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1. Introduction

As the information economy progresses, 
knowledgeable labor is merely recognized as 
crucial for universities to gain and effectively 
sustain their competitive edge (Bos-Nehles & 
Veenendaal, 2019). Innovative ideas aim to gain 
a competitive advantage compared to other 
institutions (Van de Ven, 1986). Therefore, the 
promotion of creativity is essential for the long-
term growth of the institution. Teachers are 
encouraged to innovative new ideas for 
institutional growth. This idea-growing process 
requires significant cognitive, emotional, and 
energetic resources. Therefore, the teacher 
should be able to actively regulate their energy 
based on their requirements, preferences, and 
work schedules. They should also be able to 

organize energy more efficiently and foster 
creativity (Bakker et al., 2020). Moreover, 
Higher education institutions worldwide face 
challenges in developing and retaining the 
academic growth of students through positive 
contributions toward institutions in a very 
competitive and dynamic environment (Nazir & 
Islam, 2017; Aboramadan et al., 2020). 
Academic institutions need highly positive 
attitudes, loyalty and psychological commitment 
for better performance for the growth of student 
success in the educational and corporate world 
(Raina & Khatri, 2015; Lovakov.,2016; Shams 
et al., 2018). Higher education institutions are 
complicated and resource-constrained (Macey 
& Schneider, 2008). So, due to a lack of 
resources, the idiosyncratic deal seems 
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preferable. In the post-pandemic period, 
conventional work relationships are 
undermined, leading to employers and 
employees seeking flexible methods to meet 
their demands (Huang & Chen, 2021). However, 
teachers do not seem good with previous 
agreements and like these diverse types of 
idiosyncratic deals (Rudolph et al., 2021). As 
(Rousseau et al., 2006) also define idiosyncratic 
deals as non-standard agreements between 
employers and employees that benefit both 
parties. Since they strongly influence attitudinal 
and behavioural results, they are considered 
inherently motivating (Wang & Ma, 2022). 
Idiosyncratic deals positively influence work 
engagement, positive attitude, institution-strong 
commitment and creative performance 
(Saddique et al., 2023). As (Rosen et al., 2013) 
describe, idiosyncratic deals help employees 
perform extra duties and obligations to develop 
skills, personalities, and distinctive job talents. 
Moreover, as (Demerouti et al., 2014) describe, 
the idiosyncratic deals include negotiated work 
schedules, assignments, off-site work, and 
flexible work hours between workers and 
management. One term for this flexible 
approach to work is "new ways of working". 
Innovative work idea encompasses several 
current technologies and arrangements, 
including flexible techniques of hours, video 
conferencing, home workings, and online 
collaboration (Blok et al., 2011). Moreover, 
these agreements often have advantageous 
conditions for both parties involved. Many 
previous studies have examined the link 
between ideals and the individual results of 
teachers. As (Liao et al., 2016) posited, the 
mediating attitude toward performing 
significantly influences performance during 
working. as previous studies, there is a positive 
influence of idiosyncratic deals on creativity. 
Specifically, there is a lack of emphasis on 
investigating mediating roles of self-efficacy 
(Wang et al., 2018). As (Wang et al., 2018), 
implementing idiosyncratic deals has improved 
employees' internal motivation levels, 
stimulating their creativity and innovation in the 
workplace. This indication could enhance an 
employee's confidence in tackling additional 
challenges with greater confidence. As (Gilson 

et al., 2011), this increases intrinsic motivation 
and facilitates novel learning prospects to 
augment innovativeness. Moreover, 
psychological satisfaction significantly impacts 
job performance and the experience of raised 
self-perception. Based on social comparison, 
employees who receive idiosyncratic deals may 
perform well during work (Saddique et al., 
2023). These employees are highly enthusiastic 
about discovering novel techniques to perform 
their tasks in innovative ways to resolve issues 
(Pratt et al., 2016). The attitude towards job 
performance is stated that all job evaluations 
consistently meet all job requirements. The 
concept of " growth rate requires strength at 
work" holds significant importance in enhancing 
an employee's innovative performance, leading 
to a positive outcome in their job activities. 
Moreover, employees who engage in 
idiosyncratic deals exhibit a professional 
attitude towards work and demonstrate 
satisfactory job-innovative performance 
(Saddique et al., 2023). Our study made several 
contributions based on the arguments. Initially, 
idiosyncratic deals have a significant influence a 
innovative performance. Secondly, 
Idiosyncratic deals have significant toward 
attitudes toward performing well. Thirdly, 
attitude toward performance has a significant 
relationship with innovativeness. Lastly, attitude 
toward performing well mediates between 
idiosyncratic deals and innovativeness. 

