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ABSTRACT

In the modern industrial landscape, technology innovation plays a vital role in the
manufacturing industry by enhancing employee performance and strengthening
competitiveness in the global economy. Through technology innovation and Innovative Work
Practices (IWPs), industries are able to generate more innovative ideas and practical knowledge
that contribute to improve employee performance. The objective of this study is to examine the
impact of technology innovation and IWPs on employee performance in the manufacturing
industry. This research was carried out using a quantitative method by distributing 400
questionnaires. A convenient sampling method was used to collect the data. The findings were
analysed using the Statistical Package for Social Science (SPSS). The findings indicate that
technology innovation has the highest mean among the other variables, which is 37.12, and
demonstrated a significant relationship with employee performance (R?=0.746, P-value < 0.05).
Hence, the hypothesis that technology innovation and IWPs have a significant relationship with
employee performance is accepted. Through conducting this study, there are some limitations
that occur when doing the research, such as limited data and resources, time constraints, and
difficulty in accessing certain participants. In summary, technology innovation and IWPs enable
industries to generate more innovative ideas and practical knowledge that improve employee
performance.

Keywords: Employee Performance, Innovation Satisfaction, Innovative Work Practices (IWPs),
Technology Innovation

1. INTRODUCTION

According to Akbari et al. (2020), technology innovation is now a key component of obtaining a
competitive edge in the rapidly evolving global economy, particularly in manufacturing. Malaysian
manufacturing firms are progressively integrating new technologies like automation, robotics,
artificial intelligence, and the Internet of Things (I10T) into their operations as industries adapt to the
Fourth Industrial Revolution (Industry 4.0). These developments have a significant effect on labour
dynamics and employee performance in addition to altering the way items are manufactured. In
order to accommodate these innovations in technology, new work practices are being introduced at
the same time, such as shared decision-making, team-based structures, continuous training
programmes, and flexible work schedules (Zhang, 2024).
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Employee engagement and productivity may increase as a result of these measures, which seek to
promote flexibility, enhance skill development, and enhance job satisfaction. Understanding how
technological innovation and innovative workplace practices impact employee performance is
crucial to Malaysia's ambition to become a regional leader in high-tech manufacturing. Bell and
Gluesing (2020) argued that, although digital tools and automation can increase productivity, how
well people use these technologies will determine how successful they are. The purpose of this study
is to examine the relationship between employee performance, technology innovation and IWPs in
Malaysia's manufacturing industry. It aims to provide information on workforce development
techniques that operate in an increasingly digital industrial sector.

Jayashree et al. (2021) mentioned that, Malaysia's economy depends significantly on the
manufacturing sector, which employs a substantial percentage of the labour force and accounts for
more than 20% of the country's GDP. This sector, which encompasses a number of industries like
electronics, automotive, food processing, and machinery, is crucial to the expansion of the industry.
By means of programmes like the Industry4WRD National Policy, the Malaysian government has
recently concentrated on reforming the industrial sector. In order to increase productivity, creativity,
and worldwide competitiveness, this strategy encourages the adoption of Industry 4.0 technology.
According to Hanif et al. (2021), smart manufacturing methods have become more popular
throughout the industry as a result of the integration of technological innovations like automation,
robotics, artificial intelligence (Al), and the Internet of Things (IoT). Supply chains, operational
procedures, and quality control techniques are all being altered by these developments. However,
the workforce's capacity to accept and utilise new technologies efficiently is a major factor in their
successful application. IWPs, such as team-based problem resolution, flexible work schedules,
participative leadership, and ongoing upskilling, have gained importance in this setting. These
procedures are designed to help staff members accomplish company objectives, enhance their
performance, and adapt to the quick changes in technology. Nevertheless, despite the possible
advantages, a lot of Malaysian manufacturing companies deal with issues like employee inability to
change, a lack of digital skills, and a lack of preparedness for change (Cannavacciuolo et al., 2023).
This emphasises the necessity of investigating the relationship between employee performance in
the industry, IWPs, and technology innovation. To build a strong, future-ready manufacturing
workforce, legislators, human resources professionals, and industry executives must have a deeper
knowledge of this relationship. By determining the elements that support or undermine worker
performance in tech-driven settings, businesses can better prepare to remain competitive in a rapidly
evolving industrial context (Yang & Chen, 2019).

