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ABSTRACT OF THE THESIS 

 

A Study on the Relationship between Innovative Work Behavior and Job Stress 
 

by 

Ruchan yulabi 
Master of Arts in Public Management 

International University of Japan, 2021 
Professor Hun Myoung Park, Supervisor 

 

          The purposes of this study are to investigate the relationship between 

innovative work behavior and job stress and to test the moderating role of perceived 

supervisory support on this relationship. A total 339 officers of Financial and 

Education Training Agency, Ministry of Finance of Indonesia were asked to complete 

the questionnaire. The final sample consist of 118 responses and the ordinary least 

square regression was run to test the hypothesis. The finding of this study indicates 

that innovative work behavior is positively correlated with job stress. Moreover, this 

study finds that perceived supervisory support negatively moderated the relationship 

between innovative work behavior and job stress. 
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CHAPTER ONE  

INTRODUCTION 

 

Recently, innovation has become one of paramount features in public 

organization setting (Lewis, Ricard, & Klijn, 2018). While the private sector consider 

innovation as one of the means to achieve and maintain competitive advantage 

(Montani, Vandenberghe, Khedhaouria, & Courcy, 2019), the public sector put 

emphasis on its ability to promote effectiveness and efficiency in public service 

delivery (Wynen, Boon, & Kleizen, 2019). Agarwal (2014) argued that one of the 

ways to actualize innovative organization is by encouraging individual innovative 

work behavior (IWB); which is defined as an employee activity to intentionally 

invent, introduce, and perform novel ideas beyond routine job description at any 

working areas (Asfar & Umrani, 2019; Javed, Khan, & Quratulain, 2018). Noting the 

importance of IWB, scholars have put attention on identifying factors that promote 

the attitude and left much less literatures investigating the possible negative outcome 

of it (Hammond, Cross, Farrell, & Eubanks, 2019). 

Performing innovative behavior does not always yield positive outcomes 

(Janssen, 2004; Shih & Susanto 2011). Shih and Susanto (2011) found that innovative 

behavior may cause conflict with co-workers as people are reluctant to change and 

unwilling to apply novel habit or idea. In addition to conflict with co-workers, Janssen 

(2004) argued that since performing IWB demands analytical and socio-political 

endeavors, it is likely for individual innovator to experience work stress reaction. 

Given the tension between the need of innovation and the stressor in workplace, it is 
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important to balance between innovative behavior and job stress (Montani, 

Vandenberghe, Khedhaouria, & Courcy, 2020).  

Complementary the previous researches, the present study explores contextual 

variables that can lessen innovator’s stress reaction by testing perceived supervisory 

support (PSS) as a moderating variable on the relationship between IWB and job 

stress in public sector setting. As scholars have noted the prominence of supervisor in 

shaping employee’s well-being (Syrek, Apostel, & Antoni, 2013; Atkin-Plunk & 

Armstrong, 2013), this study expects that PSS may be able to buffer the negative 

influence of IWB on job stress. As a result of the support from one’s supervisor, 

innovative employees may behave in more positive manner and thus be spared from 

stress.  

Job stress is individual’s response as a result of threatening working 

environment (Gill, Flaschner, & Shachar, 2006). Scholars has asserted that employee 

stress is harmful for organization because it causes counterproductive work behavior, 

diminishes job satisfaction, lowers job performance, and increases turnover intention 

(Penney & Spector, 2005; Elangovan, 2001; Griffin, Hogan, Lambert, Tucker-Gail, & 

Baker, 2010; Mosadeghrad, Ferlie, & Rosenberg, 2011). Recognizing the importance 

of IWB and the detrimental effect of stress, organizations are urged to encourage 

employee’s IWB and to minimize employee stress at once. Thus, this study aims to 

identify a factor that may buffer stress reaction caused by performing IWB.  

IWB is an individual initiative and extra-role work behavior (Janssen, 2000). 

This implies two consequences. Firstly, it is individual employee who initially creates, 

promotes, and performs innovation. Secondly, performing IWB is beyond employee’s 

formal rule and standard operating procedures. Since the application of IWB is within 
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organizational setting, individual performing IWB needs support from both 

organization and supervisor (Javed, Bashir, Rawwas, & Arjoon, 2017). Without 

sufficient organizational and supervisor assistance, performing IWB will be difficult 

and possibly stressful. 

This study attempts to expand the understanding of potential negative impact 

of IWB in public sector in developing country setting, that to our knowledge, is 

sparse. Secondly, the study will try to identify a factor tempering potential negative 

outcome of IWB by introducing perceived supervisory support as moderating 

variable. Recognizing factors to buffer negative impact caused by performing IWB 

will take the finding more practical (Shih & Susanto, 2011). 

The next part of this paper will discuss literature review about IWB, job stress, 

and PSS. Subsequently, this article will discuss the background, data and methods, 

and analysis and findings, which are followed by discussion and conclusion.  
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CHAPTER TWO  

LITERATURE REVIEW AND THEORETICAL FRAMEWORK 

 

This chapter explores previous literatures on IWB and describe the relative 

position of this study within the bigger context of the similar literatures. It shall 

further describe the definition of IWB, job stress, PSS. Moreover, arguments and 

previous findings related to the relationship among IWB, job stress, and PSS are 

presented in this chapter.  

2.1 Literature Review 

Scholars have paid a lot of interest in studying innovation (Kim & Chung, 

2017; De Vries, Bekkers, & Tummers, 2015). Common sense suggests that IWB is 

beneficial for organization (Leong & Rasli, 2013) and it is confirmed by many 

previous findings. For example, innovation is perceived as one of the important 

factors to realize and preserve competitive advantages of private sector organizations 

(Montani, Vandenberghe, Khedhaouria, & Courcy, 2019). Research from Campo, 

Diaz, and Yague (2014) found that innovation contributed to the hotel’s medium- and 

long-term performance. Moreover, study from Nicolau and Santa-Maria (2013) 

revealed that innovations are perceived to give positive impact on company stock 

market price. Meanwhile in the public sector, innovation is identified as one of the 

factors that promotes effective and efficient public service deliveries (Wynen, Boon, 

& Kleizen, 2019; Dias & Escoval 2013). A review study from Li and Hsu (2015) 

summarized the benefit of innovative behavior such as improving performance, 
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increasing stakeholder satisfaction, facilitating employee development, and high 

employee’s job satisfaction.  