2. Literature Review: 

2.1 Idiosyncratic-deals and innovative 
employee’s performance 

As (Rousseau & Heinz, 2003) defined, 
idiosyncratic deals are agreements between 
employers and employees. They introduced 
three types of idiosyncratic deals: 
developmental, flexibility and workload-
minimized minimized idiosyncratic-deals. As 
(Hornung et al., 2008) distinguished, 
developmental and flexibility idiosyncratic 
deals nevertheless disregarded workload-
reduced idiosyncratic deals. (Hornung et al. 
(2010) introduced task idiosyncratic deals as a 
result of job design in the workplace. (Rosen et 
al., 2013) have additionally developed the 
theory of idiosyncratic deals by examining the 
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resources and contents associated with various 
forms of idiosyncratic deals. They included 
developmental, task idiosyncratic deals, 
suggested task and job duties idiosyncratic 
deals, flexibility idiosyncratic deals and 
incentives idiosyncratic deals. Task and work 
responsibility idiosyncratic deals include 
supplementary duties and task-oriented tasks 
that align more suitably with the worker's 
aptitudes and capabilities. Moreover, these helps 
increase the skill, knowledge and talent to 
manage the work-life balance (Bal & 
Dorenbosch, 2015). The previous studies 
support the linkage between job duties and tasks 
and have positive result results at job (Liu et al., 
2013; Hornung et al., 2019). The flexibility of 
idiosyncratic deals helps to redesign their 
schedules to maintain their work-life balance 
(Wang et al., 2022). Moreover, task 
idiosyncratic deals help prioritize the work to 
support professional development. The 
innovative performance of workers refers to the 
thoughtful creation and implementation of 
unique ideas during work to improve the overall 
organizational performance (Janssen & Van 
Yperen, 2004). At job, tasks and job duties are 
strategically expressed to foster the growth and 
enhancement of individuals' knowledge, skills, 
and capacities. Possessing knowledge and 
abilities in the field is advantageous for people 
as it facilitates the generation of unique ideas, 
hence enhancing their innovative performance. 
It'sIt also demonstrates that an individual has a 
keen aptitude for engaging in innovative tasks in 
enhanced innovative performance (Ho & Kong, 
2015). Furthermore, it has been shown that job 
responsibilities in idiosyncratic deals contribute 
to developing characteristics at work (Hornung 
et al., 2010). These attributes have been found to 
have a satisfactory association innovativeness of 
employees (Dediu et al., 2018). Moreover, the 
idiosyncratic deals increase abilities, make them 
fit for jobs, and enhance innovativeness (Bal & 
Dorenbosch, 2015). Idiosyncratic deals are 
lessening conflicts and enhancing work 
optimization (Las Heras et al., 2017; Wang et al., 
2019; Halbesleben et al., 2014). Moreover, it’s 
also helps to overcome the work-family conflict, 
reduce stress and increase positive energy to 
enhance performance (Kelly et al., 2020). It 

adopted an optimal environment for workers to 
sustain their innovative work. Additionally, 
idiosyncratic deals allow workers to exercise 
autonomy in managing hours at work and 
effectively spend positive energy and time. 
Engaging in this activity may enhance their 
positive thinking, expedite innovation and 
implementation unique ideas to enhance the 
innovativeness. As per the above discussion, 
Hypothesis H1: There is a significant influence 
of idiosyncratic deals on innovative university 
teachers' performance. 

2.2: Idiosyncratic deals, attitude toward 
performing wells and the innovative 
performance 

There is an association between idiosyncratic 
deals and positive attitudes, wherein tasks, 
flexibility, and responsibilities are crucial in 
organizational performance. Idiosyncratic deals 
enable the use of positive skills (Saddique et al., 
2023). As (Budhiraja et al., 2021) have shown, 
intrinsic motivation may improve performance 
by encouraging the adoption of challenging 
work behaviours. As (Kimwolo et al., 2018) 
describe that idiosyncratic-deals may increase 
motivation and performance regarding worker's 
attitudes, talents, personalities, and skills. As 
(Janssen et al., 2004) found, employees establish 
enhanced performance compatible with 
individual preferences and attitudes. As (Ajzen 
et al., 2018) found, the concept of "growth needs 
strength at work" significantly improves an 
employee's ability to think innovatively, 
resulting in favourable results in their 
professional tasks (Wittenauer et al., 2015). 
Using intrinsic motivation, an innovative and 
cognitive approach is essential in augmenting an 
individual's attitude towards work performance 
(Ajzen et al., 2018). As (Amabile et al., 1996) 
have suggested, generating novel ideas for 
growth requires resilience and should be 
favourably associated with innovative 
productivity. (Hackman et al., 1980) a growth-
oriented attitude may improve innovative 
performance (Saddique et al., 2023). As (Groen 
et al., 2017), highly obsessed workers tend to be 
more productive. Therefore, improving the skills 
and abilities of employees and their work 
performance leads to favourable outcomes in 
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job-related activities (Mashhadi et al., 2016). 
The intrinsic drive, innovative personality, and 
cognitive style are crucial for achieving optimal 
performance in the workplace (Saddique et al., 
2023). Previous research includes a favourable 
association between attitudes towards 
performing well and innovative outcomes inside 
the workplace (Hackman et al.,1980). Using 
idiosyncratic deals has effectively enabled 
workers to optimize their workspace operation. 
Intrinsic motivation may improve performance 
by encouraging challenging job behaviours. 
Implementing idiosyncratic deals led to high 
employee engagement and a positive with their 
abilities, attributes, and skill sets (Saddique et 
al., 2023). As mentioned above, a discussion 
following the hypothesis was generated. 