Subramaniam et al. (2023) stated that, with the adoption of national policies like Industry4WRD to
modernise traditional manufacturing into high-tech, knowledge-based manufacturing, respectively,
the Malaysian manufacturing industry has reached a turning point. Automation, robotics, and
intelligent systems are examples of the technologies that businesses are using constantly to boost
productivity and operational efficiency. However, for these technologies to provide better results,
the valuable contributions of the employees are equally important. However, it might be difficult for
many organisations to find a method to align innovations in technology with what employees can do
and expect to achieve. Moreover, there is often inconsistent or undervalued implementation of IWPs,
such as team-based approaches, participation in decision-making, and continuous training. If these
practices are not strategically integrated, employees may find it difficult to adapt to new technologies,
which could lead to resistance to change, reduced productivity, and job discontent. Hermina and
Yosepha (2019) mentioned that despite large investments in technology and workforce development
initiatives, there is still little empirical data on the combined effects of technological innovation and
IWPs on worker performance in Malaysia's manufacturing industry. This discrepancy poses a
significant challenge for companies trying to maintain their competitiveness in a global market that
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is changing quickly. Thus, this study aims to explore the ways in which technological innovation and
[WPs impact employee performance in Malaysia's manufacturing sector, as well as the extent to
which these factors interact to enhance or impair worker productivity and adaptability in a digitally
changing environment (Arneguy et al., 2022).

In recent years, many studies have examined how organisational practices and technological
innovation affect performance outcomes across a range of industries. Much of this study has focused
on the technical benefits of Industry 4.0 technologies (such as automation, IoT, and Al) or standard
human resource processes that impact employee engagement and productivity (Vuong & Nguyen,
2022). However, not much research has been done to examine how employee performance is
impacted simultaneously by technology innovation and IWPs, particularly in Malaysia's
manufacturing industry. The effectiveness of these technologies in increasing employee performance
is still unclear, despite the fact that their adoption in Malaysian manufacturing is increasing due to
national initiatives like the Industry4WRD policy. Research frequently focuses on organisational
performance or operational efficiency, but it frequently ignores how employees actually react to or
are impacted by new technologies. Furthermore, technological innovation and IWPs are frequently
presented as separate fields of study in the current literature. According to Bekhet and Latif (2023),
the possible interdependence of technological tools and human-centred practices in influencing
performance outcomes is overlooked by this fragmented approach. For instance, even though
automation can boost productivity, workers may feel weakened and perform poorly if training,
teamwork, and participatory work environments are not provided (Meyer & Okoli, 2023).
Furthermore, the majority of empirical research focuses on high-income or Western economies,
offering little contextual understanding of emerging markets like Malaysia, where workforce
preparedness and the rate of digital transformation differ greatly between businesses, particularly
between large corporations and SMEs. As a result, there is a clear research gap in understanding how
the combination of technological innovation and IWPs affects employee performance in the
particular setting of Malaysia's manufacturing sector. Addressing this gap is important for creating
workable frameworks that promote the development of human capital and technological
advancement in Malaysian industries (Halawa et al., 2023). Below are the research objectives for this
current study:

RO1: To examine the relationship between technology innovation and employee performance in the
manufacturing industry.

RO2: To examine the relationship between innovative work practices and employee performance in
the manufacturing industry.

