension in 
effectuation emphasizes on taking advantage in unexpected situations, thereby 
viewing obstacles as opportunities. All in all, the process of effectuation is a 
“purposeful, enables experiential learning and is propelled through high level 
goals that get shaped and embodied into workable business models and 
opportunities through pre-commitments from self-selected stakeholders 
(Sarasvathy & Dew, 2005)” (Read, Sarasvathy, Dew, & Wiltbank, 2016, p. 6).  
 
 
The adaptability of effectual employees in withstanding contingencies, especially 
in a high uncertain business environment would enable favourable outcomes 
(Sarasvathy, 2008). Uncertain environment refers to the extent to which the 
future can be predicted (McKelvie, DeTienne, & Chandler, 2013). When a 
business environment is highly uncertain, it would be complicated to use 
planning and predictive strategies. As such, the firms need to focus on seeking 
ways in reducing uncertainties. One of the ways is through the help of 
stakeholders (Chandler et al., 2011) as they make actual commitments and 
share both the risk and success of the ventures (Sarasvathy, Kumar, York, & 
Bhagavatula, 2014). In addition to that, the stakeholders are able to share 
resources in terms of information and knowledge. This allows the individual to 
generate ideas, thereby reducing uncertainties (Salter, Wal, Criscuolo, & Alexy, 
2015; Brettel, Mauer, Engelen, & Küpper, 2012; Sarasvathy & Dew, 2005). 
Therefore, it is important for Malaysian SMEs to build and develop the right 
networks and stakeholders to get various supports in this competitive business 
environment (Hung, Effendi, Talib, & Rani, 2011). 
 
 
Extant studies have reported on the use of effectuation in SMEs and how it 
positively contributes to outcomes like networking, firm performance, business 
opportunities, and projects. Past studies looked into pre-commitments and 
networking (Galkina & Chetty, 2015); exploring new business opportunities 
(Randerson, Degeorge, & Fayolle 2016; Evald & Senderovitz, 2013); new 
venture performance (Smolka, Verheul, Burmeister‐Lamp, & Heugens, 2016; 
Read, Song, & Smit, 2009); start-up performance (Harms & Schiele, 2012; 
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Nienhuis, 2010); SME performance (Urban & Heydenrych, 2015; McKelvie et 
al., 2013); and research and development (R&D) projects (Brettel et al., 2012). 
The outcomes of these studies boil down to how employees use effectuation in 
their daily decision making in SMEs and how the logic of effectuation brings 
positive outcomes to SMEs. 
 
 
However, most of the SMEs in Malaysia were reported to use causation. 
According to the survey done by GE Global Innovation Barometer (2014), the 
majority of Malaysian firms adopt causation such as structured process, 
customer surveys, and predictive analysis in making decisions. Knowing that 
effectuation suits situations of high risks and uncertainties while causation is 
more suitable when the future is certain and predictable (Sarasvathy, 2001), 
SMEs in Malaysia should be encouraged to use effectuation. This is because, 
SMEs are generally dynamic, exposed to high risks, unpredictable, and 
uncertain (Reymen, Berends, Oudehand, & Stultiëns, 2016; Li & Zheng, 2014). 
Therefore, exploring the use of effectuation in the context of SMEs is relevant 
as it fits in the uncertain situation of the industry.  
 
 
Having established through effectuation theory that the use of effectuation may 
bring positive outcomes to SMEs in Malaysia, the question arises “How do we 
encourage the use of effectuation in SMEs?” Effectuation can only be used 
effectively in organizations that embrace change, cooperation, learning, and 
flexibility (Hakkinen, 2015). In other words, organizational culture is the 
immediate antecedent to effectuation.  
 
 
According to organizational theory of Cameron and Quinn (1999), there are four 
cultures typically found in organizations; adhocracy, clan, market, and hierarchy. 
Two of these cultures seem to match the characteristics of effectuation – 
adhocracy and clan. Adhocracy refers to a workplace culture where employees 
are encouraged to take initiative, experiment, innovate, and continuously 
improve to enable the production of innovative products and services. This 
shows that, adhocracy allows experimentation of the business models and 
flexibility in plans to overcome obstacles and turning it into opportunities. Clan 
refers to a workplace culture that focuses on human relations, concern in 
employees’ growth and development, loyalty, collaboration, commitment, group 
cohesion and consensus. As such, clan stresses the importance of stakeholder 
relationship emphasized by the pre-commitment principle in effectuation.  
 
 
Employing the right people to uphold the organizational culture is equally 
important. As P-O fit theory puts it, matching the right person with values 
consistent to organizational culture would ensure job effectiveness. Schwartz 
(2003) proposed four broad types of personal values; openness to change, self-
enhancement, conservation, and self-transcendence. Two of these values are 
consistent with adhocracy and clan organizational cultures – openness to 
change and self-transcendence. Openness to change refers to value that 
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emphasizes independence of thought, action, and feelings and readiness for 
change whereas self-transcendence emphasizes concern for the welfare and 
interests of others. 
 
 
In short, P-O fit theory supports the section of openness to change and self-
transcendence values that lead to the upholding of adhocracy and clan 
organizational culture, which encourages the use of effectuation. Thus, the 
following reviews P-O fit theory to give context to the antecedent selection. 
 
 
1.3 Person-Organization Fit  

 
Person-Organization fit (P-O fit) is defined as the “compatibility between people 
and organizations that occurs when at least one entity provides what the other 
needs or they share similar fundamental characteristics or both” (Kristof, 1996, 
p. 4-5). The definition of P-O fit focuses on the congruence between the person 
and the organization rather than a “specific job, vocation, or group” (McCulloch 
& Turban, 2007, p. 63). In other words, the P-O fit also looks into the value 
congruence between the individual and the organization (Kristof-Brown, 
Zimmerman, & Johnson, 2005). According to Chatman (1989), P-O fit involves 
matching employees’ interests, values, and needs of the organizational culture. 
Hence, the individual values are being tested as a fundamental basis in 
comparing the individual and organization fit “directly and meaningfully” (Cable 
& Judge, 1996, p. 295). 
 
 
Maloney et al. (2010) found that the individuals perceived a significant gap 
between the current and preferred organizational cultures. As such, the current 
organizational culture that is based on structures and processes is limiting the 
employee’s ability to be effective in their tasks (Maloney et al., 2010). This 
rationalizes that the presence of a good fit will ensure the effective completion 
of a job and excel at tasks (Edwards, 1991) which may enhance the success of 
the firm performance. According to Verquer, Beehr, and Wagner (2003), firms 
that reflect cultures that are incongruent with the employees’ values would result 
in demotivation among employees – which would reveal in their task 
performance. Harris and Brannick (1999) also highlight that the role of 
organizational culture is more fundamental than the job itself to ensure the fit 
between individuals and organizations. This is because, problems tend to arise 
when employees and the organizations have misfit in underlying value priority. 
That is, for effectuation to be used effectively, the two organizational cultures 
(adhocracy and clan) are more likely to be successful if the employees’ personal 
values matched the culture well. Past literature suggests effectuation brings 
positive outcomes to organization. This includes new venture performance 
(Smolka et al., 2016; Read, Song, & Smit, 2009), start-up performance (Fisher, 
2012), and R&D success (Brettel et al., 2012).  Having established the concepts 
that precede and succeed effectuation, it is found that a common denominator 
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to these outcomes is innovation. As such, this study proposes innovative 
behaviour as the outcome of effectuation, which is further discussed below.  
 
 
1.4 Innovative Behaviour 

 
In order for innovation to take place, employees should portray the behaviour of 
innovativeness (de Jong & den Hartog, 2010). The topic on innovation is getting 
prevalent for past three decades. Initial studies looked into innovative behaviour 
as the combination of both idea generation (new idea, method, or device) and 
the implementation of the ideas (Hülsheger, Anderson, & Salgado, 2009; Scott 
& Bruce, 1994). In the later stage, de Jong and den Hartog (2010) labelled 
innovative behaviour as idea exploration, idea generation, idea championing, 
and idea implementation.  
 
 
The use of effectuation is proposed to translate to innovative behaviour and then 
firm performance. Although this relationship has not been empirically supported, 
there are some evidences to the relationship. First, the study of Roach et al. 
(2016) referred the works of Schumpeter (1934) on entrepreneurship and 
innovation. Subsequently, they linked effectuation and the types of innovation 
(product/service innovation) which showed effectuation impacts innovativeness 
and ultimately firm performance.  
 
 
Nonetheless, it is also found that innovative behaviour is not always a viable 
strategy in achieving high firm performance (Zaied, Louati, & Affes, 2015; 
Saunila, 2014). Past efforts revealed the link between innovative behaviour and 
firm performance has been contradicting. Wright, Palmer, and Perkins (2005) 
mentioned that businesses with low competition should place more emphasize 
in promotional efforts or customer service rather than allocating resources for 
innovation efforts such as R&D which can be costly and unnecessarily risky to 
the firm. However, past studies also acknowledged the fact when the innovative 
behaviour is high, this will lead to a high performance of the firm (Zakaria, 
Abdullah, & Yusoff, 2016; Rosli & Sidek, 2013; Salim & Sulaiman, 2011). 
 
 
The pressure to contribute to the firms’ growth and innovation as well as keeping 
abreast in a dynamic environment causes scarcity or overflow of information 
(Johansson & Engström, 2016). Depending on how effective the firms manage 
information, innovative behavior might take place or fail to take place (e.g., 
information remain idle, ideation without proper documentation). Unfortunately, 
most SMEs do not have a proper system to manage information and knowledge 
(Najmaei & Sadeghinejad, 2009; Nunes, Annansingh, Eaglestone, & Wakefield, 
2006). Since the ideas were not captured in a system, this can be a redundant 
process where the whole problem solving process needs to go through 
replication. This is not only costly, but also time consuming and risky as the 
probability of repeating mistakes is high (Wang et al., 2009). Therefore, having 
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a system to handle the storage of ideas, knowledge distribution and sharing, as 
well as embracing new information would contribute to the betterment of the firm. 
As such, in identifying the resource that would help to bridge the link between 
innovative behaviour and firm performance, the knowledge management 
orientation (KMO) is introduced as a mediator in the study. Thus, the lack of 
KMO in SMEs in Malaysia and why the concept of KMO needs to be introduced 
in achieving firm performance are discussed. 
 
 
1.5 Knowledge Management Orientation in SMEs 

 
The growing number of SMEs indicates that the business is constantly exposed 
to tight competitions. One of the ways to sustain the business is by identifying 
the key competitive advantage that would improve the firm performance. Studies 
in the past have shown how firms exploit competitive advantage by the maximum 
use of the knowledge management (Carrasco-Hernández & Jiménez-Jiménez, 
2016; Wei et al., 2011; Marqués, & Simón, 2006). Hence, this study looks into 
the KMO as the mediator in turning innovative behaviour to firm performance.  
 
 
Knowledge management implies “the effort to systematically find, organize, and 
make available a company’s intellectual capital and to foster a culture of 
continuous learning and knowledge sharing so that organizational activities build 
on what is already known” (Daft, 2007, p. 452-453). Sadly, the knowledge 
management represents a neglected field of study, especially in the context of 
SME (Durst and Edvardsson, 2012). According to Durst and Wilhelm (2012), the 
reason why most SMEs have not been emphasizing greater importance towards 
knowledge management is due to budget constraints and poor administrative 
resources. The lack of focus in knowledge management raises a red flag, as 
SMEs are heavily dependent on the employees’ tacit knowledge and expertise 
they brought to the firm (Durst & Wilhelm, 2012). Relying on employees’ tacit 
knowledge is not a problem, however, the issues arise when these employees 
leave the SMEs; bringing along their knowledge with them. Hence, having a 
system that enables documentation of the tacit knowledge will be valuable for 
the firm even when the employee resigns. 
 
 
The adoption of informal processes on storing information (knowledge via on-
the-job training) to disburse and share is insufficient for effective handling and 
processing of data compared to information technology (IT) based tools that are 
generally cheaper and easier to use (e.g. decision support, cloud computing, 
crowd-sourcing systems, and collaborative filtering) (Cerchione, Esposito, & 
Spadaro, 2015; Hutchinson and Quintas, 2008). According to Wei, Choy, and 
Chew (2011), the common tools used by the SMEs in sharing their knowledge 
include face-to-face discussion, e-mail, and intranet. Though these methods are 
generally used by the SMEs, the outcomes of these discussions are rarely 
documented in a way where the knowledge can be retrieved for future use (Wei, 
Choy, & Chew, 2011).  
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The SME industry makes up a huge percentage (98.5%) of the businesses in 
Malaysia and is a major contributor to the economy (SME Corp, 2018). 
Nevertheless, these SMEs face a knowledge gap on the importance and 
convenience of implementing knowledge systems in their companies (Inn, 
2016). Christodoulou (2016) also mentioned that the lack of skills, knowledge, 
and right attitude in the SMEs is damaging the overall performance of the firm. 
This is where the sharing of knowledge among subordinates and superiors as 
well as the willingness of the peers in accepting new knowledge (knowledge 
receptivity) is significant towards improving the firm. Additionally, the employees 
must recognize the value of the information as well as utilize given information 
(Cohen & Levinthal, 1990) for knowledge exploitation (Grandinetti, 2016) which 
would improve the firm’s performance. 
 
 
The SMEs also face issues in attracting relevant talent to lead them forward in 
these developments. In addition to the poorly skilled employees, it is found that 
the senior management teams are skeptical in exploring new technologies or 
systems (Lee, 2018). This reluctance has been due to the risks involved in 
incorporating new technologies such as wiki, crowdsourcing systems, 
collaborative filtering infrastructures, cloud computing, e-commerce, Big Data 
and information security. This further causes SMEs to be content in retaining the 
traditional ways of storing and sharing information such as physical bookkeeping 
(Inn, 2016), e-mails, and face-to-face meetings (Wei et al., 2011). Therefore, the 
hesitance in adopting these new systems that are easier and effective for 
information storage, information sharing, knowledge absorption, and knowledge 
receptive would lead to a low knowledge management use in the SMEs. 
 
 
1.6 SMEs: Definition, Challenges, and Government Support 

 
SMEs are significant in contributing to the growth and development of the nation. 
According to Mohamad, Rashed, and Rahman (2008), SMEs play a monumental 
role in achieving the developed nation status. Malaysia strives to upgrade to a 
developed nation status, however, we are facing stagnant R&D, low levels of 
entrepreneurship and venture capital, and deteriorating rankings in innovation 
(Organisation for Economic Co-operation and Development, 2013). One of the 
ways identified to develop the economy is on the advancement of the SMEs 
(Abdullah, 1997). In order to break the middle-income plateau, innovation rather 
than imitation is required (Aghion & Howitt, 1996). Two countries; Korea and 
Taiwan Province of China, which were under Malaysia’s income in 1970, made 
it to the high-income status have shown that they were much successful in 
innovating and increasing productivity (Cherif & Hasanov, 2015). Hence, 
Malaysia’s transformation depends greatly on the development of SMEs as this 
could lead to a fully developed and become an industrialized nation (Omar, 
Arokiasamy, & Ismail, 2009). Therefore, more focus should be given on the 
SMEs, as their role is undeniably substantial to the wellbeing of the nation.  
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According to The World Bank Group (2016), SMEs has contributed 65% to total 
employment in Malaysia. The total employment by SMEs alone has amounted 
to 2,302,421 (SME Corp, 2016). In addition to that, 36% of gross domestic 
product (GDP) and nearly 18% of the country's exports has been contributed by 
SMEs. By 2020, under the SME Masterplan (2012-2020), it is expected that 
SMEs’ contribution to GDP will hit 41%, and the share of the country’s exports 
from SMEs to reach 23%. The chart below shows the contribution of SMEs 
according to their respective sectors (Department of Statistics, 2015). 
 
 

 

Chart 1: Contribution of SMEs to Malaysia’s main sectors  
(Department of Statistics, 2015) 
 
 
During the 14th National SME Development Council Meeting in 2013, the former 
Prime Minister of Malaysia, Dato Sri Mohd Najib Razak, announced the new 
definition of SMEs. Previously, the manufacturing sector defined SMEs with 
sales turnover not exceeding RM 25 million or employment not exceeding 150 
workers (SME Bank, 2016). As of 1st January 2014, it is defined as RM 50 million 
or employment not exceeding 200 workers. For the services and other sectors, 
sales turnover not exceeding RM 20 million or employment not exceeding 75 
workers, as oppose to RM 5 million or employment not exceeding 50 workers 
(refer Table 1.1). 
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Table 1.1: New Definition of Small and Medium Enterprises (SMEs) 
Malaysia 

 
Category Small Medium 

Manufacturing Sales Turnover from RM 
300,000 - < RM 15 mil or Full 
time employees from 5 - < 75 

Sales Turnover from RM 15 
mil - < RM 50 mil or Full time 
employees from 75 - < 200 

Services and 
Other Sectors 

Sales Turnover from RM 
300,000 - < RM 3 mil or Full 
time employees from 5 - < 30 

Sales Turnover from RM 3 mil  
- < RM 20 mil or Full time 
employees from 30 - < 75 

Adapted from SME Bank (2016) 
 
 
Back in the 1970s, the SMEs contributed in a small portion towards the nation’s 
economic development due to the dominance of the large industry (Sahran, 
Zeinalnezhad, & Mukhtar, 2010). Today, SMEs are known as the key source of 
economic growth (Haron, Said, Jayaraman, & Ismail, 2013). SMEs are 
transforming into a globalization phenomenon and this brings both opportunities 
and challenges for the SMEs. The global economic framework requires them to 
reconsider their competitive position with their local and foreign rivals (Rosli & 
Sidek, 2013). However, most SMEs still remain in their national boundaries 
(Ruzzier, Hisrich, & Antoncic, 2006).  
 
 
One of the main challenges faced by SMEs in Malaysia is on the innovation 
capability. It is important to innovate continuously to remain competitive in 
today’s modern world (Teece, 2007). Innovation is central not only for firm’s 
sustainability, but also to strengthen the country’s economy. According to the 
CEO of Agensi Innovasi Malaysia (AIM) Mark Rozario, innovation involves 
taking a gamble with no guarantees of commercial success. Therefore, it is vital 
to make risky decisions to climb up the ladder (Innovate & Disrupt: AIM, 2015).  
 
 
Having said that, the government provides great support to SMEs in innovation. 
The government has taken a few measures in the areas that are lacking such 
as implementation of programs to enhance the capabilities of SMEs. Those are 
financial accessibility, advisory services, marketing, information and 
communications technology (ICT), and technology (Malaysian Industrial 
Development Authority, 2006). Unfortunately, in spite of the government’s 
initiatives, SME Corp Chief Executive Director Datuk Dr. Hafsah Hashim said 
that the SMEs still suffer from low innovation and the lack of entrepreneurial spirit 
(Pail, 2015; Hung et al., 2011). This is also reported by the National Survey of 
Innovation (a survey conducted by the Ministry of Science, Technology & 
Innovation) that only 35.75% of small companies and 49.42% of medium 
companies are innovating. It is also reported that the Malaysia Global Innovation 
Index (GII) has dropped from 31st rank in year 2011, 32nd rank in year 2012 and 
2013 respectively, and in year 2017, the rank has dropped to 37th (MASTIC & 
MOSTI, 2017) (refer Table 1.2).  
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Table 1.2: Comparison of Global Innovation Index (GII) for 2011 – 2017 
 

Country 2011  
GII 
Rank 

2012  
GII 
Rank 

2013  
GII 
Rank 

2014  
GII 
Rank 

2015 
GII 
Rank 

2016 
GII  
Rank 

2017 
GII 
Rank 

Malaysia 31 32 32 33 32 35 37 
Adapted from MASTIC & MOSTI (2017) 
 
 
Rasiah and Yap (2015) stated that Malaysia is suffering from the poor 
performance in the efficiency of innovation. SMEs are faced with challenges 
compared to larger firms due to their small size such as limited managerial 
capabilities, weak innovation structure, low market power, and scarcity of 
resources (Radam, Abu, & Abdullah, 2008). Apart from that, the shortage of 
skilled workers, weak productivity growth stemming from a lack of creativity and 
innovation in the workforce, and an over-reliance on unskilled and low-wage 
migrant workers also contribute to the low innovation issue (National Economic 
Advisory Council, 2010). 
 
 
SMEs differ from large firms in terms of motivations, constraints, and 
uncertainties. The challenges facing SMEs are external (e.g. globalization, 
political, social, economic, technological) and internal (e.g. human capital) (Ting, 
2004; Hashim, 2000). With such issues evolving around SMEs, management 
competencies are necessary for growth in small organizations compared to large 
organizations (Snell & Lau, 1994). De Jong (2007) mentioned that individuals 
should be able to have the capabilities to revolutionize generated ideas into 
products and process development. Unfortunately, employees are lacking in 
attitude, skills, knowledge, and competencies within smaller organizations 
(Christodoulou, 2016). In the hopes of achieving innovation, employees’ attitude 
plays an important role in problem solving as well as to withstand and overcome 
challenges faced by the dynamic and uncertain environment (Li & Zheng, 2014; 
Sweetman, Luthans, Avey, & Luthans, 2011).  
 
 
Omar, Arokiasamy, and Ismail (2009) stated that the limitation in skills, 
knowledge, and competency issue is due to financial constraints and insufficient 
training. Kaufmann and Todtling (2002) also stressed that SMEs are restricted 
in innovative capacity due to their financial and human resources. When 
employees lack knowledge and training, they may face difficulties and 
challenges in making entrepreneurial decisions. These issues hinder the 
innovative behaviour among employees in SMEs, which have led to SMEs being 
labeled as imitators rather than innovators, especially in the developing 
countries (Savitskaya, 2009). 
 
 
Most of the SMEs have flexibilities due to their simple systems and procedures.  
This allows them to provide immediate response to customers as they have a 
shorter decision making chain than the large enterprises (Singh, Garg, & 
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Deshmukh, 2008). Nevertheless, majority of SMEs have not achieved the 
growth they desire. SMEs lack in resources such as access to finance, human 
resource constraints, limited or inability to adopt technology, lack of information 
on potential markets and customers, and global competition (Ting, 2004). 
Moreover, in the family business, which stands about 72% of the Malaysian 
SMEs (Rachagan & Satkunasingam, 2009) often favour placing family 
members, relatives, and close friends in senior management positions over 
hiring outside professional managers (Rachagan & Satkunasingam, 2009). 
Thus, the decision making power lies greatly on them, usually leading to idea 
rejections of others, poor management decisions, and reluctance to delegate 
decision making, which reduce innovativeness (Block, 2012; Dyer & Handler, 
1994). Apart from that, family owned SMEs usually have a non-complex and 
centralized decision making process, which focus on short-term planning thus, 
lowering the innovative behaviour among employees (Rohde, 2004). 
 
 
In a study done by United Parcel Services (2005), innovation, access to market 
intelligence, and access to capital are the biggest challenges facing SMEs 
across Asia. A pilot survey of 100 Malaysian SMEs shows that labour cost, 
innovation, and access to funding and working capital are the main challenges 
to Malaysian SMEs (United Parcel Services, 2005). According to Grando and 
Belvedere (2006), the deficiency in human and financial resources, inhibits 
SMEs from adopting new technological solutions and innovative managerial 
practices for an organization to achieve productivity. Apart from those issues 
mentioned above, Malaysian SMEs are also challenged by “relatively low 
productivity; lower business formation rates than in high income nations; 
concentration of output and employment in a relatively small number of firms; 
and a high share of SMEs operating in the informal sector” (Organization for 
Economic Co-operation and Development, 2013, p. 12).  
 
 
Many studies have looked into adapting the unexpected market changes, 
however, the business leaders in Malaysia are still far from developing and 
implementing the ideal innovation model (GE Global Innovation Barometer, 
2014). Thus, the application of effectuation in improving SME employees’ 
innovative behaviour is relevant and timely. This study proposes that innovative 
behaviour can be improved if SMEs hire employees with appropriate individual 
values (e.g. openness to change, self-transcendence), provides a culture that 
supports innovation (e.g. adhocracy culture, clan culture) and encourages the 
use of effectuation in employees’ decision making process. 
 
 
1.7 Scope of the Study 

  
This study explores the use of effectuation theory in enhancing the innovative 
behaviour of the workforce in SMEs. This study uses individuals as the unit of 
analysis. Apart from that, this study excludes certain individual values (self-
enhancement and conservation) and organizational cultures (market and 
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hierarchical). The reasons for doing so are justified below (refer to 1.7.3.1, 
1.7.3.2, 1.7.3.3; page 13, 14, and 15). 
 
 
1.7.1 SMEs 

 
SMEs have shown to contribute significantly towards the economic growth, 
facilitates innovation, and creating employment towards the development of the 
standard of living (Malaysian-German Chamber of Commerce and Industry, 
2015). Attempts by government has been made in achieving the developed 
nation status, however, Malaysia is still stuck in the middle-income trap. One of 
the setbacks identified is on the lack of innovative behaviour in SMEs (Ministry 
of Science, Technology & Innovation, 2013).  
 