 Recognizing the benefit of innovation, considerable studies tried to identify 

the predictors of successful IWB (Hammond et al., 2019). The antecedents of 

innovation in public sector can be categorized into four level namely environmental, 

organizational, innovation characteristic, and individual (De Vries et al., 2015). For 

environmental level, innovation was affected by, among others, environmental 

pressure, regulatory aspect, and competition with other organization (De Vries et al., 

2015). Environmental pressure may come from public, political, and media where the 

more pressure leads to more innovation (Bekkers, 2011). Generally, regulatory aspect 

is associated with the low level of innovation (Johns, O’reilly, & Inwood, 2006). 

Moreover, study found that public organizations tend to adopt innovation when their 

relevant peers have implemented the innovation (De Vries et al., 2015). 

 One of the most common factors associated with innovation in the 

organizational level are leadership styles (De Vries et al., 2015). Transformational 

leadership is a style of leadership that is associated with high level of innovative 

behavior (Khan, Ismail, Hussain, 2020; Afsar & Masood, 2018). Moreover, in the 

innovation characteristic level, innovative behavior widely depends upon the ease to 

perform innovation and the advantage of the innovation for organization (De Vries et 

al., 2015). While for individual level, innovative behavior is in line with employee’s 

autonomy, job satisfaction, skills, and commitment (De Vries et al., 2015). 

 The outcome of innovative behavior can be positive or negative (De Vries et 

al., 2015). While many previous studies successfully attested the intended outcome of 
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innovative behavior, only limited studies focus on the unintended impact of it. Among 

those few is study from Shih and Susanto (2011) which found that IWB positively 

associated with turnover intention and conflict with coworkers. In the same vein, 

Janssen (2003, 2004) found that there is positive correlation between IWB and 

conflict with coworkers, less satisfactory relation, and job stress.  

 This study is related to the studies from Shih and Susanto (2011) and Janssen 

(2003, 2004) that try to uncover the negative outcome of IWB. Specifically, this study 

aims to test the relationship between IWB and job stress. Similar to Janssen (2004), 

this paper argues that since performing IWB is demanding, it is likely that individual 

employee engaging in innovative activity will experience job stress. While Janssen 

(2004) proved that distributive fairness significantly moderates the relationship 

between IWB and job stress, this study tries to test the role of PSS as the moderating 

variable on the relationship. Since studies on IWB in public sector are relatively small 

compare to those in private sector (Wynen, Boon, & Kleizen, 2019), civil servants 

from a government unit in Indonesia was utilized as locus of this study.  

2.2 Theoretical Framework 

2.2.1 Innovative Work Behavior 

  Citing West and Farr (1989), Janssen (2000) describes IWB as the intention to 

create, introduce, and apply novel idea within a work role, group, or the organization 

in order to get benefit for individual performance role, group performance, or 

organization performance. Janssen (2000) restricts the definition of IWB to 

intentional determination to deliver novel benefit, including better organizational 

performance, social-psychological benefit for group or individual such as job 
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satisfaction and better fit between job demand and resources. Innovative behavior can 

also be defined as performing task beyond team, group, or organization common 

practices or procedures (Shih & Susanto, 2011). Since the organization environment 

may change rapidly, employees are oftentimes demanded to perform beyond their 

prescribed jobs. By nature, IWB is a risky activity (Chen & Aryee, 2007), because 

employee only have limited knowledge about the outcomes of new ideas. Therefore, 

performing IWB may put the organization performance at risk. The format of 

innovative behavior may include the operation of new methods, approaches, or 

procedures that benefit organization (Shih & Susanto, 2011).  

IWB comprises of the combination of three different task, including idea 

generation, idea promotion, and idea implementation (Janssen, 2004; Shih & Susanto, 

2011). Idea generation is the process of creating novel ideas and often been driven by 

work-related problems, incongruities, discontinuities, and emerging trends (Janssen, 

2000, 2004). Once generated, ideas need to be shared to others in order to get 

adequate support to realize the ideas (Janssen, 2004; Kanter, 1988; Shih & Susanto, 

2011). The final step of IWB is idea realization, where innovative ideas are 

implemented within a work role, a group, organization level (Janssen, 2004; Shih & 

Susanto, 2011). Each steps of innovative behavior comprise of numerous activities 

that generate process, product, market, or organizational structure (Orfila-Sintes and 

Mattsson, 2009).  

2.2.2 Job Stress  

 Scholars have defined job stress in variety ways. Parker and DeCotiis (1983) 

explains job stress as “particular individual's awareness or feeling of personal 

IU
J I

NTERNAL U
SE O

NLY



8 

 

 

 

dysfunction as a result of perceived conditions or happenings in the work setting”. 

Stress also been defined as reaction toward environment that appear to threatening the 

individuals (Gill et al., 2006; Jamal, 1984). Blau (1981) defines stress as the reaction 

between person and environment which may result in overload or underload 

perception. When an environment demand exceeds person’s response capability, they 

experience overload. In the contrary, when person’s capability exceeds environment 

demand, they suffer from underload (Blau, 1981). Taken together, job stress can be 

defined as personal disfunction of feeling as a result of overload or underload in 

working environment.  

 The symptoms of job stress may include anxiety and burnout (Xie & Johns, 

1995). Anxiety is short-term psychological state of stress (Parker & DeCotiis, 1983). 

It is also defined as unpleasant emotional state or condition characterized by 

apprehension, worry, and tension (Sarason, Sarason, & Pierce, 1990). Schlenker and 

Leary (1982) offered the definition of anxiety as “cognitive and affective response 

characterized by apprehension about an impending, potentially negative outcome that 

one thinks one is unable to avert”. Anxiety may occur due to concern about the 

presence of personal evaluation such as making mistakes, being criticized, and 

looking foolish (Schlenker & Leary, 1982).  

In the meantime, burnout is a long-term psychological stress reaction (Xie & 

Johns, 1995). It can be defined as a continued response to long-lasting emotional and 

interpersonal stressors on the job including exhaustion, cynicism, and inefficacy 

(Maslach, Schaufeli, & Leiter, 2001). Burnout may cause extreme fatigue, loss of 

job’s passion, and loss of idealism (Maslach, 2013). 
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Scholars have also affirmed the damaging effects of job stress for both 

individual and organization. Empirical studies found that job stress is associated with 

low job satisfaction (Chun, Jung, & Sohn, 2017), low employee performance (Jalagat, 

2017), low quality of working life (Mosadeghrad, Ferlie, & Rosenberg, 2011) and 

high turnover intention (Kim, 2015). Given the negative impacts, organization should 

avoid high stress level of employees.  