2. LITERATURE REVIEW

2.1 Employee Performance

According to Triansyah et al. (2023), one of the most important elements in accomplishing
organisational objectives is employee performance. Employees who are productive and efficient can
help businesses generate more goods and services of higher quality, attract more clients, and enhance
their company's reputation. The ability of an employee to carry out their tasks and obligations
correctly and successfully is measured by their performance (Darvishmotevali & Ali, 2020). An
employee's job results; efficiency, quality, initiative, and attitude can all be used to gauge their
performance. While poor employee performance can result in losses for the business, good employee
performance can assist organisations in more successfully accomplishing their goals (Sitopu et al,,
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2021). In the age of globalisation and intensifying rivalry, the significance of employee performance
is becoming more apparent. To create additional value and accomplish organisational objectives,
businesses must maximise the potential of their workforce. In order to boost employee productivity
and efficiency, it is crucial for businesses to create efficient performance management plans (Yong et
al,, 2019). In the age of digitisation, technology can make it easier and more accurate for businesses
to keep an eye on employee performance. However, performance management is more than just
monitoring workers; it also involves giving them constructive criticism and helping them grow their
skills and abilities through training and development. For businesses to succeed in the long run, it is
crucial to constantly assess and enhance staff performance (Vahdat, 2021). In summary, based on
authors’ review, a company's success depends on its employees doing well, which affects morale,
productivity, and profitability. Fulfilling duties, achieving objectives, producing both high-quality and
high-volume work, efficiency, job behaviour, and other factors are all important components of
employee performance. Workers must effectively complete the tasks assigned to them and adhere to
deadlines. Performance is evaluated in relation to particular goals and targets that the organisation
has established. Accuracy, thoroughness, and output are components of both quantity and quality of
work. Workers should be able to complete tasks efficiently while considering available resources.
Employee performance is essentially a complex idea that reflects how well a worker performs their
duties and contributes to the organisation's overall success.

2.2 Technology Innovation

As stated by Davoudi et al. (2019), in order to support corporate, industrial, economic, and social
change for businesses' and nations' competitive advantage and to advance human progress generally,
technological innovation is crucial to society in meeting needs, accomplishing objectives, and
resolving adopters' issues. Technology, which can be defined as a complex system made up of
multiple entities or subsystems and the relationship that exists between each entity and at least one
other entity in the system for accomplishing particular goals, is the foundation of technological
innovation (Chen et al., 2022). According to Coccia (2020), technological innovation can be classified
into various typologies based on the growing scale of change and socioeconomic impact, including
incremental innovations, radical innovations, technological systems, technological revolutions, and
others. As stated by the author, the process of bringing new or enhanced technologies that provide
value by meeting particular demands or improving existing solutions is referred to as 'technology
innovation'. Technology innovation is essential for economic growth, raising living standards, and
increasing efficiency. In contrast, innovation is a major force behind economic expansion, resulting
in new industries, higher productivity, and job creation. Better services, more effective shipping, and
easier access to information and communication are possible outcomes of technological
developments. Innovation can save expenses, increase the quality of goods and services, and
streamline procedures. In summary, technological innovation is a vital and dynamic force that
propels advancement and shapes the future.

2.3 The Impact of Technology Innovation on Employee Performance

According to Osman et al. (2024), implementing entirely new technologies, combining existing
technologies, or gaining new knowledge are all examples of technological innovation related to
goods, services, and production. Through the absorption of external technological knowledge,
technological innovation helps organisations learn and explore new ideas. It has been discovered that
technological innovation significantly influences the acquisition and dissemination of information
(Tsou & Chen, 2021). The basic principles of technological innovation indicate that since technology
has changed the way employees work, tools and machines must be more adaptable, human-friendly,
and capable of streamlining tasks (Mardumyan & Sabadie, 2023). As a result, employee performance
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and technological innovation are significantly interconnected. A critical review of the literature
suggests that innovation in technology has a significant impact on employee performance, typically
resulting in higher output, greater job satisfaction, and better work-life balance. However, the nature
of the technology itself, organisational support, and staff adaptation are all important considerations
for the successful incorporation of innovative technologies. Employee productivity can be increased
by using technology to automate repetitive jobs, optimise workflows, and provide access to
information. This allows workers to concentrate on more intricate and strategic work. Greater job
satisfaction and a sense of success can result from technology, which can reduce monotonous
activities and equip workers with new information and abilities. Technology-enabled flexible work
schedules and remote collaboration tools can enhance work-life balance and prevent burnout. To
summarise, technological innovation has the potential to significantly boost employee performance,
but its effective use necessitates thorough preparation, staff involvement, and a positive business
culture.