 
Due to the small and medium size of the enterprises, the SMEs have the 
flexibility to implement effectuation. However, SMEs in Malaysia were reported 
to adopt causation decision making that focuses on predicting, structured 
planning, competitive analysis, and setting up pre-determined goals and 
objectives (Cheng, Kadir, & Bohari, 2014; Kee-Luen, Thiam-Yong & Seng-Fook, 
2013). Since employees’ decision making are influenced by the environment set 
by the organization (Cameron, 2008; Schultz, 2005), it could also be that the 
rigid and structured culture in SMEs (market, hierarachy) may have contributed 
to the increased use of causation. The causation is found to be quite a challenge 
since the businesses are faced with uncertainties. Effectuation was said to suit 
situations of high uncertainty (Sarasvathy, 2001). Thus, researching effectuation 
in SMEs is appropriate. 
 
 
Futhermore, the research problem looks into the innovation issues faced by the 
SME industry. One of the ways identified to enhance the innovation is by using 
effectuation (Roach et al., 2016). The effectuation theory works best in situation 
that faces dynamic and high uncertainty conditions. High uncertainties here refer 
to market fragmentation, economic turbulence, competitive pressures, 
innovation, technological changes, and the constant changes in customer’s 
demands (Read et al., 2015). Additionally, the SMEs face limitations in 
resources (e.g. R&D department, finances, equipment and skills) compared to 
large firms. The theory of effectuation guides individuals to experiment within the 
means they have, work within allocated loss, network with stakeholders, and turn 
obstacles into opportunities. As such, the theory favours the dynamic condition 
of the SMEs.  
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1.7.2 Unit of Analysis 

 
The unit of analysis is individuals, which is on the SME workforce. The term 
workforce here refer to those individuals who are involved in innovative 
behaviour and making decisions in the firm. Firms are not used as this study 
focuses on the perception of the individual towards the organizational culture. In 
addition to that, this study looks into effectuation; which is dependent on the 
decision makers themselves (Read, Sarasvathy, Dew, & Wiltbank, 2015). 
Hence, individuals as the unit of analysis is much suited for the objective of the 
study.  
 
 
1.7.3 Exclusions of Antecedents in the Framework and Industries 

 
This study opts for the law of Occam’s razor that follows the principle 
of parsimony. Occam’s razor, “cautions us not to multiply entities beyond 
necessity” (Dieterle, 2001, p. 52). Beyond necessity in this sense suggests that 
this study must look into what is important or necessary for social science. This 
study also focuses on effectuation use in SMEs that requires certain individual 
values and organization culture. Preliminary investigation is done by conducting 
personal communication with a few respondents that have experience working 
in the SMEs (refer 1.7.3.1; page 13). Past studies (refer 1.7.3.2 and 1.7.3.3; 
page 14 and 15) illustrate that the logic of effectuation is unlikely to be adapted 
by individual values of self-enhancement and conservation as well as survive in 
a rigid and hierarchical culture. The excluded antecedents (self-enhancement, 
conservation, market, hierarchy) suited better in the traditional decision making 
which is used by other industries such as large and multinational companies 
(Sarasvathy, 2005, 2001). Therefore, this study focuses on the “necessity 
entities” mentioned by the law of parsimony. Subsequently, this study also 
considers the respondent fatigue in answering the survey question. Respondent 
fatigue happens when there are high numbers of questions in a survey, which 
leads to lower response rates, reduced completion, and reduced data quality 
(Rolstad, Adler, & Rydén, 2011). Considering the aforementioned, this study 
excludes both the conservation value as well as the self-enhancement value in 
the framework. 
 
 
1.7.3.1 Personal Communication  

 
Preliminary investigation has been conducted by the researcher to understand 
the gist of the issue from the industrial viewpoint. Upon identifying the research 
problem, the researcher has spoken to four respondents who are involved in 
innovative work behaviour and decision making. All four respondents are from 
an engineering background. Two of these respondents are in SMEs whereas 
the remaining two respondents formerly worked in an SME before moving to a 
large firm.  
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Karthik is a consultant of an engineering company of an SME. His firm is a good 
platform to learn however, the management is not too keen on accepting fresh 
or new ideas regarding the work process (Karthik, Electrical Engineering 
Consultant, personal communication, 3 December 2016). He added that the firm 
is comfortable in following the old methods of doing things. Another respondent, 
Christopher works as a technician in a medium sized firm. Although the 
management has meetings on work improvements and innovation, most often 
these ideas remain idle and would not be documented properly (Christopher, 
Technician, personal communication, 15 January 2017). Christopher added that 
the ideas would just perish due to fear of change and budget. Both respondents 
expressed that they do not have high authority and autonomy in their work 
decisions. Eventually, every decisions need to go through the higher 
management or Director’s approval, which would be time consuming.  
 
 
Siva and Hussein are currently an engineer at a large firm. Both of these 
respondents were previously colleagues working as a consultant for the SME. 
According to Siva (Electical Engineer, personal communication, 12 February 
2017) and Hussein (Senior Engineer, personal communication, 12 February 
2017), they left the firm as they are recognized as an engineer in large firms. 
They added that, most SMEs do not have engineers, but they do have 
consultants and technicians with engineering background. Upon a certain 
period, these employees then shift to a large firm and are given the position of 
engineers. In addition, the SMEs could not expand in terms of innovation due to 
the lack of budget and resources. They added that, although the SME they 
worked for has a low bureaucracy, the firm does not have the proper resources 
to make the ideas feasible. Having said that, any decisions taken must still go 
through the final say of the higher management. 
 
 
This preliminary data showed that the SMEs workforce are facing challenges in 
portraying innovative behaviour due to the culture of the organization. This might 
also lead to the suppression of the effectuation use since the employees have a 
low job authority and decision making. Considering the above, this study focused 
on the individual values and the organizational culture that would enable 
effectuation use and innovative behaviour. Therefore, the selection of 
antecedents was justified through literature and personal communication. 
 
 
1.7.3.2 Exclusion of Self-enhancement and Conservation Values 

 
Schwartz (2012) proposed four individual values; openness to change, self-
transcendence, self- enhancement, and conservation. Two of these values (self-
enhancement and conservation) are excluded from this study. Self-
enhancement individuals are achievement oriented. Such people with a high 
need for achievement have the fear of failure (Rabideau, 2005). This fear may 
result in individuals being persistent with their familiar strategies and routines. 
Sagiv and Schwartz (2007) also mentioned that people with a high need to 
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achieve their goals, set their own personal goals and strive their best to 
accomplish these rigid goals.  
 
 
According to Schwartz (2012), self-enhancement individuals have a high 
emphasis for power. They preserve their dominant position and control over 
people and resources. Therefore, individuals exert control and dominance by 
running through competitive analysis to ensure its dominant position (Noordin, 
Zainuddin, Mail, & Sariman, 2015). This act resembles the causation approach 
in decision making, which is not the characteristic of effectuation. 
 
 
Conservation individuals are more conventional and conservative of the past 
and change resistant (Schwartz, 2003). As most businesses are facing 
uncertainties, conservatives may be inclined to increase their safety and security 
(Bar-Tal, 2001). Hence, they avoid making risky experimentations by proceeding 
to follow the norms of doing things. Such characteristics also hinder the creativity 
process, which is important for innovative behaviour to take place. As stated by 
Schwartz and Bardi (2001), security and conformity values promote harmony by 
maintaining the status quo and weakening the motivation to innovate. Apart from 
that, creativity requires tolerance for ambiguity and risk-taking, thereby; “safety, 
caution, security, and prudence” value should clash with creativity (Kasof, Chen, 
Himsel, & Greenberger, 2007, p. 109).  
 
 
The aim of this study is to look into the individual values that promote innovative 
behaviour of the employees. Past studies have found that self-enhancement 
characteristics favor the use of traditional decision making logic; also known as 
causation (Pãunescu & Cantaragiu, 2012; Tyszka et al., 2011; Hepper, 
Gramzow, & Sedikides, 2010). In addition to that, conservation values have 
shown preference for the status quo. The emphasis on preserving the status quo 
of the conservation value individuals shows a mismatch with the logic of 
effectuation. Thus, individuals with such values would not thrive well under 
effectuation.  
 
 
1.7.3.3 Exclusion of Hierarchical and Market Organizational Culture 

 
Competing Values Model developed by Cameron and Quinn (1999) proposed 
four organizational cultures (adhocracy, clan, market, and hierarchy). Of these, 
two cultures (market, hierarchy) that do not cultivate effectuation use are 
excluded from this study. The hierarchy culture follows a structured and 
formalization environment with a tight procedure, policies, and rules (Cameron 
& Quinn, 1999). Therefore, the employees’ autonomy and flexibility are low in 
this type of setting (Cramm, Strating, & Nieboer, 2013). McAdam, McConvery, 
and Armstrong (2004) also stated that organizational cultures that follow the 
hierarchical structures have fewer opportunities to innovate. The rigidity of the 
structure is needed to ensure a smooth running organization, thereby causing 
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delays in approvals and communication (Menzel, 2008). This typically can be 
seen in large enterprises where they need to follow rules and procedures (Duh, 
Belak, & Milfelner, 2016). Such organizational culture would prefer the use of 
causation approach where it involves planning, obeying to routines, and the 
formalization of activities (Menzel, 2008). 
 
 
On the other hand, market culture also known as the result-oriented 
organization, focuses on getting the job done through competition, achievement, 
and winning (Duygulu & Özeren, 2009). The market culture focuses on 
competition and achievement, which may motivate goal-oriented individuals to 
follow causation. Looking at the amount of planning and prediction needed to 
reach the objectives of the market culture, effectuation would not be significant 
in such structured environment. In short, the two cultures (market and hierarchy) 
have been excluded from the study as they do not promote the use of 
effectuation. 
 
 
1.7.4 National Policy Agenda 

 
Due to the benefits SME brings to the development of the nation, the government 
has been supportive towards the growth of the industry. In 2nd July 2018, the 
government has set up the Ministry of Entrepreneur Development (MED). The 
vision of the ministry is to create high integrity entrepreneurs who are competitive 
in the global marketplace. To realize the aim of the MED, the SME Corp agency 
was linked with the ministry in November 2018. The role of the SME Corp is to 
promote the development of competitive, innovative and resilient SMEs through 
effective coordination and provision of business support (Ministry of 
Entrepreneur Development, 2018).  
 
 
The Ministry of Finance has announced the 2019 budget on 2nd November 2018. 
One of the highlights is on the assistance for the 500 SMEs to switch to Industry 
4.0 technology (Ministry of Finance, 2018). The Industry Revolution 4.0 (IR 4.0) 
transforms the industries and nation when they become a part of the core 
initiatives. Malaysia needs to join in the wave of IR 4.0 to remain significant in 
innovation aspect. The question is, ‘Are we ready for IR 4.0?’ Therefore, this 
study intends to link the transformation of business education that is parallel with 
the IR 4.0 movement. Since rapid changes are taking place, a massive change 
in the education system is central. The aim of IR 4.0 in education is for graduates 
to be innovative and entrepreneurial, as well as withstand complexity by being 
flexible (Haseeb, 2018).  
 
 
Additionally, the Eleventh Malaysian Plan (11MP) endeavors to address the area 
of weakness and heightened innovation by exploring new approaches 
(Economic Planning Unit, 2015). One of the six pillars in 11MP is to strengthen 
the economic growth by enhancing productivity and increasing competitiveness 
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of the industries (Ministry of Economic Affairs, 2018). The 11MP strives to unlock 
productivity and transform innovation to wealth in the hopes to sustain economic 
growth, create new economic opportunities and ensure continued wellbeing and 
prosperity of the nation (Ministry of Economic Affairs, 2018). This can be made 
possible by focusing on the SMEs growth and development.  
 
 
The government’s initiatives above share a common goal that highlights on 
innovation. One of the ways to facilitate the aim and vision of these initiatives 
could be through effectuation. The introduction of effectuation logic in training 
and development and business education would expand critical thinking and 
solving complexities, uncertainties, rising expectations, and limitation in 
resources. Not only employees and future graduates learn a new decision 
making strategy, but they are likely to adapt a flexible approach and resilient 
towards potential challenges through the application of effectuation logic. By 
doing so, the innovation would translate to wealth, which is the aim of 11MP.  
Since effectuation logic was founded to impact positively in the SMEs, the 
effectuation might be the puzzle in finding a mechanism that coordinates 
effectively and acts as a business support; which is the aim of the SME Corp. 
 
 
1.8 Problem Statement 

 
Malaysia’s common goal is to transform into a high-income status. 
Unfortunately, the country is still trapped at the middle-income plateau. Korea 
and Taiwan; which were under the Malaysia’s income in 1970s have advanced 
into a high-income country due to their success in productivity and innovation 
(Cherif & Hasanov, 2015). Malaysia, on the other hand, still suffer from low 
innovation. This slows down the process of achieving the developed nation 
status. 
 
 
The SMEs play a monumental role in facilitating innovation, providing job 
opportunities, reducing poverty, and boosting the economy. As such, this study 
focuses on the SMEs. Due to the advantages the SMEs bring to the country, the 
government has been supportive towards the development of the SMEs. 
However, in spite of the government’s support, the SME Chief Director Dr 
Hafsah have mentioned that SMEs are still suffering from low innovation and 
lack of entrepreneurial spirit. 
 
 
Sadly, Malaysia is facing loopholes in innovation (drop in GII rank; high 
percentages of non-innovating SMEs) (Global Innovation Index, 2014; Ministry 
of Science, Technology and Innovation, 2013). The Ministry of Science, 
Technology and Innovation (2013) has reported only 35.75% of small companies 
and 49.42% of medium companies are innovating whereas a higher percentage 
of non-innovating firm in both firm sizes. In addition to that, the Global Innovation 
Index (GII) level has declined in its ranking from 31 in year 2011 to 37 in year 
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2017. The decreasing trend in innovation is alarming as it indicates that Malaysia 
is losing its focus in innovativeness, which serves as a competitive advantages 
and business sustainability in the firms (Singh, Garg, & Deshmukh, 2008). If 
these issues are left unresolved, Malaysia will be far behind in innovation and 
subsequently might lead to another failed vision (in reference to Vision 2020). 
Therefore, Malaysian SMEs need to focus on innovativeness in order to stay 
relevant in today's global economy. With the purpose of dealing with the 
innovation issue, this study looks into the use of effectuation to enhance 
innovative behaviour. This research is underpinned by two theories; effectuation 
theory and P-O fit theory.  
 
 
Effectuation theory suggests that the logic of effectuation is suited for the 
uncertain condition of the SMEs. This is because the SMEs generally face 
limitations in terms of financial, human capital, and competitive advantages 
(Ting, 2004; Hashim, 2000). However, its outcome of using effectuation in SME 
Malaysia context is unclear. The P-O fit theory looks into the congruence 
between the individual values with the organizational culture in creating a close 
fit. Past studies have mentioned about the importance of innovation towards the 
betterment of the firms (Rosenbusch et al., 2011; Teece, 2007; Kaufmann & 
Todtling, 2002). However, little has been done in terms of creating an 
organizational culture that is supported by individuals with matched value in 
order for effectuation, innovation, and subsequently, enhanced firm performance 
to take place. In fact, there are five research gaps this study intends to close. 
 
 
1.9 Research Gaps 

 
In every research, it is important to identify the theoretical gaps as well as in 
addressing them. There are five gaps identified from the literature. Those are on 
1) under-researched effectuation decision making; 2) the inconsistencies in 
innovative behaviour and firm performance relationship; 3) under-researched 
individual values; 4) P-O fit gap; and 5) the mechanism linking individual values 
in effectuation to innovative behaviour.  
 
 
First, effectuation is under-researched in the context of innovative behaviour and 
firm performance of SMEs in Malaysia. Causation heavily relies on planning, 
fixed targets, predictions, achieving maximum profits, competitive analysis while 
striving to avoid contingencies. On the contrary, effectuation focuses on control 
by experimentation, invest what is affordable to lose, pre-commitments, and 
turning obstacles into opportunities (Sarasvathy, 2005; 2001). Causation is said 
to work well in an environment that is more stable and predictable (Sarasvathy, 
2001); low innovation level, hence low uncertainty (Brettel et al., 2012); and large 
firms (McKelvie et al., 2013).  On the other hand, effectuation theory mentioned 
that effectuation suits well in uncertain situations (Sarasvathy, 2005) where 
SMEs are faced with resource and skill limitations (Berends, Jelinek, Reymen, 
& Stultiëns, 2014; Radam, Abu & Abdullah, 2008). However, the survey done by 



© C
OPYRIG

HT U
PM

 
19 
 

GE Global Innovation Barometer (2014), encapsulated that the majority of the 
Malaysian firms (72%) believe in planning and following a structured innovation 
process and adopts the competitor analysis in order to achieve innovations 
successfully (83%).  
 
 
Effectuation was reported to enhance start-up performance (Harms & Schiele, 
2012; Nienhuis, 2010); firm’s performance (Urban & Heydenrych, 2015; 
McKelvie et al., 2013); creativity (Dane, Baer, Pratt, & Oldham, 2011); product 
innovation (Berends et al., 2014), and R&D projects (Brettel et al., 2012). In other 
words, the findings from these studies showed that the use of effectuation results 
in positive outcomes to the firm. There were past reports of effectuation – firm 
performance (Urban & Heydenrych, 2015; McKelvie et al., 2013). However, its 
outcome of using effectuation in SME Malaysia context is unclear.  
 
 
Similar studies have been done on effectuation – creativity (sub process of 
innovative behaviour) (Dane et al., 2011); product innovation (Berends et al., 
2014); and project innovation (Brettel et al., 2012). Effectuation theory may 
explain the complexities of a person, organization, and innovative endeavors as 
it is an “internally consistent set of ideas that forms a clear basis for action upon 
the world” (Sarasvathy, 2009, p. 17). According to Roach, Ryman, and Makani 
(2016) and Blekman (2011), effectuation theory facilitates innovation due to the 
flexibility of effectuation. For example, effectuation provides the space to 
experiment within allocated budget and without worrying about creating severe 
damages to the financial. However, the effectuation – innovative behaviour 
relationship in SMEs is unclear. 
 
 
This study builds on the effectuation to increase the theoretical understanding of 
how innovative behaviour unfolds in Malaysian SMEs. Although past studies 
were established on effectuation and firm performance in other countries (e.g. 
United States), this study looks into the Malaysian context. Malaysia is different 
from the United States in terms of income group, poverty rate, employment rate, 
and low standard of living. If the results from (1) effectuation and firm 
performance and (2) effectuation and innovative behaviour showed a positive 
relationship, this would help SMEs to provide more job opportunities, reduce the 
poverty rate, and improve the standard of living; which in the long run would 
boost the economy and income group in Malaysia. Thus, this study fills the gap 
by looking into effectuation in Malaysian SMEs and evaluates if it brings 
outcomes like firm performance and innovative behaviour. This study attempts 
to contribute to the knowledge base by determining the relationship between (1) 
effectuation and firm performance and (2) effectuation and innovative behaviour.  
 
 
Second, the relationship between innovative behaviour and firm performance in 
past studies was inconsistent (Prifti & Alimehmeti, 2017; Omri 2015; Atalay, 
Anafarta, & Sarvan, 2013; Rosenbusch, Brinckmann, & Bausch, 2011). 
Rosenbusch et al. (2011) found that although there is a positive relationship 
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between innovation–performance, this relationship heavily relies on the context 
such as firm’s age, the type of innovation, and the cultural context. Atalay et al. 
(2013) also studied on the types of innovation (product, process, organization, 
and marketing) and the effects toward firm performance. They found that the 
product and process innovation have a significant and positive impact on firm 
performance while the organizational and marketing innovation have no 
significant effect on firm performance. Antalay et al. (2013) reasoned that the 
discrepancy in the relationships was due to the type of the industry they were 
studying (automotive supplier industry). Thereby, the types of innovation affect 
the firm performance differently depending on the types of industry.  
 
 
The innovative behaviour has always been on the positive light in terms of 
enhancing the firm performance (Rosli & Sidek, 2013). However, most of these 
studies did not cover the SME industry. According to Madrid-Guijarro, García-
Pérez-de-Lema, and Van Auken (2016) innovation enhances performance in 
large firms whereas it imposes unwanted risks to the SMEs. This is because 
innovation requires substantial resources and capabilities which large firms can 
afford; for instance, R&D department, training costs, attractive compensation to 
competent employees in order to retain them (Madrid-Guijarro et al., 2016). 
Given that the SMEs have limited resources, these challenges will damage the 
firm performance as they do not have the financial resources to cover the costs 
of innovation (Berends et al., 2014).   
 
 
In short, past literatures showed that innovative behaviour and firm performance 
relationship were inconclusive especially in SME context. Some reported 
significant positive relationship (Rosli & Sidek, 2013; Salim & Sulaiman, 2011; 
Hyytinen & Toivanen, 2003), while others have reported insignificant relationship 
(Zaied, Louati, & Affes, 2015; Saunila, 2014; Darroch, 2005). It is unclear if the 
direct innovative behaviour and firm performance relationship holds in the SME 
context. The inconsistent findings also point out the possibility of a mediator in 
innovative behaviour and firm performance relationship. 
 
 
This study addressed the gap by introducing a mediator (knowledge 
management orientation). Knowledge Management Orientation (KMO) is found 
to mediate technology and organizational effectiveness (Kuo, Chi, & Dorjgotov, 
2011), and intellectual capital and innovation (Hsu & Sabherwal, 2011). This 
suggests that, KMO may play a similar mediating role in innovative behaviour – 
firm performance relationship. This notion is consistent with RBV proposal that 
resource plays a major role in achieving competitive advantage (i.e. firm 
performance) (Penrose, 1959). 
 
 
Third, there is a lack of studies that have looked into the antecedents of 
effectuation. Some of the limited studies have reported that the individual 
characteristics like self-driven, stimulation, proactiveness, and achievement 
oriented influence the decision making (Yuan & Woodman 2010; Osland et al., 



© C
OPYRIG

HT U
PM

 
21 
 

2007; Shane & Venkataraman, 2000). However, there are no known studies that 
have looked into the individual values and effectuation. Individual values are 
stable characteristics that influence a person’s behaviour (Léger-Jarniou & 
Tegtmeier, 2017; Linan, 2008; Connor & Becker, 2003). Values have reported 
to influence consumer’s environmental behaviour (Joshi & Rahman, 2015; 
Gifford & Nilsson, 2014); tourist planning behaviour (Jovanovic, 2014; Cohen, 
Prayag, & Moital, 2014); and corporate social responsibility (González-
Rodríguez, Díaz-Fernández, Pawlak, & Simonetti, 2013). Nevertheless, values 
are not known if they have the same predictive ability in effectuation. According 
to Read et al. (2015), “effectuation builds on individual differences” (p. 3). 
Therefore, this study addressed the gap mentioned by looking into the 
relationship of the individual values (openness to change or self-transcendence) 
in explaining the use of effectuation. If the result of this relationship has shown 
a positive and significant relationship, hiring employees of these values would 
enhance the SMEs’ use of effectuation in decision making.  
 
 
Fourth, there is a gap in identifying organizational culture that supports the 
individuals’ use of effectuation. Organizational culture often sets the conditions 
that influence employees’ decision making process (Cameron, 2008; Tierney, 
1988). Yousef (1998) found a significant relationship between organizational 
culture and the decision making style. Most companies perceived themselves to 
be creative and pioneering; however, in reality, the systems and culture of the 
organization prefers to follow the status quo (Dingli, 2008). Conflicts will bound 
to happen, especially when employees’ values are incongruent with the 
organizational culture they are in. As Tierney (1988) said, employees are 
reminded of the culture presence and power only when conflicts happen 
between employees and the organization. For instance, the uncertainties in 
SMEs condition motivates employees to think outside the box; however, it is 
unlikely for employees to make decisions spontaneously and without restrictions 
especially when the organization has a strict adherence to follow. Consequently, 
employees portray their full potential when organizational culture is synonymous 
with their characteristics, behaviour, and capabilities (June & Mahmood, 2011). 
Therefore, understanding the organizational culture is important to increase the 
fit between the person and the organization (P-O fit). 
 
 
There are less researches on P-O fit theory in linking the decision making 
process. Although a research done by Hakkinen (2015) has shown the linkage 
between P-O fit and effectuation, the study mainly looks into the P-O fit as a 
variable investigating the relationship towards effectuation. It did not consider 
looking at the individuals and the organization separately at achieving 
effectuation. Therefore, this study links the individual values and effectuation; 
thereby introducing the organizational culture as the mediator. The congruence 
between the values of the individuals with the organization is substantial towards 
a good fit, which may lead to the innovative behaviour. This is also in line with 
the P-O fit theory, where it states that the organizational culture that supports 
the values of employees may result in desired outcomes.  
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Fifth, there is a gap in understanding the mechanism in which individual value 
translates to innovative behaviour. A recent study by Roach et al. (2016) 
identified that effectuation acts as a mediator between innovation orientation – 
product/service innovation relationship. It is found that those with innovative 
orientation used more of effectuation and therefore result in product/service 
innovation. The understanding of effectuation as mediator indicated that 
effectuation is the main reason for innovation, not innovation orientation. In this 
study, effectuation may work as a mediator in the same way. That is, those with 
openness to change and self-transcendence values are more likely to use 
effectuation that leads to innovative behaviour. Although it is likely for innovative 
behaviour to take place in the SME context, nevertheless, studies has not been 
tested on effectuation as a mediator between values and innovative behaviour. 
Hence, the intervening variable of effectuation should be studied as a mediator 
to explain how values translate to firm performance. 
 
