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Abstract

This study aims to analyse the aspects of employee engagement in employee innovation
in the public sector. Standardised face-to-face open-ended interviews were used in this study.
To meet the goals of this study, six open-ended questions and one topic comprise the research
measuring tool. Content analysis was used in tandem with the continuous comparative data
analysis technique. The researcher grouped the data according to both their commonalities and
differences. The absence of innovative ideas and employee engagement in the public sector
makes innovation challenging to achieve. Employee engagement encourages employees to
develop innovative concepts since they are confident, they will make sense. No study has ever
been carried out focusing on employee engagement and innovation in the public sector. Thus,
more research is needed on the effects of employee engagement on employee innovation within
public sector organisations. The value of this study lies in filling this gap. Public sector
organisations, specifically local government, will continue to provide poor service to their
communities due to disengaged employees and their respective municipalities not promoting a
conducive work environment and a culture of innovation among employees.
Keywords: Employee Engagement, Employee Innovation, Municipality, Organization,
Public Sector
Introduction

Organisations risk long-term investments in employee engagement and general
economic performance when focusing only on short-term financial gains. Planners and
executives are inclined to focus on fast victories despite if they do not serve the organisation’s
long-term best interests if there is no motivation, perceived benefit, or support for strategic,
long-term thinking (Fierce, 2023). In human resources, "employee engagement" is often used
as a catch-all phrase to group related concepts into one overarching domain of "people strategy”
(Court-Smith, 2016). However, the issue is sliding and incoherent: for instance, just thirty per
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cent of employees are proactively involved in their work, and then when defining the word
"employee engagement”, it is portrayed as a comprehensive term (Rayton & Dodge, 2012).
Werner (2017) emphasised that very controlled environments with limited space for
innovation, independence, or individual responsibility prevent employees from becoming
engaged.

A deficient or absent work-life equilibrium precedes deficient levels of engagement.
Many employees who utilise the remote employment paradigm expressed dissatisfaction about
their employers' or bosses' disregard for their time at home (Pai, 2022). The inherent isolation
of being a remote employee is one of the main obstacles to establishing and maintaining
employee engagement (Sinclair, 2021). Inequity, especially in compensation and reward
structures, extremely demanding work with no room for discretion or independence, Ineffective
line management techniques, bullying, and a prolonged period of uninterrupted work with not
a moment's respite (Robertson-Smith & Markwick, 2009). Evaluating and encouraging
engagement, employees' lack of knowledge about the critical areas that their organisation wants
to monitor and enhance can cause more issues (Saks, 2017). In the broader public industry,
innovation has yet to be well defined; moreover, many characteristics are shared across national
and worldwide research initiatives and organisations for economic cooperation and
development (OECD, 2005). Most organisations do not often acknowledge innovation
management as an issue that requires a systematic approach to solve (Dieter, 2018). Making
sense of a complicated, unpredictable, and hazardous collection of occurrences is one of the
main challenges in innovation management. Perceiving innovation as an operation that is
purely driven by the market or as a conventional "technology push™ approach wherein all
resources are allocated to research and development despite user input; perceiving innovation
solely as major "breakthroughs™ while disregarding the substantial potential of incremental
innovation; perceiving innovation as just a disconnected alteration instead of as a component
of a more extensive system; perceiving innovation as a good or process exclusively, lacking
acknowledging the interplay involving the two of them (Tidd, 2006).

Organisational structures are typically complicated because they are boundary-
spanning organisations that connect the organisation’s technology abilities, business strategy,
and innovation processes (Spieth et al., 2014). "Is there a way to gauge innovation?" has
become a frequently asked issue. Specific individuals do not think so. The breadth,

complication and immateriality of innovation operations render evaluating them difficult.
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Quantifying innovation is sometimes referred to as "assessing the indescribable™ by
administrators (Janoskova & Kral’, 2021). Although public sector systems of measurement,
metrics, and analytics are increasingly sophisticated, they cannot automatically imply that
public sector actions result in transformation; instead, they function as characterisation
instruments, modes of feedback, and warning signs indicating a requirement for more oversight
and evaluation. However, assessing frequently serves as a stand-in for assessment (OECD,
a2020). No study has ever been carried out focusing on employee engagement and innovation
in the public sector. Thus, there is a research gap on the effects of employee engagement on
employee innovation within public sector organisations. The problem identified in this study
is a lack of systematic approach to innovation in the public sector, and disengaged employees
affect local government employees’ innovation capabilities. This study aims to analyse the
aspects of employee engagement in employee innovation in the public sector. Given their
numerous controversies, public sector officials should not overlook this study's importance.
Methods and Materials
Research Methodology

The researcher sampled ten individuals from the Nkangala District Municipality.
Qualitative research prioritises content above general theories (Crouch & McKenzie, 2006).
Because this study employed an exploratory research methodology, non-probability sampling
was used. Because it is quick, suitable, and affordable, this study employed a haphazard
convenience sampling approach (Mexon & Kumar, 2020; Sekaran & Bougie, 2016).
Standardised face-to-face open-ended interviews were used in this study. To fulfil the goals of
this investigation, the research instrument consists of six open-ended questions and one subject
matter. Interviews were used to gather data. To conduct a thematic analysis, this study followed
Braun and Clark's (2019) guidelines, which include acquainting oneself with the data,
generating the preliminary codes, compiling codes with additional information, organising
codes into themes, assessing and updating themes, and crafting a story to analyse. The study
employed the deduced themes analysis of the data method. Content analysis was used in
tandem with the continuous comparison data analysis technique. Each pertinent data element
needs to be evaluated for every related data item, as Morse and Field (1998) stated. In this
study, the term "constant comparative" corresponds to an inductive coded data process utilised
to help interpret by classifying and comparing qualitative data (Glaser & Strauss, 1967). The

researcher grouped the data according to both their commonalities and differences. The primary
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lesson from the interview, as well as any associated codes, and understanding the interview,
including all its difficulties, highlights, and paradoxes.
Employee Innovation in the Public Sector