2.4 Innovative Work Practices (IWPs)

High-commitment management, high-involvement systems, transformed workplaces, flexible
production systems, and high-performance work systems are some of the terms used to characterise
workplaces that employ innovative practices in human resource management (Wood, 2020). The
ability of workers to solve problems at the point of production and the flexibility that new work
practices offer to solve problems across traditional job categories and time may lead to improved
product or service quality. Innovative work practices within an organisation may also be linked to
increased productivity. Alternative work organisation structures encourage flexibility in deployment
so that labour can be used more efficiently, and new work practices generally lessen the need for
supervision (Guan & Frenkel, 2019). Additionally, innovative work practices may boost employee
morale, which could lead to better performance through fewer complaints and increased effort and
diligence. Both the costs of moving away from a more traditional command-and-control culture and
the higher wages needed to draw and keep employees with the necessary abilities to function in a
high-involvement system are potential drawbacks of IWPs (Lawler & Benson, 2020). Based on
previous studies, researchers suggest that the IWPs are novel approaches and techniques used by
businesses to increase output, effectiveness, and overall success. These methods frequently entail
adopting new technologies, reevaluating current procedures, and encouraging a culture of
innovation and constant development. IWPs provide several advantages, such as improved problem-
solving, increased productivity, and enhanced employee engagement. Increased output and quicker
turnaround times might result from more efficient and streamlined procedures. Employees are more
likely to be engaged and motivated when they feel appreciated and empowered, which boosts output
and lowers attrition. Complex problems can be solved more creatively and successfully through
cooperation and a diversity of viewpoints. Organisations can achieve better success in the today’s
rapidly changing business climate by adopting innovative procedures that make the workplace more
dynamic, productive, and engaging.

2.5 The Impact of Innovative Work Practices (IWPs) on Employee Performance

In various contexts, employee performance is positively correlated with Innovative Work Practices
(IWPs), according to empirical research. Businesses that implemented high-performance human
resource management practices saw notable increases in productivity, decreased employee
turnover, and improved financial outcomes (Huselid, 2021). Ichniowski et al. (2020) conducted a
study on steel production lines and concluded that, in contrast to conventional management
techniques, innovative practices such as flexible job assignments, problem-solving groups, and team-
based work significantly increased productivity. In their significant study of the steel, clothing, and
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medical industries, Appelbaum et al. (2019) observed that IWPs increased employee morale and job
satisfaction in addition to organisational efficiency. This supports the notion that creative methods
benefit both the business and its employees. Research continuously demonstrates that IWPs can
greatly enhance worker performance by developing a more capable, driven, and engaged workforce.
Implementing IWPs successfully depends on a number of factors, including workforce flexibility,
leadership support, and organisational collaboration (Marchington & Grugulis, 2020). From the point
of view of the researcher, IWPs encourage creativity, problem-solving, and adaptability, which
greatly improve employee performance. These procedures, which include promoting
experimentation, idea generation, and information exchange, foster an atmosphere at work where
staff members are inspired to offer fresh ideas and enhancements. Higher productivity, higher-
quality work, and a bigger competitive advantage for the organisation result from this. Employees
are encouraged to think creatively and unconventionally by IWPs, which lead to more original
solutions to workplace problems. Employees who are given the freedom to innovate improve their
ability to recognise issues and create workable solutions. Employees in an innovative workplace are
better equipped to adjust to shifting conditions and take on new tasks, which increases the
organisation's resilience. Employees are more likely to be engaged and motivated at work when they
believe their opinions are respected and that they can help bring about positive change. Streamlining
procedures and implementing creative solutions into practice can boost an organisation's output and
efficiency. In the end, employees’ combined creative efforts enhance the organisation's overall
performance and success, including its capacity to complete successfully (Krasniqi & Sonnenschein,
2025).

2.6 Research Framework

IV1: Technology Innovation DV: Employee Performance

v

IV2: Innovative Work Practice

Independent Variable Dependent Variable

Figure 1. Conceptual Framework of Research

Figure 1 shows the conceptual research framework of the research; it gives a clear indication that
technology innovation and IWPs have a significant relationship toward employee performance. The
framework and variables of this study are derived from previous research studies. There are many
previous research studies that have conducted research separately on the impact of technology
innovation and IWPs on employee performance. From the research titled ‘Does innovation contribute
to the employee performance? by Osman et al. (2020), it was stated that there are several methods
to enhance employee performance, and one of them is through technological innovation. Technology
innovation enables the businesses to acquire and search for new ideas through the receptivity of
external technological knowledge and was found to have a significant impact on employee
performance. The results of that study show that technology innovation has the highest impact on
employee performance. Moreover, the research titled ‘Innovative work behaviour: to what extent
and how can employee practices contribute to higher levels of innovation within SMEs?’ by Bucker
and Van Der Horst (2019) stated that, IWPs today are important for employees to remain
competitive. IWPs are able to develop processes and ideas that can generate the innovation
satisfaction among employees. The innovativeness of the employees is a main source for developing
the effectiveness of employee performance. This study stated that IWPs should be maintained,
developed, and enhanced to increase the innovative potential of employee as a means of improving
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employee's performance. From the literature review, it is concluded that technology innovation and
[WPs have an impact on employee performance.