 
1.10 Research Questions 

 
Research gaps in general formulates the research questions. Thereby, this 
research would like to fill in the gaps by answering the research questions. There 
are five research questions derived from the research gaps mentioned earlier 
(refer to 1.9; page 18). The research questions are:  
 
RQ1: What are the outcomes of effectuation? 
RQ2: Does KMO mediate innovative behaviour and firm performance 
relationship? 
RQ3: What individual value types explain the use of effectuation? 
RQ4: What types of organizational culture mediate the relationship between 
value and effectuation? 
RQ5: Does effectuation mediate the value and innovative behaviour 
relationship? 
 
 
1.11 Research Objectives 

 
Innovation-led organizations are one of the ways to mold the economy into a 
high-income status. Hence, this study examines the process that leads to 
innovative behaviour in SMEs. From a separate standpoint, the effectuation 
theory is suggested to create a link and support on the innovative behaviour in 
SMEs. In short, effectuation is proposed to result in innovative behaviour and 
firm performance. Then, the study further dives into the adhocracy and clan 
culture as the mediator between individuals who embrace openness to change 
and self-transcendence values respectively and effectuation. The study also 
introduces the KMO as the mediator between innovative behaviour and firm 
performance. Besides that, effectuation is proposed to play a mediation role in 
value and innovative behaviour relationship. Thus, the objectives of this 
research are as below: 
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General Objectives 
 

 To identify antecedents and outcomes of effectuation.  
 
Specific Objectives 
 
RO1:  To determine the relationship between effectuation and firm 

performance. 
RO2:  To determine the relationship between effectuation and innovative 

behaviour. 
RO3:  To determine the innovative behaviour – firm performance 

relationship. 
RO4:  To determine the mediating role of KMO in innovative behaviour – firm 

performance relationship. 
RO5:  To determine the values (openness to change; self-transcendence) – 

effectuation relationship. 
RO6:  To determine the mediating role of adhocracy culture in openness to 

change value – effectuation relationship. 
RO7:  To determine the mediating role of clan culture in self-transcendence 

value – effectuation relationship. 
RO8:  To determine the mediating role of effectuation in values (openness 

to change; self-transcendence) – innovative behaviour. 
 
 
1.12 Significance of Research 

 
This study aims to make significant contributions to both theoretical and 
management practices. There are four theoretical significances and three 
managerial significances identified in the study. Those are discussed as below. 
 
 
1.12.1 Theoretical Significance 

 
This study adds value to the literature in four ways. First, it highlights the 
importance of using effectuation in SMEs to bring about innovation. By 
identifying the importance of innovation in firms, this study aims to validate the 
effectuation theory as a process of decision making in times of uncertainty. 
Given that the SMEs are very much uncertain, effectuation may help SMEs to 
achieve innovation they deserve. Nonetheless, the SMEs prefer the causation 
way of making decisions (GE Global Innovation Barometer, 2014; Kee-Luen, 
Thiam-Yong, & Seng-Fook, 2013). It could be that they might not be aware of 
the existence of effectuation. While effectuation theory does not claim that it is 
superior to causation decision making strategy, effectuation has been shown to 
have desirable outcomes in previous studies e.g. creativity in the new product 
development (Blauth, Mauer, & Brettel, 2014) and performance (Harms & 
Schiele, 2012; McKelvie et al., 2013). This research substantially adds to the 
innovation literature by shedding new light on the relationship between 
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effectuation and innovative behaviour. Hence, this study would like to validate 
the use of effectuation in Malaysia SMEs. 
 
 
The second theoretical significance of the research is on the resource based 
view (RBV). The RBV suggests that resources are important to improve firm 
performance where the use of KMO is proposed as the mediator between 
innovative behaviour and firm performance. It is unsure how SMEs share 
knowledge (Jayasingam, Ansari, Ramayah, & Jantan, 2013); utilize knowledge 
(Durst & Edvardsson, 2012); how they store information or what type of 
knowledge management systems they are using (Cerchione & Esposito, 2017; 
McAdam & Reid, 2001). Hutchinson and Quintas (2008) stated that most SMEs 
adopt informal processes of storing information (e.g. knowledge via on-the-job 
training) unlike large firms where they have information technology (IT) based 
tools to manage knowledge (e.g. decision support systems, data warehouse 
systems, document management systems, customer relation management, and 
enterprise resource planning). Adopting informal processes of knowledge 
management may affect the chances of SMEs translating innovative behaviour 
to firm performance. For example, SMEs that do not manage knowledge well 
might not be able to retain innovative ideas, which may help firm perform better. 
In doing so, this study would like to contribute to the knowledge management 
systems and highlight its importance of KMO as the mediating role between the 
relationship of innovative behaviour and firm performance. Understanding the 
role of KMO as the mediator between the innovative behaviour and firm 
performance relationship, will help to understand the influence of KMO in 
enhancing firm performance.  
 
 
Third, this study would like to contribute to Schwartz Theory by looking into the 
individual values (openness to change and self-transcendence) towards 
innovative behaviour with the intervention of effectuation. Past efforts have been 
made on individual values and innovation. While studies have supported the 
relationship between openness to change and innovative behaviour (Fedotova 
2015; Lebedeva & Schmidt, 2012; Dollinger, Burke & Gump, 2007; Shane, 
1992), the relationship between self-transcendence and innovative behaviour 
have been shown insignificant (Hirschi & Fischer, 2013; Gorgievsky, Ascalon, & 
Stephan, 2011; Holland, 2008). This suggests that a mechanism should be 
introduced for self-transcendence individuals to achieve innovative behaviour. 
Additionally, past studies have yet to look at the link between individual values 
and effectuation. However, according to Read et al. (2015), “effectuation begins 
with an agent or a decision-maker”; which could be “value system, beliefs, 
intentions and aspirations” (p. 11). This suggests that the decision-maker’s 
values and beliefs play an essential role in decision making. Since there are no 
known studies that have looked into the relationship between the individual 
values and effectuation, this study would like to contribute to the Schwartz 
Theory by looking into individual values (openness to change and self-
transcendence) towards innovative behaviour with the intervention of 
effectuation. The outcomes of these relationships would assist in identifying if 
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effectuation works best for individuals who emphasize openness to change and 
self-transcendence values in achieving innovative behaviour. 
 
 
Fourth, this study identifies organizational culture that facilitates employees’ use 
of effectuation based on the proposal of P-O fit theory. The effects of 
organizational characteristics, such as the effect of organizational culture on 
employees’ decision making logic, are still unclear. This is because, 
organizational culture varies from one another and plays a role in influencing the 
behaviour of employees (Ravasi & Schultz, 2006; Schein, 1985); which includes 
the way employees make decisions. Cultures may encourage or hamper 
employees’ use of effectuation in the firms. P-O fit proposes a close fit between 
the individuals and the organization. Therefore, this study adds value to literature 
by empirically testing this relationship. Thus, this study would like to heighten 
the innovation level among the SMEs based on the compatibility between the 
individuals and the organization, which is known as the P-O fit theory (Kristof, 
1996).  
 
 
1.12.2 Managerial Significance  

 
This study is significant to practitioners in three ways. First, SME managers are 
provided with information on how effectuation can enhance the innovative 
behaviour in SMEs. The awareness of the close fit between the individual values 
and the SMEs will facilitate in the selection and hiring process. It is important for 
SMEs to ensure they are hiring employees with corresponding values with the 
organization’s culture in order to achieve high effectuation use, which 
subsequently leads to innovative behaviour and enhanced firm performance. 
 
 
Second, training and development would face transformation. Instead of setting 
goals, predicting the unknown, and analyzing competitors, trainings would now 
include effectuation training, whereby learning the importance of suitable 
partnership, innovating by using the existing means, leveraging contingencies, 
and such. Not only the individuals will learn new approach, but the organization 
will also shift into more flexible, tolerance towards contingencies, and less 
dependent towards predicting future plans. The training and development is 
important especially for the current workforce in learning new decision making 
approach that suits the condition of the firms. Before conducting trainings for the 
workforce, the firms need to go through assessment (e.g. needs assessment). 
The needs assessment is important in identifying areas the workforce is lacking 
for the skills required by the job and department as well as the type of trainings 
needed to achieve desirable outcome (Miller & Osinski, 2002).  
 
 
Third, this study would contribute in the Industrial Revolution 4.0 (IR 4.0) in terms 
of transformation in business education. Effectuation would likely to add a new 
perspective in the syllabus. Effectuation as a new curriculum in education 
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echoes the aim of IR 4.0 where “graduates must be innovative and 
entrepreneurial, and have cognitive flexibility to deal with complexity” (Haseeb, 
2018). IR 4.0 on education emphasizes on collaborative skills, flexibility, 
creativity, and innovation; which all of these are being emphasized in 
effectuation (Roach et al., 2016; Sarasvathy, 2005). Education is one of the ways 
to reach to a higher number of people to be more innovative in their critical 
thinking and decision making skills; thereby generating graduates with the 
knowledge of both causation and effectuation as decision making tools. By 
introducing effectuation in the education syllabus, in long run, fresh graduates 
will be equipped with effectuation knowledge. This would create a workforce that 
is able to apply the decision making tools accordingly to the situation (resource 
limitations, high uncertainty) or firms (SMEs; large; multinational companies). 
Thus, this study intends to amplify the understanding level of how effectuation 
can be used in making decisions, along with the IR 4.0 movement towards 
innovation. 
 
 
1.13 Construct Conceptualization/Operational Definition  

 
Construct conceptualization is the definition of the constructs used in the study. 
In addition to that, the operational definition is also significant because it shows 
how the research intends to measure the variables. Both construct 
conceptualization and operational definition are crucial as they provide 
clarification and a clearer picture on how the constructs are measured. Table 1.3 
shows a list of constructs used in the theoretical framework of the study. They 
are: 
 



© C
OPYRIG

HT U
PM

 
27 
 

Table 1.3: Construct Conceptualization/Operational Definition 
 

Construct Construct Conceptualization Operational Definition  Source(s) 

Openness to Change Value that emphasizes independence of thought, 
action, and feelings and readiness for change. 

Scores on the Portrait Values 
Questionnaire 

Schwartz (2003) 

Self-transcendence Value that emphasizes concern for the welfare and 
interests of others. 

Scores on the Portrait Values 
Questionnaire 

Schwartz (2003) 

Adhocracy Culture A workplace culture where employees are 
encouraged to take initiative, experiment, innovate, 
and continuously improve to enable the production 
of innovative products and services. 

Scores on the Organizational Culture 
Assessment Instrument (OCAI) 

Cameron and Quinn 
(1999) 

Clan Culture A workplace culture that focuses on human 
relations, concern in employee growth and 
development, loyalty, collaboration, tradition, 
commitment and group cohesion and consensus. 

Scores on the Organizational Culture 
Assessment Instrument (OCAI) 

Cameron and Quinn 
(1999) 

Effectuation It is an alternative decision making logic that is 
based on experimentation where they minimize the 
risk of losing more than they can afford by 
partnering with self-selected stakeholders 
(potential, suppliers, competitors, and customers); 
as well as treating challenges as an input in order 
to turn it into opportunities. 

Response to Effectuation Process Chandler, DeTienne, 
McKelvie, and 
Mumford (2011) 

Innovative Behaviour Innovative behaviour includes idea exploration, 
idea generation, idea championing, and idea 
implementation.  

Response to idea exploration, idea 
generation, idea championing, and 
idea implementation. 

de Jong and den 
Hartog (2010) 

Knowledge 
Management 
Orientation (KMO) 

How knowledge is managed through storage, 
shared among individuals, absorbed, and accepted 
within the firm. 

Response to how knowledge is stored, 
shared, absorbed, and accepted 
within the firm. 

Wang, Hult, Ketchen 
Jr, and Ahmed (2009) 

Firm Performance The ability of a firm to produce the expected results Score on the Subjective Measurement 
of Performance 

Jaworski and Kohli 
(1993) 
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1.14 Summary 

 
This chapter provides the overview of the study. It describes the overview of 
SMEs in Malaysia as well as the importance of innovation for sustainability and 
growth. The research problems allow readers to understand the underlying 
issues faced by the respective parties to improvise innovation in the country. 
Additionally, the research questions and objectives enable readers to identify 
the focus of this research. Overall, this research contributes in both; theoretically 
and practically. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



© C
OPYRIG

HT U
PM

 
164 

 

7 REFERENCES 

Abdullah, M. A. (1997). Small and Medium Industries in Malaysia: Overview of 
Development Assistance Programs. Shah Alam: Penerbit Fajar Bakti 
Sdn. Bhd.  

 
Adelekan, S. A. (2016). The impact of organizational culture on innovation 

capability of SMEs. International Journal of Economics, Commerce and 
Management, 4(9): 158-181. 

 
Aghion, P., & Howitt, P. (1996). Research and development in the growth 

process. Journal of Economic Growth, 1(1): 49-73. 
 
Agogué, M., Lundqvist, M., & Middleton, K. W. (2015). Mindful deviation through 

combining causation and effectuation: a design theory‐based study of 
technology entrepreneurship. Creativity and Innovation 
Management, 24(4): 629-644. 

 
Ahmad, H. M. (2010). Personality traits among entrepreneurial and professional 

CEOs in SMEs. International Journal of Business and Management, 
Vol. 5 Iss: 9, pp.203-213. doi: http://dx.doi.org/10.5539/ijbm.v5n9p203 

 
Ahmad, K., & Zabri, S. M. (2016). The application of non-financial performance 

measurement in Malaysian manufacturing firms. 7th International 
Economics & Business Management Conference, 5th & 6th October 
2015. Procedia Economics and Finance, pp. 476-484. Doi: 
https://doi.org/10.1016/S2212-5671(16)00059-9 

 
Al-Hawamdeh, S. (2003). Knowledge Management: Cultivating Knowledge 

Professionals. Chandos Publishing. 
 
Ali, I., Ali, M., Badghish, S., & Baazeem, T. A. S. (2018). Examining the Role of 

Childhood Experiences in Developing Altruistic and Knowledge Sharing 
Behaviors among Children in Their Later Life: A Partial Least Squares 
(PLS) Path Modeling Approach. Sustainability, 10(2), 292. 

 
Alpkan, L., Bulut, C., Gunday, G., Ulusoy, G., & Kilic, K. (2010). Organizational 

support for intrapreneurship and its interaction with human capital to 
enhance innovative performance. Management Decision, Vol. 48 Iss: 5, 
pp.732-755. Doi: 10.1108/00251741011043902 

 
Al-Qatawneh, M. I. (2014). The impact of organizational structure on 

organizational commitment: A comparison between public and private 
sector firms in Jordan. European Journal of Business and Management, 
6(12): 30-37. 

 

http://dx.doi.org/10.5539/ijbm.v5n9p203
https://doi.org/10.1016/S2212-5671(16)00059-9
https://doi.org/10.1108/00251741011043902


© C
OPYRIG

HT U
PM

 
165 

 

Alsughayir, A. (2017). The effect of leader-member exchange on innovative work 
behaviour in the Saudi Hospitality. International Journal of Business and 
Management, 12(6), 189. 

 
Aluja, A., & Garcia, L. F. (2004). Relationships between big five personality 

factors and values. Social Behaviour and Personality, 32 (7): 619–626. 
 
Amabile, T. M. (1996). Creativity in Context: Update to" The Social Psychology 

of Creativity". Westview press.  
 
Amabile, T. M., Hadley, C. N., & Kramer, S. J. (2002). Creativity under the 

Gun. Harvard Business Review, 80, 52-63 
 
Amir, M. T. (2015). Entrepreneurial behaviour and innovative behaviour: A 

conceptual clarification. The Asian Journal of Technology Management, 
8(2): 160-171. 

 
Anand, V., Manz, C. C., & Glick, W. H. (1998). An organizational memory 

approach to information management. Academy of Management 
Review, 23(4): 796-809. 

 
Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and creativity in 

organizations: A state‐of‐the‐science review, prospective commentary, 
and guiding framework. Journal of Management, 40, 1297–1333. 

 
Andries, P., & Czarnitzki, D. (2014). Small firm innovation performance and 

employee involvement. Small Business Economics, 43(1): 21-38. 
 
Andries, P., Debackere, K., & Looy, B. (2013). Simultaneous experimentation as 

a learning strategy: Business model development under 
uncertainty. Strategic Entrepreneurship Journal, 7(4), 288-310. 

 
Ansari, M. A., Ahmad, Z. A., & Aafaqi, R. (2004). Organizational leadership in 

the Malaysian context. In Leading in high growth Asia: Managing 
relationship for teamwork and change (pp. 109-138). 

 
Antoncic, B., & Hisrich, R. D. (2003). Clarifying the intrapreneurship concept. 

Journal of Small Business and Enterprise Development, 10(1): 7-24. 
 
Antwi, S. K., & Hamza, K. (2015). Qualitative and quantitative research 

paradigms in business research: A philosophical reflection. European 
Journal of Business and Management, 7(3): 215-225. 

 
Appelhoff, D., Mauer, R., Collewaert, V., & Brettel, M. (2016). The conflict 

potential of the entrepreneur’s decision making style in the 
entrepreneur-investor relationship. International Entrepreneurship and 
Management Journal, 12(2): 601-623. 

 



© C
OPYRIG

HT U
PM

 
166 

 

Argote, L., Ingram, P., Levine, J. M., & Moreland, R. L. (2000). Knowledge 
Transfer in Organizations: Learning from the Experience of Others. 
Organizational Behavior and Human Decision Processes, 82(1), 1–8. 
doi:10.1006/obhd.2000.2883 

 
Atalay, M., Anafarta, N., & Sarvan, F. (2013). 2nd International Conference on 

Leadership, Technology and Innovation Management. The relationship 
between innovation and firm performance: An empirical evidence from 
Turkish automotive supplier industry. Procedia-Social and Behavioural 
Sciences, 75, 226-235. 

 
Atapattu, A. W. M. M., & Jayakody, J. A. S. K. (2014). The interaction effect of 

organizational practices and employee values on knowledge 
management (KM) success. Journal of Knowledge Management, 18(2), 
307-328. 

 
Axtell, C. M., Holman, D. J., Unsworth, K. L., Wall, T. D., Waterson, P. E., & 

Harrington, E. (2000). Shopfloor innovation: Facilitating the suggestion 
and implementation of ideas. Journal of Occupational and 
Organizational Psychology, 73(3): 265-285.  

 
Axtell, C., Holman, D., & Wall, T. (2006). Promoting innovation: A change study. 

Journal of Occupational and Organizational Psychology, 79(3): 509-
516. 

 
Aziati, A. N., Juhana, S., & Hazana, A. N. (2014). Knowledge transfer 

conceptualization and scale development in IT outsourcing: the initial 
scale validation. Procedia-Social and Behavioral Sciences, 129, 11-22. 

 
Babalola, S. S. (2009). Women entrepreneurial innovative behaviour: The role 

of psychological capital. International Journal of Business and 
Management, 4(11): 184-192. 

 
Baer, M. (2012). Putting creativity to work: The implementation of creative ideas 

in organizations. Academy of Management Journal, 55(5), 1102-1119. 
 
Bagozzi, R. P. (Ed.). (1994). Principles of Marketing Research (pp. 386-422). 

Cambridge, MA: Blackwell. 
 
Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. 

Journal of the Academy of Marketing Science, 16(1), 74-94. 
 
Baker, T., & Nelson, R. E. (2005). Creating something from nothing: Resource 

construction through entrepreneurial bricolage. Administrative Science 
Quarterly, 50(3): 329-366. 

 



© C
OPYRIG

HT U
PM

 
167 

 

Bakx, N. (2007). Which personality traits do innovative people possess?. 
Unpublished Masters Dissertation, University of Amsterdam, 
Netherlands. 

 
Bandura, A. (1977). Self-efficacy: toward a unifying theory of behavioral 

change. Psychological review, 84(2), 191. 
 
Bardi, A., Lee, J. A., Hofmann-Towfigh, N., & Soutar, G. (2009). The structure of 

intraindividual value change. Journal of Personality and Social 
Psychology, 97(5): 913. 

 
Barreiro, P. L., & Albandoz, J. P. (2001). Population and sample. Sampling 

techniques. Management Mathematics for European Schools. 
MaMaEusch (994342-CP-1-2001-1-DECOMENIUS-C21. 

 
Barrett, M. A., & Moores, K. (2012). New theoretical perspectives on family 

business entrepreneurial behaviour in understanding family businesses 
(pp. 271-288). Springer New York. 

 
Barros, V. F. D. A., Ramos, I., & Perez, G. (2015). Information systems and 

organizational memory: A literature review. Journal of Information 
Systems and Technology Management, 12(1): 45-63. 

 
Bar-Tal, D. (2001). Why does fear override hope in societies engulfed by 

intractable conflict, as it does in the Israeli society? Political Psychology, 
22(3): 601–627. 

 
Becker, J. M., Rai, A., & Rigdon, E. E. (2013). Predictive validity and formative 

measurement in structural equation modeling: Embracing practical 
relevance. Proceedings of the International Conference on Information 
Systems (ICIS). 

 
Beheshtifar, M., & Zare, E. (2013). Employee creativity: A compulsory factor in 

organizations. Interdisciplinary Journal of Contemporary Research in 
Business, 5(2): 242-247.  

 
Bell, M. L. (2013). Self-enhancement and self-transcendence organizational 

values’ effects on customer satisfaction and corporate 
reputation (Doctoral dissertation). Drexel University. 

 
Bennet, J. (2005). Fitting security into the swiss value landscape: Personal and 

social security concerns in Switzerland. Peter Lang AG, Internationaler 
Verlag der Wissenschaften 

 
Berends, H., Jelinek, M., Reymen, I., & Stultiëns, R. (2014). Product innovation 

process in small forms: Combining entrepreneurial effectuation and 
managerial causation. Journal of Product Innovation Management, 31 
(3): 616-635 



© C
OPYRIG

HT U
PM

 
168 

 

Berson, Y., Oreg, S., & Dvir, T. (2005). Organizational culture as a mediator of 
CEO values and organizational performance. In Academy of 
Management Proceedings (Vol. 2005, No. 1, pp. FF1-FF6). Academy of 
Management. 

 
Berson, Y., Oreg, S., & Dvir, T. (2008). CEO values, organizational culture and 

firm outcomes. Journal of Organizational Behavior: The International 
Journal of Industrial, Occupational and Organizational Psychology and 
Behavior, 29(5), 615-633. 

 
Bhawuk, D. P. S., & Udas, A. (1996). Entrepreneurship and collectivism: A study 

of Nepalese entrepreneurs. In J. Pandey, D. Sinha, & D. P. S. Bhawuk 
(Eds.), Asian Contributions to Cross-Cultural Psychology (pp. 307-317). 
New Delhi: Sage. 

 
Binnewies, C., & Gromer, M. (2012). Creativity and innovation at work: The role 

of work characteristics and personal initiative. Psicothema, 24(1): 100-
105.  

 
Birdi, K., Leach, D., & Magadley, W. (2016). The relationship of individual 

capabilities and environmental support with different facets of designers' 
innovative behaviour. Journal of Product Innovation Management, 
33(1): 19-35. 

 
Blauth, M., Mauer, R., & Brettel, M. (2014). Fostering creativity in new product 

development through entrepreneurial decision making. Creativity and 
Innovation Management, 23(4): 495-509. 

 
Blekman, T. (2011). Corporate Effectuation: What Managers Should Learn from 

Entrepreneurs!. Academic Service. 
 
Block, J. H. (2012). R&D investments in family and founder firms: An agency 

perspective. Journal of Business Venturing, 27(2): 248-265. 
 
Boer, D., & Fischer, R. (2013). How and when do personal values guide our 

attitudes and sociality? Explaining cross-cultural variability in attitude–
value linkages. Psychological Bulletin, 139(5): 1113-1147 

 
Borghini, S. (2005). Organizational creativity: breaking equilibrium and order to 

innovate. Journal of Knowledge Management, 9(4), 19-33. 
 
Braunscheidel, M. J., Suresh, N. C., & Boisnier, A. D. (2010). Investigating the 

impact of organizational culture on supply chain integration. Human 
Resource Management, 49(5), 883-911. 

 
Brettel, M., Bendig, D., Keller, M., Friederichsen, N., & Rosenberg, M. (2014). 

Effectuation in manufacturing: How entrepreneurial decision making 



© C
OPYRIG

HT U
PM

 
169 

 

techniques can be used to deal with uncertainty in 
manufacturing. Procedia CIRP, 17, 611-616. 