Although there is not a single definition for public sector innovation, there are several
characteristics that it may have in common with commercial innovation, such as the desire to
improve organisational procedures, services, goods, or processes (Moussa et al., 2018). An
organisation’s frameworks, skills, talents, rules, regulations, guidelines, customs, cultures,
attitudes, and other elements that together affect whether and how much innovation happens as
well as what shapes what it requires can be viewed as an innovation system in the public sector's
(Observatory of Public Sector Innovation, 2021). In public sector business organisations,
innovative human resource management (HRM) approaches are management initiatives aimed
at boosting individual performance (Choo & Yoon, 2009). However, compared to private-
sector organisations, government organisations are generally less inclined to prioritise
innovative HRM approaches since government workforce administration is characterised by
strict categorisation, extended tenure, and an antagonistic labour-management interaction
(Wright & Kim, 2004). Mulgan (2007) states that innovation in the public sector focuses on
fresh concepts that add value for the general population. The ideas must be at least somewhat
novel (as opposed to advancements); they must be implemented (as opposed to merely being

excellent concepts); and they must be beneficial.

Municipalities that innovate focus on enhancing government operations and/or services see
Table 1.

Table 1: Innovation in the Municipality

Type A: A highly innovative Type B: A non-innovative municipality
municipality

Encourages risk-taking through Discourages risk-taking by creating unfavourable
rewards consequences for risk-taking

Learns from mistakes collectively Blames individuals for mistakes

Allows ideas to be tested before Makes snap decisions and quick judgments about
deciding whether they will work which ideas will work

Creates a separate innovation unit to Expect new ideas to emerge out of the blue, with
drive innovative thinking and develop  no conscious processes to stimulate thought
new ideas

Attracts ideas in lots of ways, via lots  Either does not attract ideas at all or does so in a
of different media, from other profiles singular way
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of people (anonymously, openly in
meetings, through events)

Results-driven Process-driven; compliance-driven

Failure is a sign of experience and Failure is frowned upon

maturity

Investment in innovative ideas using Investment in innovation using taxpayers’ money
grants or investment from other exclusively

countries, municipalities, or non-
governmental organisations (NGOs)

Research and Development and No Research and Development department
Innovation departments incentivise

innovate

Driven by money, fame, competition,  Driven by altruism, desire to give back,
promotion recognition

Source: South African Local Government Association (SALGA) (2018:7)

United Nations Economic Commission for Europe (2017) justifies innovation from the
private sector as not always translating immediately to the public sector; most of the time,
public sector actions need prior notification and express consent from others (supervisors or
various government departments). When you combine this with the need for authorised acts to
adhere to set protocols, a worst-case scenario known as red tape innovation, it is much harder
to carry out. Since they can only succeed and get the profits they want by taking such risks,
private sector organisation owners gladly assume the risks of uncertainty and failure that come
with the territory. An effective manager of public goods constitutes the benchmark in the public
sector when vulnerability to potential failure is considered inconsiderate. In contrast, the public
sector is usually characterised by an atmosphere devoid of market forces and rivalry. Due to
the public sector, completeness is seen as an enemy of those harms. A significant barrier to
innovation is the sheer number of numerous public sector organisations, especially those
operating at the national level (military installations, health care programmes, and educational
systems are a few examples). These organisations struggle with organisational drive and
management, which are significant obstacles to innovation.

Nowadays, recognised best practices for handling technological innovation do not exist
(Maier et al., 2016; Maier, 2018). Government building capacity is crucial to address society's
multifaceted and insurmountable problems since public sector challenges are inherently
complicated, cross-border, and insurmountable with conventional methods and techniques
(Daglio et al., 2015). Society's increasing expectations for a more innovative and effective

public sector are putting more significant strain on the public sector and its employees (Balla,
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2021). Historically, public sector organisations and welfare providers like municipalities have
not been thought of as places for innovation (Lidman et al., 2022). In Sub-Saharan Africa,
multiple governments have recently been exploring new and innovative approaches to public
service delivery, citizen engagement, and complicated policy issue solving (Bandauko, 2022).
In South Africa, the public sector's innovation culture and practices are strengthened via the
Centre for Public Service Innovation (CPSI). The Centre for Public Service Innovation
collaborates extensively with organisations, collaborators, and service delivery units to
establish innovation as a culture and practice in the public sector. Centre for Public Service
Innovation achieves this by launching several programmes to identify and reward innovators,
uncover innovation from around the public sector, showcase new ideas, jointly develop them,
make duplication easier, and assist in integrating them (CPSI, 2023). Business innovation is
frequently linked to creating new goods or services. However, it may also alter the
organisation’s practices (Business Victoria, 2023). Innovation includes addressing evolving
client expectations or wants, developing innovative technologies and their applications, and
improving industrial procedures and systems. The following are the goals of innovation in the
South African public sector: streamline procedures to cut costs; increase service quality and/or
efficiency at reduced prices; improve service delivery system's efficacy and efficiency while
placing a focus on citizen interaction; create novel responses to enduring problems that various
government organisations encounter and to develop innovations that enhance administrative
areas Information and Communication Technology (ICT) and non-ICT systems and procedures
(Republic of South Africa, 2017).

