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Abstract

Innovation is the lifeblood of the architecture industry, driving progress and shaping the built environment. Within
architecture firms, the innovative self-efficacy of employees plays a pivotal role in fostering creativity, problem-
solving, and ultimately, the success of projects. This comprehensive review article delves into the myriad factors
that influence an employee's innovative self-efficacy in architecture firms. By understanding and addressing these
factors, firms can harness the full creative potential of their workforce, leading to enhanced design solutions and
sustainable growth. The purpose of this research is to systematically examine and comprehensively understand
the multifaceted factors that influence an employee's innovative self-efficacy within architecture firms. Innovative
self-efficacy, the belief in one's capacity to generate novel ideas and contribute to innovation, is recognized as a

critical driver of creativity, problem-solving, and project success in the architecture industry.
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1. Introduction

In today's competitive business landscape, companies must turn innovative ideas into valuable assets to boost their

creative prowess and revenue generation [1].
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Business leaders aim to enhance revenue by cultivating creativity and innovation within their organizations.

Organizational innovation, a dynamic process involving interactions among individuals, teams, and organizational

factors, significantly influences innovation emergence and implementation [2,3].

An environment that stimulates and encourages innovation, alongside individual creative skills, strengthens
employees' innovativeness and fosters systematic innovation [4]. Belief in one's innovative abilities, known as
innovative self-efficacy, plays a crucial role in driving innovative behavior and organizational performance [5].

Organizations valuing creativity and innovation tend to have employees with higher innovative self-efficacy [6].

Creative capabilities empower individuals to experiment, adapt, and improvise. Organizational creativity
promotes learning, effecting positive change through collegial support, leadership, adaptability, flexibility, and
autonomy [7]. Companies must convert innovative ideas into assets to boost creative capabilities and revenue.
Individual creativity alone isn't sufficient; the organizational environment, including the innovation climate,
significantly influences individuals' willingness and ability to innovate [8]. Overall, nurturing creativity is vital
for positive workplace change and human resource development across various fields. Through a systematic
analysis of these research objectives, this study aims to identify the potential factors that lead to employee
innovative self-efficacy. This will provide architecture firms with valuable insights to foster a culture of
innovation, leading to enriched design solutions, enhanced problem-solving capabilities, and sustainable growth

within the industry.

2. Methodology

This section discusses the systematic literature review by using Preferred Reporting Items for Systematic Reviews
and Meta-Analyses (PRISMA). PRISMA is a widely recognized and widely used set of guidelines and a checklist
for conducting systematic reviews and meta-analyses of research studies in healthcare and other fields [9].
PRISMA provides a structured approach for researchers to plan, conduct, and report systematic reviews in a
transparent and comprehensive manner. Adhering to PRISMA guidelines helps ensure the rigor and transparency
of systematic reviews, making it easier for readers to assess the quality of the review and the evidence it presents
[10].

A systematic review methodology was employed to identify and evaluate relevant literature. Electronic databases
such as PubMed, Google Scholar, and IEEE Xplore were searched using a predefined set of keywords and

inclusion/exclusion criteria. Articles published between 2000 and 2021 were considered for inclusion.

The PRISMA method describe key components often associated with systematic reviews, which include:

1. Obijective and Research Question: The research objective is to identify and evaluate literature on the
factors influencing innovative self-efficacy in architecture firms.

2. Search Strategy: The study outlines the use of electronic databases, including Connected, Google
Scholar, and IEEE Xplore, for searching relevant articles. This step aligns with the PRISMA approach,

which emphasizes a comprehensive and systematic search of various databases.
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Keywords and Inclusion/Exclusion Criteria: A predefined set of keywords and inclusion/exclusion
criteria were employed during the search process. This is an essential step in a systematic review to
ensure that only relevant studies meeting specific criteria are included. The inclusion and exclusion
criteria in this study refer to the predefined set of rules used to determine which research studies are
eligible for inclusion in the systematic review and which should be excluded. These criteria help ensure

that only relevant studies meeting specific requirements are considered for the review.

Inclusion Criteria:

Studies that are relevant to the research topic or question.

Studies that meet the predefined set of keywords used in the search process. The keywords include
“Innovative”, “Architecture firms”, “Innovative self-efficacy”, “innovation” AND “employee”,
“innovative self-efficacy” AND “employee”, “innovative” AND “architecture firm employee”,
“Innovative Work Behaviors”.

Studies that align with the specific focus and objectives of the systematic review.

Studies that have been published within a certain time frame. Articles published between 2000 and 2023
were considered for inclusion. Setting a specific time frame is common in systematic reviews to focus

on the most recent and relevant literature.