 
Brettel, M., Mauer, R., Engelen, A., & Küpper, D. (2012). Corporate effectuation: 

Entrepreneurial action and its impact on R&D project 
performance. Journal of Business Venturing, 27(2): 167-184. 

 
Breuer, H. and Lüdeke-Freund, F. (2015, 14-17 June). Values-based innovation 

framework -- innovating by what we care about paper presented at the 
XXVI ISPIM Conference 2015 - Shaping the frontiers of innovation 
management, Budapest, Hungary. 

 
Brush, C. G., Carter, N. M., Gatewood, E. J., Greene, P. G., & Hart, M. M. (2006). 

The use of bootstrapping by women entrepreneurs in positioning for 
growth. Venture Capital, 8(1): 15-31. 

 
Brush, C. G., Greene, P. G., & Hart, M. M. (2001). From initial idea to unique 

advantage: The entrepreneurial challenge of constructing a resource 
base. The Academy Of Management Executive, 15(1): 64-78. 

 
Bujang, M. A., Sa’at, N., & Bakar, T. M. I. T. A. (2017). Determination of Minimum 

Sample Size Requirement for Multiple Linear Regression and Analysis 
of Covariance Based on Experimental and Non-experimental 
Studies. Epidemiology, Biostatistics and Public Health, 14(3). 

 
Busenitz, L. W., & Barney, J. B. (1997). Differences between entrepreneurs and 

managers in large organizations: Biases and heuristics in strategic 
decision making. Journal of Business Venturing, 12(1): 9-30. 

 
Byrne, K. A., Silasi-Mansat, C. D., & Worthy, D. A. (2015). Who chokes under 

pressure? The big five personality traits and decision making under 
pressure. Personality and Individual Differences, 74: 22-28. 

 
Bysted, R. (2013). Innovative employee behaviour: The moderating effects of 

mental involvement and job satisfaction on contextual 
variables. European Journal of Innovation Management, 16(3): 268-
284. 

 
Cable, D. M., & Judge, T. A. (1996). Person–organization fit, job choice 

decisions, and organizational entry. Organizational behavior and human 
decision processes, 67(3), 294-311.  

 
Cacciattolo, K. (2014). Understanding organizational cultures. European 

Scientific Journal, 2: 1-7 
 
Calantone, R. J., Cavusgil, S. T., & Zhao, Y. (2002). Learning orientation, firm 

innovation capability, and firm performance. Industrial marketing 
management, 31(6), 515-524. 



© C
OPYRIG

HT U
PM

 
170 

 

Cameron, K. (2008). A Process for Changing Organizational culture. In Thomas 
G. Cummings (Ed.) Handbook of Organizational Development, (pp. 429-
445) Thousand Oaks, CA: Sage Publishing. 

 
Cameron, K. S., & Freeman, S. J. (1991). Cultural congruence, strength, and 

type: relationships to effectiveness. Research in Organizational Change 
and Development, 5 (pp. 23-58). Greenwich, CT: JAI Press. 

 
Cameron, K. S., & Quinn, R. E. (1999). Diagnosing and Changing Organisational 

Culture. Reading: Addison-Wesley. 
 
Cameron, K. S., & Quinn, R. E. (2006). Diagnosing and Changing Organizational 

Culture: Based on the Competing Values Framework. John Wiley & 
Sons 

 
Caprara, G. V., Schwartz, S., Capanna, C., Vecchione, M., & Barbaranelli, C. 

(2006). Personality and politics: Values, traits, and political choice. 
Political psychology, 27(1): 1-28. 

 
Carmeli, A., & Schaubroeck, J. (2007). The influence of leaders' and other 

referents' normative expectations on individual involvement in creative 
work. The Leadership Quarterly, 18(1): 35-48. 

 
Carneiro, A. (2000). How does knowledge management influence innovation 

and competitiveness?. Journal of knowledge management, 4(2), 87-98. 
 
Carrasco-Hernández, A. J., & Jiménez-Jiménez, D. (2016). Knowledge 

management, flexibility and firm performance: The effects of family 
involvement. European Journal of Family Business, 6(2), 108-117. 

 
Carrier, C. (1996). Intrapreneurship in small businesses: An Exploratory Study, 

Entrepreneurship Theory and Practice (21:1): 5-20 
 
Cepeda-Carrion, I., Martelo-Landroguez, S., Leal-Rodríguez, A. L., & Leal-

Millán, A. (2017). Critical processes of knowledge management: An 
approach toward the creation of customer value. European Research 
on Management and Business Economics, 23(1), 1-7. 

 
Cerchione, R., & Esposito, E. (2017). Using knowledge management systems: 

A taxonomy of SME strategies. International Journal of Information 
Management, 37(1), 1551-1562. 

 
Cerchione, R., Esposito, E., & Spadaro, M. R. (2015). The spread of knowledge 

management in SMEs: A scenario in evolution. Sustainability, 7(8), 
10210-10232. 

 



© C
OPYRIG

HT U
PM

 
171 

 

Chan, C. C., & Pearson, C. A. (2002). Comparison of managerial work goals 
among Bruneian, Malaysian and Singaporean managers. Journal of 
Management Development, 21(7), 545-556. 

 
Chan, L. L., Shaffer, M. A., & Snape, E. (2004). In search of sustained 

competitive advantage: The impact of organizational culture, 
competitive strategy and human resource management practices on 
firm performance. The International Journal of Human Resource 
Management, 15(1): 17-35. 

 
Chandler, G. N., & Hanks, S. H. (1993). Measuring the performance of emerging 

businesses: A validation study. Journal of Business venturing, 8(5): 391-
408. 

 
Chandler, G. N., DeTienne, D. R., & Mumford, T. V. (2007). Causation and 

effectuation: Measurement development and validation. Frontiers of 
Entrepreneurship Research, 27(13): 3. 

 
Chandler, G. N., DeTienne, D. R., McKelvie, A., & Mumford, T. V. (2011). 

Causation and effectuation processes: A validation study. Journal of 
Business Venturing, 26(3): 375-390. 

 
Chang, C. H., Johnson, R. E., & Rosen, C. C. (2009). Discrepancy, velocity, and 

goal revision: Temporal orientation as a moderator. In Poster Presented 
at the 24th Annual Society for Industrial and Organizational Psychology 
Conference, New Orleans, Louisiana. 

 
Chao, C. Y., Lin, Y. S., Cheng, Y. L., & Tseng, Y. C. (2011). Employee 

innovation, supervisory leadership, organizational justice, and 
organizational culture in Taiwan's manufacturing industry. African 
Journal of Business Management, 5(6): 2501. 

Chatman, J. A. (1989). In academy of management proceedings. Matching 
people and organizations: Selection and socialization in public 
accounting firms. Academy of Management. 

 
Chatman, J. A., Caldwell, D. F., O’Reilly, C. A., & Doerr, B. (2013). 

Organizational culture and performance in high-technology firms: The 
effects of culture content and strength.  

 
Chen, C. J., & Huang, J. W. (2009). Strategic human resource practices and 

innovation performance— The mediating role of knowledge 
management capacity. Journal of business research, 62(1), 104-114. 

 
Cheng, H. W., Kadir, K. A., & Bohari, A. M. (2014). The strategic planning of 

SMEs in Malaysia: Types of strategies in the aftermath of economic 
downturn. Asian Journal of Business and Management Sciences, 2(8): 
51-59. 

 



© C
OPYRIG

HT U
PM

 
172 

 

Cherif, R., & Hasanov, F. (2015). The leap of the tiger: How Malaysia can escape 
the middle-income trap (No. 15-131). International Monetary Fund. 

 
Cheung, G. W., & Lau, R. S. (2008). Testing mediation and suppression effects 

of latent variables: Bootstrapping with structural equation models. 
Organizational Research Methods, 11(2): 296-325. 

 
Chin, W. W. (1998). The partial least squares approach to structural equation 

modeling. Modern methods for business research, 295(2): 295-336. 
 
Choi, Y. S., Seo, M., Scott, D., & Martin, J. J. (2010). Validation of the 

organizational culture assessment instrument: An application of the 
Korean version. Journal of Sport Management, 24(2): 169-189. 

 
Chong, H. G. (2008). Measuring performance of small-and-medium sized 

enterprises: The Grounded Theory Approach. Journal of Business and 
Public affairs, 2(1): 1-10. 

 
Christodoulou, Eva. (2016, June 21). SMEs must Place Much Importance on the 

Learning and Development of Their Employees. The Star Online. 
Retrieve from www.thestar.com.my 

 
Cieciuch, J., & Davidov, E. (2012). A comparison of the invariance properties of 

the pvq-40 and the pvq-21 to measure human values across German 
and Polish samples. In Survey Research Methods, 6(1): 37-48. 

 
Clegg, C., Unsworth, K., Epitropaki, O., & Parker, G. (2002). Implicating trust in 

the innovation process†. Journal of Occupational and Organizational 
Psychology, 75(4): 409-422. 

 
Cleland, J., & Durning, S. J. (2015). Researching Medical Education. John Wiley 

& Sons. 
 
Cohen, A., & Avrahami, A. (2006). The relationship between individualism, 

collectivism, the perception of justice, demographic characteristics and 
organisational citizenship behaviour. The Service Industries 
Journal, 26(8), 889-901. 

 
Cohen, J. (1988). Statistical Power Analysis for the Behavioural Sciences 

Lawrence Earlbaum Associates. Hillsdale, NJ, 20-26.  
 
Cohen, S. A., Prayag, G., & Moital, M. (2014). Consumer behaviour in tourism: 

Concepts, influences and opportunities. Current Issues in 
Tourism, 17(10): 872-909. 

 
Cohen, W. M., & Levinthal, D. A. (1990). Absorptive capacity: A new perspective 

on learning and innovation. Administrative Science Quarterly: 128-152. 
 

http://www.thestar.com.my/authors?q=%22Eva+Christodoulou%22


© C
OPYRIG

HT U
PM

 
173 

 

Cohen, W.M. and Levinthal, D.A. (1990). Absorptive capacity: a new perspective 
on learning and innovation. Administrative Science Quarterly, 35, 128–
152. 

 
Comrey, A. L., & Lee, H. B. (1992). A first course in factor analysis. Hillsdale, 

NJ, Lawrence Eribaum Associates. Inc., Publishers. 
 
Connor, P. E., & Becker, B. W. (2003). Personal value systems and decision 

making styles of public managers. Public Personnel 
Management, 32(1), 155-180. 

 
Cooper, N. E. D. (2017). The Relationship between personal values, 

organizational formalization and employee work outcomes of 
compliance and innovation. International Journal of Manpower, 38(2): 
274-287. 

 
Coppola, A., Verneau, F., Caracciolo, F., & Panico, T. (2017). Personal values 

and pro-social behaviour: The role of socio-economic context in fair 
trade consumption. British Food Journal, 119(9), 1969-1982. 

 
Corner, P. D., & Ho, M. (2010). How opportunities develop in social 

entrepreneurship. Entrepreneurship Theory and Practice, 34 (4): 635-
659. 

 
Costa, V. D., Tran, V. L., Turchi, J., & Averbeck, B. B. (2014). Dopamine 

modulates novelty seeking behaviour during decision 
making. Behavioural neuroscience, 128(5): 556. 

 
Covin, J. G., & Slevin, D. P. (1989). Strategic management of small firms in 

hostile and benign environments. Strategic Management Journal, 10(1): 
75-87. 

 
Craighead, C. W., Ketchen, D. J., Dunn, K. S., & Hult, G. T. M. (2011). 

Addressing common method variance: guidelines for survey research 
on information technology, operations, and supply chain 
management. IEEE Transactions on Engineering Management, 58(3), 
578-588. 

 
Cramm, J. M., Strating, M. M., & Nieboer, A. P. (2013). The influence of 

organizational characteristics on employee solidarity in the long‐term 
care sector. Journal of Advanced Nursing, 69(3): 526-534. 

 
Creswell, J. W. (2013). Research Design: Qualitative, Quantitative, and Mixed 

Methods Approaches. Sage Publications. 
 
Crook, T. R., Todd, S. Y., Combs, J. G., Woehr, D. J., & Ketchen Jr, D. J. (2011). 

Does human capital matter? A meta-analysis of the relationship 



© C
OPYRIG

HT U
PM

 
174 

 

between human capital and firm performance. Journal of Applied 
Psychology, 96(3): 443-456.  

 
Cukur, C. S., De Guzman, M. R. T., & Carlo, G. (2004). Religiosity, values, and 

horizontal and vertical individualism—Collectivism: A Study of Turkey, 
the United States, and the Philippines. The Journal of social psychology, 
144(6), 613-634. 

 
Da Costa, A. F., & Brettel, M. (2011). Employee effectuation-What makes 

corporate employees act like entrepreneurs?. Frontiers of 
Entrepreneurship Research, 31(17): 2. 

 
Dabić, M., Tipurić, D., & Podrug, N. (2015). Cultural differences affecting 

decision-making style: A comparative study between four 
countries. Journal of Business Economics and Management, 16(2), 
275-289. 

 
Daft, R. F. (2007). Understanding the theory and design of organizations. 

Mason: Thomson South-Western. 
 
Daft, R. L. (2008). The Leadership Experience: South-Western. Cincinnati, OH. 
 
Damanpour, F. (1991). Organizational innovation: A meta-analysis of effects of 

determinants and moderators. Academy of Management Journal, 34(3): 
555-590. 

 
Dane, E., Baer, M., Pratt, M. G., & Oldham, G. R. (2011). Rational versus 

intuitive problem solving: How thinking “Off the beaten path” Can 
stimulate creativity. Psychology of Aesthetics, Creativity, and the 
Arts, 5(1): 3. 

 
Daniel, E. M., Domenico, M. D., & Sharma, S. (2015). Effectuation and home-

based online business entrepreneurs. International Small Business 
Journal, 33(8): 799-823. 

 
Darroch, J. (2005). Knowledge management, innovation and firm 

performance. Journal of Knowledge Management, 9(3): 101-115. 
 
Dauber, D., Fink, G., & Yolles, M. (2012). A configuration model of organizational 

culture. Sage Open, 2(1), 1-16. 
 
Dawes, R. M., & Kagan, J. (1988). Rational Choice in an Uncertain World. 

Harcourt Brace Jovanovich. 
 
De Groot, J. I., & Steg, L. (2008). Value orientations to explain beliefs related to 

environmental significant behaviour how to measure egoistic, altruistic, 
and biospheric value orientations. Environment and Behaviour, 40(3), 
330-354. 



© C
OPYRIG

HT U
PM

 
175 

 

De Jong, J. (2007). Individual innovation: the connection between leadership 
and employees’ innovative work behaviour. EIM. 

 
De Jong, J., & Den Hartog, D. (2008). Innovative work behaviour: Measurement 

and validation. SCALES. Zoetermeer. 
 
De Jong, J., & Den Hartog, D. (2010). Measuring innovative work 

behaviour. Creativity and Innovation Management, 19(1), 23-36. 
 
De Long, D. W., & Fahey, L. (2000). Diagnosing cultural barriers to knowledge 

management. The Academy of Management Perspectives, 14(4), 113-
127. 

 
De Raad, B., & Van Oudenhoven, J. P. (2008). Factors of values in the Dutch 

language and their relationship to factors of personality. European 
Journal of Personality, 22(2), 81-108. 

 
De Spiegelaere, S., Van Gyes, G., De Witte, H., Niesen, W., & Van Hootegem, 

G. (2014). On the Relation of job insecurity, job autonomy, innovative 
work behaviour and the mediating effect of work engagement. Creativity 
and Innovation Management, 23(3): 318-330. 

 
Deal, T. E., & Kennedy, A. A. (1982). Corporate Cultures Reading. MA: Addison-

Wesley. 
 
Deligianni, I., Voudouris, I., & Lioukas, S. (2015). Do effectuation processes 

shape the relationship between product diversification and performance 
in new ventures?. Entrepreneurship Theory and Practice, 41(3): 349–
377. 

 
Dennis Jr, W. J. (2003). Raising response rates in mail surveys of small business 

owners: Results of an experiment. Journal of Small Business 
Management, 41(3): 278-295. 

 
Denti, L. (2013). Two cultural values that may shape personal innovativeness. 

Retrieved from http://www.innovationmanagement.se/2013/01/18/two-
cultural-values-that-may-shape-personal-innovativeness/ 

 
Denzin, N. K. & Lincoln, Y. S. (1998). Strategies of Qualitative Inquiry (Thousand 

Oaks, Sage). 
 
Department of Statistics (2015). Department of Statistics Malaysia Official 

Portal. Retrieved from https://www.dosm.gov.my/v1/ 
 
Deshpandé, R., Farley, J. U., & Webster Jr, F. E. (1993). Corporate culture, 

customer orientation, and innovativeness in Japanese firms: a quadrad 
analysis. The Journal of Marketing, 23-37. 

 

http://www.innovationmanagement.se/2013/01/18/two-cultural-values-that-may-shape-personal-innovativeness/
http://www.innovationmanagement.se/2013/01/18/two-cultural-values-that-may-shape-personal-innovativeness/
https://www.dosm.gov.my/v1/


© C
OPYRIG

HT U
PM

 
176 

 

Desouza, K. C. (2003). Strategic contributions of game rooms to knowledge 
management: Some prelimenary insights. Information & Management, 
41(1):  63-74. 

 
Dess, G. G., & Robinson, R. B. (1984). Measuring organizational performance 

in the absence of objective measures: The case of the privately‐held 
firm and conglomerate business unit. Strategic Management Journal, 
5(3): 265-273. 

 
DeTienne, D. R., & Chandler, G. N. (2010). The impact of motivation and 

causation and effectuation approaches on exit strategies. Frontiers of 
entrepreneurship research, 30(1), 1. 

 
Dew, N., & Sarasvathy, S. D. (2007). Innovations, stakeholders and 

entrepreneurship. Journal of Business Ethics, 74: 267-283. 
 
Dew, N., & Sarasvathy, S. D. (2009). The affordable loss principle. Retrieved 

from 
https://www.researchgate.net/publication/228145679_The_Affordable_
Loss_Principle 

 
Dew, N., Read, S., Sarasvathy, S. D., & Wiltbank, R. (2008). Outlines of a 

behavioural theory of the entrepreneurial firm. Journal of Economic 
Behaviour & Organization, 66(1): 37-59. 

 
Dewett, T. (2007). Linking intrinsic motivation, risk taking, and employee 

creativity in an R&D Environment. R&D Management, 37(3): 197-208. 
 
Diamantopoulos, A., & Siguaw, J. A. (2006). Formative versus reflective 

indicators in organizational measure development: A comparison and 
empirical illustration. British Journal of Management, 17(4), 263-282. 

 
Dieterle, J. M. (2001). Ockham's razor, encounterability, and ontological 

naturalism. Erkenntnis, 55(1), 51-72. 
 
Dingli, S. M. (2008). How Innovative is Your Organisation?. In The 13th 

International Conference on Thinking Norrköping; Sweden June 17-21; 
2007 (No. 021). Linköping University Electronic Press. 

 
Diskienė, D., & Goštautas, V. (2013). A fit between individual and organizational 

values and its implications for employees’ job satisfaction and 
performance. Ekonomika, 92. 

 
Dollinger, S. J., Burke, P. A., & Gump, N. W. (2007). Creativity and values. 

Creativity Research Journal, 19(2-3): 91-103. 
 
Dougherty, D., & Heller, T. (1994). The illegitimacy of successful product 

innovation in established firms. Organization Science, 5(2): 200-218. 

https://www.researchgate.net/publication/228145679_The_Affordable_Loss_Principle
https://www.researchgate.net/publication/228145679_The_Affordable_Loss_Principle


© C
OPYRIG

HT U
PM

 
177 

 

Duh, M., Belak, J., & Milfelner, B. (2016). The importance of culture for enterprise 
dynamics: The role of type and strength of culture. Economic Research-
Ekonomska Istraživanja, 29(1): 263-285. 

 
Durst, S., & Edvardsson, R. I. (2012). Knowledge management in SMEs: A 

literature review. Journal of Knowledge Management, 16(6): 879-903. 
 
Durst, S., & Wilhelm, S. (2012). Knowledge management and succession 

planning in SMEs. Journal of Knowledge Management, 16(4), 637-649. 
 
Duygulu, E., & Özeren, E. (2009). The effects of leadership styles and 

organizational culture on firm's innovativeness. African Journal of 
Business Management, 3(9): 475. 

 
Dyer Jr, W. G., & Handler, W. (1994). Entrepreneurship and family business: 

Exploring the connections. Entrepreneurship: Theory and 
Practice, 19(1): 71-84. 

 
Dyer, J. H., Gregersen, H. B., & Christensen, C. (2008). Entrepreneur 

behaviours, opportunity recognition, and the origins of innovative 
ventures. Strategic Entrepreneurship Journal, 2(4): 317-338. 

 
Edwards, J. R. (1991). Person-job fit: A Conceptual Integration, Literature 

Review, and Methodological Critique. John Wiley & Sons. 
 
Eisenhardt, K. M., & Brown, S. L. (1998). Competing on the edge: Strategy as 

structured chaos. Long Range Planning, 31(5), 786-789. 
 
Engelen, A. (2010). Entrepreneurial orientation as a function of national cultural 

variations in two countries, Journal of International Management 16(4): 
354–368. 

 
Erez, M., & Nouri, R. (2010). Creativity: The influence of cultural, social, and 

work contexts. Management and Organization Review, 6(3), 351-370. 
 
Eroglu, O., & Piçak, M. (2011). Entrepreneurship, national culture and Turkey. 

International Journal of Business and Social Science, 2(16): 146-151. 
 
Espíritu-Olmos, R., & Sastre-Castillo, M. A. (2015). Personality traits versus 

work values: Comparing psychological theories on entrepreneurial 
intention. Journal of Business Research, 68(7), 1595-1598. 

 
Eutsler, J., & Lang, B. (2015). Rating scales in accounting research: The impact 

of scale points and labels. Behavioural Research in Accounting, 27(2): 
35-51. 

 



© C
OPYRIG

HT U
PM

 
178 

 

Evald, M., R., M., & Senderovitz, M. (2013). Exploring internal corporate 
venturing in SMEs: Effectuation at work in a new context. . Journal of 
Enterprising Culture, 21 (3): 275-299. 

 
Eyana, S. M., Masurel, E., & Paas, L. J. (2017). Causation and effectuation 

behaviour of Ethiopian entrepreneurs. Journal of Small Business and 
Enterprise Development. doi:10.1108/jsbed-02-2017-0079 

 
Falk, R. F., & Miller, N. B. (1992). A Primer for Soft Modeling. University of Akron 

Press. 
 
Faridah, T. R., & Yuserrie, Z. (2017). Study On The Impact Of Linkage 

Capabilities On Technological Competitive Advantage And Firm 
Performance In The Automotive Industry In Malaysia. International 
Journal of Industrial Management (IJIM), 3, 61-88. 

 
Farooqui, M. S., & Nagendra, A. (2014). Procedia economics and finance. The 

Impact of Person Organization Fit on Job Satisfaction and Performance 
of the Employees. 

 
Farrukh, M., Iqbal, S., & Khan, I. (2014). The impact of innovation climate & job 

satisfaction on corporate entrepreneurship. Journal of Asian Business 
Strategy, 4(12): 208-216. 

 
Feather, N. T. (1992). Values, valences, expectations, and actions. Journal of 

Social Issues, 48(2): 109-124.  
 
Feather, N. T. (1994). Values and national identification: Australian evidence. 

Australian Journal of Psychology, 46(1): 35-40. 
 
Feather, N. T. (1995). Values, valences, and choice: The influences of values 

on the perceived attractiveness and choice of alternatives. Journal of 
Personality and Social Psychology, 68(6): 1135. 

 
Fedotova, V. A. (2015). Cultural values as predictors of positive or negative 

attitude towards innovation among representatives of various 
generations of Russian people. Higher School of Economics Research 
Paper No. WP BRP, 44. 

 
Felipe, C. M., Roldán, J. L., & Leal-Rodríguez, A. L. (2017). Impact of 

organizational culture values on organizational 
agility. Sustainability, 9(12), 2354. 

 
Fey, C. F., & Denison, D. R. (2003). Organizational culture and effectiveness: 

Can American theory be applied in Russia?. Organization science, 
14(6): 686-706. 

 



© C
OPYRIG

HT U
PM

 
179 

 

Filiz, E., & Battaglio Jr, R. P. (2017). Personality and decision making in public 
administration: The five-factor model in cultural 
perspective. International Review of Administrative Sciences, 83, 3-22. 

 
Finegan, J. E. (2000). The impact of person and organizational values on 

organizational commitment. Journal of Occupational and Organizational 
Psychology, 73(2): 149-169. 

 
Fisher, G. (2012). Effectuation, causation, and bricolage: A behavioural 

comparison of emerging theories in entrepreneurship research. 
Entrepreneurship Theory and Practice, 36(5): 1019-1051.  

 
Fornell, C., & Larcker, D. F. (1981). Structural equation models with 

unobservable variables and measurement error: Algebra and statistics. 
Journal of Marketing Research, 18(3): 382-388. 