Excellent concepts, a well-thought-out procedure, and well-allocated resources are the
foundation of each successful innovation. However, while choosing the best ideas, much care
and detail must be taken into consideration (Titu et al., 2014). The research by Lidman et al.
(2022) demonstrates the selection process for several innovation support techniques,
encompassing concept guidance and instruction using service engineering techniques and
proposal box configurations. Irrespective of the approach, the efforts encountered difficulties
since there was no clear guidance on what needed to be innovated, and the innovation assistance
did not extend to the application stages. There are also issues with managers entering the
innovation procedures late in the process and getting an organisational willingness to engage
with innovation. These results highlight the difficulties in implementing change in

organisations generally, bringing innovation, and establishing supportive environments for
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innovation in organisations that are part of the public sector. The term "digital innovation™ has
gained popularity recently in the public sector. However, it is still in the early stages of
innovation governance. Various national government agencies in South Africa are attempting
to implement a digital government, but the lack of a central governance structure makes the
process seem challenging. The national government has established several government
elements to promote innovation throughout departments. Nevertheless, there exists an absence
of cooperation, which further perplexes administrators since no one has defined the
responsibilities of various stakeholders to facilitate communication, exchange of concepts, and
the development of an updated environment.

In less prevailing institutions and structures, innovators frequently find success. Good
ideas are often overlooked or obstructed. Public services are still unable to adapt to improved
models. In the public sector, there is an absence of funding models for innovation inside
organisations, a shortage of human and non-human resources, insufficient mechanisms for
rewards, and a lack of sophisticated risk management techniques and experimental
methodologies. (Moussa et al., 2018). The study conducted by Cinar et al. (2018) examined
four aspects of public sector innovation processes to identify barriers: categorisation,
interrelations, innovation process, and kinds of inventions. They discovered that different
systems and varieties of innovation had different obstacles. Municipalities frequently struggle
to use innovation to fulfil their development mandates since they lack a comprehensive
collection of innovation-related data and tools to guide their initiatives. This is particularly true
in underprivileged communities. Insufficient revenue bases and exclusions from identifying
remedies to address their geographically marginalised surroundings are characteristics of these
towns (Department of Science and Innovation, South Africa, 2023).

Public Sector Innovation Facets Model

Two elements determine an innovation portfolio's features (OECD, b2020) Does the
innovation have a purpose? Does it have a specific goal in mind, or is it primarily focused on
finding and reacting cautiously or spontaneously to alteration that comes from the outside?
Does innovation handle much ambiguity? Is the setting, for instance, one of entirely uncharted
territory being explored, or could it be where the problem and circumstance are somewhat

comprehended? These two elements lead to the emergence of four aspects see Figure 1.

72



JIMP: Vol.4. No. 2 Mdhlalose (2024)

DIRECTED
Shaping / Top-down

Mission-oriented
innovation

CERTAINTY __

UNCERTAINTY
Exploiting / Incremental > \/>

Enhancement-oriented Exploring / Radical

innovation

Adaptive
innovation

UNDIRECTED
Responding / Bottom-Up

Figure 1: Public Sector Innovation Facets Model
Source: Organization for Economic Cooperation and Development (a2020)

The unique characteristics of each component are discussed hereunder (OECD, b2020).
Ahmad et al. (2019) enhancement-oriented innovation improves procedures, increases
productivity, yields superior outcomes, and expands upon pre-existing frameworks without
undermining the system. Without following a predetermined path, adaptive innovation
explores and develops novel ways to address a changing operational setting and citizens'
demands. With mission-oriented innovation, a limited-in-time problem is addressed with an
explicit objective and overall purpose. Anticipatory innovation investigates and addresses new
issues that could be unknown but potentially influence future commitments and priorities. An
organisation’s ability to provide a cogent explanation of its innovation process is uncommon
(Mulgan, 2014). Mature positions, budgeting techniques, and assessment techniques are few.
Instead, new methods are usually developed in a far more capricious manner. This results in
implementing novel concepts from above without sufficient study and development, innovative
but disjointed regional innovation, and dependent on virtual markets instead of radical
innovation. Various degrees of unpredictability will surround public sector innovation, and
such settings will call for multiple approaches, techniques, and forms of dispersion and
distribution.

A culture of risk avoidance permeates nearly every organisation. Most managers and
staff members are reluctant to take risks and would instead stick with a tried-and-true approach
rather than take a leap of faith in an untested one. It feels good for them to play it securely and

73



D el

JIMP: Vol.4, No. 2 Mdhlalose (2024)

maintain the present model since it provides predictability. Organisations do not modify their
operational plans to include new technologies (Chesbrough, 2010). Occasionally, it might be
difficult to test out novel operational models since the current one continues to be successful.
From the perspective of the immediate future, it makes sense to make investments solely in the
model that is currently in place. Static inside the organisation, commitment implications, and
the organisation’s prevailing rationale may further hinder the innovation of business models.
A manager's lack of power to allocate resources to the appropriate location is an additional
obstacle to business model innovation (Schendlinger, 2023).
Innovation Process at the Local Municipal Level

Most innovations at the regional level of municipalities are incremental because they
only involve minor adjustments to current procedures or procedures. Although they seldom
alter organisational structures or cause operational turbulence at the level of municipal
governments, incremental innovations are essential to the ongoing quest for better services for
the public (SALGA, 2018). Figure 2 shows the phases of the municipal innovation journey.
Phase one focuses on the identification and commitment to innovation by most senior
leadership. This stage emphasises how crucial it is to develop the vision, objective, and path
that will be followed on the innovation path.