Exclusion Criteria:

T o

o

Studies that are not relevant to the research topic or question.

Studies that do not contain the predefined keywords used in the search.

Studies that do not align with the specific focus and objectives of the systematic review.

Studies that do not meet any additional criteria set by the reviewers, such as publication date restrictions
or study design limitations. For example, publication below year 2000. These criteria help ensure that
the systematic review includes studies that are directly related to the research question and meets the
predefined standards for relevance and quality. Studies that do not meet these criteria are excluded from

the review to maintain the rigor and validity of the research synthesis.

These elements include a clear research question, a comprehensive search strategy, predefined inclusion/exclusion

criteria, and a systematic selection process to identify relevant articles. The PRISMA guidelines provide a

framework for conducting systematic reviews, ensuring transparency and rigor in the review process, and the

methodology described aligns with the principles of systematic reviewing.

3. Results and Findings

This section discuss about the definition and concept of innovative self-efficacy, . innovative work behaviors,

innovative among architecture firm employee, potential factors that affects employee’s innovative self-efficacy.
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3.1. Definition and Concept of Innovative Self-Efficacy

The concept of innovative self-efficacy, rooted in the study of Tierney and Farmer (2002) [11], builds upon [12]
Bandura's (1997) notion of "self-efficacy" and [13] Gist and Mitchell's (1992) work-related self-efficacy. It is
essential to understand the broader concept of self-efficacy and the underpinning social cognitive theory, which

asserts that behavior, cognition, and various components interact dynamically [13] (Gist & Mitchell, 1992).

Innovation is a challenging process, demanding not only intrinsic motivation and empathy but also the ability to
maintain confidence and belief when facing obstacles and challenges. This significantly influences a company's
capacity to innovate, as per social cognitive theory [14]. Innovative self-efficacy represents an individual's
confidence in their ability to generate creative outcomes at work. Those with higher innovative self-efficacy are
more inclined to challenge routines and embrace alternative perspectives and ideas, crucial for navigating the

learning process amid setbacks and crises in innovation.

Innovative self-efficacy can be directed towards employees across all organizational levels to assess their level of
confidence in their capacity to creatively address challenges and attain work objectives [15]. When employees
possess high levels of confidence in their innovative self-efficacy, they are more likely to enthusiastically engage

in creative endeavors.

Innovative self-efficacy is a critical concept in the realm of creativity and innovation within organizations. It
pertains to an individual's belief or confidence in their ability to generate innovative and creative ideas, solve
complex problems, and contribute to innovation efforts in their workplace [16]. This confidence plays a pivotal
role in driving innovation and creativity because individuals who possess high levels of innovative self-efficacy
are more likely to actively engage in creative tasks, persist in the face of challenges, and take risks to explore new

solutions. Innovative self-efficacy consists of several dimensions:

1. ldea Generation Self-Efficacy: This dimension reflects an individual's confidence in their capacity to
generate novel and creative ideas. Employees with high idea generation self-efficacy believe they can
come up with innovative solutions to problems or challenges [17]. Employees possessing strong creative
self-efficacy exhibit confidence in recognizing problems and generating ideas, leveraging their skills and
knowledge [18, 19].

2. Problem-Solving Self-Efficacy: Problem-solving self-efficacy relates to an individual's belief in their
ability to analyze complex problems, identify potential solutions, and effectively implement those
solutions. Those with high problem-solving self-efficacy are more likely to tackle challenging issues
with confidence [20].

3. Risk-Taking Self-Efficacy: Innovation often involves taking risks and trying new approaches. Risk-
taking self-efficacy refers to an individual's confidence in their ability to take calculated risks and handle
the uncertainty associated with innovation [21, 22].

4. Persistence and Resilience: This dimension relates to an individual's determination and resilience in the
face of setbacks and failures. Those with high persistence and resilience self-efficacy are more likely to

persevere and learn from failures, which is crucial in the innovation process [23].
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5. Adaptability and Flexibility: Innovators need to be adaptable and flexible in their thinking and
approaches. Adaptability self-efficacy reflects an individual's confidence in their ability to adapt to
changing circumstances and pivot when necessary [24].

6. Communication and Collaboration: Effective communication and collaboration are essential for
bringing innovative ideas to fruition. Communication and collaboration self-efficacy relate to an
individual's confidence in their ability to effectively communicate their innovative ideas and collaborate

with others in the innovation process [25].

These dimensions of innovative self-efficacy are not mutually exclusive and often overlap. For instance, someone
with high idea generation self-efficacy is likely to also exhibit high problem-solving self-efficacy. The
combination of these dimensions contributes to an individual's overall innovative self-efficacy, which, in turn,
influences their innovative behavior and the overall culture of innovation within an organization. Organizations
that recognize and nurture these dimensions of self-efficacy can foster a more innovative and creative workforce,

which is crucial for staying competitive and adapting to a rapidly changing business environment.