H2: Idiosyncratic-deals have positive relation 
with Attitude toward performing wells. 

H3: Attitude toward performing wells have 
positive relation with innovative performance.  

H4: There is positive mediating relationship of 
attitude toward performing well with 
Idiosyncratic-deal and innovative performance  

1. Methodology: 

The present study is based on primary source 
data from university teachers in Pakistan 
(Saddique et al., 2023; Sharif et al., 2021, 2023). 
Data was collected on idiosyncratic deals, 
attitudes towards performance well, innovative 
work behavior, and demographics. The sample 
group consisted of 375 teachers at the University 
of Pakistan. 

3.1 Table #, 1:  

“Variables” “Items” “Reference” 

Idiosyncratic deals 9 (Hornung et al., 2008) 

Attitude Toward 
Performing Well 

3 (Fishbein et al.,2018) 

Innovative work behavior 5 (Cao et al., 2014) 

Results and Findings: The study encompasses 
several analysis techniques, such as descriptive, 
inferential, reliability, correlation, and 

regression analysis, to provide the results and 
conclusions. Below, we will determine the 
comprehensive findings. 

3.2 Table 2: Descriptive Analysis  

  

“Characteristics”  
 

“Frequency” “Percentage” 

“Gender” 
“Male” 
“Female” 

 
241 
134 

 
64.3 
35.7 

“Age Group” 
“Less than 25” 
“26-35” 
“36-45’’ 
“46-55” 
Above 56 

 
181 
155 
33 
5 
1

 
48.3 
41.3 
8.8 
1.3 
0.3

“Qualification” 
“Masters” 
“Post Graduation” 
“PhD’s” 

 
169 
135 
71

 
45. 
36 
18.9
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Explanation: The present study surveyed 375 
teaching staff of Pakistani universities, as shown 
in Table 2. The research data is categorized by 
gender, with 241 participants being male and 
134 individuals being female. The data is 
categorized according to age categories, 
including 181 teachers aged less than 25, 155 

teachers aged between 26 and 35, 33 teachers 
aged 36 to 45, 5 teachers aged between 46 and 
55, and one teacher aged above 56. According to 
the qualification of teachers, the data groups are 
as follows: Masters (169), postgraduate (135) 
and PhD 71, as shown in the above table. 

3.4 Table 4: “Reliability Analysis”  

“Variable” “No of Items” “Cronbach’s Alpha” 

I – Deals 9 0.883 

Innovative Performance 5 0.830 

Attitude toward performing wells 3 0.868 

Explanation: The reliability of all scales in this 
research was assessed using Cronbach's alpha 
test, as shown in Table 4. This suggests that all 

scales have satisfaction levels of reliability 
above 0.70. 

3.5 Table 5: Correlation Analysis: 

Sr. No Items Values Values 

1 Idiosyncratic Deals 1 
 

2 Attitude toward performing wells .803**  

3 Innovative work performance .840** .780** 

“*Correlation = 0.05. ** Correlation = 0.01”. 

Explanation: A correlation analysis was 
performed, as seen in Table 5. The I-deal and 
innovative performance have a significant 
positive link, as shown by a correlation 
coefficient of r= 0.840 and a significance level 
below 0.05. There is a significant link between 
I-deal and the attitude towards effective 

performance (r = 0.803, p < 0.05). Moreover, a 
notable and favorable association (r = 0.780, p 
<0.05) exists between an individual's attitude 
towards performing well on innovativeness in 
the workplace. The results suggest that all the 
factors examined in the research had significant 
performance outcomes. 