INNOVATION
JOURNEY ‘ i

phase 03

Ideation

Figure 2: The Phases of the Municipal Innovation Journey
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Source: South African Local Government Association (2018)

Phase one investigates how leaders create the conditions for innovation, define the
vision, and enlist groups to support achieving objectives. The following stage of travel involves
planning, wrapping, and preparing for what is to come. Phase two focuses on the
circumstances, requirements, and actions an innovator might take to foster an innovative
environment. Administrators may take specific steps to create an environment conducive to
innovation. When done sincerely, these acts can promote safety, permit taking calculated risks,
build independence, and foster creativity. ldea development is the next step in the trip, which
involves dissecting and recreating our knowledge of the goal. Phase three focuses on getting
started: How can a municipality implement innovative ideas? Phase three entails the crucial
action of incurring the initial numerous hazards and leaping off the innovation precipice. As
innovation occurs, it is vital to stay on course to prevent the typical mistakes embryonic
innovators make (SALGA, 2018).

Following the testing and proposal stages, the administration grants permission. The
next step is reducing the risks of novel concepts (execution). The last effort to implement
innovation is phase five. The concept's acceptance and the subsequent risk-mitigation work
that still needs to be undertaken are crucial at this stage. Putting the invention into practice is
the last stage before achieving the objective (SALGA, 2018). The physical endpoint of the
journey, which is equivalent to the introduction of the invention, is at the finish (The process
of reflection). Phase six examines how the innovation adventure permits a distinct viewpoint,
including a thoughtful revision of the innovation roadmap and an overhaul of the guidelines
for upcoming innovation. In this instance, it is crucial to consider the lessons acquired during
the innovation journey, whether they will impact future tactics and the best way to utilise those
lessons to inform choices (SALGA, 2018).

Employee Engagement in Employee Innovation

Employee engagement refers to an employee's "wholehearted emotional investment” in
the work he/she does for an organisation, and the drive inspires the workforce to work more
efficiently and effectively (Werner, 2017). "Employee engagement" describes how invested an
employee is in his/her employment. How loyal they are to their employer (Noe et al., 2015).
Human resource professionals are increasingly interested in employee engagement (Rafi et al.,
2022). However, this happens in the private sector. Public sector services encounter significant

hurdles. Arguably, the key to overcoming these difficulties is having engaged public employees
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(Eldor & Vigoda-Gadot, 2013). In the public sector, lack of involvement due to poor
compensation and rewards programmes tends to bring about disengagement and aggressive
behaviour by employees (Koodamara & Thomas, 2017). The constantly changing environment
of modern business means that several factors play a crucial role in determining the success of
an organisation. Two such factors are employee engagement and innovation performance.
Employee engagement increases the likelihood that they will spur innovation, question the
conventional wisdom, and support the organisation's growth (Shkurti & Mustafa, 2024). Many
organisations rarely (when systems and processes fail) or routinely (though they engage in
innovations with no collaborative or tactically advantageous collaboration) engage employees
in the innovation processes (Stachova et al., 2018).

Employee participation is impossible in a highly structured environment where there is
no room for individuality, innovation, or accountability, according to Werner (2020:423).
Employees allowed to innovate are more likely to be involved in the organisation. Every
organisation’s performance largely depends on its ability to engage its workforce (Shailashri
& Shenoy, 2016). Since innovative behaviour is inclined to be displayed by engaged employees
(Ghani et al., 2023). Design activities, clarification, and execution of services are critical to the
running of an organisation and employee engagement. Pedraza et al. (2016) believe that
innovative behaviour is driven by engagement and, in the present scenario, is typified by
sentiments of duty and autonomy (engagement - innovation) as well as a sense of ownership
and belonging (engagement - managing family the organisation). According to Dixit and
Upadhyay's (2021) research, innovative work practices and employee engagement are directly
related. Another of the materials, job autonomy, directly impacts creative work practices;
employee engagement has no mediating influence. Knox and Marin-Cadavid (2022:2043) label
two practices for fostering employee engagement in public service initiatives for innovation —
structural and embedding. Structural approaches, which were substantial and intended to
rearrange organisational procedures to facilitate engagement, were implemented by executives
and upper management from organisations with oversight of resources and decision-making
authority. These behaviours either allowed or prevented employees from participating in
innovation efforts. Organisations that wanted to increase employee engagement sought to free
up additional resources and restructure organisational structures and work routines. Practices
that limited involvement included separating organisational units to hinder straightforward

engagement and restricting resources. Embedding approaches sought to either encourage or

76



'g' 2

JIMP: Vol.4, No. 2 Mdhlalose (2024)

discourage innovative involvement. These discrete activities aimed to shape people's opinions
of the innovation endeavour, as opposed to structural procedures.

The absence of innovative ideas and employee engagement makes innovation
challenging to see. Employees ought to be engaged by organisations with innovation objectives
in an approach that gives them the flexibility, materials, and competencies to innovate. Higher
job engagement levels in employees are associated with a propensity for creative and
constructive work conduct that goes beyond conventional standards. Moreover, engaged
employees have a strong mental, emotional, and physical attachment to their jobs. Positive
attitudes toward their career, a capacity for involvement and engagement, and the capacity to
empathise with and support colleagues are all signs of engaged employees, which fosters
collaboration, improves the place of employment constructive criticism, and creates chances to
engage in innovation and innovative work behaviour (Gulzar & Mehraj, 2018). According to
Swaroop and Dixit (2018), organisational success depends on studying organisational
behaviour that fosters innovation since innovation cannot occur without employees'
involvement. Employee participation is impossible in a highly structured environment where
there is no room for individuality, innovation, or accountability, according to Werner
(2020:423). Employees allowed to innovate are more likely to be involved in the organisation.
Design activities, clarification, and execution of services are critical to the running of an
organisation and employee engagement. Good ideas are often overlooked or obstructed. Public
services are still unable to adapt to improved models. In the public sector, there is an absence
of funding models for innovation inside organisations, a shortage of human and non-human
resources, insufficient mechanisms for rewards, and a lack of sophisticated risk management
techniques and experimental methodologies. (Moussa et al., 2018).