3. RESEARCH METHODOLOGY

3.1 Research Design

According to Akhtar (2020), research design is the arrangement of data collection and analysis in a
way that aligns with the research purpose. Research design is a plan, structure, and strategy for
obtaining answers to research questions and controlling variance. There are two categories of
research design, which are qualitative and quantitative. Quantitative research involves numerical
data gathered through questionnaire and is used to generate statistical outputs such as graphs and
statistical analysis (Akhtar, 2020). Thus, this research was conducted by using a quantitative
approach because the researcher identified the impact of technology innovation and IWPs on
employee performance in the manufacturing industry in Malaysia.

3.2 Population and Sample size

The population of interest in this research is employees who work in the manufacturing industry in
Malaysia. According to data from the Department of Statistics Malaysia (DOSM, 2024), there are
2,280,951 people employed in Malaysia in the manufacturing industry. From the total population of
2,280,951 employees working in the manufacturing industry in Malaysia, 384 respondents were
randomly selected to answer the distributed questionnaire. The sample size was determined using
the Krejcie and Morgan (1970) Table (Bukhari, 2021). Although the required sample size was 384
respondents, this research distributed 400 questionnaires to increase the likelihood of achieving the
targeted sample size and to obtain sufficient information.

3.3 Sampling Techniques

In this research, the non-probability sampling method was used to select the respondents. This is
because non-probability sampling provides the opportunity to select participants purposively. In this
study, the researcher chose to use convenience sampling. This is because this sampling is fast,
inexpensive, and easily accessible for data collection (Taherdoost, 2021). Convenience sampling
involves selecting participants who are readily available from the target population. Therefore,
convenience sampling was considered suitable for meeting the research objectives. This sampling is
also the most useful technique for pilot testing. Due to limited time and budget constraints,
convenience sampling was employed by selecting participants who were readily available and willing
to participate. This method was deemed suitable for this exploratory study, where the primary
objective was to gain initial insights into employee performance rather than to make statistically
generalisable claims. Through this approach, data were collected from employees working in the
manufacturing industry.

3.4 Data Collection

Taherdoost (2021) stated that the data collection process is needed to know how to distribute the
questionnaire to the respondents, the duration that was needed to distribute the questionnaire to the
respondent, and the duration that the respondents needed to complete it. Besides that, the data
collection process also involves collecting the data from the respondents. The duration needed for
the data collection was estimated to be four weeks or one month to collect the data for 400 sets of
questionnaires. The researcher sent the Google Form to all the employees working in the
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manufacturing industry to collect data on the impact of technology innovation and IWPs on employee
performance in the manufacturing industry in Malaysia.

3.5 Instrument and Measurement

According to Katz (2020), a questionnaire is the main means of collecting data for analysis. This
research used the questionnaire to collect data from the respondents to know more about their
opinions and ideas regarding technology innovation and IWPs. A questionnaire is one of the methods
that is easy to use and develop when there is a large population of respondents. In addition, a
questionnaire is low cost compared to other techniques and is able to reduce the time to collect back
the data from the respondent. Besides that, this questionnaire has been designed in the English
language which is easier to communicate with the respondents. This questionnaire has been
distributed to the respective respondents through email and Google Forms. In this research, the
questionnaire has two parts. The first part is the demographic part which collects the personal
information of the respondent. The second part focuses on the impact of technology innovation and
IWPs toward employee performance in the manufacturing industry. In this research, technology
innovation and IWPs are the independent variables that impact employee performance. The
questionnaire has been designed based on the five-point Likert Scale as follows: 1 is Strongly
Disagree, 2 is Disagree, 3 is Neutral, 4 is Agree and 5 is Strongly Agree.