 
Forth, J., Bewley, H., & Bryson, A. (2006). Small and medium-sized enterprises: 

findings from the 2004 workplace employee relations survey. 
Department of Trade and Industry. 

 
Foss, N. J. (1996). Knowledge-based approaches to the theory of the firm: Some 

critical comments. Organization Science, 7(5): 470-476. 
 
Fredrickson, J. W., & Iaquinto, A. L. (1989). Inertia and creeping rationality in 

strategic decision processes. Academy of management journal, 32(3), 
516-542. 

 
Fritzsche, D., & Oz, E. (2007). Personal values’ influence on the ethical 

dimension of decision making. Journal of Business Ethics, 75(4), 335-
343. 

 
Galkina, T., & Chetty, S. (2015). Effectuation and networking of internationalizing 

SMEs. Management International Review, 55(5): 647-676. 
 
Gao, Y. (2015). Business leaders’ personal values, organisational culture and 

market orientation. Journal of Strategic Marketing, 25(1), 49-64. 
 
Gardner, W. L., Reithel, B. J., Cogliser, C. C., Walumbwa, F. O., & Foley, R. T. 

(2012). Matching personality and organizational culture: Effects of 
recruitment strategy and the Five-Factor Model on subjective person–
organization fit. Management Communication Quarterly, 26(4), 585-
622. 

 
Gardner, W. L., Reithel, B. J., Foley, R. T., Cogliser, C. C., & Walumbwa, F. O. 

(2009). Attraction to organizational culture profiles: Effects of realistic 
recruitment and vertical and horizontal individualism—collectivism. 
Management Communication Quarterly, 22(3): 437-472. 

 



© C
OPYRIG

HT U
PM

 
180 

 

Garud, R., & Karnøe, P. (2003). Bricolage versus breakthrough: Distributed and 
embedded agency in technology entrepreneurship. Research 
Policy, 32(2): 277-300. 

 
GE Global Innovation Barometer. (2014). Insight on disruption, collaboration and 

the future of work. Retrieve from http://www.gereports.com/innovation-
barometer-2014/ 

 
Gebert, D., Boerner, S., & Kearney, E. (2006). Cross-functionality and innovation 

in new product development teams: A dilemmatic structure and its 
consequences for the management of diversity. European Journal of 
Work and Organizational Psychology, 15(4): 431-458. 

 
Georgsdottir, A. S., & Getz, I. (2004). How flexibility facilitates innovation and 

ways to manage it in organizations. Creativity and Innovation 
Management, 13(3): 166-175. 

 
Getz, I., & Robinson, A. G. (2003). Innovate or die: Is that a fact? Creativity and 

Innovation Management, 12(3): 130-136. 
 
Ghorbel, F., & Boujelbène, Y. (2013). A comprehensive literature review of 

effectuation theory from 1999 to 2011. International Journal of 
Entrepreneurial Venturing, 5(2): 168- 194. 

 
Ghosh, A. (2011). Power distance in organizational contexts-a review of 

collectivist cultures. Indian Journal of Industrial Relations, 47(1): 89-101. 
 
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 behaviour. The Journal 
of Applied Behavioural Science, 52(3): 320-341. 

 
Gielnik, M. M., & Frese, M. (2013). Entrepreneurship and poverty reduction: 

Applying IO psychology to microbusiness and entrepreneurship in 
developing countries. Using industrial-organizational psychology for the 
greater good: Helping those who help others, 394-438. 

 
Gifford, R., & Nilsson, A. (2014). Personal and social factors that influence pro‐

environmental concern and behaviour: A review. International Journal 
of Psychology, 49(3): 141-157. 

 
Gilmour, P., & Lansbury, R. (1986). The First Line Supervisor and Their 

Managerial Role. Journal of Management Development, 5(3), 59–72. 
doi:10.1108/eb051616 

 
Ginsberg, A., & Hay, M. (1994). Confronting the challenges of corporate 

entrepreneurship: Guidelines for venture managers. European 
Management Journal, 12(4): 382-389. 

http://www.gereports.com/innovation-barometer-2014/
http://www.gereports.com/innovation-barometer-2014/


© C
OPYRIG

HT U
PM

 
181 

 

Glew, D. J. (2009). Personal values and performance in teams: An individual 
and team-level analysis. Small Group Research, 40(6), 670-693. 

 
Gloet, M., & Terziovski, M. (2004). Exploring the relationship between 

knowledge management practices and innovation performance. Journal 
of manufacturing technology management, 15(5), 402-409. 

 
Goh, S. C. (2002). Managing effective knowledge transfer: An integrative 

framework and some practice implications. Journal of Knowledge 
Management, 6(1), 23-30. 

 
Gold, A. H., Malhotra, A., & Segars, A. H. (2001). Knowledge management: An 

organizational capabilities perspective. Journal of management 
information systems, 18(1), 185-214. 

 
Goll, I., & Rasheed, A. A. (2005). The relationships between top management 

demographic characteristics, rational decision making, environmental 
munificence, and firm performance. Organization Studies, 26(7), 999-
1023. 

 
Gomes, C. F., Yasin, M. M., & Lisboa, J. V. (2004). An examination of 

manufacturing organizations' performance evaluation: Analysis, 
implications and a framework for future research. International Journal 
of Operations & Production Management, 24(5): 488-513. 

 
Gong, Y., Huang, J. C., & Farh, J. L. (2009). Employee learning orientation, 

transformational leadership, and employee creativity: The mediating 
role of employee creative self-efficacy. Academy of Management 
Journal, 52(4): 765-778. 

 
González-Rodríguez, M. R., Díaz-Fernández, M. C., Pawlak, M., & Simonetti, B. 

(2013). Perceptions of students university of corporate social 
responsibility. Quality & Quantity, 1-17. 

 
Goodhue, D. L., & Loiacono, E. T. (2002, January). Randomizing survey 

question order vs. grouping questions by construct: An empirical test of 
the impact on apparent reliabilities and links to related constructs. 
In System Sciences, 2002. HICSS. Proceedings of the 35th Annual 
Hawaii International Conference on (pp. 3456-3465). IEEE. 

 
Gorgievsky, M. J., Ascalon, M. E., & Stephan, U. (2011). Small business owners' 

success criteria, a values approach to personal differences. Journal of 
Small Business Management, 49(2): 207-232. 

 
Gorondutse, A. H., & Hilman, H. (2016). Mediation effect of organizational 

culture on the relationship between perceived ethics and SMEs 
performance. Journal of Industrial Engineering and Management, 9(2), 
505. 



© C
OPYRIG

HT U
PM

 
182 

 

Graf, M. M., Van Quaquebeke, N., & Van Dick, R. (2011). Two independent 
value orientations: Ideal and counter-ideal leader values and their 
impact on followers’ respect for and identification with their 
leaders. Journal of Business Ethics, 104(2): 185-195. 

 
Grandinetti, R. (2016). Absorptive capacity and knowledge management in 

Small and medium enterprises. Knowledge Management Research & 
Practice, 14(2): 159-168. 

 
Grando, A., & Belvedere, V. (2006). District's manufacturing performances: A 

comparison among large, small-to-medium-sized and district 
enterprises. International Journal of Production Economics, 104(1): 85-
99.  

 
Grankvist, G., & Kajonius, P. (2015). Personality traits and values: A replication 

with a Swedish sample. International Journal of Personality Psychology, 
1(1): 8-14. 

 
Grant, R. M. (1996). Toward a knowledge‐based theory of the firm. Strategic 

Management Journal, 17(S2), 109-122. 
 
Gray, D. E. (2013). Doing Research in The Real World. Sage. 
 
Greenberg, J. and Baron, R.A. (1997), Behaviour in Organizations, Prentice-

Hall, Upper Saddle River, NJ. 
 
Grimm, P. (2010). Pretesting a Questionnaire. Wiley International Encyclopedia 

of Marketing. 
 
Grimm, R. C., & Amatucci, F. M. (2013). Effectuation: an alternative approach 

for developing sustainability architecture in small business. Journal of 
Small Business Strategy, 23(1), 55. 

 
Grobler, A. (2016). Person-Organisational fit: A revised structural 

configuration. Journal of Applied Business Research, 32(5): 1419-1434. 
 
Guba, E. G. & Lincoln, Y. S. (1994). Competing paradigms in qualitative 

research. In N. K. Denzin & Y. S. Lincoln (Eds.), Handbook of qualitative 
research (pp. 105–117). Thousand Oaks, CA: Sage 

 
Gundlach, M., Zivnuska, S., & Stoner, J. (2006). Understanding the relationship 

between individualism–collectivism and team performance through an 
integration of social identity theory and the social relations 
model. Human relations, 59(12), 1603-1632. 

 
Gustafsson, V. (2006). Entrepreneurial decision making: Individuals, tasks and 

cognitions. Edward Elgar Publishing. 
 



© C
OPYRIG

HT U
PM

 
183 

 

Haber, S., & Reichel, A. (2005). Identifying Performance measures of small 
ventures-The case of the tourism industry. Journal of Small Business 
Management, 43(3): 257.  

 
Hadi, N. U., Abdullah, N., & Sentosa, I. (2016). Making sense of mediating 

analysis: A marketing perspective. Review of Integrative Business and 
Economics Research, 5(2), 62. 

 
Hadjimanolis, A. (2000). A resource-based view of innovativeness in small 

firms. Technology analysis & Strategic management, 12(2), 263-281. 
 
Hair Jr, J. F., Babin, B. J., & Krey, N. (2017). Covariance-based structural 

equation modeling in the Journal of Advertising: Review and 
recommendations. Journal of Advertising, 46(1), 163-177. 

 
Hair Jr, J., Sarstedt, M., Hopkins, L., & G. Kuppelwieser, V. (2014). Partial least 

squares structural equation modeling (PLS-SEM) An emerging tool in 
business research. European Business Review, 26(2), 106-121. 

 
Hair, J. F., Hult, G. T.M., Ringle, C. M., & Sarstedt, M. (2014). A Primer on Partial 

Least Squares Structural Equation Modeling (PLS-SEM). Los Angeles: 
Sage Publication. 

 
Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. 

Journal of Marketing Theory and Practice, 19(2): 139-152. 
 
Hakimian, F., Farid, H., Ismail, M. N., & Nair, P. K. (2016). Importance of 

commitment in encouraging employees’ innovative behaviour. Asia-
Pacific Journal of Business Administration, 8(1), 70-83. 

 
Hakimpoor, H., Tat, H. H., & Arshad, K. A. (2011). Strategic marketing planning 

(SMP) and SMEs’ Performance: The moderating effects of structural 
dimensions of marketing networks. In 2nd International conference on 
business and economic research (2nd ICBER 2011) proceeding. 
University Technology Malaysia (pp. 1013-1025). 

 
Hakkinen, R. (2015). Effectuating person-organization fit--Effectuation in 

organizations. Journal of Entrepreneurial and Organizational Diversity, 
4(2): 1-21. 

 
Halawi, L. A., Aronson, J. E., & McCarthy, R. V. (2005). Resource-based view 

of knowledge management for competitive advantage. The electronic 
journal of knowledge management, 3(2), 75. 

 
Halim, H. A., Ahmad, N. H., Ramayah, T., & Hanifah, H. (2014). The growth of 

innovative performance among SMEs: Leveraging on organisational 
culture and innovative human capital. Journal of Small Business and 
Entrepreneurship Development, 2(1): 107-125. 



© C
OPYRIG

HT U
PM

 
184 

 

Hall, R. and Andriani, P. (2003) “Managing knowledge associated with 
innovation”, Journal of Business Research, Vol. 56, pp. 145–152. 

 
Hamburg, I. (2014). Improving young entrepreneurship education and 

knowledge management in SMEs by mentors. World Journal of 
Education, 4(5), 51. 

 
Hammond, M. M., Neff, N. L., Farr, J. L., Schwall, A. R., & Zhao, X. (2011). 

Predictors of individual-level innovation at work. Psychology of 
Aesthetics, Creativity, and the Arts, 5(1): 90-105. 

 
Handy, C. (1993) Understanding Organizations, London-UK, Penguin Books 

Ltd, 4th Edition. 
 
Harms, R., & Schiele, H. (2012). Antecedents and consequences of effectuation 

and causation in the international new venture creation process. Journal 
of International Entrepreneurship, 10(2): 95-116. 

 
Haron, H., Said, S. B., Jayaraman, K., & Ismail, I. (2013). Factors influencing 

small medium enterprises (SMES) in obtaining loan. International 
Journal of Business and Social Science, 4(15): 182-195. 

 
Harring, N., & Jagers, S. C. (2013). Should we trust in values? Explaining public 

support for pro-environmental taxes. Sustainability, 5(1), 210-227. 
http://dx.doi.org/10.3390/su5010210 

 
Harris, J., & Brannick, J. (1999). Finding & Keeping Great Employees (Vol. 314). 

New York: Amacom. 
 
Harris, R. J. (2009). Improving tacit knowledge transfer within SMEs through e-

collaboration. Journal of European Industrial Training, 33(3), 215-231. 
 
Harrison, E. F. (1999). The Managerial Decision-Making Process. Houghton 

Mifflin College Div. 
 
Hartmann, A. (2006). The Context of innovation management in construction 

firms. Construction Management and Economics, 24(6): 567-578. 
 
Haseeb, A. (2018, January 10). Higher education in the era of IR 4.0. New Straits 

Times. Retrieved from 
https://www.nst.com.my/education/2018/01/323591/higher-education-
era-ir-40. 

 
Hashim, M. K., Ahmad, S. A., & Zakaria, M. (2012). A Study on leadership styles 

in SMEs. International Conference on Islamic Leadership-2 (iCiL-2) 
2012. url: http://ddms.usim.edu.my/handle/123456789/6036 

 

http://ddms.usim.edu.my/handle/123456789/8582
http://ddms.usim.edu.my/handle/123456789/8582
http://ddms.usim.edu.my/handle/123456789/6036


© C
OPYRIG

HT U
PM

 
185 

 

Hashim, M.K. (2000). A proposed strategic framework for SMEs success. 
Malaysian Management Review, 35(2), 32-43. 

 
Hashimoto, M., & Nassif, V. M. J. (2014). Inhibition and encouragement of 

entrepreneurial behaviour: Antecedents analysis from managers' 
perspectives. Brazilian Administration Review, 11(4): 385-406. 

 
Hayes, A. F. (2009). Beyond Baron and Kenny: Statistical mediation analysis in 

the new millennium. Communication monographs, 76(4), 408-420. 
 
Hébert, R. F., & Link, A. N. (1989). In search of the meaning of entrepreneurship. 

Small Business Economics, 1(1): 39-49. 
 
Heimonen, T. (2012). What are the factors that affect innovation in growing 

SMEs?. European Journal of Innovation Management, 15(1): 122-144. 
 
Heinze, P. (2011). Cultural influence on intuitive decision making. In 

Wissensmanagement (pp. 382-389). 
 
Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing 

discriminant validity in variance-based structural equation modeling. 
Journal of the Academy of Marketing Science, 43(1): 115-135. 

 
Hepper, E. G., Gramzow, R. H., & Sedikides, C. (2010). Individual differences in 

self‐enhancement and self‐protection strategies: An integrative 
analysis. Journal of personality, 78(2), 781-814. 

 
Heunks, F. J. (1998). Innovation, creativity and success. Small Business 

Economics, 10(3): 263-272. 
 
Hilmi, M. F., Pawanchik, S., Mustapha, Y., & Mahmud, N. (2012). Innovative 

behaviour of Malaysian employees: An exploratory study. In Innovation 
Management and Technology Research (ICIMTR), 2012 International 
Conference on (pp. 135-138). IEEE. 

 
Hirschi, A., & Fischer, S. (2013). Work values as predictors of entrepreneurial 

career intentions. Career Development International, 18(3): 216-231. 
 
Hitt, M. A., Ireland, R. D., Camp, S. M., & Sexton, D. L. (2002). Strategic 

entrepreneurship: Integrating entrepreneurial and strategic 
management perspectives. Strategic entrepreneurship: Creating a new 
mindset, 1-16. 

 
Hofstede, G. (1980). Culture's Consequences: International Differences in 

Work-Related Values. Beverly Hills, CA: Sage. 
 
Hofstede, G. (1998). Attitudes, values and organizational culture: Disentangling 

the concepts. Organization studies, 19(3), 477-493. 



© C
OPYRIG

HT U
PM

 
186 

 

Hofstede, G. (2003). Culture's consequences: Comparing values, behaviors, 
institutions and organizations across nations. Sage publications. 

 
Hofstede, G., Neuijen, B., Ohayv, D. D., & Sanders, G. (1990). Measuring 

organizational cultures: A qualitative and quantitative study across 
twenty cases. Administrative science quarterly, 286-316. 

 
Holland, D. V. (2008). Never, never, never give in? Understanding the 

entrepreneur’s decision to persist in the face of adversity. Frontiers of 
Entrepreneurship Research, 28(6): 4 

 
Holland, D. V., & Shepherd, D. A. (2013). Deciding to persist: Adversity, values, 

and entrepreneurs’ decision policies. Entrepreneurship Theory and 
Practice, 37(2): 331-358. 

 
Homer, P. M., & Kahle, L. R. (1988). A structural equation test of the value-

attitude-behaviour hierarchy. Journal of Personality and social 
Psychology, 54(4): 638. 

 
Hooijberg, R., & Petrock, F. (1993). On cultural change: Using the competing 

values framework to help leaders execute a transformational 
strategy. Human resource management, 32(1), 29-50. 

 
Hornsby, J. S., Holt, D. T., & Kuratko, D. F. (2008). The dynamic nature of 

corporate entrepreneurship: Assessing the CEAI. In Academy of 
Management Proceedings (Vol. 2008, No. 1, pp. 1-6). Academy of 
Management. 

 
House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (Eds.). 

(2004). Culture, leadership, and organizations: The GLOBE study of 62 
societies. Sage publications. 

 
Hsu, I. C., & Sabherwal, R. (2011). From intellectual capital to firm performance: 

the mediating role of knowledge management capabilities. IEEE 
Transactions on Engineering Management, 58(4), 626-642. 

 
Huang, J. W., & Li, Y. H. (2009). The mediating effect of knowledge management 

on social interaction and innovation performance. International journal 
of Manpower, 30(3), 285-301. 

 
Huber, G. P. (1991). Organizational learning: The contributing Processes and 

the literatures. Organization Science, 2(1): 88-115. 
 
Hulland, J. (1999). Use of partial least squares (PLS) in strategic management 

research: A Review of four recent studies. Strategic Management 
Journal, 20(2): 195-204. 

 



© C
OPYRIG

HT U
PM

 
187 

 

Hülsheger, U. R., Anderson, N., & Salgado, J. F. (2009). Team-level predictors 
of innovation at work: A comprehensive meta-analysis spanning three 
decades of research. Journal of Applied psychology, 94(5): 1128. 

 
Hult, G. T. M., Ketchen, D. J., & Slater, S. F. (2004). Information processing, 

knowledge development, and strategic supply chain performance. 
Academy of Management Journal, 47(2): 241-253. 

 
Hung, D. K. M., Effendi, A. A., Talib, L. S. A., & Rani, N. A. B. A. (2011). A 

preliminary study of top SMEs in Malaysia: Key success factor vs 
government support program. Journal of Global Business and 
Economics, 2(1): 48-58. 

 
Hutchinson, V., & Quintas, P. (2008). Do SMEs do knowledge management? Or 

simply manage what they know? International Small Business 
Journal, 26(2): 131-154. 

 
Hyytinen, A., & Toivanen, O. (2003). Asymmetric information and the market 

structure of the venture capital industry. Journal of Financial Services 
Research, 23(3): 241-249. 

 
Idowu, O. E. (2016). Understanding organisational culture and organisational 

performance: Are they two sides of the same coin?. Journal of 
Management Research, 9(1): 12-21. 

 
Ing, G. P., & Ting, M. (2018). Antecedents of Consumer Attitude towards Blogger 

Recommendations and its Impact on Purchase Intention. Asian Journal 
of Business and Accounting, 11(1), 293-323. 

 
Inn, K. I. (April, 2016 18). Knowledge gap on importance of ICT among local 

SMEs. The Star Online. Retrieved from 
https://www.thestar.com.my/business/business-
news/2016/04/18/knowledge-gap-on-importance-of-ict-among-local-
smes/#qd2GUb1V7XrRL0KD.99  

 
Innovate and Disrupt: AIM (2015). The Star Online. Retrieve from 

http://www.thestar.com.my/metro/smebiz/news/2015/08/10/innovate-
and-disrupt-aim/ 

 
Ireland, R. D., Hitt, M. A., & Sirmon, D. G. (2003). A model of strategic 

entrepreneurship: The construct and its dimensions. Journal of 
Management, 29(6), 963-989. 

 
Ishak, S., & Omar, A. R. C. (2013). Do small firms possess innovative 

behaviour? evidence from Malaysia. Journal of Innovation Management 
in Small & Medium Enterprises, 2013(1): 1-17. 

 

http://www.thestar.com.my/metro/smebiz/news/2015/08/10/innovate-and-disrupt-aim/
http://www.thestar.com.my/metro/smebiz/news/2015/08/10/innovate-and-disrupt-aim/


© C
OPYRIG

HT U
PM

 
188 

 

Ishak, S., Omar, A. R. C., & Ahmad, A. (2012). Tales of the survivors: The 
bumiputera entrepreneurs’ experience. Asian Social Science, 8(3), 25. 

 
Jagodzinski, W. (2004). Methodological problems of value 

research. International Studies in Sociology and Social Anthropology, 
97-121. 

 
Jalonen, H. (2011). The uncertainty of innovation: a systematic review of the 

literature. Journal of Management Research, 4(1). 
 
Jamil, C. M., & Mohamed, R. (2011). Performance measurement system (PMS) 

in small medium enterprises (SMES): A practical modified framework. 
World Journal of Social Sciences, 1(3), 200-212. 

 
Janićijević, N. (2012). The influence of organizational culture on organizational 

preferences towards the choice of organizational change strategy. 
Economic annals, 57(193): 25-51. 

 
Janićijević, N. (2013). The mutual impact of organizational culture and structure. 

Economic Annals, 58(198): 35-60. 
 
Jansen E., & Gaylen G.N. (1994). Innovation and restrictive Conformity among 

Hospital Employees: Individual outcomes and organizational 
considerations. Hosp. Health Serv. Adm., 39(1): 63-80. 

 
Janssen, O. (2003). Innovative behaviour and job involvement at the price of 

conflict and less satisfactory relations with co‐workers. Journal of 
Occupational and Organizational Psychology, 76(3): 347-364. 

 
Janssen, O. (2005). The joint impact of perceived influence and supervisor 

supportiveness on employee innovative behaviour. Journal of 
occupational and organizational psychology, 78(4), 573-579. 

 
Jarvis, C. B., MacKenzie, S. B., & Podsakoff, P. M. (2003). A critical review of 

construct indicators and measurement model misspecification in 
marketing and consumer research. Journal of Consumer Research, 
30(2): 199-218. 

 
Jaworski, B. J., & Kohli, A. K. (1993). Market orientation: Antecedents and 

consequences. The Journal of Marketing, 53-70. 
 
Jayasingam, S., Ansari, M. A., Ramayah, T., & Jantan, M. (2013). Knowledge 

management practices and performance: Are they truly 
linked?. Knowledge Management Research & Practice, 11(3), 255-264 

 
Jirachiefpattana, W., & Jirachiefpattana, A. (2015). An investigation of digital 

certificates for government officials: A Thailand case. Communications 
of the IIMA, 6(1), 15. 



© C
OPYRIG

HT U
PM

 
189 

 

Johannessen, J., Olsen, B., and Lumpkin, G.T. (2001), Innovation as newness: 
What is new, how new, and new to whom?, European Journal of 
Innovation Management, 4(1): 20-31. 

 
Johansson, A., & Engström, A. (2016). Effectual learning in SME’s–activities 

promoting transformation in place of frustration. In Australian Centre for 
Entrepreneurship Research Exchange Conference (ACERE) 2016, 2–5 
February 2016, Gold Coast, Queensland, Australia. Queensland 
University of Technology, Australian Centre for Entrepreneurship 
Research. 

 
Johansson, A., & McKelvie, A. (2012). Unpacking the antecedents of 

effectuation and causation in a corporate context. Frontiers of 
Entrepreneurship Research, 32(17): 1. 

 
Johnson, R. E., Taing, M. U., Chang, C. H., & Kawamoto, C. K. (2013). A self‐

regulation approach to person–environment fit. Organizational fit: Key 
issues and new directions, 74-98. 

 
Jones, G. (2013). Organizational Theory, Design, and Change, (7th ed.), 

Pearson, Harlow, England. 
 
Joshi, Y., & Rahman, Z. (2015). Factors affecting green purchase behaviour and 

future research directions. International Strategic Management 
Review, 3(1): 128-143. 

 
Jovanovic, T. (2014). Individual values and holiday preferences. In tourists’ 

behaviours and evaluations (pp. 49-57). Emerald Group Publishing 
Limited. 