Findings

Organisations foster innovation and improve performance when employees raise issues
and new ideas. Since they are frequently the first to witness problems first-hand, employees'
opinions may be extremely helpful to managers when making decisions (Sherf et al., 2019).
The municipality does not enable employees to feel that doing their best would help them
achieve their goals at work, making them more efficient and effective. Employees' ideas and
inputs are not taken into consideration. There are political interferences and favours within the
municipality. The Sibiya (2023) study confirmed that problems, including bias, inadequate

education, and other unfavourable factors, contributed to low or non-existent employee
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engagement in the municipality. The municipality does not encourage employees to accept the
group’s ideals, perspectives, and motives and is thus discouraged from communicating their
values, beliefs, and objectives. Employees are discouraged from communicating their values,
beliefs, and objectives. The municipality only considers what management has to say. Thus, it
prevents them from sharing their values, beliefs, and goals. According to the Chartered Institute
of Personnel and Development (CIPD) (2017), for organisations and employees to maximise
their benefits from the exchange of knowledge, concepts, and viewpoints within the structure
of contemporary employment practices, an entirely novel structure for communication is
required. The conventional methods of addressing employee feedback remain restricted to a
certain extent, driven by the belief that the primary objective of management should be to
maximise corporate benefits.

The investigation discovered that decisions in the municipality are not made
collaboratively or on common ground. The municipality uses a centralised decision-making
system and an autocratic leadership style. The municipality is not focused on the significance
of teamwork but on its organisational objectives and needs. Sebidi's (2022) study similarly
found that the difficulty that municipalities then confront is a lack of adaptable and innovative
management prepared to bravely take measured risks to overcome the challenges in providing
services within the bounds of the law. It is challenging to instil cultural transformation in
government organisations because of this leadership difficulty. Notably, diverse individuals
produced the most innovative work in collectivistic societies. Innovation derives from having
more varied members who provide access to a broader range of unique ideas and confidence
that new ideas can be utilised for the group's good (Chatman et al., 1998). While collectivism
is advantageous for marketing novel ideas, individuality is positively correlated with the
innovation phase.

Conclusion

This study aimed to understand the aspects of employee engagement in employee
innovation in the public sector. Employee engagement is an essential indicator of innovation,
and predictability tends to be stronger when the innovation factor's preparedness is included.
The absence of innovative ideas and employee engagement makes innovation challenging to
see. Employees ought to be engaged by organisations with innovation objectives in an approach
that gives them the flexibility, materials, and competencies to innovate. Innovation results are

more likely when engaged people, materials, and mechanisms improve preparedness for
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innovation. Employee engagement encourages employees to develop innovative concepts since

they know their ideas will make sense. A culture of risk avoidance permeates nearly every

organisation. Most managers and staff members are reluctant to take risks and would instead

stick with a tried-and-true approach rather than take a leap of faith in an untested one. It feels

good for them to play it securely and maintain the present model since it provides predictability.

The limitations that affected this study were its poor methodology, limited number of

participants, which could prove it challenging to identify whether a specific result is a factual

finding, and logistical limitations, which could restrict the period possible to explore a research

subject and monitor progress with time. Further studies can focus on how inequity affects

employee engagement and innovation, especially in compensation and reward structures. This

study was based on a single municipality; another study can be conducted by comparing

various municipalities or a provincial or national government. A study can be conducted on

employees working virtually to understand their engagement in their employment and

organisation.

Acknowledgement

Author Contributions: Conceptualization, Methodology, Data Collection, Formal Analysis,

Writing—Original Draft Preparation, Writing—Review and Editing by author. The author read

and agreed to the published final version of the manuscript.

Institutional Review Board Statement: Ethical review and approval were waived for this

study because the research does not involve vulnerable groups or sensitive issues.

Data Availability Statement: The data presented in this study are available upon request from

the corresponding author. Due to privacy concerns, they are not publicly available.

Conflicts of Interest: The author declares no conflict of interest.

References

Ahmad, K., JianMing, Z., & Rafi, M. (2019). An analysis of academic librarians competencies
and skills for implementation of Big Data analytics in libraries: A correlational
study. Data  Technologies and Applications, 53(2), 201-216.
https://doi.org/10.1108/DTA-09-2018-0085

Balla, T.E. (2021). Employee-driven innovation in the public sector: A case study of District
Nordstrand. Master's Thesis, TIK — Technology, Innovation and Knowledge.

Bandauko, E. (2022). Innovation in the Public Sector in Sub-Saharan Africa: Barriers and

Opportunities. Final Research Report on Public Policy in Sub-Saharan Africa.

79



S

gl

JIMP: Vol.4, No. 2 Mdhlalose (2024)

Bersin. (2018). Deloitte Consulting LLP, High-impact total rewards research.
Bersin, J. (2023). Increasing Employee Engagement: Through Strategic Recognition.

https://www.rewardgateway.com/hubfs/resources-research/improving-employee-

engagement-through-strategic-recognition-bersin-global.pdf

Braun, V., & Clarke, V. (2019). Reflecting on Reflexive Thematic Analysis. Qualitative
Research in Sport, Exercise and Health, 11, 589-597.
https://doi.org/10.1080/2159676X.2019.1628806

Business Victoria. (2023). Improve employee innovation: Increase profitability and staff

retention with an innovative culture. https://business.vic.gov.au/business-

information/grow-your-business/improve-employee-innovation
Chatman, J.A., Polzer, J.T., & Neale, M.A. (1998). Being Different Yet Feeling Similar: The
Influence of Demographic Composition and Organizational Culture on Work

Processes and Outcomes. Administrative Science Quarterly, 43(4), 749-780.
http://www.jstor.org/stable/2393615

Chesbrough, H. (2010). Business Model Innovation: Opportunities and Barriers. Long Range
Planning, 43, 354-363.