2.2.3 Job Stress and Innovative Work Behavior 

Performing innovative behavior is demanding (Janssen, 2004). It requires a 

broad range of cognitive and socio-political efforts including idea generation, idea 

promotion, and idea realization (Janssen 2000, 2004; Kanter, 1988). Moreover, IWB 

is an extra role behavior, meaning that employees engaging in IWB are demanded to 

perform tasks outside team, group, or organizational procedures and routines (Shih & 

Susanto, 2011). Individuals involving in innovative action go beyond their prescribed 

work expectations and have to devote substantial demanding effort which might not 

be recognized by formal reward system (Janssen, 2000, 2004). In the meantime, one 

occupational stress model namely job demand control (Karasek, 1989) argued that job 

demand is positively associated with job strain; means that higher job demand leads to 

higher job strain. As supported by many findings, high job demand is associated with 

high stress reaction, depend upon the control given to the employee (Van der Doef & 

Maes, 1999). Thus, given the nature of demanding job, performing IWB may cause 

stress reaction for individuals.  

Oftentimes, organizations face very dynamic environment so that they have to 

take initiatives beyond routines and procedures in order to response to rapid changes 
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(Shih & Susanto, 2011). Due to limited knowledge, taking a new initiative may put 

the outcome into uncertainty (Chen & Aryee, 2007). Therefore, innovation itself is by 

nature unpredictable and risky (Janssen, van de Vliert, & West, 2004; Chen & Aryee, 

2007). Risk perception may increase individual’ exposure to stress (Lopez-Vazquez & 

Marvan, 2003).  

In addition, engaging in innovation means that individuals involve in change-

oriented activity (Janssen, 2004; Spreitzer, 1995). Since resistance is a normal part of 

the change process (Bovey & Hedey, 2001), innovators are more likely to deal with 

other individuals in the working environment who are unwilling to change. 

Persuading other individuals to support the innovation might not be an easy task. 

Moreover, the resistance to change reaction by other coworkers may create a conflict 

in an organization (Janssen, 2003; Shih & Susanto; 2011) and lower satisfactory 

relation between innovators and their counterparts (Janssen, 2003). This potential 

conflict may create stress reaction to the individual innovator.  

Empirical studies confirm the negative impacts of IWB. Janssen (2003) 

studied the impact of IWB on conflict with coworkers among teachers from a 

secondary school in the Netherlands. He found that IWB is positively associated with 

conflict with coworkers. Furthermore, this conflict leads to less satisfactory relation 

with coworkers. In the study, Janssen also found that job involvement buffers such 

negative impact. Research from Shih and Susanto (2011) examined the relationship 

between IWB and conflict with coworkers and turnover intention among employees 

working for manufacturing and pharmaceutical companies in Indonesia. The findings 

indicated that IWB is positively associated with the conflict and turnover intention. In 
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other words, the higher the IWB, the higher the conflict and the higher the intention to 

quit. The study also confirms the role of distributive fairness as moderating variable. 

Conflict with coworkers and turnover intention are lower in the circumstances of high 

distributive fairness. Similarly, Janssen (2004) tested the potential stressor of IWB 

among managers from public health organizations. His study confirmed that IWB is a 

work stressor, implying that a higher level of IWB will lead to a higher stress level. 

The study also found the moderating impact of distributive fairness in buffering such 

relationship. Based on the above discussion, we proposed the following hypothesis: 

H1. IWB will be positively associated with job stress. 

2.2.4 Moderating Effect of Perceived Supervisory Support 

Supervisor support is the subordinates’ perception on the extent that their 

supervisor values their contribution and care about their wellbeing (Eisenberger, 

Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002). Subordinates often 

believe that the supervisor is a representative of organization, therefore, the way 

supervisor treat subordinates is perceived as the organization reflexion (Eisenberger et 

al., 2002). When supervisors treat their subordinates properly, it will lead to favorable 

outcomes for both the employees and the organization (Shanock & Eisenberger, 

2006). Support from supervisor creates subordinates’ feeling of responsibility to help 

supervisor and organization attain their goals (Eisenberger et al., 2002). Subordinates 

who perceived that their supervisor is supportive will give more effort to perform 

beyond standard of performance and even to go beyond standard job obligation 

(Becker & Kernan, 2003).  
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Previous studies have found the importance of supervisory support in shaping 

employee’s behavior (Syrek, Apostel, & Antoni, 2013; Atkin-Plunk & Armstrong, 

2013). Scholars have acknowledged the positive impact of supervisory support such 

as improving performance (Chan, 2017), higher job satisfaction (Gaertner, 1999), and 

better organizational commitment (Kang, Gatling, & Kim, 2013). Scholars have also 

recognized that the lack of supervisory support may produce negative effects such as 

high turnover intention (Fukui, Wu, & Salyers, 2019) and job stress (Han, Bonn, Cho, 

2015). 

The job demand control support model (JDCS) argues that employee working 

in high strain job will experience the lowest wellbeing (Van der Doef & Maes, 1999). 

High strain job is defined as working condition where employee have high demand of 

the job, low control, and low social support (Van der Doef & Maes, 1999), either 

from supervisor or coworkers. The wellbeing will improve when employee have 

higher control on their job and/or get support from supervisor of coworker. In other 

words, this model implies that job control and/or support may play a role as buffering 

effect of job stress caused by performing demanding works. However, while the 

empirical findings of the relation between job demand and job stress is quite robust, 

the moderating role of job control and support is inconsistent (Van der Doef & Maes, 

1999). In the review study, Van der Doef and Maes (1999) summarized and found 

that although many studies support the buffering role of job control and support, many 

other studies did not support this argument. 

 Supervisors often provide support to their subordinates in expectation to help 

them coping with the negative impact of role stressors and other workplace-demands 
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(Tucker, Jimmieson, Bordia, 2018). Likewise, previous scholars have confirmed the 

role of PSS as contextual variable to buffer supervisee’s stress reaction. Study from 

Rodríguez‐Monforte et al. (2020) for example, revealed that supervisory support 

successfully buffers stress reaction caused by responsive behavior of the nurses. 

Similarly, study from Greenglass, Fiksenbaum, and Burke (1996) also found that the 

buffering effect of support exists in the relationship between stressors and burnout. 

Considering above discussion, this study expects the buffering effect of PSS on the 

relationship between IWB and job stress. Thus, this study proposes the following 

hypothesis: 

H2: PSS will negatively moderate the relationship between IWB and job stress 

in such a way that the relationship is stronger in the context of low supervisory 

support.  