3.6 Pilot Test

In this study, a pilot test was performed by distributing the questionnaire to a group of respondents.
During the research, the pilot test is important because it can show any errors that occur in the
questionnaire before it is fully distributed to the respondents. In this pilot test, 35 responses were
collected and tested for the reliability of all the questions that were included in the questionnaire.
According to Karamurugan et al. (2022), the data from the pilot test were analysed using the
Statistical Package for Social Science (SPSS) to obtain the result. In the pilot test, Cronbach's alpha
was tested. According to George and Mallery (2019), reliability is the degree to which measures are
free of error and thus produce reliable results.

According to Renuse (2024), one of the most significant and prevalent statistics in research is
Cronbach's alpha. The author stated that the result of Cronbach's alpha can be divided into a few
categories, which are excellent, good, acceptable, and questionable. For excellent reliability, the
Cronbach's alpha result is more than 0.9. For good reliability, it is more than 0.8, and for acceptable
reliability is more than 0.7.

Table 1 The Reliability Statistics on Pilot Test

Variable No. of Item Cronbach’s Alpha
Employee Performance 5 0.788
Technology Innovation 10 0.822
Innovative Work Practices 5 0.739

Table 1 shows the result of Cronbach's alpha, where employee performance (dependent variable) is
0.788, which is considered acceptable reliability. Technology innovation (independent variable) has
a Cronbach alpha of 0.822, which indicates good reliability, and IWPs (independent variable) have a
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Cronbach alpha of 0.739, which indicates acceptable reliability. Cronbach's alpha is used to measure
and examine the internal consistency and reliability of instruments.

3.7 Data Analysis Procedure

The plan for data analysis is a necessary step to interpret the data after the questionnaire results
have been received. The data were analysed using the Statistical Package for Social Sciences (SPSS).
Five analyses were conducted, namely frequency analysis, descriptive analysis, reliability analysis,
Pearson correlation analysis, and multiple regression analysis.

4. RESULTS AND DISCUSSION

To analyse the results, this study used the Statistical Package for Social Sciences (SPSS) student
version. In addition, five analyses, namely frequency analysis, descriptive analysis, reliability analysis,
Pearson correlation analysis, and multiple regression analysis, have been performed.

4.1 Frequency Analysis
The study of frequencies examined the number of respondents and the percentages by gender, age,
highest academic attainment, position, and sub-sectors of manufacturing.
4.2 Reliability Analysis
Table 2 Reliability Analysis

Variable Number of Item Cronbach's Alpha
Employee Performance 5 0.881
Technology Innovation 10 0.799
Innovative Work Practices 5 0.904

Table 2 shows the Cronbach's alpha value for the three variables, comprising the independent and
dependent variables. The findings show that the reliability of all three constructs ranges from
acceptable to excellent. With a Cronbach's Alpha of 0.881, the five-item Employee Performance scale
demonstrated strong internal consistency. The Technology Innovation scale, consisting of ten items,
had a Cronbach's Alpha of 0.799, which falls within the acceptable range.

Although this value is acceptable, it raises the possibility of improving the scale's internal consistency.
With a Cronbach's Alpha of 0.904 for all five items, the IWPs scale showed the highest reliability and
excellent internal consistency. These findings demonstrate that the study's instruments are reliable
and suitable for further analysis.

4.3 Descriptive Analysis

Table 3 Descriptive Statistics

Variable N Mean Standard Deviation
Employee Performance 389 16.0113 3.40377
Technology Innovation 389 37.1784 4.75586
Innovative Work Practices 389 16.5352 3.40502
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Table 3 illustrates the descriptive statistics for the variables, which are employee performance (DV),
technology innovation (IV1) and IWPs (IV2). It illustrates the mean and standard deviation for
employee performance, technology innovation and IWPs. A mean employee performance score of
16.01 with a standard deviation of 3.40 was observed. This demonstrates a moderate level of
variation among employees. With the highest score of 37.18, technology innovation indicates that the
organisation places a high priority on it. However, the standard deviation of 4.76, indicates a wider
range of variation in respondents’ perceptions. The mean score of 16.54 for IWPs is comparable to
that of employee performance, with a comparable standard deviation of 3.41. This suggests that
employee performance and IWPs are closely correlated in terms of average scores and response
consistency, even though technology innovation received the highest rating.