3.2. Innovative Work Behaviors

Numerous studies have explored strategies to bolster employees' innovative capabilities, categorizing these
behaviors into four key areas: problem identification and idea generation, idea promotion, idea implementation,
and knowledge-sharing through technology [26]. Identifying problems and generating ideas are seen as pivotal
steps in fostering an innovation-driven work culture. The subsequent phases encompass advocating for, executing,

and selecting ideas for workplace application.

Influential factors impacting innovative work behavior extend from both individual and organizational
dimensions. Individual factors encompass job autonomy, happiness, proactive behavior, innovative self-efficacy,
and work passion [27, 28]. Meanwhile, organizational factors, including competency, self-efficacy, motivation,

and organizational commitment, have also been examined for their influence on innovative work behavior [29].

Environmental factors further shape innovative work behavior, encompassing elements like knowledge sharing,
information technology, job stressors, and the organizational innovation climate [30]. Some research has delved
into the combined effect of personal and environmental factors, such as the interplay between knowledge sharing,

innovative self-efficacy, job satisfaction, servant leadership, and transformational leadership [31].

The synergy between personal and environmental factors significantly influences innovative work behavior.
Supportive organizational cultures and positive work environments have been shown to enhance employees'
innovative self-efficacy and job satisfaction, thereby promoting innovation [32]. Furthermore, effective
knowledge sharing and technology usage facilitate idea and resource exchange, fostering creativity and innovation
in the workplace [33]. A supportive work environment that encourages creativity, provides knowledge-sharing,
skill-building, and diverse experiences fosters innovative self-efficacy. This contributes to increased motivation,

engagement, job satisfaction, reduced stress, and enhanced psychological capital [34].

Employee innovation, essential for organizational competitiveness, involves generating and implementing
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valuable ideas and processes [35]. It encompasses active idea development and resource integration to create

valuable products.

3.3. Innovative among Architecture Firm Employee

Creativity within organizational behavior is defined by the generation of unique and valuable outcomes, such as new
products, services, business models, work practices, or management processes. Researchers often measure creativity
through instruments assessing both originality and practicality, quantifying it as an output. Social and personality

psychology studies, however, emphasize novelty, fluency, flexibility, and originality in defining creativity [36].

A study by [37] explored how design firms transformed their typical services into groundbreaking design efforts,
highlighting creativity as a result of various factors and processes. While creativity serves as a tactical tool, it also
enhances product and service distinctiveness. Architectural and design practitioners consider narrative methods to
understand creative opportunities, complementing factorial measurements supported by theoretical and practical
knowledge.Conceptual analysis conducted by Amabile and his colleagues. (2018) [38] examined definitions of
creativity in architectural and design journals, highlighting creativity's central role in practice. This research

underscores the significance of creativity in shaping physical environments.

3.4. Potential Factors that affect Employee’s Innovative Self-efficacy

Innovation among employees in architecture firms is a critical factor for the success and competitiveness of these
organizations. The architectural industry, like many other fields, is undergoing significant changes and challenges,
making innovation a key driver for staying relevant and thriving in a dynamic environment. There are some important

aspects to consider regarding innovation among architecture firm employees:

a. Creativity and Design Thinking

Architects are inherently creative professionals. They are trained to think critically, visualize, and come up with
unique design solutions. Encouraging and nurturing this inherent creativity is essential for fostering innovation.
Architecture firms often employ design thinking methodologies to encourage creative problem-solving and the

generation of innovative design concepts [39].

b. Collaboration and Interdisciplinary Teams

Innovation often thrives in collaborative environments. Architecture firms are increasingly recognizing the value of
interdisciplinary teams that bring together architects, engineers, interior designers, and other experts. These diverse

teams can generate novel ideas and integrated solutions that drive innovation [40].

c. Technological Advancements

The architecture field has been significantly impacted by technology. Building Information Modeling (BIM), 3D

modeling software, and virtual reality tools have transformed the design and construction processes. Employees who

132



International Journal of Sciences: Basic and Applied Research (IJSBAR) - Volume 71, No 1, pp 127-138

are skilled in these technologies can contribute to innovative and efficient project workflows [41].

d. Sustainability and Environmental Considerations

Sustainable design and environmentally friendly practices are at the forefront of architecture today. Employees who
are knowledgeable about sustainable building materials, energy-efficient designs, and green building certifications
contribute to innovative and eco-friendly projects [42].