Figure 2.1 depicts the theoretical framework of this research. As shown, this 

study proposes that IWB will have positive correlation with job stress, meaning that 

higher innovative behavior will lead to higher stress level. Meanwhile, PSS is 

expected to negatively moderate the correlation between IWB and job stress. 

Employees with high innovation will experience less stress in a high PSS 

circumstances, compare to when they are in a situation with low support from 

supervisor. In addition, demographic variables of sex, marriage status, education 

level, rank, and tenure will be used as covariates. 
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Figure 2.1 Theoretical Framework 
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CHAPTER THREE  

BACKGROUND 

 

This chapter provides general information about Financial Education and 

Training Agency (FETA) of Indonesia. This chapter briefly describe the organization 

of FETA, jobs characteristics within and challenges faced by FETA, and the relevance 

of innovation for FETA.  

3.1 Financial Education and Training Agency (FETA) 

FETA is one of eleven structural echelon 1 units under the Ministry of Finance 

of Indonesia (MOF). Headed by a chairman, the main duties of FETA according to 

President Regulation No. 28 of 2015 are delivering education and training for all 

MOF’s officers and conducting certification in the field of state finance. To do so, 

FETA is supported by six education and training agencies, one Secretary of The 

Agency, and twelve regional campuses. Education and training agencies are echelon 2 

unit that have functions as regulator and implementing agency. Likewise, Secretary of 

The Agency is also echelon 2 unit but acts as regulator and administrative body. 

Meanwhile, regional campuses are echelon 3 unit with a role as implementing-only 

agency.  

In addition, FETA has an echelon 2 unit namely Polytechnic of State Finance. 

This agency is a university-like organization which conduct education focusing on 

state finance. While education and training agencies provide services for civil servants 

of MOF, Polytechnic of State Finance recruits high school graduates and provides 

free education for the degree of Diploma I, Diploma III, and Diploma IV. Graduating 

IU
J I

NTERNAL U
SE O

NLY



16 

 

 

 

from Polytechnic of State Finance, students become civil servant and are deployed to 

various ministries and local governments, with most of them are assigned to MOF.  

By February 2021, FETA had 1,365 employees assigned to an agency, either 

education and training agency, Secretary of The Agency, Polytechnic of State 

Finance, or regional campus (For more detail data, see Appendix A). With the total 

number of MOF’s officer of 81,478, the percentage of FETA’s officer was accounted 

for 1.67% of total MOF’s officer. Most of the FETA’s officer had bachelor (40.66%) 

or master degree (29.89%) and around 54% of them were Y Generation. Regarding 

job position, approximately 20% of FETA’s employee were functional (lecturer of 

instructor), 70% were general staffs, and 10% were structural officials holding 

echelon position.   

3.2 Characteristics of the Jobs During 2015-2019 

 As an education and training agency, FETA has responsibility to ensure that 

MOF’s officers have sufficient knowledges and skills to perform their duties. In the 

period of 2015-2019, the responsibility was articulated into some output and outcome 

indicators, as depicted in Table 3.1  

Table 3.1 Output and Outcome of FETA, 2015-2019 
    Year 
No. Indicator  2015 2016 2017 2018 2019 
1. Percentage of 

training alumni with 
performance 
improvement 
 

Target - - - 70% 90% 
Realization - - - 91.53% 96.03% 

2. Percentage of 
training hour 
compare to working 
hour 
 

Target 3.5% 3.75% 4% 4.25% 4.5% 
Realization 5.5% 2.35% 4.4% 5.76% 4.74% 

3. Percentage of 
training alumni with 
good grade  

Target 90% 90% 90% 90% 90% 
Realization 95.18% 94.86% 97.24% 95.52% 95.47% 

Source: FETA, 2020    
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Table 3.1 indicates that in most occasions, FETA could fulfill their 

performance target. The only missing target was in 2016 when the percentage of 

training hour was only 2.35%, lower than its target of 3.75%. In 2018, FETA 

improved its performance measurement from output to outcome by tying the training 

with performance.   

In addition to achieving output and outcome target, FETA had some programs 

including: (1) developing integrated education and training system by adopting 

corporate university framework, (2) developing effective and efficient learning 

information technology system, and (3) improving education and learning 

collaboration with best institutions. The adoption of corporate university framework 

was aimed to improve link and match between training and performance. One of the 

initiative strategies was by applying action learning for the trainees, in which during 

training program, trainees were sent to working unit to perform tasks already 

delivered in the classroom. Another initiative was by standardizing training evaluation 

through adopting Kirkpatrick evaluation model. This evaluation tool enable 

organization to measure the performance improvement of trainees after training 

program.  

To realize effective and efficient learning information technology system, 

FETA developed Ministry of Finance Learning Center (KLC). KLC is an online 

platform enabling officers to access online learning. In 2019, FETA targeted 30% of 

the training was conducted through online platform provided by KLC. In fact, the 

realization exceeded the target by providing 49% online training (FETA, 2020). The 

introduction of online training increases the efficiency since it reduces the costs for 
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accommodation and food service. Likewise, it improves the effectiveness by offering 

more alternatives of training arrangement (e. g. enable blended learning). 

During the period of 2015-2019, FETA made some collaborations with 

international training institution. One example is when Customs Education and 

Training Center (CETC), an echelon 2 unit under FETA, hosting “The 2nd Joint 

Customs Middle Management Program” in 2017. This program was a collaboration 

with World Customs Organizations (WCO) and its Regional Training Center (RTC). 

Subsequently, in 2018 CETC started the preparation to meet the requirement to 

became World Customs Organizations Regional Training Center (WCORTC). 

Became a WCORTC will allow CETC to contribute to the development of customs 

officers from countries under WCO since some of the international trainings will be 

delivered by Customs Training Center. It will also open the collaboration between 

CETC and other WCORTC’s. In fact, after several years of hard work, in January 

2021, WCO legitimized CETC as one of WCORTC. Another example of the 

collaboration initiative is the role of General Finance Education and Training Agency 

(GFET), one of echelon 2 unit under FETA, in hosting “Regional Meeting of Global 

Development Learning Network (GDLN) Asia Pacific 2018”. The GDLN is an 

institution launched by the World Bank to design learning solution. The GDLN has 

partnership from about 80 countries and its Asia Pacific partners included China, 

Indonesia, Japan, South Korea, Thailand, and Vietnam. In 2018, the topic of the 

meeting was “Enhancing Policy Making Through Innovative Learning in Digital 

Economy Era”. By this collaboration, FETA could learn and improve its education 

and training programs.  
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3.3 Goals and Challenges for 2020-2024 

 FETA has set their performance goals for the period of 2020-2024 as stated in 

the strategic planning. Some of their goals are depicted in Table 3.2. 

