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Abstract :  This study investigates the impact of demographic diversity—specifically age, gender, and tenure—on 

innovative work behavior (IWB) among faculty members at Al-Qadisiyah University in Iraq. While previous global 

research has examined workforce diversity and innovation, few studies have focused on the academic sector in 

developing contexts, particularly within Iraq. Addressing this gap, the study aims to assess how visible demographic 

variables affect faculty engagement in generating, promoting, and implementing new ideas. 

A quantitative, cross-sectional design was employed. Data were collected from a purposive sample of 306 faculty 

members across 18 colleges using a validated questionnaire. The measurement scales were derived from Janssen 

(2000) for IWB and Harrison & Klein (2007) for demographic diversity indices. The data were analyzed using SPSS 

and AMOS to test both correlation and effect hypotheses. 

Results revealed statistically significant positive relationships between each demographic variable and IWB. Among 

them, tenure diversity showed the highest predictive strength. The study concludes that demographic variety plays a 

facilitative role in fostering innovation among faculty when properly understood and managed. 
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A. What is the level of demographic diversity (age, gender, tenure) among faculty members at Al-Qadisiyah 

University? 

 How prevalent is innovative work behavior (IWB) among faculty 

 
 

- 
innovative work behavior (IWB) within academic institutions in Iraq, an area rarely 

addressed in prior research. 

- Contextual Relevance: It investigates a phenomenon—faculty innovation—within the unique cultural and 

institutional structure of Iraqi public universities, offering insights not previously explored in the literature. 

- Practical Application: The findings provide decision-makers in higher education with data-driven 

recommendations for designing inclusive policies that enhance team innovation and creative performance. 

- Faculty Development: It highlights how different demographic variables (age, gender, tenure) relate to idea 

generation, promotion, and implementation, helping universities to tailor their training and professional development 

programs accordingly. 

- Strategic Planning: As Iraqi universities face increasing demographic shifts (e.g., generational turnover, increased 

gender diversity), this study offers timely guidance on leveraging these changes for innovation and institutional 

sustainability. 

Research Objectives 

This study aims to explore and analyze the relationship between demographic diversity and innovative work behavior 

(IWB) among university faculty. The specific objectives of the study are as follows: 

1. To assess the level of demographic diversity (in terms of age, gender, and tenure) among faculty members at Al-

Qadisiyah University. 

2. To evaluate the degree to which innovative work behavior is exhibited by faculty members across its three 

dimensions: idea generation, idea promotion, and idea implementation. 

3. To examine the nature of the correlation between demographic diversity and innovative work behavior within the 

academic context. 

4. To determine the extent to which demographic diversity can statistically predict or influence innovative work 

behavior among university faculty. 

Research Hypotheses 

Based on the research problem, objectives, and theoretical framework, the following hypotheses were developed to be 

tested empirically in this study: 

 Main Hypothesis 1 – Correlation Hypothesis: 

There is a statistically significant correlation between demographic diversity (age, gender, tenure) and innovative 

work behavior among faculty members at Al-Qadisiyah University. 

 Main Hypothesis 2 – Effect Hypothesis: 
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Demographic diversity (age, gender, tenure) has a statistically significant effect on innovative work behavior among 

faculty members at Al-Qadisiyah University. 
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Appendix (Study Questionnaire) 

Section 1: General Instructions 

Please read each statement carefully and indicate your level of agreement using the scale provided. All responses will 

remain strictly confidential and will be used for research purposes only. 

Section A – Demographic Diversity Indicators 

(These items are based on objective responses for entropy/variance calculation) 

1. What is your age? 

☐ Less than 30  ☐ 30–39  ☐ 40–49  ☐ 50 and above 

2. What is your gender? 

☐ Male  ☐ Female 

3. What is the number of years you have worked at the university? 

☐ Less than 5 years  ☐ 5–10 years  ☐ 11–15 years  ☐ More than 15 years 

Note: These responses will be converted into categorical indices for analysis purposes. 

Section B – Innovative Work Behavior Scale (Janssen, 2000) 

Please indicate the extent to which you agree or disagree with each of the following statements related to your work 

behavior. Use the scale below: 

| Scale: | 1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree | 

Dimension 1: Idea Generation 

• They provide new ideas for difficult work problems. 

• They look for new methods or work techniques. 

• They contribute to generating radical solutions to problems. 

Dimension 2: Idea Promotion 
 They mobilize support for creative ideas. 

 They seek approval for creative ideas. 

 They make their colleagues enthusiastic about new ideas. 

Dimension 3: Idea Implementation 

 They strive to turn new ideas into useful applications. 

 They make serious efforts to introduce creative ideas into the workplace. 

 They value the usefulness of creative ideas. 
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