e. Client-Centered Innovation

Understanding client needs and preferences is crucial for innovation in architecture. Architects who can translate
client requirements into innovative and functional designs create value for both the client and the firm. This client-
centric approach can lead to repeat business and referrals [43].

f.  Continuous Learning and Professional Development

Acrchitecture firms that prioritize ongoing training and development for their employees create a culture of learning
and innovation. Employees who are encouraged to stay updated with industry trends and emerging technologies are
more likely to bring innovative ideas to projects [44].

g. Innovation in Project Delivery

Innovations in project management and delivery methods, such as lean construction practices or integrated project
delivery (IPD), can lead to more efficient and cost-effective projects. Employees who understand and implement
these methodologies contribute to the firm's innovation efforts [45].

h. Risk-Taking and Learning from Failure

Innovation often involves taking calculated risks. Employees in architecture firms should feel empowered to
experiment with new ideas and approaches, even if they may not always succeed. Learning from failure is a valuable
aspect of fostering a culture of innovation [46].

i. Recognition and Rewards

Acknowledging and rewarding innovative contributions by employees can motivate them to continue seeking

innovative solutions. Recognizing creativity through awards or promotions can be a powerful incentive [47].

j- Market Adaptation

Acrchitecture firms also need to be innovative in how they adapt to changing market demands, economic conditions,
and technological disruptions. Employees who are adaptable and forward-thinking can help firms stay competitive
[48 - 50].
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5. Conclusion

In the realm of employee innovative self-efficacy, numerous factors wield substantial influence over an individual's
conviction in their capacity to generate inventive ideas and make valuable contributions to an organization's
innovative endeavors. A profound comprehension of these factors is imperative for organizations aspiring to cultivate

a vibrant culture of innovation and creativity among their workforce.

Consider, for instance, the role of job autonomy. Employees granted a higher degree of autonomy within their roles
tend to manifest elevated levels of innovative self-efficacy. When individuals are afforded the latitude to make
decisions, engage in experimentation, and take ownership of their responsibilities, their belief in their aptitude for

innovation is invariably heightened.

Furthermore, proactive employees, those who seize the initiative, actively seek out innovation opportunities, and
contribute to proactive problem-solving, are more inclined to harbor augmented innovative self-efficacy. Their
proactive demeanor becomes a reinforcing catalyst, fortifying their confidence in their ability to instigate positive

transformations.

Leadership styles that wholeheartedly endorse and endorse innovation, such as transformational leadership, possess
the capacity to exert a constructive impact on employees' innovative self-efficacy. Leaders who dispense guidance,
instill confidence, and acknowledge the worth of imaginative contributions significantly enhance their employees'

faith in their innovative potential.

The ardor for one's vocation and a bona fide enthusiasm for assigned tasks have the potential to invigorate innovative
self-efficacy. In scenarios where individuals exhibit genuine zeal for their professional pursuits, they invariably tend

to project a more resolute belief in their innovation capabilities.

Furthermore, the possession of indispensable knowledge and skills relevant to one's role emerges as a pivotal
determinant of innovative self-efficacy. Employees who harbor a sense of competence and proficiency in their

designated roles are more likely to harbor the conviction that they can innovate effectively.

Psychological factors, such as self-assurance, optimism, and the cultivation of a growth-oriented mindset, hold
substantial sway over innovative self-efficacy. Those who maintain a constructive psychological disposition

demonstrate a proclivity to perceive challenges as opportunities ripe for innovation.

Intrinsic motivation, propelled by a genuine ardor for one's work and an earnest aspiration to effect meaningful
change, stands inextricably linked to heightened innovative self-efficacy. When individuals are intrinsically driven

to innovate, their belief in their ability to do so assumes a fortified character.

Furthermore, an individual's alignment with the organization's objectives and their commitment thereto can exert a
noteworthy influence on their innovative self-efficacy. Employees who harbor a sense of loyalty and resonate with

the organization's core values are more likely to invest themselves wholeheartedly in creative pursuits.
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The overarching organizational ambiance and its culture with respect to innovation play pivotal roles in shaping

employee innovative self-efficacy. An environment that actively nurtures and incentivizes creativity invariably

engenders a more robust belief in one's capacity to innovate.

Moreover, the dynamics of collaborative, supportive teams have the potential to augment innovative self-efficacy.

When employees find themselves within teams that proffer encouragement and validation, their confidence in their

innovative aptitude is invariably bolstered.

In summation, employee innovative self-efficacy represents a nuanced interplay of individual attributes, leadership

styles, organizational ethos, and environmental factors. The acknowledgment and cultivation of these multifaceted

factors collectively contribute to a workforce that is not only more self-assured but also inherently more adept at

driving innovation within the organizational framework.
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