Table 3.2 Performance Goals of FETA, 2020-2024 
No. Indicator Target 

2020 2021 2022 2023 2024 
1. Percentage of training alumni with performance 

improvement 
90% 80% 82% 85% 87% 

2. Percentage of training hour compare to working 
hour 

4.5% 4.5% 4.5% 4.5% 4.5% 

3. Percentage of training alumni with good grade 90% 93% 93% 93% 93% 
4. Percentage of online training 50% 70% 70% 70% 80% 

Source: FETA, 2020 

 Starting from 2021, FETA would use new formula to measure performance 

improvement of their training participant, thus, the target of percentage of training 

alumni with performance improvement was adjusted from 90% in 2020 to 80% in 

2021. This target will be increased steadily to achieve 87% in 2024. Moreover, FETA 

is expected to maintain the ratio of training hour compare to working hour in the rate 

of 4.5% until 2024. Likewise, the percentage of training alumni with good grade is 

supposed to be 93% from 2021 to 2024. One of the most challenging goal faced by 

FETA is transforming classical training to online training. By 2024, FETA is expected 

to deliver 80% online training. 

 In addition to some of the aforementioned goals, FETA planned to make some 

initiatives, including: (1) institutional transformation, (2) developing second 

generation of KLC, and (3) achieving accreditation from world class corporate 

university community. Institutional transformation was aimed to make the 

organization more effective and efficient. To do so, FETA planned to merge some 

training centers and regional campus. Delayering would also be done by eradicating 

most echelon 3 and echelon 4 positions. As a consequence, FETA will establish new 
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functional position responsible for managing and developing learning technologies. 

FETA would also form an echelon 2 units in charge of quality assurance.  

 FETA planned to develop second generation of KLC so that the system will 

have four different level of access rights namely secret, confidential, shareable, and 

public. Secret means that the content can only be seen by selected individual. 

Confidential is a content which can be accessed by top management only. Shareable 

content can be accessed by internal MOF users, while public content is expected to be 

accessed by common people. Furthermore, to achieve accreditation from corporate 

university community, FETA would try to, some of which, improve the capacity of 

information technology, maintain the collaboration with world class training 

organizations, and link training with career path.  

3.4 FETA and The Needs of Innovation 

 During the last six years and for the upcoming four years, the job 

characteristics in FETA have been very dynamics. From year to year, FETA set 

higher output and outcome goals, therefore, FETA has to gradually improve its 

performance. Improving performance with given resources demands higher level of 

organization efficiency, as well as innovation. In addition to fulfilling training outputs 

and outcomes, there are many extra roles that FETA has to accomplish. For instance, 

to ensure the success of initiative such as developing corporate university framework 

and making training collaboration, FETA made some shadow structures. The 

members of the shadow structures are FETA employees who are given extra role and 

job to make sure that the initiatives are delivered properly. Since IWB is an extra role 
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behavior (Janssen, 2000), we can argue that the nature of job in FETA demands 

innovations.  

The development of information technology and its adaptation to the FETA’s 

training system is characterized by change activity. Moreover, the spreading of 

Covid-19 has a rapid transformation from classical to online based training. As one of 

the definitions of innovation is changing from routine to new procedure, FETA needs 

to innovate in order to accomplish its changing process. 

 MOF has developed a performance management system to encourage 

innovation both for individual and organizational level. For individual level, the 

system recognizes extra role and creativity done by individual. Those who engage in 

extra role and creativity may get some performance credit. Similarly, Ministry of 

Finance Decree No. 623/KMK.01/2018 has regulated the criteria for working units 

under MOF in order to get extra credit from service innovation. This regulation 

defines innovation as an original idea or adaptation or modification which provides 

benefit for stakeholders. This rewards arrangement indicates that MOF encourage 

both individuals and working units under MOF, including FETA, to apply innovative 

behavior.  
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CHAPTER FOUR  

DATA AND METHODS 

 

This chapter discusses how the research determines the sample, prepare for the 

questionnaire, and administers the survey. It shall further describe variables included 

in this research, methods used to analyze the data, model estimation, and descriptive 

statistic of the sample. 

4.1 Population and Sample 

The population of this research were employees of FETA and the unit of 

analysis was individual employee. By February 2021, FETA had 1,365 employees 

that are grouped into Secretariat of the Agency, Education and Training Center, 

Polytechnic of State Finance, and Regional Campus (Table 4.1)  

Table 4.1 Number of FETA Employees Based on Working Unit  
No. Working Unit (s) Number of Employees (%) 
1 Secretariat of the Agency  244 (18%) 
2 Education and Training Center (6) 613 (45%) 
3 Polytechnic of State Finance 257 (19%) 
4 Regional Campus (12) 251 (18%) 

Total 1,365 
Source: Ministry of Finance, 2020.   

 This research used cluster random sampling in order to get a set of samples 

representing population. Slovin’s formula was utilized to determine the minimum 

sample size of 301 out of 1,365 at the 95% confidence level. The goal of the sampling 

was to determine the working unit where employees were sampled. This study tried to 

determine the number of working units in such a way that the sample’s proportion 

from echelon 2 and echelon 3 units similar with those of the population’s proportion. 

Likewise, the sampling technique was expected to provide representative sample. 
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Total number of 3 echelon 2 offices and 2 echelon 3 offices were randomly selected 

(Table 4.2). They were Customs and Excise Education and Training Agency, State 

Asset and Fiscal Balance Education and Training Agency, Budget and Treasury 

Education and Training Agency, Regional Campus of Finance Education and 

Training of Cimahi, and Regional Campus of Finance Education and Training of 

Yogyakarta. The total number of samples were 339, with the echelon 2 unit 

comprised of 281 employees (82.88%) and echelon 3 unit comprised of 58 employees 

(17.11%).  