 
Judge, T. A., & Ilies, R. (2002). Relationship of personality to performance 

motivation: A meta-analytic review. Journal of Applied Psychology, 
87(4): 797. 

 
Julienti, A. B., L., & Ahmad, H. (2010). Assessing the relationship between firm 

resources and product innovation performance: A resource-based 
view. Business Process Management Journal, 16(3), 420-435. 

 
June, S., & Mahmood, R. (2011). The relationship between person-job fit and 

job performance: A study among the employees of the service sector 
SMEs in Malaysia. International Journal of Business, Humanities and 
Technology, 1(2): 95105. 

 
Jung, D., Chow, C., & Wu, A. (2003). The role of transformational leadership in 

enhancing organizational innovation: Hypotheses and some preliminary 
findings. The Leadership Quarterly, 14, 525−554. 

 



© C
OPYRIG

HT U
PM

 
190 

 

Jyoti, J., Gupta, P., & Kotwal, S. (2011). Impact of knowledge management 
practices on innovative capacity: A study of telecommunication 
sector. Vision, 15(4), 315-330. 

 
Kalliath, T. J., Bluedorn, A. C., & Strube, M. J. (1999). A Test of value 

congruence effects. Journal of Organizational Behaviour, 1175-1198. 
 
Kamasak, R. (2015). Determinants of innovation performance: a resource-based 

study. Procedia-Social and Behavioural Sciences, 195, 1330-1337. 
 
Kammeyer‐Mueller, J. D., Schilpzand, P., & Rubenstein, A. L. (2013). Dyadic fit 

and the process of organizational socialization. Organizational Fit: Key 
Issues and New Directions. John Wiley & Sons, Ltd 

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

managers' innovative behaviour: Investigation of intervening effects in 
an entrepreneurial context. Journal of Management Studies, 52(4): 531-
554. 

 
Kanter, R. (1985). Supporting innovation and venture development in 

established companies. Journal of business venturing, 1(1), 47-60. 
 
Kanter, R. M. (2000). When a thousand flowers bloom: Structural, collective, and 

social conditions for innovation in organization. Entrepreneurship: The 
Social Science View, 167-210. 

 
Kasof, J., Chen, C., Himsel, A., & Greenberger, E. (2007). Values and 

creativity. Creativity Research Journal, 19(2-3): 105-122. 
 
Kaufmann, A., & Tödtling, F. (2002). How effective is innovation support for 

SMEs? An analysis of the region of upper Austria. Technovation, 22(3): 
147-159. 

 
Kee-Luen, W., Thiam-Yong, K., & Seng-Fook, O. (2013). Strategic planning and 

business performance: A study of SMEs in Malaysia. In 3rd Asia-Pacific 
Business Research Conference (pp. 25-26). 

 
Kellermanns, F. W., Eddleston, K. A., Sarathy, R., & Murphy, F. (2012). 

Innovativeness in family firms: A family influence perspective. Small 
Business Economics, 38(1): 85-101. 

 
Kelly, K. E. (2006). Relationship between the five-factor model of personality and 

the scale of creative attributes and behaviour: A validational study. 
Individual Differences Research, 4(5). 

 
Keskin, D. (2015). Product Innovation in Sustainability-Oriented New Ventures: 

A Process Perspective (Doctoral dissertation, TU Delft, Delft University 
of Technology). 



© C
OPYRIG

HT U
PM

 
191 

 

Khairullah, D. H., & Khairullah, Z. Y. (2013). Cultural values and decision making 
in China. International Journal of Business, Humanities and Technology, 
3(2): 1-12. 

 
Khan, R., Rehman, A. U., & Fatima, A. (2009). Transformational leadership and 

organizational innovation: Moderated by organizational size. African 
Journal of Business Management, 3(11): 678. 

 
Khoo, Susanna. (2014, July 2). Building for Success: Establishing an Innovation 

Framework in Malaysia. The Star Online. Retrieved from 
www.star.com.my 

 
Killam, L. (2013). Research terminology simplified: Paradigms, axiology, 

ontology, epistemology and methodology. Laura Killam. 
 
King, W. R. (2008). An integrated architecture for an effective knowledge 

organization. Journal of Knowledge Management, 12(2), 29–41. 
doi:10.1108/13673270810859497 

 
Kirkley, W. W. (2010). Self-Determination and Entrepreneurship: Personal 

Values as Intrinsic Motivators of Entrepreneurial Behaviour: A Thesis 
Submitted for the Degree of Doctor of Philosophy of Massey University, 
Auckland, New Zealand. 

 
Kirkley, W. W. (2016). Entrepreneurial behaviour: The role of values. 

International Journal of Entrepreneurial Behaviour & Research, 22(3): 
290-328. 

 
Kivunja, C., & Kuyini, A. B. (2017). Understanding and Applying Research 

Paradigms in Educational Contexts. International Journal of Higher 
Education, 6(5), 26-41. 

 
Klein I., M. (2013). Can novice entrepreneurs use effectuation during the creatio 

of their first Real-Life Venture? An Action Research 
Experiment (Master's thesis, University of Twente). 

 
Kline, R. B. (2015). Principles and practice of structural equation modeling. 

Guilford publications. 
 
Kluver, J. R., & Wicks, A. C. (2014). Decoration, self-transcendence, and 

spiritual expression: stakeholder cooperation and the creation of joint 
value in the workplace. Journal of Management, Spirituality & 
Religion, 11(4), 357-382. 

 
Kock, N., & Lynn, G. (2012). Lateral collinearity and misleading results in 

variance-based SEM: An illustration and recommendations. 
 

http://www.star.com.my/


© C
OPYRIG

HT U
PM

 
192 

 

Koellinger, P. (2008). The relationship between technology, innovation, and firm 
performance—Empirical evidence from e-business in 
Europe. Research policy, 37(8): 1317-1328. 

 
Kogut, B., & Zander, U. (1992). Knowledge of the firm, combinative capabilities, 

and the replication of technology. Organization science, 3(3): 383-397. 
 
Kong, S. H. (2003). A portrait of Chinese enterprise through the lens of 

organizational culture. Asian Academy of Management Journal, 8(1): 
83-102. 

 
Kotter, J. P. & Heskett, J. L. (1992). Corporate Culture and Performance. New 

York: Free Press. 
 
Koudstaal, M., Sloof, R., & van Praag, C. M. (2015). Risk, uncertainty and 

entrepreneurship: Evidence from a large lab-in-the-field experiment. 
Management Science (forthcoming). 

 
Kraaijeveld, C. M. E. (2015). The Influence of Uncertainty Avoidance on 

Effectual Reasoning (Bachelor's thesis, University of Twente). 
 
Kraus, S., Harms, R., & Schwarz, E. J. (2006). Strategic planning in smaller 

enterprises-new empirical findings. Management Research News, 
29(6): 334-344. 

 
Krause, D. E., Gebert, D., & Kearney, E. (2007). Implementing process 

innovations: The benefits of combining delegative-participative with 
consultative-advisory leadership. Journal of Leadership & 
Organizational Studies, 14(1): 16-25.  

 
Krijgsman, J. (2012). The Influence of National Culture on Entrepreneurial 

Processes: A Comparison between Mexican and Dutch Entrepreneurs 
(Master's thesis). University of Twente.  

 
Kristof, A. L. (1996). Person‐organization fit: An integrative review of its 

conceptualizations, measurement, and implications. Personnel 
psychology, 49(1): 1-49. 

 
Kristof‐Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences 

of individuals’ fit at work: A meta‐analysis of person–job, person–
organization, person–group, and person–supervisor fit. Personnel 
psychology, 58(2): 281-342. 

 
Krueger, N. F. (2007). What lies beneath? The experiential essence of 

entrepreneurial thinking. Entrepreneurship Theory and Practice, 31(1): 
123-138. 

 



© C
OPYRIG

HT U
PM

 
193 

 

Krystallis, A., Vassallo, M., & Chryssohoidis, G. (2012). The usefulness of 
Schwartz's ‘Values Theory’in understanding consumer behaviour 
towards differentiated products. Journal of Marketing 
Management, 28(11-12), 1438-1463. 

 
Kuhn, T. S. (1974). Second thoughts on paradigms. The structure of scientific 

theories, 2, 459-482. 
 
Kuo, T. S., Chi, H., & Dorjgotov, B. (2011). Mediation effect of knowledge 

management in the relationship between technology and organizational 
effectiveness-an empirical study of Mongolian academy of 
sciences. The Journal of Human Resource and Adult Learning, 7(1), 1. 

 
Küpper, D., & Burkhart, T. (2009). In Academy of Management Proceedings. 

Effectuation in the context of R&D projects: Characteristics and impact 
on project performance. Academy of Management. 

 
Kurt, I. & Yahyagil, M. Y. (2015). Universal Values, Creative Behavior and 

Leadership: Turkish Case. International Business Research, 8(6), 89. 
 
Kwan, P., & Walker, A. (2004). Validating the competing values model as a 

representation of organizational culture through inter-institutional 
comparisons. Organizational Analysis, 12(1): 21-37. 

 
Kyko O.C. (2005). Instrumentation: Know Yourself and Others. New York: 

Longman 
 
Laskovaia, A., Shirokova, G., & Morris, M. H. (2017). National culture, 

effectuation, and new venture performance: Global evidence from 
student entrepreneurs. Small Business Economics, 49(3), 687-709. 

 
Lau, R. S., & Cheung, G. W. (2012). Estimating and Comparing Specific 

Mediation Effects in Complex Latent Variable Models. Organizational 
Research Methods, 15(1): 3-16. 

 
Law, C. C., & Ngai, E. W. (2008). An empirical study of the effects of knowledge 

sharing and learning behaviours on firm performance. Expert Systems 
with Applications, 34(4): 2342-2349. 

 
Leal-Rodríguez, A. L., Eldridge, S., Ariza-Montes, J. A., & Morales-Fernández, 

E. J. (2015). Understanding how organizational culture typology relates 
to organizational unlearning and innovation capabilities. Journal of the 
Knowledge Economy, 1-18. 

 
Lebedeva, N., & Schmidt, P. (2012). Values and attitudes towards innovation 

among Canadian, Chinese and Russian students. Working Paper 
 



© C
OPYRIG

HT U
PM

 
194 

 

Lebedeva, N., Osipova, E., & Cherkasova, L. (2013). Values and social capital 
as predictors. Working Paper 

 
Lee, J. (2018, May 5). Embrace technology to future-proof businesses. The Star 

Online. Retrieved from 
https://www.thestar.com.my/metro/smebiz/focus/2018/02/05/embrace-
technology-to-futureproof-businesses/ 

 
Léger-Jarniou, C., & Tegtmeier, S. (2017). Introduction: Reopening the debate–

A Delphi panel of the leading scholars in research on entrepreneurial 
opportunities. In Research Handbook on Entrepreneurial Opportunities: 
Reopening the Debate. Edward Elgar Publishing, Incorporated.. 

 
Lemos, A. Q., & Andreassi, T. (2015). Effectuation and Causation: Propositions 

about decision making process in business network environments. 
Revista de Negócios, 20(1): 29-43. 

 
Leong, C. T., & Rasli, A. (2014). The relationship between innovative work 

behaviour on work role performance: An empirical study. Procedia-
Social and Behavioural Sciences, 129: 592-600. 

 
Leskinen, R. (2011). Success in the Female Entrepreneurial Networking 

Process. Annals of Innovation & Entrepreneurship, 2(1): 1-25. 
 
Leszczynska, A. (2013). Selected social aspects of corporate adaptation to 

climate change. In active citizenship by knowledge management & 
innovation: Proceedings of the Management, Knowledge and Learning 
International Conference 2013 (pp. 175-182). ToKnowPress. 

 
Li, T., & Gustafsson, V. (2012). Nascent entrepreneurs in China: social class 

identity, prior experience affiliation and identification of innovative 
opportunity: A study based on the Chinese Panel Study of 
Entrepreneurial Dynamics (CPSED) project. Chinese Management 
Studies, 6(1), 14-35. 

 
Li, X., & Zheng, Y. (2014). The influential factors of employees’ innovative 

behaviour and the management advices. Journal of Service Science 
and Management, 7(06): 446. 

 
Licht, A. N. (2007). The entrepreneurial spirit and what the law can do about it. 

Comparative Labor Law & Policy Journal, 28(4). 
 
Limaj, E., & Bernroider, E. W. (2017). The roles of absorptive capacity and 

cultural balance for exploratory and exploitative innovation in 
SMEs. Journal of Business Research. 

 

https://www.thestar.com.my/metro/smebiz/focus/2018/02/05/embrace-technology-to-futureproof-businesses/
https://www.thestar.com.my/metro/smebiz/focus/2018/02/05/embrace-technology-to-futureproof-businesses/


© C
OPYRIG

HT U
PM

 
195 

 

Lin, C. H., Peng, C. H., & Kao, D. T. (2008). The Innovativeness effect of market 
orientation and learning orientation on business performance. 
International Journal of Manpower, 29(8): 752-772. 

 
Lin, H. F. (2007). Knowledge sharing and firm innovation capability: An empirical 

study. International Journal of Manpower, 28 (3/4): 315-332 
 
Linan, F. (2008). Skill and value perceptions: How do they affect entrepreneurial 

intentions?. International Entrepreneurship and Management 
Journal, 4(3): 257-272. 

 
Liu, Z., Ge, L., & Peng, W. (2016). How organizational tenure affects innovative 

behaviour? The role of culture difference and status 
determinants. Nankai Business Review International, 7(1): 99-126. 

 
Loewe, P., & Dominiquini, J. (2006). Overcoming the barriers to effective 

innovation. Strategy & Leadership, 34(1): 24-31. 
 
Love, L. G., Priem, R. L., & Lumpkin, G. T. (2002). Explicitly articulated strategy 

and firm performance under alternative levels of centralization. Journal 
of Management, 28(5): 611-627. 

 
Lusch, R. F., & Vargo, S. L. (2014). Service-dominant logic: Premises, 

perspectives, possibilities. Cambridge University Press. 
 
Lutsch, S. G., & Mortensen, T. M. (2014). Making strategic decisions in early-

stage start-ups. Retrieved from 
http://studenttheses.cbs.dk/bitstream/handle/10417/4176/stephen_gre
gory_lutsch_og_magnus_tranum_mortensen.pdf?sequence=1  

 
MacCallum, R. C., Widaman, K. F., Zhang, S., & Hong, S. (1999). Sample Size 

in Factor Analysis. Psychological Methods, 4(1.84-99) 
 
Machado, D. D. P. N., & Carvalho, C. E. (2008). Cultural typologies and 

organizational environment: a conceptual analysis. Latin American 
Business Review, 9(1): 1-32. 

 
MacKinnon, D. P., Lockwood, C. M., & Williams, J. (2004). Confidence limits for 

the indirect effect: Distribution of the product and resampling methods. 
Multivariate behavioural research, 39(1), 99-128. 

 
Madhani, P. M. (2010). Resource based view (RBV) of competitive advantage: 

an overview. 
 
Madrid-Guijarro, A., García-Pérez-de-Lema, D., & Van Auken, H. (2016). 

Financing constraints and SME innovation during economic 
crises. Academia Revista Latinoamericana de Administración, 29(1): 
84-106. 

http://studenttheses.cbs.dk/bitstream/handle/10417/4176/stephen_gregory_lutsch_og_magnus_tranum_mortensen.pdf?sequence=1
http://studenttheses.cbs.dk/bitstream/handle/10417/4176/stephen_gregory_lutsch_og_magnus_tranum_mortensen.pdf?sequence=1


© C
OPYRIG

HT U
PM

 
196 

 

Mahalingam, Eugene. (2016, July 16). Rise in Online Shopping. The Star Online. 
Retrieve from https://www.thestar.com.my/business/business-
news/2016/07/02/rise-in-online-shopping/. 

 
Mainela, T., & Puhakka, V. (2009). Organising new business in a turbulent 

context: opportunity discovery and effectuation for IJV development in 
transition markets. Journal of International Entrepreneurship, 7(2): 111-
134. 

 
Mairesse, J., & Mohnen, P. (2009). 17. Innovation surveys and innovation policy. 

The New Economics of Technology Policy, 215. 
 
Malaysian Industrial Development Authority (2006). Malaysia performance of the 

manufacturing and services sectors. Retrieved from www.mida.gov.my. 
 
Malaysian-German Chamber of Commerce and Industry. (2015). Market 

Research Report on: The Professional Services Sector in Malaysia 
Potential for EU SMEs in the Malaysian Construction Industry: 
Engineering, Architectural and Quantity Surveying Services. Retrieved 
from 
http://www.eumcci.com/documents/13347/87588/Professional+Service
s+Sector+2015+Market+Report/19cf71d8-b12a-4a1f-9534-
b56e875fba4e.  

 
Malhotra, N. K., Kim, S. S., & Patil, A. (2006). Common method variance in IS 

research: A comparison of alternative approaches and a reanalysis of 
past research. Management science, 52(12), 1865-1883. 

 
Maloney, K., Antelman, K., Arlitsch, K., & Butler, J. (2010). Future leaders’ views 

on organizational culture. College & Research Libraries, crl-47. 
 
Málovics, É., Farkas, G., & Vajda, B. (2015). Appearance of entrepreneurial 

values and strategic orientations in the basic values. International 
Journal of Business and Management, 3(1), 18-35. 

 
Marqués, P. D., & Simón, J. G. F. (2006). The effect of knowledge management 

practices on firm performance. Journal of knowledge 
management, 10(3), 143-156. 

Martin, C. J., & Upham, P. (2016). Grassroots social innovation and the 
mobilisation of values in collaborative consumption: A conceptual 
model. Journal of Cleaner Production, 134: 204-213. 

 
Martindale, C., Anderson, K., Moore, K., & West, A. N. (1996). Creativity, 

oversensitivity, and rate of habituation. Personality and individual 
differences, 20(4), 423-427. 

 
MASTIC, & MOSTI (2017). Global Innovation Index. Retrieved from 

http://mastic.mosti.gov.my/en/web/guest/gii 

https://www.thestar.com.my/business/business-news/2016/07/02/rise-in-online-shopping/
https://www.thestar.com.my/business/business-news/2016/07/02/rise-in-online-shopping/
http://www.mida.gov.my/


© C
OPYRIG

HT U
PM

 
197 

 

Mathiaszyk, L. P., & Volkmann, C. K. (2016). Is managers strategy culture 
bound? International differences in strategy choice. In Academy of 
Management Proceedings (Vol. 2016, No. 1, p. 16494). Academy of 
Management. 

 
Matsusaka, J. G. (2001). Corporate diversification, value maximization, and 

organizational capabilities. The Journal of Business, 74(3): 409-431. 
 
Maximini, D. (2015). Organizational culture models. In the scrum culture (pp. 9-

25). Springer International Publishing. 
 
McAdam, R. and Reid, R. (2001), “SME and large organization perceptions of 

knowledge management: comparisons and contrasts”, Journal of 
Knowledge Management, 5(3): 231-41. 

 
McAdam, R., McConvery, T., & Armstrong, G. (2004). Barriers to innovation 

within small firms in a peripheral location. International Journal of 
Entrepreneurial Behaviour & Research, 10(3): 206-221. 

 
McClelland, D. (1965). Achievement motivation can be developed. Harvard 

Business Review, 43(6), 178-188. 
 
McClelland, D. C., Clark, R. A., Roby, T. B., & Atkinson, J. W. (1958). The effect 

of the need for achievement on thematic apperception. In J.W. Atkinson 
(Ed.), Motives in Fantasy, Action and Society (pp. 64–82). Princeton, 
NJ: Van Norstran 

 
McClelland, D.C., & Koestner, R. (1992). The Achievement Motive. In Charles 

P. Smith (eds). Motivation and Personality’: Hand Book of Thematic 
Content Analysis: Cambridge University Press. New York, NY  

 
McCulloch, M. C., & Turban, D. B. (2007). Using person–organization fit to select 

employees for high‐turnover jobs. International Journal of Selection and 
Assessment, 15(1): 63-71. 

 
McGee, J. E., Dowling, M. J., & Megginson, W. L. (1995). Cooperative strategy 

and new venture performance: The role of business strategy and 
management experience. Strategic Management Journal, 16(7): 565-
580. 

McGrath, R.G. (1995). Advantage from adversity: Learning from disappointment 
in internal corporate ventures. Journal of Business Venturing, 10(2): 
121–133. 

 
McGregor, I., Zanna, M. P., Holmes, J. G., & Spencer, S. J. (2001). 

Compensatory Conviction in the face of personal uncertainty: Going to 
extremes and being oneself. Journal of Personality and Social 
Psychology, 80(3): 472. 

 



© C
OPYRIG

HT U
PM

 
198 

 

McKelvie, A., DeTienne, D. R., & Chandler, G. N. (2013). What is the appropriate 
dependent variable in effectuation research?. Frontiers of 
Entrepreneurship Research, 33(4): 4. 

 
McSweeney, B. (2000). The Fallacy of National Culture Identification. In 6th 

Interdisciplinary Perspectives on Accounting Conference, Manchester, 
UK. 

 
Meglino, B. M., & Ravlin, E. C. (1998). Individual values in organizations: 

concepts, controversies, and research. Journal of Management, 24(3): 
351-389. 

 
Menzel, H. C. (2008). Intrapreneurship-conductive Culture in Industrial 

R&D. The Design of a Simulation Game to Create Awareness and 
Provide Insight (Doctoral Dissertation). Eindhoven University Press. 

 
Menzel, H. C., Aaltio, I., & Ulijn, J. M. (2007). On the way to creativity: Engineers 

as intrapreneurs in organizations. Technovation, 27(12), 732-743. 
 
Meyer, J. P., Hecht, T. D., Gill, H., & Toplonytsky, L. (2010). Person–

organization (culture) fit and employee commitment under conditions of 
organizational change: A longitudinal Study. Journal of Vocational 
Behaviour, 76(3), 458-473. MIDA (2006). Retrieved from 
www.mida.gov.my/home/.../20140126145610_slides2006eng.pdf 

 
Micheels, E. T., & Gow, H. R. (2008). Market orientation, innovation and 

entrepreneurship: An empirical examination of the Illinois beef 
industry. International Food and Agribusiness Management 
Review, 11(3): 31-56. 

 
Milikić, B. B. (2009). The influence of culture on human resource management 

processes and practices: The propositions for Serbia. Ekonomski 
Anali/Economic Annals, 54(181). 

 
Miller, J. A., & Osinski, D. M. (2002). Training needs assessment. Journal of 

Commerce, UK. 
 
Mills, A. M., & Smith, T. A. (2011). Knowledge management and organizational 

performance: A decomposed view. Journal of knowledge 
management, 15(1), 156-171. 

 
Ministry Of Science, Technology & Innovation (2013). National Survey of 

Innovation 2012. Retrieved from 
http://mastic.mosti.gov.my/documents/10156/3de7ef96-ab25-427b-
bbc3-5808bfc9144a 

 
Mintzberg, H. (1979). The Structuring of Organizations: A Synthesis of the 

Research. University of Illinois at Urbana-Champaign's Academy for 

http://mastic.mosti.gov.my/documents/10156/3de7ef96-ab25-427b-bbc3-5808bfc9144a
http://mastic.mosti.gov.my/documents/10156/3de7ef96-ab25-427b-bbc3-5808bfc9144a


© C
OPYRIG

HT U
PM

 
199 

 

Entrepreneurial Leadership Historical Research Reference in 
Entrepreneurship. 

 
Mitra, J. (2000), “Making Connections: Innovation and Collective Learning in 

Small Businesses”, Education & Training, Vol. 42 Nos 4/5, pp. 228-36. 
 
Moenaert, R. K., Caeldries, F., Lievens, A., & Wauters, E. (2000). 

Communication flows in international product innovation teams. Journal 
of Product Innovation Management, 17(5): 360-377. 

 
Mohamad A. A, Rashed, Z. N., & Rahman, R. (2008). Potential, Challenges and 

Direction of Small & Medium Enterprises (SMEs) in the Development of 
the Country. National Conference of the Malaysian Economy to III 
(Perkem III), the National Economic Resilience: Policy and Strategy 
Reinforcement Port Dickson 20 – 22 August 2008. 

 
Mohan, M. L (1993). Organizational Communication and Cultural Vision: 

Approaches for Analysis. Albany, NY: State University of New York 
Press. SUNY Press, 1993. 

 
Moorman, C., & Miner, A. S. (1997). The impact of organizational memory on 

New Product Performance and Creativity. Journal of Marketing 
Research, 91-106. 

 
Morgan, D. L. (2014). Pragmatism as a paradigm for social research. Qualitative 

Inquiry, 20(8), 1045-1053. 
 
Morgan, J. E. (2003). The Experience of the Transfer of Psychosocial Legacy 

from Older Adults to the Next Generation. Retrieved from ProQuest 
Digital Dissertations & Theses A&I. (UMI No. 305239408). 

 
Moriano, J. A., Molero, F., Topa, G., & Mangin, J. P. L. (2011). The influence of 

transformational leadership and organizational identification on 
intrapreneurship. International Entrepreneurship and Management 
Journal, 1-17. 