Choo, T., & Yoon, S. (2009). Human Resource Management, Individualism-Collectivism, and

Individual Performance among Public Employees: A Test of the Main and
Moderating Effects*. The Korean Journal of Policy Studies, 23 (2), 57-78.
https://sspace.snu.ac.kr/bitstream/10371/69824/1/kjps 23 2_57-78

Chartered Institute of Personnel and Development. (2017). Have your say: alternative forms of

workplace voice. Positioning Paper.

www.cipd.org/globalassets/media/knowledge/knowledgehub/reports/voice-

positioning-report tcm18-27507.pdf

Cinar, E., Trott, P., & Simms, C. (2018). A systematic review of barriers to public sector
innovation  process.  Public Management Review, 21(2), 264-290.
https://doi.org/10.1080/14719037.2018.1473477

Court-Smith, J. (2016). The evidence: case study heroes and engagement data daemons.

London: Engage for Success.

Crouch, M., & McKenzie, H. (2006). The logic of small samples in interview-based qualitative
research. Social Science Information, 45(4), 483-499.
http://dx.doi.org/10.1177/0539018406069584

80


https://www.rewardgateway.com/hubfs/resources-research/improving-employee-engagement-through-strategic-recognition-bersin-global.pdf
https://www.rewardgateway.com/hubfs/resources-research/improving-employee-engagement-through-strategic-recognition-bersin-global.pdf
https://doi.org/10.1080/2159676X.2019.1628806
http://www.jstor.org/stable/2393615
https://sspace.snu.ac.kr/bitstream/10371/69824/1/kjps_23_2_57-78
http://www.cipd.org/globalassets/media/knowledge/knowledgehub/reports/voice-positioning-report_tcm18-27507.pdf
http://www.cipd.org/globalassets/media/knowledge/knowledgehub/reports/voice-positioning-report_tcm18-27507.pdf
https://doi.org/10.1080/14719037.2018.1473477
http://dx.doi.org/10.1177/0539018406069584

S )

gl

JIMP: Vol.4, No. 2 Mdhlalose (2024)

Centre for Public Service Innovation. (2023). Centre for Public Service Innovative Strategic
Plan for 2020-2025. https://www.cpsi.co.za/
Daglio, M., Gerson D., & Kitchen, H. (forthcoming, 2015). ‘Building Organizational Capacity

for Public Sector Innovation’, Background Paper prepared for the OECD Conference
“Innovating the Public Sector: from Ideas to Impact”, Paris, 12-13 November 2014.
Department of Science and Innovation, South Africa. (2023). Innovation project 3: innovation

capacity and capability of municipalities. 1-4. https://www.dst.gov.za/

Dieter, W. (2018). Implications of the innovation management models on the organizational
performance. East African Scholars Journal of Economics, Business and

Management, 1(3), 104-111. www.easpublisher.com

Dixit, A., & Upadhyay, Y. (2021). Role of JD-R model in upticking innovative work behaviour
among higher education faculty. RAUSP Management Journal, 56(2), 156-169.
https://doi.org/10.1108/rausp-03-2020-0060

Eldor, L., & Vigoda-Gadot, E. (2013). Engaged to public service: Strategies for Enhancing

Employees’ Engagement in Government Agencies. www.ipma-hr.org

Fierce. (2023). The Financial Rewards of Employee Engagement: Better Relationships Bring

Results. A fierce white paper. www.fierceinc.com

Ghani, B., Hyder, S.1., Yoo, S.J.B., & Han, H. (2023). Does employee engagement promote
innovation? The Facilitators of innovative workplace behaviour via mediation and
moderation. Heliyon, 9(11), e21817. https://doi.org/10.1016/j.heliyon.2023.e21817

Glaser, B.G., & Strauss, A.L. (1967). The discovery of grounded theory: Strategies for

qualitative research. NY. New York: Aldine De Gruyter.

Gulzar, S., & Mehraj, A. (2018). Work Engagement and Innovative Work Behaviour: Evidence
from Banking Sector of JandK. International Journal of Research in Social Sciences,
8(8), 154-160. http://www.ijmra.us

Janoskova, K., & Kral’, P. (2021). Innovation measurement: An extensive literature analysis.
SHS Web of Conferences, 129, 05003.
https://doi.org/10.1051/shsconf/202112905003

Knox, S., & Marin-Cadavid, C. (2022). A practice approach to fostering employee

engagement in innovation initiatives in public service organizations. Public
Management Review, 1-26. https://doi.org/10.1080/14719037.2022.2055775

81


https://www.cpsi.co.za/
https://www.dst.gov.za/
http://www.easpublisher.com/
https://doi.org/10.1108/rausp-03-2020-0060
http://www.ipma-hr.org/
http://www.fierceinc.com/
https://doi.org/10.1016/j.heliyon.2023.e21817
http://www.ijmra.us/
https://doi.org/10.1051/shsconf/202112905003
https://doi.org/10.1080/14719037.2022.2055775

S

gl

JIMP: Vol.4, No. 2 Mdhlalose (2024)

Koodamara, N.K., & Thomas, B. (2017). Procedural justice, distributive justice and
interactional justice as the antecedents of employee engagement. International
Journal of Scientific Research, 5(11), 3-30. www.doi.org/10.36106/ijsr

Lidman, L., Gustavsson, M., & Eriksson, A. F. (2022). Innovation Support in Swedish

Municipalities — Challenges on the Way to Increased Innovation Capacity in Public
Organizations. Scandinavian Journal of Public Administration, 26(3): 25-44.