Table 4.2 Allocation of Working Unit for Sampling  
No. Cluster % of Employees Number of Working 

Unit (s) 

1 Secretariat of the Agency, Education and 
Training Centers, and Polytechnic of State 
Finance (Echelon 2) 

77.49% 3 

2 Regional Offices (Echelon 3) 22.51% 2 

 
The demographic characteristics of the respondents are similar to those of the 

population; therefore, it can be argued that the sample represent the population. Table 

4.3 shows that total sample of this study is 339, or around 24.8% of the total 

population of 1,365. Around two third of the respondents are man and this percentage 

is close to those of the population. Among the respondents, 45 (14%) are not married 

and 294 (87%) are married. This proportion also resemble the population where 85% 

of the total population was married.  

Most of the respondents have bachelor degree (42%), followed by master 

degree (28%) and Diploma III degree (17%). Only 1% of the respondents have 

doctoral degree, while respondents who have high school degree is lower than 10%. 
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This composition is close to those of the population, where most of them had bachelor 

degree (41%), followed by master degree (30%) and diploma II degree (18%). 

Table 4.3 Comparison between Population and Sample 

  

Population  Sample 
Total Percentage  Total Percentage 

Sex Man 942 69%  231 68% 
  Woman 423 31%  108 32% 
Marriage Status Not Married 192 14%  45 13% 
  Married 1162 85%  294 87% 
  Widow 11 1%  0 0% 
Education Level High School/lower 102 7%  29 9% 
  Diploma I 32 2%  8 2% 
  Diploma III 243 18%  58 17% 
  Bachelor Degree 555 41%  143 42% 
  Master Degree 408 30%  96 28% 
  Doctoral Degree 25 2%  5 1% 
Rank II/a - II/b 15 1%  4 1% 
  II/c - II/d 256 19%  57 17% 
  III/a - III/b 480 35%  124 37% 
  III/c - III/d 378 28%  71 21% 
  IV/a - IV/b 168 12%  53 16% 
  IV/c - IV/e 68 5%  30 9% 
Tenure (years) 0 - 5 123 9%  22 6% 
  > 5 - 10 345 25%  92 27% 
  > 10 - 15 323 24%  64 19% 
  > 15 - 20  90 7%  14 4% 
  > 20 - 25 242 17%  68 20% 
  > 25 242 17%  79 23% 

Source: Ministry of Finance, 2020.  
 

In term of rank, most of respondents have III/a-III/b level (37%), followed by 

III/b-III/c level (21%). In total, respondents who are in low level (level II) are around 

18%, while those who are in high level (level IV) are around 25%. This sample’ 

composition reflects those of population where around 60% of FETA employees were 

at middle level (level III) and around 20% of them were in low level (Level I or II). 
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More than 50% of respondents have served for the organization for no more 

than 15 years, while more than 40% of the respondents have served for the 

organization for more than 15 years. Similarly, the total population who have served 

the organization for more than 15 years were around 40%, while more than 50% 

population have served the institution for less than 15 years. 

4.2 Preparation for Questionnaire 

The questionnaire had a total of 34 questions, including 5 questions for control 

variables, 9 questions for independent variable, 8 questions for moderating variable, 

and 12 questions for dependent variable. Since the construct of the questionnaire were 

adapted from Parker and DeCotiis (1983); Kristensen, Borritz, Villadsen, and 

Christensen (2005); Janssen (2000); and Eisenberger, Stinglhamber, Vandenberghe, 

Sucharski, and Rhoades (2002); all the questions were translated into “Bahasa 

Indonesia” to avoid language problems of the respondents. The questionnaire utilized 

four-point Likert-scale response format ranging from 1 (strongly disagree) to 4 

(strongly agree). In addition, there was an “I don’t know” option to facilitate 

respondents who do not understand with the questions or who find difficulty in 

determining the answer. 

The questionnaire was divided into three sections. The first section was 

introduction, which was followed by substantive question and socio demographic 

sections. Introduction section stated the purpose survey, how the respondents been 

selected, the voluntary of the participation, data security and confidentiality, and how 

respondents were supposed to answer each question. There were no questions related 

to identity such as name, email address, and phone number. The substantive question 
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section presented the questions about independent, moderating, and dependent 

variables, while socio demographic sections asked about respondent’s demographic 

status. 

 Respondents could fill the questioner either by Google form or by electronic 

file in word format. These platforms were efficient method to collect the data 

considering the distance, cost, and time limitation. These platforms were expected to 

provide flexibility and convenience for the respondents.  

4.3 Survey Administration 

 Prior to distributing the survey, the researcher asked permission to Secretary 

of the Agency, FETA, by sending a letter. Secretary of the Agency is an institution 

which has authority to issue permit of data collection for the working units under 

FETA. In the letter, the researcher mentioned the working units where the employees 

were sampled. The researcher also asked the Secretary of the Agency to issue a letter 

to the corresponding working units, informing that the researcher was going to 

conduct a questionnaire survey. 

 Getting the permission from Secretary of the Agency, the researcher 

established coordination with human resource office of all sampled working units to 

discuss technical procedures of data collection. The electronic file and the Google 

form link of the questionnaire were sent to human resource offices on 28th of January. 

Human resources offices distributed the questionnaires to the respondents on the same 

day. The respondents were expected to fill the questionnaire by 11th of February, 

2021.  
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 From the total 339 respondents, 142 questionnaires were returned. After 

cleaning the data, 118 questionnaires were valid and 24 questionnaires were 

eliminated. Among eliminated 24 questionnaires, 15 were because the questionnaire 

contained too many “I don’t know” answer (3 or more). The remaining 9 

questionnaires were discarded because of repetitive pattern in the response. In total, 

the response rate for this study was 34.8%.  

4.4 Dependent, Independent, and Moderating Variables 

The dependent variable in this research was job stress, which was consist of 

short-term feelings of job-related anxiety and long-term psychological stress reaction 

of burnout (Xie & Johns, 1995). To measure job-related anxiety, five-item scale taken 

from Parker and DeCotiis (1983) was employed. Sample items included “There are 

lots of times when my job drives me right up the wall” and “I feel guilty when I take 

time off from job”. Cronbach’s alpha of this variable was 0.89. 

Psychological stress reaction of burnout was measured following the 

Copenhagen Burnout Inventory (Kristensen, Borritz, Villadsen, & Christensen, 2005). 

This measurement consisted of three separated concept including personal burnout, 

work-related burnout, and client-related burnout. Present study utilized work-related 

burnout dimension since it measures physical and psychological fatigue and 

exhaustion related to works done by people (Kristensen et al., 2005). This dimension 

consists of seven items such as “I feel worn out at the end of the working day” and 

“My work is emotionally exhausting”. Cronbach’s alpha of this variable was 0.87. 