3.6 Table 6: “Regression Analysis”: 

“Variable” “R2” “β” “F” “Sign” 

Idiosyncratic Deals 0.642 0.603 13.501 0.00 

Attitude toward 
performing wells 

0.229 0.296 6.663 0.00 

Dependent Variable: Innovative Performance *p<0.05 

3.7 Table 7: Mediating Analysis:  

Variable R2 β F F-Sign 
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I-deal       Innovative Performance 0.896 0.840 29.94 0.00 

I-deal      Attitude toward performing wells  0.10 0.42 26.063 0.00 

I-deal      Attitude toward performing wells         
Innovative Performance 

0.737 0.603 1350 0.00 

“Note ***p<0.01, **p<0.05” 

Explanation: Regression analysis of mediating 
role attitude towards doing well about the link 
between innovative performance and 
idiosyncratic deals, as shown in the above 
Tables. The notable result is the direct 
correlation between I-deals and innovative job 
performance ("β = 0.840, p = 0.00"). Therefore, 
Hypothesis H1 has been accepted. Statistical 
analysis reveals a significant association 
between idiosyncratic deals and the attitude 
towards doing well, as shown by a coefficient of 
(β=0.42) "p-value of 0.000". Therefore, 
Hypothesis H2 has been accepted. The statistical 
analysis reveals a substantial relationship 
between attitude towards doing well and 
innovative performance (β=0.603, p =0.000). 
Therefore, Hypothesis H3 has been confirmed. 
Hence, the association between idiosyncratic 
deals and innovative performance are partially 
mediated by the attitude towards doing well. The 
acceptance of Hypothesis H4 has been accepted. 
In brief, the teacher's work performance was 
enhanced by the positive attitude towards 
achieving high performance and implementing 
idiosyncratic deals. Moreover, the findings 
establish that the level of innovative 
performance in the workplace is enhanced when 
teachers provided with personnel provide duties, 
flexibility, and career advancement 
opportunities with a great positive attitude. 

4.Discussion 

The current study examines the influence of 
idiosyncratic deals on innovative work 
performance in Pakistani university teachers. It 
also checks the role of mediating attitudes 
toward performing well in innovative 
performance and idiosyncratic deals. The results 
show that I-deal positively influences the 
innovative work performance of the teachers at 
the University of Pakistan. There is a positive 

impact of I-deal on Attitude toward performing 
well. Furthermore, attitude toward performing 
well positively impacts innovative work 
performance. Moreover, there is a partial 
positive mediating role of attitude toward 
performing well among the Innovative work 
performance and idiosyncratic deals of 
university teachers in Pakistan. The study is 
helpful for the education sector. Suppose the 
teacher has a significant relationship with their 
Employers and the Higher Education 
Commission of Pakistan provides good facilities 
based on an I-deal. In that case, their 
performance is seen as good at the workplace. 
Moreover, they have I-deals and gain a positive 
attitude at the workplace. An attitude toward 
performing well seems reasonable; it 
significantly results in innovative behavior. This 
study helps enhance teacher performance for the 
growth of education sectors. 

5.1 Theoretical Aspects 

The following characteristics indicate the study's 
theoretical implications. This study supports the 
impacts of workplace tasks and duties of 
teachers. It adds to the literature on task and job 
responsibility and employee innovation 
concerning university teachers in Pakistan. I-
deals may boost employee innovation in the 
workplace. These agreements may boost 
professional success by improving family 
performance (Las et al., 2017). Attitude toward 
performing wells also promotes worker 
innovation. This study analyzes how cognitive 
theory affects workers' innovative performance, 
focusing on I-deals. The results will affect their 
progress and innovative performance (Lee et al., 
2015). Therefore, our results show that duties 
and job obligations affect innovation 
performance more in workplace.  

5.2 Practical Implication 
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The rapid rise of information technology drives 
organizations in a new economy. I-deals may 
improve research and development relative to 
staff ideas innovation. This helps people achieve 
work-life balance. This may increase teachers’ 
innovation and also increase university 
performance. This seems helpful in gaining 
competitive advantages by giving I-deals against 
other institutes. Our research also helps 
universities, firms, and managers with the use of 
I-deals. During these responsibilities, the 
teachers’ agreements help to improve tasks and 
work efficiency. 

5.3 Limitation 

This current study may be based on multi-source 
data types. Multistage longitudinal research may 
be used in future studies. This study also 
evaluated the operational process of I-deals 
among different professionals. In future studies, 
expand the sample range. The Ideas may be 
studied with more variables. I-deals may also be 
affected by organizational policies. 

6. Conclusion 

This study contributes to I-deals with a positive 
attitude toward the innovative performance of 
teachers in Pakistani universities. The findings 
of our studies indicate that I-deals with an 
attitude toward performing well have significant 
impacts on the innovative performance of 
teachers. The provision of tasking, flexibility, 
and career development opportunities for 
teaching staff might boost their innovative 
performance in the workplace, hence increasing 
their internal motivation. This helps enhance 
management practices inside the universities of 
Pakistan. 
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