Maier, D., Maftei, M., Sven, J.l., & Golowko, N. (2016). Challenges regarding innovation
management in the current global competition, International Conference on
Production Research - Regional Conference Africa, Europe, and The Middle East
(Icpr-Aem 2016) and 4th International Conference on Quality and Innovation in
Engineering and Management (QIEM 2016), Joule 25-30, Cluj-Napoca, Romania.

Maier, D. (2018). The Romanian national innovation performance in the EU context.
International Journal of Advanced Engineering and Management Research, 3(6),
123-131. http://ijaemr.com/view?2.php?issue=6

Mexon, J., & Kumar, A.A. (2020). Business Research Methods. India: Skyfox Publishing
Group.

Morse, J.M., & Field, P.A. (1998). Nursing Research of Qualitative Approaches. Cheltenham:

Stanley Thornes.

Moussa, M., McMurray, A., & Muenjohn, N. (2018). Innovation in public sector organizations.
Cogent Business and Management, 5(1), 1475047.
https://doi.org/10.1080/23311975.2018.1475047

Mulgan, G. (2007). Ready or not? Taking innovation in the public sector seriously.

(184875017X). Nesta. https://www.nesta.org.uk/report/ready-or-not-taking-

innovation-in-thepublic-sector-seriously/

Mulgan, G. (2014). Innovation in the public sector how can public organizations better create,
improve, and adapt? www.nesta.org.uk

Noe, R.A., Hollenbeck, J.R., Gerhart, B. A., & Wright, P.M. (2015). Human Resource
Management: Gaining a Competitive Advantage. Berkshire: McGraw-Hill

Education.
Observatory of Public Sector Innovation. (2021). The Innovation System of the Public Service

of Latvia. https://oecd-opsi.org/wp-content/uploads/2021/03/Country-Scan-of-
Latvia.pdf

82


http://www.doi.org/10.36106/ijsr
http://ijaemr.com/view2.php?issue=6
https://doi.org/10.1080/23311975.2018.1475047
https://www.nesta.org.uk/report/ready-or-not-taking-innovation-in-thepublic-sector-seriously/
https://www.nesta.org.uk/report/ready-or-not-taking-innovation-in-thepublic-sector-seriously/
http://www.nesta.org.uk/
https://oecd-opsi.org/wp-content/uploads/2021/03/Country-Scan-of-Latvia.pdf
https://oecd-opsi.org/wp-content/uploads/2021/03/Country-Scan-of-Latvia.pdf

E |

JIMP: Vol.4, No. 2 Mdhlalose (2024)

Organisation for Economic Cooperation and Development/Eurostat. (2005). Oslo Manual:
Guidelines for Collecting and Interpreting Innovation Data. 3rd ed. OECD: Paris.
https://www.oecd-ilibrary.org/science-and-technology/oslo-
manual_9789264013100-en

Organisation for Economic Cooperation and Development. (a2020). Measuring Public Sector

Innovation Why, when, how, for whom and where to? https://oecd-opsi.org/wp-

content/uploads/2019/05/Measuring-Public-Sector-Innovation-Part-5b-of-

Lifecycle.pdf
Organisation for Economic Cooperation and Development. (b2020). Evaluating Public Sector

Innovation Support or hindrance to innovation? https://oecd-opsi.org/wp-

content/uploads/2019/05/Evaluating-Public-Sector-Innovation-Part-5a-of-

Lifecycle-Report.pdf

Pai, C.M. (2022). Barriers of Employee Engagement: Why Are Employees Feeling Fenced Out

of the Ultimate Workplace Experience? https://www.linkedin.com/pulse/barriers-

employee-engagement-why-employees-feeling-clifford/

Pedraza, C.G., Mesa, F.B., & Gaviria, M. (2016). Innovative Behaviour and Employee
Engagement: A Case Study in a Family Business. In - A. Minna Tunkkari Eskelinen
and liris Aaltio (Eds.), Proceedings of the 11" European Conference on Innovation
and Entrepreneurship. (1013-1016).

Rafi, M., Jian Ming, Z., & Ahmad, K. (2022). Estimation of the knowledge management model
for performance measurement in university libraries. Library Hi Tech, 40(1), 239-
264. https://doi.org/10.1108/LHT-11-2019-0225

Rayton, B., & Dodge, T. (2012). The evidence: employee engagement task force ‘nailing the
evidence’ workgroup. London: Engage for Success.

Republic of South Africa. (2017). South African Science, Technology and Innovation
Indicators.http://www.naci.org.za/wpcontent/uploads/2018/07/South_African_Scie

nce Technology And Innovation Indicators Report 2017.pdf

Robertson-Smith, G., & Markwick, C. (2009). Employee Engagement: A Review of Current
Thinking. Brighton, UK: Institute ~ for Employment  Studies.

https://www.employmentstudies.co.uk/system/files/resources/files/469.pdf

Saks, A.M. (2017). Translating Employee Engagement Research into Practice. Organizational
Dynamics, 46(2), 76-86. https://doi.org/10.1016/j.orgdyn.2017.04.003