 
Muchinsky, P. M., & Monahan, C. J. (1987). What is person-environment 

congruence? Supplementary versus complementary models of fit. 
Journal of Vocational Behaviour, 31(3): 268-277. 

 
Mura, M., Lettieri, E., Radaelli, G., & Spiller, N. (2013). Promoting professionals' 

innovative behaviour through knowledge sharing: The moderating role 
of social capital. Journal of Knowledge Management, 17(4), 527-544. 

 
Murdock, K. A., & Varnes, C. J. (2018). Beyond effectuation: Analysing the 

transformation of business ideas into ventures using actor-network 
theory. International Journal of Entrepreneurial Behavior & 
Research, 24(1), 256-272. 



© C
OPYRIG

HT U
PM

 
200 

 

Murillo, D., & Lozano, J. M. (2006). SMEs and CSR: An approach to CSR in their 
own words. Journal of Business Ethics, 67(3): 227-240. 

 
Musa, H., & Chinniah, M. (2016). Malaysian SMEs Development: Future and 

Challenges on Going Green. Procedia-Social and Behavioral 
Sciences, 224, 254-262. 

 
Nahm, A. Y., Vonderembse, M. A., & Koufteros, X. A. (2003). The impact of 

organizational structure on time-based manufacturing and plant 
performance. Journal of Operations Management, 21(3), 281-306.  

 
Najmaei, A., & Sadeghinejad, Z. (2009). How does knowledge management 

matter in enterprise strategic flexibility?: Multiple case study approach 
based on SMEs in Malaysia. IBIMA business review, Vol1. 

 
National Economic Advisory Council (2010). New Economic Model for Malaysia 

www.neac.gov.my 
 
Nayak, B. K. (2010). Understanding the relevance of sample size 

calculation. Indian Journal of Ophthalmology, 58(6), 469. 
 
Naz, S., Ilyas, M., & Rehman, C. A. (2015). Article title: Impact of organizational 

culture on decision making style (Empirical Findings of Textile Industry 
in Pakistan). Science International, 27(1). 

 
Nazarian, A., Atkinson, P., & Foroudi, P. (2017). Influence of national culture and 

balanced organizational culture on the hotel industry’s 
performance. International Journal of Hospitality Management, 63, 22-
32. 

 
Nelson, D. L., & Quick, J. C. (2011). Understanding Organizational behaviour. 

Belmont, CA:  
 
Nevo, D., & Wand, Y. (2005). Organizational memory information systems: A 

transactive memory approach. Decision Support Systems, 39(4): 549-
562. 

 
Newbert, S. L. (Ed.). (2015). Small business in a global economy: Creating and 

managing successful organizations [2 volumes]: Creating and managing 
successful organizations. ABC-CLIO. 

 
Nienhuis, M. D. (2010). Effectuation and Causation: The Effect of 

Entrepreneurial Logic on Incubated Start-up Performance: The 
predictive value of effectuation in business plans (Master's thesis, 
University of Twente).  

 

http://www.neac.gov.my/


© C
OPYRIG

HT U
PM

 
201 

 

Noah, Y., & Steve, M. (2012). Work environment and job attitude among 
employees in a Nigerian work organization. Journal of Sustainable 
Society, 1(2): 36-43. 

 
Nonaka, I., & Takeuchi, H. (1995). The knowledge-creating company: How 

Japanese companies create the dynamics of innovation. Oxford 
University Press. 

 
Noordin, F., & Jusoff, K. (2010). Individualism-collectivism and job satisfaction 

between Malaysia and Australia. International Journal of Educational 
Management, 24(2), 159-174. 

 
Noordin, R., Zainuddin, Y., Mail, R., & Sariman, N. K. (2015). Performance 

outcomes of strategic management accounting information usage in 
Malaysia: Insights from electrical and electronics companies. Procedia 
Economics and Finance, 31: 13-25. 

 
Nor, N. G. M., Bhuiyan, A. B., Said, J., & Alam, S. S. (2017). Innovation barriers 

and risks for food processing SMEs in Malaysia: A logistic regression 
analysis. Geografia-Malaysian Journal of Society and Space, 12(2). 

 
Noudoostbeni, A., Yasin, N. M., & Jenatabadi, H. S. (2009). To investigate the 

success and failure factors of ERP implementation within Malaysian 
small and medium enterprises. In Information Management and 
Engineering, 2009.  

 
ICIME'09. International Conference on (pp. 157-160). IEEE. 
 
Nunally, J. C., & Bernstein, I. H. (1994). Psychonometric Theory. New York. 

McGraw‐Hill. 
 
Nunes, B. M., Annansingh, F., Eaglestone, B., & Wakefield, R. (2006). 

Knowledge management issues in knowledge-intensive SMEs. Journal 
of Documentation, 62(1), 101-119. 

 
Oishi, S., Schimmack, U., Diener, E., & Suh, E. M. (1998). The measurement of 

values and individualism-collectivism. Personality and Social 
Psychology Bulletin, 24(11): 1177-1189. 

 
Omar, I. M., & Mahmud, N. (2014). Effect of behavioural, cognitive and 

physiological strategies of self-leadership on innovative work behaviour. 
Aust. J. Basic & Appl. Sci., 8(23): 95-100, 2014 

 
Omar, S., Arokiasamy, L., & Ismail, M. (2009). The background and challenges 

faced by the small and medium enterprises. International Journal of 
Business Management, 4(10): 95-102 

 



© C
OPYRIG

HT U
PM

 
202 

 

Omri, W. (2015). Innovative behaviour and venture performance of SMEs: The 
moderating effect of environmental dynamism. European Journal of 
Innovation Management, 18(2): 195-217. 

 
O'Reilly III, C. A., Chatman, J., & Caldwell, D. F. (1991). People and 

organizational culture: A profile comparison approach to assessing 
person-organization fit. Academy of management journal, 34(3), 487-
516. 

 
Organisation for Economic Co-operation and Development. (2013). Structural 

Policy Challenges for Southeast Asian Countries. Retrieved from 
https://www.oecd.org/dev/asia-pacific/Malaysia.pdf 

 
Osland, J., Kolb, D., Rubin, I., and Turner, M. (2007). Organizational Behaviour: 

An Experimental Approach (8th ed.). NJ: Pearson Education. 
 
Paavola, S., Lipponen, L., & Hakkarainen, K. (2004). Models of innovative 

knowledge communities and three metaphors of learning. Review of 
educational research, 74(4), 557-576. 

 
Pail, Salena. (2015, November 2). SMEs are Important Economic Agents for 

Malaysia’s Growth. The Borneo Post Online. Retrieved from 
http://www.theborneopost.com/2015/11/02/smes-are-important-
economic-agents-for-malaysias-growth/ 

 
Palmié, M., Huerzeler, P., Grichnik, D., Keupp, M. M., & Gassmann, O. (2018). 

Some principles are more equal than others: Promotion‐vs. Prevention‐
focused effectuation principles and their disparate relationships with 
entrepreneurial orientation. Strategic Entrepreneurship Journal, 1(25). 
doi: 10.1002/sej.1305 

 
Papastylianou, D., & Lampridis, E. (2016). Social values priorities and 

orientation towards individualism and collectivism of Greek university 
students. Journal of Beliefs & Values, 37(1), 40-54. 

 
Park, C. H., Song, J. H., Lim, D. H., & Kim, J. W. (2014). The influences of 

openness to change, knowledge sharing intention and knowledge 
creation practice on employees’ creativity in the Korean public sector 
context. Human Resource Development International, 17(2), 203-221. 

 
Park, S., Tseng, Y., & Kim, S. (2016). The impact of innovation on job 

satisfaction: evidence from US Federal Agencies. Asian Social 
Science, 12(1): 274. 

 
Parks-Leduc, L., Feldman, G., & Bardi, A. (2015). Personality traits and personal 

values: A meta-analysis. Personality and social psychology review: An 
Official Journal of the Society for Personality and Social Psychology, 
Inc, 19(1), 3. 

http://www.theborneopost.com/2015/11/02/smes-are-important-economic-agents-for-malaysias-growth/
http://www.theborneopost.com/2015/11/02/smes-are-important-economic-agents-for-malaysias-growth/


© C
OPYRIG

HT U
PM

 
203 

 

Patterson, F., Kerrin, M., Gatto-Roissard, G. and Coan, P. (2009) Everyday 
Innovation: How to Enhance Innovative Working in Employees and 
Organizations. NESTA, London 

 
Paunescu, C., & Cantaragiu, R. (2013). The social role of university 

entrepreneurship. In Strategic role of tertiary education and 
technologies for sustainable competitive advantage (pp. 103-119). IGI 
Global. 

 
Peng, D. X., & Lai, F. (2012). Using partial least squares in operations 

management research: A practical guideline and summary of past 
research. Journal of Operations Management, 30(6): 467-480. 

 
Penrose, E. (1959). The Theory of the Growth of the Firm. Oxford, Oxford 

University Press. 
 
Perez, G., & Ramos, I. (2013). Understanding organizational memory from the 

integrated management systems (ERP). Journal of Information Systems 
and Technology Management, 10(3): 541-560.  

 
Perry, J. T., Chandler, G. N., & Markova, G. (2012). Entrepreneurial effectuation: 

A review and suggestions for future research. Entrepreneurship Theory 
and Practice, 36(4): 837-861. 

 
Petkovšek, V., & Cankar, S. S. (2013). Public Sector Innovation in the European 

Union and Example of Good Practice. In Active Citizenship by 
Knowledge Management & Innovation: Proceedings of the 
Management, Knowledge and Learning International Conference 2013 
(pp. 1329-1336). 

 
Phipps, S. T., & Prieto, L. C. (2012). Knowledge is power? An inquiry into 

knowledge management, its effects on individual creativity, and the 
moderating role of an entrepreneurial mindset. Academy of Strategic 
Management Journal, 11(1): 43. 

 
Piasentin, K. A., & Chapman, D. S. (2007). Perceived similarity and 

complementarity as predictors of subjective person‐organization fit. 
Journal of Occupational and Organizational Psychology, 80(2): 341-
354. 

 
Podrug, N. (2011). Influence of national culture on decision making style. South 

East European Journal of Economics and Business, 6(1): 37-44. 
 
Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of 

method bias in social science research and recommendations on how 
to control it. Annual review of psychology, 63: 539-569. 

 



© C
OPYRIG

HT U
PM

 
204 

 

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). 
Common method biases in behavioural research: A critical review of the 
literature and recommended remedies. Journal of Applied Psychology, 
88(5): 879. 

 
Polites, G.L., Roberts, N. and Thatcher, J. (2012), “Conceptualizing models 

using multidimensional constructs: a review and guidelines for their 
use”, European Journal of Information Systems, Vol. 21 No. 1, pp. 22-
48 

 
Poorangi, M. M., Khin, E. W., Nikoonejad, S., & Kardevani, A. (2013). E-

Commerce adoption in Malaysian small and medium enterprises 
practitioner firms: A revisit on Rogers' model. Anais da Academia 
Brasileira de Ciências, 85(4), 1593-1604. 

 
Potocan, V., & Nedelko, Z. (2013). Innovativeness of IT Managers-Exploring 

Influences of Personal Values on IT Managers’ 
Innovativeness. Procedia Technology, 9, 291-303. 

 
Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating 

indirect effects in simple mediation models. Behaviour Research 
Methods, Instruments, & Computers, 36(4): 717-731. 

 
Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for 

assessing and comparing indirect effects in multiple mediator models. 
Behaviour Research Methods, 40(3): 879-891. 

 
Preble, J. F. (2005). Toward a comprehensive model of stakeholder 

management. Business and Society Review, 110(4), 407-431. 
 
Prifti, R., & Alimehmeti, G. (2017). Market orientation, innovation, and firm 

performance—An analysis of albanian firms. Journal of Innovation and 
Entrepreneurship, 6(1): 8. 

 
Quinn, R. E., & Rohrbaugh, J. (1981). A competing values approach to 

organizational effectiveness. Public productivity review, 122-140. 
 
Quinn, R. E., & Rohrbaugh, J. (1983). A spatial model of effectiveness criteria: 

towards a competing values approach to organizational analysis. 
Management Science, 29(3): 363-377. 

 
Rabideau, S. T. (2005). Effects of achievement motivation on behaviour. 

Retrieved from Personality  
 
Research:http://www.personalityresearchorg/papers/rabideau.htm. 
 



© C
OPYRIG

HT U
PM

 
205 

 

Rachagan, S., & Satkunasingam, E. (2009). Improving corporate governance of 
SMEs in emerging economies: A Malaysian experience. Journal of 
Enterprise Information Management, 22(4): 468-484. 

 
Radam, A., Abu, M. L., & Abdullah, A. M. (2008). Technical efficiency of small 

and medium enterprise in Malaysia: A Stochastic Frontier Production 
Model. International Journal of economics and Management, 2(2): 395-
408. 

 
Radas, S., & Božić, L. (2009). The antecedents of SME innovativeness in an 

emerging transition economy. Technovation, 29(6): 438-450. 
 
Ragananthini. V. (2017. ACCCIM: 43% of SMEs say financing still an issue. 

TheSunDaily. Retrieved in 
http://www.thesundaily.my/news/2017/08/23/acccim-43-smes-say-
financing-still-issue. 

 
Ramamoorthy, N., Flood, P. C., Slattery, T., & Sardessai, R. (2005). 

Determinants of innovative work behaviour: Development and test of an 
integrated model. Creativity and Innovation Management, 14(2): 142-
150. 

 
Randerson, K., Degeorge, J. M., & Fayolle, A. (2016). Entrepreneurial 

opportunities: How do cognitive styles and logics of action fit 
in?. International Journal of Entrepreneurship and Small 
Business, 27(1): 19-39. 

 
Ranjan, K. R., & Read, S. (2016). Value co-creation: concept and 

measurement. Journal of the Academy of Marketing Science, 44(3), 
290-315. 

 
Rasiah, R., & Yap, X. S. (2015). Innovation performance of the Malaysian 

Economy. The Global Innovation Index 2015, 139. 
 
Rauch, A., & Frese, M. (2007). Let's put the person back into entrepreneurship 

research: A meta-analysis on the relationship between business owners' 
personality traits, business creation, and success. European Journal of 
Work and Organizational Psychology, 16(4): 353-385. 

 
Ravasi, D., & Schultz, M. (2006). Responding to organizational identity threats: 

Exploring the role of organizational culture. Academy of management 
journal, 49(3): 433-458. 

 
Read, S., & Sarasvathy, S. D. (2005). Knowing what to do and doing what you 

know: Effectuation as a form of entrepreneurial expertise. The Journal 
of Private Equity, 45-62. 

 



© C
OPYRIG

HT U
PM

 
206 

 

Read, S., & Sarasvathy, S. D. (2012). Co-creating a course ahead from the 
intersection of service-dominant logic and effectuation. Marketing 
Theory, 12(2), 225-229. 

 
Read, S., Dew, N., Sarasvathy, S. D., Song, M., & Wiltbank, R. (2009). Marketing 

under uncertainty: The logic of an effectual approach. Journal of 
marketing, 73(3), 1-18. 

 
Read, S., Sarasvathy, S. D, Dew, N. and Wiltbank, R. (2015). Unreasonable 

Assumptions in ASB. Downloaded from www.effectuation.org. 
 
Read, S., Sarasvathy, S. D., Dew, N., & Wiltbank, R. (2016). Response to Arend 

et al: Co-Creating Effectual Entrepreneurship Research. Academy of 
Management Review. 

 
Read, S., Song, M., & Smit, W. (2009). A meta-analytic review of effectuation 

and venture performance. Journal of Business Venturing, 24(6): 573-
587. 

 
Reuber, A. R., Fischer, E., & Coviello, N. (2016). Deepening the dialogue: New 

directions for the evolution of effectuation theory. Academy of 
Management Review, 41(3), 536-540. 

 
Reymen, I., Berends, H., Oudehand, R., & Stultiëns, R. (2016). Decision making 

for business model development: A process study of effectuation and 
causation in new technology‐based ventures. R&D Management, 1-12. 

 
Rice, G. (2006). Individual values, organizational context, and self-perceptions 

of employee creativity: Evidence from Egyptian organizations. Journal 
of Business Research, 59(2), 233-241. 

 
Rincón-Argüelles, L., Minshall, T., & Mortara, L. (2013). Effect of innovation 

management consultancy services on the R&D and marketing 
relationship. DRUID Academy, 1-25. 

 
Ringle, C. M., Wende, S., & Becker, J.-M. (2015). SmartPLS 3. Hamburg: 

SmartPLS Retrieved from http://www.smartpls.com. 
 
Ringle, C.M., Sarstedt, M. and Straub, D.W. (2012), “Editor’s comments: a 

critical look at the use of PLS-SEM in MIS quarterly”, MIS Quarterly, Vol. 
36 No. 1, pp. iii-xiv. 

 
Roach, D. C., Ryman, J. A., & Makani, J. (2016). Effectuation, innovation and 

performance in SMEs: An empirical study. European Journal of 
Innovation Management, 19(2): 214-238. 

 
Robbins, S. P., & Coulter, M. (2007). Principles of management. Translated by 

Seyyed Mohammad Arabi and Mohammed Ali Hamid Rafiee and 

http://www.effectuation.org/


© C
OPYRIG

HT U
PM

 
207 

 

Behrouz Asrari Ershad, Fourth Edition, Tehran: Office of Cultural 
Studies. 

 
Roberts, P. W., & Amit, R. (2003). The dynamics of innovative activity and 

competitive advantage: The case of Australian retail banking, 1981 to 
1995. Organization Science, 14(2): 107-122. 

 
Roccas, S., Sagiv, L., Schwartz, S. H., & Knafo, A. (2002). The big five 

personality factors and personal values. Personality and Social 
Psychology Bulletin, 28(6): 789-801. 

 
Rohan, M. J. (2000). A rose by any name? The values construct. Personality 

and Social Psychology Review, 4(3): 255-277. 
 
Rohde, F. H. (2004). IS/IT Outsourcing Practices of Small-And Medium-Sized 

Manufacturers. International Journal of Accounting Information 
Systems, 5(4): 429-451. 

 
Rolstad, S., Adler, J., & Rydén, A. (2011). Response burden and questionnaire 

length: is shorter better? A review and meta-analysis. Value in 
Health, 14(8), 1101-1108. 

 
Rondani, B., Andreassi, T., & Bernardes, R. (2013). Microfoundations for Open 

Innovation: Is effectuation a valid approach for open innovation 
managers?. Revista Gestão & Conexões, 2(1), 94-115. 

 
Rosenberg, C. (2011). Cognitive Characteristics Affecting Rational Decision 

Making Style (Master's thesis). 
 
Rosenbusch, N., Brinckmann, J., & Bausch, A. (2011). Is Innovation Always 

Beneficial? A meta-analysis of the relationship between innovation and 
performance in SMEs. Journal of Business Venturing, 26(4): 441-457. 

 
Rosli, M. M., & Sidek, S. (2013). The impact of innovation on the performance 

of small and medium manufacturing enterprises: Evidence from 
Malaysia. Journal of Innovation Management in Small & Medium 
Enterprises, 2013, 1. 

 
Roussel, J., & Cohen, S. (2005). Strategic Supply Chain Management: The 5 

Disciplines for Top Performance. United States of America: The 
McGraw-Hill Companies. 

 
Rowland, G. L., Franken, R. E., & Harrison, K. (1986). Sensation seeking and 

participation in sporting activities. Journal of Sport Psychology, 8(3): 
212-220. 

 
Rowley, J. (2007). The Wisdom Hierarchy: Representations of the DIKW 

Hierarchy. Journal of information science, 33(2): 163-180. 



© C
OPYRIG

HT U
PM

 
208 

 

Ruzzier, M., Hisrich, R.D. and Antoncic, B. (2006), “SME internationalization 
research: Past, present, and future”, Journal of Small Business and 
Enterprise Development, 13(4): 476-97. 

 
Saatci, E. Y., Arikan, S., & Cal, B. T. (2014). Values? How social entrepreneurs’ 

portrait values differ from commercial entrepreneurs? .International 
Journal of Education and Research, 2(9): 143-160. 

 
Sagie, A., & Aycan, Z. (2003). A cross-cultural analysis of participative decision 

making in organizations. Human Relations, 56(4): 453-473 
 
Sagiv, L., & Schwartz, S. H. (2000). Value priorities and subjective well-being: 

direct relations and congruity effects. European Journal of Social 
Psychology, 30(2): 177-198. 

 
Sagiv, L., & Schwartz, S. H. (2007). Cultural values in organisations: Insights for 

Europe. European Journal of International Management, 1(3): 176-190. 
 
Sahran, S., Zeinalnezhad, M., & Mukhtar, M. (2010). Quality management in 

small and medium enterprises: Experiences from a developing country. 
International Review of Business Research Papers, 6(6): 164-173. 

 
Salim, I. M., & Sulaiman, M. (2011). Organizational learning, innovation and 

performance: A study of Malaysian small and medium sized enterprises. 
International Journal of Business and Management, 6(12): 118. 

 
Salter, A., Wal, A. L., Criscuolo, P., & Alexy, O. (2015). Open for ideation: 

Individual‐level openness and idea generation in R&D. Journal of 
Product Innovation Management, 32(4): 488-504. 

 
Sánchez, G. (2013). PLS Path Modeling with R. Berkeley: Trowchez Editions. 
 
Sandy, C. J., Gosling, S. D., Schwartz, S. H., & Koelkebeck, T. (2016). The 

development and validation of brief and ultrabrief measures of 
values. Journal of Personality Assessment, 1-11. 

 
Sapienza, H. J., Smith, K. G., & Gannon, M. J. (1988). Using subjective 

evaluations of organizational performance in small business research. 
American Journal of Small Business, 12(3): 45-53. 

 
Sarasvathy, S. D, Kumar, K., York, J. G., & Bhagavatula, S. (2014). An effectual 

approach to international entrepreneurship: Overlaps, challenges, and 
provocative possibilities. Entrepreneurship Theory and Practice, 38(1): 
71-93. 

 
Sarasvathy, S. D. (2001). Causation and effectuation: Toward a theoretical shift 

from economic inevitability to entrepreneurial contingency. Academy of 
management Review, 26(2): 243-263. 



© C
OPYRIG

HT U
PM

 
209 

 

Sarasvathy, S. D. (2005). Entrepreneurial Expertice. In M. A. Hitt, & R. D. Ireland 
(Eds.), Blackwell Encyclopedia of Management. Oxford: Blackwell 
Publishers Ltd. 

 
Sarasvathy, S. D. (2008). Elements of Entrepreneurial Expertise. Northampton: 

Edward Elgar 
 
Sarasvathy, S. D. (2009). Effectuation: Elements of Entrepreneurial Expertise. 

Edward Elgar Publishing. 
 
Sarasvathy, S. D. (2014). Making it happen: Beyond theories of the firm to 

theories of firm design. Entrepreneurship Theory and Practice, 28(6): 
519–531.  

 
Sarasvathy, S. D., & Dew, N. (2005). New market creation through 

transformation. Journal of Evolutionary Economics, 15: 533-565. 
 
Sarasvathy, S. D., Dew, N., Read, S., & Wiltbank, R. (2008). Designing 

organizations that design environments: Lessons from entrepreneurial 
expertise. Organization Studies, 29(3), 331-350. 

 
Sarid, A. (2016). Integrating Leadership Constructs into the Schwartz Value 

Scale: Methodological Implications for Research. Journal of Leadership 
Studies, 10(1), 8-17. 

 
Sarstedt, M., Ringle, C. M., Smith, D., Reams, R., & Hair, J. F. (2014). Partial 

least squares structural equation modeling (PLS-SEM): A useful tool for 
family business researchers. Journal of Family Business Strategy, 5(1): 
105-115. 

 
Saunders, M. N., Lewis, P., & Thornhill, A. (2012). Research Methods for 

Business Students, 6th edition. Pearson Education Limited. 
 
Saunila, M. (2014). Innovation capability in achieving higher performance: 

perspectives of management and employees. Technology Analysis & 
Strategic Management, 1-14. 

 
Saunila, M. (2016). Innovation capability in achieving higher performance: 

perspectives of management and employees. Technology Analysis & 
Strategic Management, 1-14. 

 
Savitskaya, I. (2009). Towards Open Innovation in Regional Innovation System: 

Case St. Petersburg. 
 
Schein, E. (2004). Organizational Culture and Leadership. Jossey-Bass, San 

Francisco, CA 
 



© C
OPYRIG

HT U
PM

 
210 

 

Schein, E. H. (1985). Defining Organizational Culture. Classics of Organization 
Theory, 3, 490-502. 

 
Schein, E. H. (1996). Culture: The missing concept in organization studies. 

Administrative Science Quarterly, 229-240.  
 
Schein, E. H. (2009). The corporate culture survival guide(Vol. 158). John Wiley 

& Sons. 
 
Schein, E. H. (2011). Leadership and Organizational Culture. New York, NY: 

Wiley 
 
Schein, E.H. (1984). Coming to a new awareness of organizational culture. 