 IWB was measured by nine-item scale taken from Janssen (2000), which was 

developed based on Scott and Bruce (1994) and Kanter (1988). Although comprised 
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of three main dimensions namely idea generation, idea promotion, and idea 

realization, this scale was considered as single unit to measure IWB (Janssen, 2000). 

Sample items included “I often create new ideas for difficult issues” (idea generation), 

“I often acquire approval for innovative ideas” (idea promotion), and “I often 

transform innovative ideas into useful applications” (idea realization). Overall 

Cronbach’s alpha of this variable was 0.95, indicating strong reliability instrument.  

 In order to measure PSS, eight-items from Eisenberger, Stinglhamber, 

Vandenberghe, Sucharski, and Rhoades (2002) were employed. Questions included 

“Help is available from the supervisor when I have a problem” and “The supervisor 

really cares about my well-being”. Two of the items (item 6 and 7) were reversely 

coded.  

 Demographic characteristics, such as gender, marital status, education, rank, 

and tenure, were included as covariate in the model. Appendix B describes the 

detailed questionnaire list for all variables.  

4.5 Methods 

This study utilized Exploratory Factor Analysis (EFA), reliability test, and 

Ordinary Least Squares (OLS) regressions. EFA was used to examine the relationship 

between latent variables and observed variables. To determine the internal 

consistency or reliability of the scales in the instrument, this study utilized Cronbach’ 

alpha scores. OLS regression was used to examine the moderating effect of PSS on 

the relationship between IWB and job stress.  
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 The dependent variable is job stress, the independent variable is IWB, and the 

moderating variable is PSS. Independent variable is assumed to has linear correlation 

with dependent variable.  

To identify the moderating role of PSS, PSS and the interaction between IWB 

and PSS were added to the model as independent variables. Interaction between IWB 

and PSS was calculated by multiply IWB and the dummy score of PSS. If the factor-

based score of PSS was higher than the average score, dummy score “1” was created, 

otherwise, dummy score “0” was created. 
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CHAPTER FIVE  

ANALYSIS AND FINDINGS 

 

This chapter summarizes factor analysis and OLS results to examine the 

relationship between IWB and job stress with PSS as a moderator variable  

5.1. Exploratory Factor Analysis 

 This study utilized EFA with Principal Component Analysis extraction 

method to determine the latent variables such as IWB, Anxiety, Burnout, PSS, and by 

including 29 manifest variables. In the first step, this study determined the number of 

factors by employing the eigenvalue more than one standard. Five construct variables 

had eigenvalue more than one, meaning that there were 5 recognized latent variables.  

Varimax rotation method was performed to clarify the distinction of the 

factors. Factor 1 to Factor 5 have variance score more than 1, implies that there are 

five identified variables (Table 5.1). This number is higher than expected, since this 

study expects to have four different constructs of IWB, PSS, Anxiety, and Burnout.  

Table 5.1 Results of Exploratory Factor Analysis 

Factor Variance Difference Proportion Cumulative 

Factor 1 5.973  .595 .206 .206 

Factor 2 5.378 1.581 .185 .391 

Factor 3 3.797 2.539 .131 .522 

Factor 4 1.258  .048 .043 .566 

Factor 5 1.211 - .042 .607 

 

 According to the rotated matrix of factor loading (Appendix C), most of IWB 

items (question 2, 3, 5, 6, 11, 12, and 14) have factor loading more than .5 and loaded 

to factor 3. In the contrary, one items of IWB (question 5) does not have factor 
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loading larger than .5. In addition to factor 3, one item of IWB (question 6) is also 

loaded to factor 5, while another item of IWB (question 9) is loaded to factor 4 only. 

In the meantime, all items of PSS (question 15, 17, 19, 20, 23, 24, 28, and 28) have 

factor loadings larger than .5 on Factor 2. Meanwhile, all items of anxiety and 

burnout, have factor loadings more than .5 on factor 1.  

Because of the poor fit, a factor-based score (average of manifest variables), 

instead of factor scores, were calculated. The latent variable of job stress was 

calculated by determining the average scores of anxiety and burnout. Likewise, the 

latent variable of IWB and PSS were determined by calculating average of the mental 

variables.  

Table 5.2 Cronbach's Alpha for Dependent, Independent, and Moderating Variables 
Variable Items Cronbach's Alpha 
Dependent Variable (job stress) Question 1, 4, 7, 10, 13, 

16, 18, 21, 22, 25, 26, 
and 29 

.841 

Independent Variable (IWB) Question 2, 3, 5, 6, 8, 
9, 11, 12, and 14 

.847 

Moderating Variable (PSS) Question 15, 17, 19, 20, 
23, 24, 27, and 28 

.832 

 

To test the reliability of the total question of latent variables, Cronbach’s alpha 

was utilized. The reliability test shows that all dependent, independent, and 

moderating variables have reliability score more than acceptable threshold of .7 

(George & Mallery, 2019) (Table 5.2). The reliability for dependent variable is .841, 

while for independent and moderating variable are .847 and .832, respectively. 

5.2 Descriptive Statistics of Variables 

The average score of job stress is 2.418 in 1-4 Likert-scale, slightly lower than 

the neutral value of 2.5 (Table 5.3); overall FETA’s employees were not experiencing 
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job stress. The mean score of IWB and PSS are higher than neutral value, thus, 

implying that overall FETA’s employees were innovative and got support from the 

supervisor. The minimum score of the manifest variables of job stress and PSS are 1, 

while those of IWB is 2.  

Table 5. 3 Descriptive Statistics of the Main Variables 
 Mean Standard 

Deviation 
Min Max 

Job Stress 2.418 .400 1 4 
IWB 3.085 .366 2 4 
PSS 2.757 .589 1 4 

 
5.3 Goodness of Fit of OLS 

 The regression model fits the data well. The F score of the OLS is 3.969 that is 

statistically significant at the .01 level. The r-squared for this model is .169, indicating 

that 16.9% of the variance of dependent variable can be explained by the independent 

variables.  