83


https://www.oecd-ilibrary.org/science-and-technology/oslo-manual_9789264013100-en
https://www.oecd-ilibrary.org/science-and-technology/oslo-manual_9789264013100-en
https://oecd-opsi.org/wp-content/uploads/2019/05/Measuring-Public-Sector-Innovation-Part-5b-of-Lifecycle.pdf
https://oecd-opsi.org/wp-content/uploads/2019/05/Measuring-Public-Sector-Innovation-Part-5b-of-Lifecycle.pdf
https://oecd-opsi.org/wp-content/uploads/2019/05/Measuring-Public-Sector-Innovation-Part-5b-of-Lifecycle.pdf
https://oecd-opsi.org/wp-content/uploads/2019/05/Evaluating-Public-Sector-Innovation-Part-5a-of-Lifecycle-Report.pdf
https://oecd-opsi.org/wp-content/uploads/2019/05/Evaluating-Public-Sector-Innovation-Part-5a-of-Lifecycle-Report.pdf
https://oecd-opsi.org/wp-content/uploads/2019/05/Evaluating-Public-Sector-Innovation-Part-5a-of-Lifecycle-Report.pdf
https://www.linkedin.com/pulse/barriers-employee-engagement-why-employees-feeling-clifford/
https://www.linkedin.com/pulse/barriers-employee-engagement-why-employees-feeling-clifford/
http://www.naci.org.za/wpcontent/uploads/2018/07/South_African_Science_Technology_And_Innovation_Indicators_Report_2017.pdf
http://www.naci.org.za/wpcontent/uploads/2018/07/South_African_Science_Technology_And_Innovation_Indicators_Report_2017.pdf
https://www.employmentstudies.co.uk/system/files/resources/files/469.pdf
https://doi.org/10.1016/j.orgdyn.2017.04.003

S

gl

JIMP: Vol.4, No. 2 Mdhlalose (2024)

Schendlinger, T. (2023). Drivers and challenges of business model innovation. Master’s thesis,
Johannes Kepler University Linz.

Sebidi, K.M. (2022). The influence of organizational culture on service delivery in South
Africa: a case study of the city of Tshwane municipality in Gauteng province.
Doctoral Thesis, University of Limpompo.

Sekaran, U., & Bougie, R. (2016). Research Methods for Business: A Skill-Building Approach.
7th ed. Chichester, West Sussex, United Kingdom: John Wiley and Sons.
Shailashri, V.T., & Shenoy, S. (2016). Innovation A Key towards employee engagement.

International journal of management, technology, and social sciences (IJMTS), 1(1),
43-47. http://dx.doi.org/10.5281/zenodo.582291
Sherf, E.N., Tangirala, S., & Venkataramani, V. (2019). Research: Why Managers Ignore

Employees’ Ideas. Harvard Business Review. https://hbr.org/2019/04/research-why-

managers-ignore-employees-ideas

Shkurti, L., & Mustafa, L. (2024). The impact of employee engagement and innovation
performance on business success in manufacturing and service enterprises in Albania
and Kosovo. Problems and Perspectives in Management, 22(1), 94-102.
http://d0i:10.21511/ppm.22(1).2024.09

Sibiya, V.I. (2023). Integrative leadership approaches and their influence on employee

engagement: a case for uMkhanyakude district municipality. Doctoral thesis, Durban
University of Technology.
Sinclair, S. (2021). 5 Barriers to Employee Engagement (And How to Overcome Them).

https://www.talkfreely.com/blog/barriers-to-employee-engagement

South African Local Government Association. (2018). Local government innovation toolkit:
Building Local Government Capacity in Innovation. ISBN: 978-0-621-46671-3

Spieth, P., Schneckenberg, D., & Ricart, J.E. (2014). Business model innovation - state of the
art and future challenges for the field. R and D Management, 44(3), 237-247.
https://doi.org/10.1111/radm.12071

Stachova, K., Stacho, Z., Blstakova, J., Hlatka, M., & Kapustina, L.M. (2018). Motivation of
Employees for Creativity as a Form of Support to Manage Innovation Processes in

Transportation-Logistics ~ Companies.  Nase  more,  65(4), 180-186.
https://doi.org/10.17818/nm/2018/4si.3

84


http://dx.doi.org/10.5281/zenodo.582291
https://hbr.org/2019/04/research-why-managers-ignore-employees-ideas
https://hbr.org/2019/04/research-why-managers-ignore-employees-ideas
http://doi:10.21511/ppm.22(1).2024.09
https://www.talkfreely.com/blog/barriers-to-employee-engagement
https://doi.org/10.1111/radm.12071
https://doi.org/10.17818/nm/2018/4si.3

g 2

JIMP: Vol.4, No. 2 Mdhlalose (2024)

Swaroop, P., & Dixit, V. (2018). Employee Engagement, Work Autonomy, and Innovative
Work Behaviour: An empirical study. International Journal of Innovation,
Creativity and Change, 4(2), 158-175. http://www.ijicc.net/

Tidd, J. (2006). Review of Innovation Models. Paper 1. Imperial College London.

Titu, A.M., Raulea, A. S., & Titu, S. (2014). Innovation — A Challenge for the 21st Century

Managers. Procedia Economics and Finance, 27, 126-
135. https://doi.org/10.1016/S2212-5671(15)00981-8
United Nations Economic Commission for Europe. (2017). Innovation in the Public Sector.

United Nations New York and Geneva. http://www.unece.org

Werner, A. (2017). Motivation. In P. Nel, and A. Werner (Eds.), Human Resource Management
(10th ed., pp. 333-358).

Werner, A. (2020). Motivation and Engagement. In P. Nel, and A. Werner (Eds.), Human
Resource Management (11th ed., pp. 403-429). Oxford University Press.

Wright, B.E., & Kim, S. (2004). Participation’s influence on job satisfaction: The importance
of job characteristics. Review of Public Personnel Administration, 24(1), 18-40.
https://doi.org/10.1177/0734371X03259860

85


http://www.ijicc.net/
https://doi.org/10.1016/S2212-5671(15)00981-8
http://www.unece.org/
https://doi.org/10.1177/0734371X03259860