Sloan Management Review, 25(2), 3–16. 
 
Schein, E.H. (1992). Organizational Culture and Leadership, 2nd ed. San 

Francisco: Jossey-Bass. 
 
Schneider, B., & Smith, D. B. (2004). Personality and organizational culture. 

Personality and Organizations, 347-369. 
 
Schultz, T. M. (2005). Organizational Culture: An Impetus to Influence 

Organizational Behaviour and Decision Making. Theses, Dissertations, 
Professional Papers. Paper 8752 

 
Schultz, T. W. (1979). Concepts of entrepreneurship and agricultural 

research. Kaldor Memorial Lecture, Iowa State University. 
 
Schumpeter, J.A. (1934). The Theory of Economic Development: an Inquiry into 

Profits, Capital, Credit, Interest and the Business Cycle, Harvard 
University Press, Cambridge, MA. 

 
Schwartz, S. H. (1992). Universals in the content and structure of values: 

theoretical advances and empirical tests in 20 countries. Advances in 
Experimental Social Psychology, 25(1): 1-65. 

 
Schwartz, S. H. (2003). A proposal for measuring value orientations across 

nations. Questionnaire Package of the European Social Survey, 259-
290. 

 
Schwartz, S. H. (2006). A theory of cultural value orientations: Explication and 

applications. Comparative sociology, 5(2), 137-182. 
 
Schwartz, S. H. (2007). Universalism values and the inclusiveness of our moral 

universe. Journal of cross-cultural psychology, 38(6): 711-728. 
 



© C
OPYRIG

HT U
PM

 
211 

 

Schwartz, S. H. (2012). An overview of the Schwartz theory of basic values. 
Online Readings in Psychology and Culture, 2(1). 
http://dx.doi.org/10.9707/2307-0919.1116 

 
Schwartz, S. H., & Bardi, A. (2001). Value hierarchies across cultures taking a 

similarities perspective. Journal of Cross-Cultural Psychology, 32(3): 
268-290. 

 
Schwartz, S. H., & Boehnke, K. (2004). Evaluating the structure of human values 

with confirmatory factor analysis. Journal of Research in Personality, 
38(3): 230-255. 

 
Schwartz, S. H., Melech, G., Lehmann, A., Burgess, S., Harris, M., & Owens, V. 

(2001). Extending the cross-cultural validity of the theory of basic human 
values with a different method of measurement. Journal of Cross-
Cultural Psychology, 32(5): 519-542. 

 
Schwartz, S. H., Sagiv, L., & Boehnke, K. (2000). Worries and values. Journal 

of Personality, 68(2): 309-346. 
 
Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior: A path 

model of individual innovation in the workplace. Academy of 
management journal, 37(3), 580-607. 

 
Sekaran, U. (2003). Research Methods for Business: A Skill Building Approach. 

2003. John Willey and Sons, New York. 
 
Seligman, M. E., & Csikszentmihalyi, M. (2000). Positive psychology: An 

introduction. American Psychologist, 55(1), 5. 
 
Senyard, J., Baker, T., & Davidsson, P. (2009). Entrepreneurial bricolage: 

Towards systematic empirical testing. Frontiers of Entrepreneurship 
Research, 29(5): 5. 

 
Shalley, C. E., Gilson, L. L., & Blum, T. C. (2000). Matching creativity 

requirements and the work environment: Effects on satisfaction and 
intentions to leave. Academy of Management Journal, 43(2): 215-223. 

 
Shalley, C.E. and L.L. Gilson (2004), “What leaders need to know: A review of 

social and contextual factors that can foster or hinder creativity”, 
Leadership Quarterly, Vol.15, pp.33-54. 

 
Shane, S. A. (1992). Why do some societies invent more than others?. Journal 

of Business Venturing, 7(1): 29-46. 
 
Shane, S., & Venkataraman, S. (2000). The promise of entrepreneurship as a 

field of research. Academy of Management Review, 25 (1): 217-226. 
 

http://dx.doi.org/10.9707/2307-0919.1116


© C
OPYRIG

HT U
PM

 
212 

 

Shane, S., Locke, E. A., & Collins, C. J. (2003). Entrepreneurial motivation. 
Human Resource Management Review, 13(2): 257-279. 

 
Sher, P. J., & Lee, V. C. (2004). Information technology as a facilitator for 

enhancing dynamic capabilities through knowledge management. 
Information & Management, 41, 933–945. 

 
Sherman, J. D. (1989). Technical supervision and turnover among engineers 

and technicians influencing factors in the work environment. Group & 
Organization Management, 14(4): 411-421. 

 
Shih, H. A., & Susanto, E. (2011). Is innovative behaviour really good for the 

firm? Innovative work behaviour, conflict with coworkers and turnover 
intention: Moderating roles of perceived distributive 
fairness. International Journal of Conflict Management, 22(2): 111-130. 

 
Shin, H. W., Picken, J. C., & Dess, G. G. (2017). Revisiting the learning 

organization: How to create it. Organizational Dynamics, 46(1): 46-56. 
 
Silverthorne, C. (2004). The impact of organizational culture and person-

organization fit on organizational commitment and job satisfaction in 
Taiwan. Leadership & Organization Development Journal, 25(7), 592-
599. 

 
Simon, H. A. (1949). Administrative Behaviour. A Study of Decision making 

Processes in Administrative Organisation. (Fourth Printing.). Macmillan 
Company. 

 
Simon, H. A. (1997). Administrative Behaviour - A study of Decision making 

Processes in Administrative Organizations, 4th ed. New York: The Free 
Press. 

 
Simons, R. H., & Thompson, B. M. (1998). Strategic determinants: The context 

of managerial decision making. Journal of Managerial Psychology, 
13(1/2): 7-21. 

 
Simpson, P. M., Siguaw, J. A., & Enz, C. A. (2006). Innovation orientation 

outcomes: The good and the bad. Journal of Business Research, 59(10-
11), 1133-1141. 

 
Singh, R.K., Garg, S.K. & Deshmukh, S.G. (2008). Strategy development by 

SMEs for competitiveness: A review, benchmarking; An International 
Journal, 15(5): 525-547. 

 
Sinkula, J.M., Baker, W.E. and Noordeweir, T. (1997), A framework for market-

Based organizational learning: Linking values, knowledge and 
behaviour, Journal of the Academy of Marketing Science, 25(4): 305-
318. 



© C
OPYRIG

HT U
PM

 
213 

 

Slevitch, L. (2011). Qualitative and quantitative methodologies compared: 
Ontological and epistemological perspectives. Journal of Quality 
Assurance in Hospitality & Tourism, 12(1), 73-81. 

 
SME Bank Group. (2016). SME Definition by BNM. Retrieved from 

http://www.smebank.com.my/corporate-info/sme-definition/ 
 
SME Corp (2012). SME Corporation Malaysia. SMEs Master Plan 2012-2020: 

Growth and Income. Putrajaya: Ministry of Finance. 
 
SME Corp (2016). SME Corporation Malaysia. Retrieved from 

http://www.smecorp.gov.my/index.php/en/ 
 
Smolka, K. M., Verheul, I., Burmeister‐Lamp, K., & Heugens, P. P. (2016). Get 

it together! Synergistic effects of causal and effectual decision‐making 
logics on venture performance. Entrepreneurship Theory and Practice. 
doi:10.1111 /etap.12266 

 
Snell, R., & Lau, A. (1994). Exploring local competences salient for expanding 

small businesses. Journal of Management Development, 13(4): 4-15. 
 
Society for Effectual Action. (2012), “Effectuation 101”, Available at 

http://www.effectuation.org/learn/effectuation-101 
 
Soh, P. H., & Maine, E. (2013). How do entrepreneurs effectuate in decision 

making? A prospective sensemaking response to uncertainty. InPaper 
to be presented at the 35th DRUID Celebration Conference. 

 
Somech, A. (2006). The effects of leadership style and team process on 

performance and innovation in functionally heterogeneous teams. 
Journal of management, 32(1): 132-157. 

 
Sosniak, L. (2006). Retrospective Interviews in the Study of Expertise and Expert 

Performance. In K.A. Ericsson, N. Charnesss, P.J. Feltovich, & R.R. 
Hoffman (Eds). Cambridge: Cambridge University Press. 

 
Sousa, C. M., & Bradley, F. (2006). Cultural distance and psychic distance: Two 

peas in a pod?. Journal of International Marketing, 14(1): 49-70. 
 
Sousa, J. M. D., & Porto, J. B. (2015). Happiness at work: Organizational values 

and person-organization fit impact. Paidéia (Ribeirão Preto), 25(61): 
211-220. 

 
Spence, L. J., & Rutherfoord, R. (2003). Small business and empirical 

perspectives in business ethics: Editorial. Journal of Business Ethics, 
47(1): 1-5. 

 

http://www.smecorp.gov.my/index.php/en/


© C
OPYRIG

HT U
PM

 
214 

 

Srnka, K. J. (2004). Culture's role in marketers' ethical decision making: an 
integrated theoretical framework. Academy of Marketing Science 
Review, 2004, 1 

 
Steel, G. D. (2011). Principles that Guide Innovation: Predicting the Global 

Innovation Index score with dimensions of human values. Innovation 
and Commercialisation with Special Emphasis on Technology Users’ 
Innovation (TUI), 89. 

 
Stoffers, J., Neessen, P., & van Dorp, P. (2015). Organizational culture and 

innovative work behaviour: A case study of a manufacturer of packaging 
machines. American Journal of Industrial and Business 
Management, 5(04): 198. 

 
Suar, D., & Khuntia, R. (2010). Influence of personal values and value 

congruence on unethical practices and work behaviour. Journal of 
Business Ethics, 97(3), 443-460. 

 
Sun, X., & Bisht, R. K. (2013). Causation and effectuation in the context of 

product development process in a large-sized established company. 
 
Svensrud, E., & Åsvoll, H. (2012). Innovation in large corporations: A 

development of the rudimentary theory of effectuation. Academy of 
Strategic Management Journal, 11(1), 59. 

 
Sweetman, D., Luthans, F., Avey, J. B., & Luthans, B. C. (2011). Relationship 

between positive psychological capital and creative performance. 
Canadian Journal of Administrative Sciences/Revue Canadienne des 
Sciences de l'Administration, 28(1), 4-13. 

 
Sweetman, K. (2012). In Asia, Power Gets in the Way. Harvard Business 

Review. Retrieved from https://hbr.org/2012/04/in-asia-power-gets-in-
the-way. 

 
Szczepańska-Woszczyna, K. (2014). The importance of organizational culture 

for innovation in the company. In Forum Scientiae Oeconomia (Vol. 2, 
No. 3, pp. 27-39). 

 
Tabachnick, B. G., & Fidell, L. S. (2007). Using multivariate statistics. Allyn & 

Bacon/Pearson Education. 
 
Tan, C. L., & Chang, Y. P. (2015). Does organizational learning affect R&D 

engineers' creativity?. Asian Social Science, 11(16): 137. 
 
Tatarko, A. (2012). Are Individual Value Orientations Related to Socio-

Psychological Capital? A Comparative Analysis Data from Three Ethnic 
Groups in Russia. A Comparative Analysis Data from Three Ethnic 



© C
OPYRIG

HT U
PM

 
215 

 

Groups in Russia (June 29, 2012). Higher School of Economics 
Research Paper No. WP BRP, 3. 

 
Tatum, B. C., Eberlin, R., Kottraba, C., & Bradberry, T. (2003). Leadership, 

decision making, and organizational justice. Management 
decision, 41(10), 1006-1016. 

 
Taylor, A. B., MacKinnon, D. P., & Tein, J. Y. (2008). Tests of the three-path 

mediated effect. Organizational Research Methods, 11(2), 241-269. 
 
Taylor, J. (2014). Organizational culture and the paradox of performance 

management. Public Performance & Management Review, 38(1): 7-22. 
 
Teece, D. J. (2007). Explicating Dynamic Capabilities: The nature and 

microfoundations of (sustainable) enterprise performance. Strategic 
Management Journal, 28(13): 1319-1350. 

 
Tehseen, S., Ramayah, T., & Sajilan, S. (2017). Testing and controlling for 

common method variance: A review of available methods. Journal of 
Management Sciences, 4(2), 142-168. 

 
Tendai, C. (2013). Networks and performance of small and medium enterprises 

(SMEs) in Different Stages of the Life Cycle: A case study of a small 
business in the Netherlands. Journal of Communication, 4(2): 89-94. 

 
Terziovski, M. (2003). The relationship between networking practices and 

business excellence: a study of small to medium enterprises 
(SMEs). Measuring business excellence, 7(2): 78-92. 

 
The Associated Chinese Chambers of Commerce and Industry of Malaysia 

(ACCCIM) (2017). ACCCIM Report on the SME Survey 2017. Blog. 
http://www.acccim.org.my/blog/topic/24/1/375/ACCCIM+Report+on+th
e+SME+Survey+2017. 

 
The World Bank Group (2016). “Small is the New Big” – Malaysian SMEs Help 

Energize, Drive Economy. Retrieve from 
http://www.worldbank.org/en/news/feature/2016/07/05/small-is-the-
new-big---malaysian-smes-help-energize-drive-economy. 

 
Tierney, W. G. (1988). Organizational culture in higher education: Defining the 

essentials. The Journal of Higher Education, 59(1): 2-21 
 
Ting, O. K. (2004). SME in Malaysia: Pivotal Points for Change. Retrieve from 

http:///www.mea.org.my 
 
Tiwana, A. (2000). The Knowledge Management Toolkit: Practical Techniques 

for Building a Knowledge Management System. Prentice-Hall PTR, 
Upper Saddle River, NJ. 

http://www.acccim.org.my/blog/topic/24/1/375/ACCCIM+Report+on+the+SME+Survey+2017
http://www.acccim.org.my/blog/topic/24/1/375/ACCCIM+Report+on+the+SME+Survey+2017
http://www.worldbank.org/en/news/feature/2016/07/05/small-is-the-new-big---malaysian-smes-help-energize-drive-economy
http://www.worldbank.org/en/news/feature/2016/07/05/small-is-the-new-big---malaysian-smes-help-energize-drive-economy
http://www.mea.org.my


© C
OPYRIG

HT U
PM

 
216 

 

Tjosvold, D., Law, K. S., & Sun, H. F. (2003). Collectivistic and individualistic 
values: Their effects on group dynamics and productivity in 
China. Group Decision and Negotiation, 12(3), 243-263. 

 
Trompenaars, F. Hampden-Turner (2003): Riding the Waves of Culture: 

Understanding Cultural Diversity in Business. 
 
Tyszka, T., Cieślik, J., Domurat, A., & Macko, A. (2011). Motivation, self-efficacy, 

and risk attitudes among entrepreneurs during transition to a market 
economy. The Journal of Socio-Economics, 40(2), 124-131. 

 
Uddin, M. J., Luva, R. H., & Hossian, S. M. M. (2013). Impact of organizational 

culture on employee performance and productivity: A case study of 
telecommunication sector in Bangladesh. International Journal of 
Business and Management, 8(2): 63. 

 
United Parcel Services (2005), “UPS Reveals Asia Business Monitor Survey 

Findings”, on line and available at http://www.ups.com 
 
Unsworth, K. L., Wall, T. D., & Carter, A. (2005). Creative requirement: A 

neglected construct in the study of employee creativity?. Group & 
Organization Management, 30(5): 541-560. 

 
Urbach, N., & Ahlemann, F. (2010). Structural equation modeling in information 

systems research using partial least squares. Journal of Information 
Technology Theory and Application, 11(2): 5. 

 
Urban, B. (2010). Antecedents of entrepreneurship, with a focus on culture in an 

emerging country context. Problems and Perspectives in Management, 
8(1-1) 

 
Urban, B., & Heydenrych, J. (2015). Technology orientation and effectuation-

links to firm performance in the renewable energy sector of South Africa. 
South African Journal of Industrial Engineering, 26(3): 125-136. 

 
Urbancová H. (2013). Competitive advantage achievement through innovation 

and knowledge. Journal of Competitiveness, 5 (1): 82-96 
 
Valliere, D. (2014). Purifying entrepreneurial intent: Proposition of a new scale. 

Journal of Small Business & Entrepreneurship, 27(5): 451-470. 
 
Van de Ven, A., Angle, H. & Poole, M. (Eds.), (1989). Research on the 

Management of Innovation: The Minnesota studies. New York: Harper 
and Row. 

 
Van der Panne, G., Van Beers, C., & Kleinknecht, A. (2003). Success and failure 

of innovation: a literature review. International Journal of Innovation 
Management, 7(03): 309-338. 

http://www.ups.com/


© C
OPYRIG

HT U
PM

 
217 

 

Van Der Stede, W. A., Chow, C. W., & Lin, T. W. (2006). Strategy, choice of 
performance measures, and performance. Behavioural research in 
accounting, 18(1): 185-205. 

 
Van Teijlingen, E., & Hundley, V. (2002). The importance of pilot studies. Nursing 

Standard, 16(40), 33-36. 
 
Vasconcelos, J. B. D., Kimble, C., & Rocha, Á. (2003). Organisational Memory 

information systems an example of a group memory system for the 
management of group competencies. J. UCS, 9(12), 1410-1427. 

 
Verma, N., Bhat, A. B., Rangnekar, S., & Barua, M. K. (2015). Association 

between leadership style and decision making style in Indian 
organisations. Journal of Management Development, 34(3), 246-269. 

 
Verquer, M. L., Beehr, T. A., & Wagner, S. H. (2003). A meta-analysis of 

relations between person–organization fit and work attitudes. Journal of 
vocational behaviour, 63(3): 473-489. 

 
Villasalero, M. (2017). A resource-based analysis of realized knowledge 

relatedness in diversified firms. Journal of Business Research, 71, 114-
124. 

 
Wagner, J. A. (1995). Studies of individualism-collectivism: Effects on 

cooperation in groups. Academy of Management journal, 38(1), 152-
173. 

 
Walsh, J. P., & Ungson, G. R. (1991). Organizational memory. Academy of 

Management Review, 16(1): 57-91. 
 
Wang, C. L., Hult, G. T. M., Ketchen Jr, D. J., & Ahmed, P. K. (2009). Knowledge 

management orientation, market orientation, and firm performance: an 
integration and empirical examination. Journal of Strategic Marketing, 
17(2): 99-122. 

 
Wang, Y., Liu, Y., Yang, L., Gu, F., Li, X., Zha, R., & Zhang, X. (2015). Novelty 

seeking is related to individual risk preference and brain activation 
associated with risk prediction during decision making. Scientific 
Reports, 5. 

 
Wang, Z., & Wang, N. (2012). Knowledge sharing, innovation, and firm 

performance. Expert systems with applications, 39, 8899–8908. 
doi:10.1016/j.eswa.2012.02.017 

 
Wei, C. C., Choy, C. S., & Chew, G. G. (2011). The KM processes in Malaysian 

SMEs: an empirical validation. Knowledge Management Research & 
Practice, 9(2), 185-196. 

 



© C
OPYRIG

HT U
PM

 
218 

 

Wiewiora, A., Trigunarsyah, B., Murphy, G., & Coffey, V. (2013). Organizational 
culture and willingness to share knowledge: A competing values 
perspective in Australian context. International Journal of Project 
Management, 31(8): 1163-1174. 

 
Wilson, F. A., & Goldman-Rakic, P. S. (1994). Viewing preferences of rhesus 

monkeys related to memory for complex pictures, colours and faces. 
Behavioural Brain Research, 60, 79 – 89. doi:10.1016/0166-
4328(94)90066-3. 

 
Wiltbank, R., Dew, N., Read, S., & Sarasvathy, S. D. (2006). What to do next? 

The case for non‐predictive strategy. Strategic Management Journal, 
27(10): 981-998. 

 
Wiltbank, R., Read, S., Dew, N., & Sarasvathy, S. D. (2009). Prediction and 

control under uncertainty: Outcomes in angel investing. Journal of 
Business Venturing, 24(2): 116-133. 

 
Wold, H. (1982), “Soft modeling. The basic design and some extensions”, in 

Jöreskog, K.G. and Wold, H. (Eds), Systems under indirect observation. 
Causality, structure, prediction, North-Holland, Amsterdam, pp. 1-54. 

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

behaviour and personality traits: Examining the moderating effects of 
organizational tenure. Journal of Managerial Psychology, 33(1), 29-42. 

 
Wray, B. K. (2011). Kuhn and the discovery of paradigms. Philosophy of the 

Social Sciences, 41(3), 380-397. 
 
Wright, R. E., Palmer, J. C., & Perkins, D. (2005). Types of product innovations 

and small business performance in hostile and benign 
environments. Journal of Small Business Strategy, 15(2), 33. 

 
Wycoff, J. (2003). The" Big 10" innovation killers: How to keep your innovation 

system alive and well. The Journal for Quality and Participation, 26(2): 
17. 

 
Yahya, A. Z., Othman, M. S., Othman, A. S., Rahman, I. A., & Moen, J. A. (2011). 

Process innovation: A study of Malaysian small medium enterprises 
(SMEs). World Journal of Management, 3(1), 146-156. 

 
Yates, J. (1990). For the record: The embodiment of organizational memory, 

1850-1920. Business and Economic History, 172-182. 
 
Yazdi, M. T., Motallebzadeh, K., Ashraf, H., & Baghaei, P. (2017). A latent 

variable analysis of continuing professional development constructs 
using PLS-SEM modeling. Cogent Education, 4(1), 1355610. 

 



© C
OPYRIG

HT U
PM

 
219 

 

Yazhou, W. A. N. G., & Jian, L. I. N. (2013). An empirical research on knowledge 
management orientation and organizational performance: the mediating 
role of organizational innovation. African Journal of Business 
Management, 7(8): 604. 

 
Yeoh, K. K., & Mahmood, R. (2013). The relationship between pro-innovation 

organizational climate, leader-member exchange and innovative work 
behaviour: A study among the knowledge workers of the knowledge 
intensive business services in Malaysia. Business Management 
Dynamics, 2(8), 15-30. 

 
Yesil, S., & Sozbilir, F. (2013). An empirical investigation into the impact of 

personality on individual innovation behaviour in the 
workplace. Procedia-Social and Behavioural Sciences, 81, 540-551. 

 
Yi, J. (2009). A measure of knowledge sharing behavior: Scale development and 

validation. Knowledge Management Research & Practice, 7(1), 65-81. 
 
Yitshaki, R. (2008). Venture capitalist-entrepreneur conflicts: An exploratory 

study of determinants and possible resolutions. International Journal of 
Conflict Management, 19(3): 262-292. 

 
Yousef, D. A. (1998). Predictors of decision making styles in a non-western 

country. Leadership & Organization Development Journal, 19(7): 366-
373. 

 
Yu, K. Y. T. (2013). A motivational model of person–environment fit: 

Psychological motives as drivers of change. Organizational Fit: Key 
Issues and New Directions, 19-49. 

 
Yu, X., Tao, Y., Tao, X., Xia, F., & Li, Y. (2017). Managing uncertainty in 

emerging economies: The interaction effects between causation and 
effectuation on firm performance. Technological Forecasting and Social 
Change. 

 
Yuan, F., & Woodman, R. W. (2010). Innovative behaviour in the workplace: The 

role of performance and image outcome expectations. Academy of 
Management Journal, 53(2): 323-342. 

 
Yukl, G., & Lepsinger, R. (2006). Leading change: Adapting and innovating in 

an uncertain world. Leadership in Action, 26(2), 3-7. 
 
Zaied, R. M. B., Louati, H., & Affes, H. (2015). The relationship between 

organizational innovations, internal sources of knowledge and 
organizational performance. International Journal of Managing Value 
and Supply Chains, 6(1): 67. 

 



© C
OPYRIG

HT U
PM

 
220 

 

Zakaria, N., Abdullah, N. A. C., & Yusoff, R. Z. (2016). The European 
proceedings of social and behavioural sciences. International Soft 
Science Conference. The Innovation-Performance Linkage: Empirical 
Evidence of Malaysian Manufacturing SMEs.  

 
Zarutskie, R. (2008). The role of human capital in venture capital. Available at 

SSRN 1726038. 
 
Zhao, X., Li, H., & Rauch, A. (2012). Cross-country differences in entrepreneurial 

activity: The role of cultural practice and national wealth. Frontiers of 
Business Research in China, 6(4): 447-474. 

 
Zhao, X., Lynch, J. G., & Chen, Q. (2010). Reconsidering Baron and Kenny: 

Myths and truths about mediation analysis. Journal of consumer 
research, 37(2): 197-206. 

 
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. 

 
Zhou, J., & Shalley, C. E. (2008). Expanding the Scope and Impact of 

organizational Creativity research. Handbook of Organizational 
Creativity, 28: 125-147. 

 
Zikmund, G. W., Babin, J. B. & Carr, C. J. (2013). Business Research Methods 

[Google Books-version].  
 
Zulkiffli, S. N. A., & Perera, N. (2011). A literature analysis on business 

performance for SMEs: Subjective or objective measures?. In Society 
of Interdisciplinary Business Research (SIBR) 2011 Conference on 
Interdisciplinary Business Research. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 