4.4 Pearson Correlation Analysis

Table 4 Correlations of Technology Innovation, Innovative Work Practices and Employee Performance

Variable EP TI IWP
Pearson correlation 1 0.288** 0.746**
EP Sig. (2-tailed) 0.000 0.000
N 389 389 389
Pearson correlation 0.288** 1 0.246
TI Sig. (2-tailed) 0.000 0.000
N 389 389 389
Pearson correlation 0.746** 0.246 1
IWP Sig. (2-tailed) 0.000 0.000
N 389 389 389

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

According to Table 4, the results show the correlation relationships between technology innovation,
IWPs and employee performance. The results show that there is a positive relationship between all
the variables. The findings indicate that employee performance and technology innovation had a
moderately positive correlation (r = 0.288, p < 0.001). This suggests that employee performance
tends to increase as technological innovation increases. Employee performance and IWP had a strong
positive correlation (r=0.746, p < 0.001). This indicates a strong correlation between more creative
work practices and improved employee performance. Furthermore, Tl and IWP showed a weak to
moderately positive correlation (r=0.246, p < 0.001). This implies a weak but statistically significant
correlation between IWPs and technological innovation. All correlations were statistically significant
at the two-tailed 0.01 level.

4.5 Multiple Regression Analysis

Table 5 Impact of Technology Innovation and Innovative Work Practices on Employee Performance

Dependent Variable Independent Variable Std. Beta Sig.
Employee Performance Technology Innovation 0.111 0.001**
Innovative Work Practices 0.719 0.000**
R2 0.569
Adjusted R? 0.567
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Dependent Variable Independent Variable Std. Beta Sig.
F Change 254.540

P< 0.01**, P<0.05*

The impact of technological innovation and IWPs on employee performance was examined using a
multiple regression analysis. Table 5 displays the findings; with an adjusted R* of 0.567, the model
accounts for roughly 56.9% of the variation in employee performance (R* = 0.569). Overall, this
indicates an excellent relationship. The model is statistically significant overall, as indicated by the
significant F-statistic (F = 254.540, p < 0.01). Employee performance is significantly improved by both
IWPs (B = 0.719, p = 0.000) and technology innovation (f = 0.111, p = 0.001). According to the
standardised beta coefficients, IWPs, compared to technology innovation, are a much stronger
predictor of performance. Therefore, the result of the hypothesis testing summary is presented in
Table 6.

Table 6 Hypothesis Result

Hypothesis Statement Remarks

Technology innovation has a significant impact on employee

H . o
! performance in the manufacturing industry.

Accepted

Innovative work practice has a significant impact on employee

H : o
2 performance in the manufacturing industry.

Accepted

5. CONCLUSION, IMPLICATION, LIMITATIONS AND RECOMMENDATIONS

In conclusion, employee performance in Malaysia's manufacturing sector is significantly enhanced by
technological innovation and IWPs. Using contemporary technology improves communication,
efficiency, and skill development. Employee productivity and job satisfaction are subsequently
positively impacted by this. Additionally, IWPs like teamwork, continuous learning, and flexible
scheduling foster an inspiring atmosphere that encourages innovation and involvement. Better
overall organisational performance and competitiveness in the manufacturing sector are the results
of all these factors. Through conducting this study, several limitations were encountered, such as
limited data and resources, time constraints, and difficulty accessing certain participants. The
accuracy of the analysis may have been impacted by the scarcity of up-to-date and comprehensive
industry data. Additionally, the study was limited in time, which restricted the ability to conduct more
extensive surveys or interviews. However, some key participants, specifically upper management or
employees in specialised roles, were hard to reach, which may have limited the variety of
perspectives. To build on the results of this study, future researchers are encouraged to increase the
sample size and scope by incorporating a larger and more diverse sample from various
manufacturing sectors and regions to enhance the accuracy of the results. Next, conducting
longitudinal research would provide a deeper understanding of how technological innovation and
work practices influence performance over time. Additionally, to improve the data and provide a more
thorough understanding, future studies may adopt mixed-method approaches, which combine
quantitative surveys with qualitative techniques (such as focus groups and interviews). Additionally,
future research may examine specific technologies. Studies could focus on how specific
advancements, such as automation, artificial intelligence, or the Internet of Things, impact employees’
roles and performance outcomes. Finally, future research may explore the role of leadership and
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organisational culture in influencing the adoption of innovative practices, as these contextual factors
may significantly shape employee performance outcomes.
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