Table 5.4 The Results of OLS Regression of Job Stress  
 Parameter estimates Standard errors 
Demographic Variables   
     Sex -.050 .069 
     Marriage  .010 .105 
     Education -.062 .048 
     Rank  .063 .061 
     Tenure  .102 .033 
Predictor Variables   
     Innovative Work Behavior (IWB)  .427*** .098 
     Perceived Supervisory Support (PSS)  .171 .118 
     PSS x IWB (Interaction) 
 
R2 = 0.169 
F = 3.969*** 

-.358** .041 

Notes: n = 118; * p < 0.1, ** p < 0.05, *** p < 0.01 
 
5.4 Hypothesis Test  

Hypothesis I of this study is that IWB will be positively associated with job 

stress. The parameter estimates of IWB is .427 and the standard error is .098. There is 

positive association between IWB and job stress; for one unit increases in IWB, the 
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job stress will increase by .427, holding all other variables constant (p<.01). The null 

hypothesis is rejected in favor of research hypothesis I.  

Hypothesis II stated that PSS will moderate the relationship between IWB and 

job stress in such a way that the relationship is stronger in the context of low 

supervisor support. The interaction effect of IWB and PSS is -.358 which is 

statistically significant at the .05 level. PSS significantly moderates the relationship 

between IWB and job stress and the hypothesis null is rejected in favor of research 

hypothesis II.

 

Figure 5.1 depicts the interaction effect of IWB and PSS on job stress. The 

high slope represents low PSS and was accounted for .427. When PSS is low, for one 

unit increases of IWB, the job stress will increase by .427, holding all variables 

constant. The low slope represents high PSS support and was accounted for .069. In 

high PSS, for one unit increases of IWB, the job stress will increase by .069, holding 

all variables constant.  
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Figure 5.1 Moderating Effect of Perceived Supervisory Support
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No demographic variables are significant to explain the model. This finding 

implies that there are no association between sex, marriage, education, rank, and 

tenure of the employees with their job stress. 
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CHAPTER SIX  

DISCUSSION 

 

Scholars have agreed that employee’s IWB may help organization to improve 

and maintain competitiveness, effectiveness, and public service deliveries, especially 

in the rapid change environment (Montani, Vandenberghe, Khedhaouria, & Courcy, 

2019; Wynen, Boon, & Kleizen, 2019). However, IWB may also provide negative 

impacts such as conflict with co-workers (Janssen, 2003; Shih & Susanto, 2011), 

turnover intention (Shih & Susanto, 2011), and job stress (Janssen, 2004). Since the 

study on the negative impact of IWB is underexplored, this study aimed to examine 

the correlation between IWB and job stress. This study hypothesized that IWB is 

positively associated with job stress. Furthermore, this study argued that PSS may 

buffer the negative impact by negatively moderate the relationship between IWB and 

job stress. Data analysis from 118 civil servant respondents working in FETA, 

Ministry of Finance of Indonesia, confirms these hypotheses.  

This study found that IWB has significant positive correlation with job stress, 

meaning that higher IWB is associated with higher job stress. This finding confirmed 

previous studies underlining the negative impacts of innovative behavior (Janssen 

2000, 2003, 2004; Shih & Susanto, 2011). In addition, this study also confirmed that 

PSS negatively moderates the relationship between IWB and job stress. As supervisor 

provides support for the innovative individuals, the level of stress encountered by the 

individuals will be lower compare to when support from the supervisor does not exist. 

This finding confirmed that PSS may play a role as contextual variable that can shape 
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employee behavior. Moreover, the moderating role of PSS also complement previous 

finding (Janssen, 2003, 2004; Shih & Susanto, 2011) which conclude that 

organizational fairness can buffer negative impacts of innovative behavior such as 

conflict, stress, and turnover intention. 

As noted earlier, performing IWB demands a broad range of cognitive and 

socio-political efforts involving idea generation, idea promotion, and idea 

implementation (Janssen 2000, 2004; Kanter, 1988). Since IWB is an extra role 

behavior, it challenges individuals to devote more resources beyond their routine 

works. In this regard, it is possible that the works demand of IWB exceeds person’s 

response capability, which in turn, cause the raise of stress reaction (Blau, 1981). In 

addition, because the nature of IWB is changing activity, engaging in IWB may put 

employee into an uncertain situation. Uncertain situation may yield a resistance to 

change reaction from other employees, which complicate the implementation of 

innovation (Janssen, 2004). These factors may turn as stressor for the employee who 

engage in innovative activity.  

Regarding the FETA, the possible explanation of the relationship between 

IWB and job stress could be based on the characteristics of the job in the FETA. As 

shown in table 3.1 and 3.2 (chapter 3), the output and outcome target of FETA is 

gradually increasing currently. However, the increase of performance target is not 

coupled with the increase of the resources. In term of budget for instance, the 

allocation for FETA from 2018 to 2021 was around $53.96 million, $50.84 million, 

$50.86 million, and $44.22 million respectively (FETA, 2021). Similarly, the number 

of FETA’s employee is also decreasing from year to year. The increasing of 
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performance target that coupled by the decreasing of resources demand innovation 

activities, and at the same time, could make the innovation more demanding. Another 

explanation is the fact that a lot of FETA’s officers have some extra roles beyond 

what is written in their formal performance contract. Having such kind of role means 

that not all the officer’s performances can be recognized by formal system. This 

situation could become a job stressor for individual employee.  

This study also found that PSS negatively moderated the relationship between 

IWB and job stress. High PSS reduce the stress reaction of employees engaging in 

innovative activity. This finding supports the JDCS model (Karasek, 1979; Johnson & 

Hall, 1988) arguing the buffering effect of support on the relationship between job 

demand and job stress. This finding consistent with the theory stating that supervisory 

support plays important role in shaping employee’s behavior (Syrek, Apostel, & 

Antoni, 2013; Atkin-Plunk & Armstrong, 2013). As a result of support from 

supervisor, innovative employees may feel that the environment is backing their idea 

and may create perception of low resistance to change from the other parties. 

Moreover, since IWB is a demanding activity, employee may perceive support from 

supervisor as the reduction of jobs demand or as an increasing of response capability. 

With the perception of less demanding works or the perception of increasing 

capabilities to handle the works, employees may feel more balance between job 

demands and job resources, which in turn, may buffer stress reaction.  

In regard to FETA, the role of supervisor in buffering subordinate’s stress 

reaction could be explained by the qualification of the supervisors. FETA, and MoF 

generally, has leadership development program to ensure that supervisors are 
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equipped with leadership competences. The program requires, among others, the 

supervisors to attend leadership training. In the training, supervisors are taught to 

manage the organization, including managing human resources, effectively. In 

addition to leadership training program, FETA frequently asses job-person match of 

their officers, especially the supervisors. For supervisor, leadership is among the key 

factors determining the scores; and FETA requires them to have a minimum job-

person match score of 78 out of 100. This system may contribute to the supervisors’ 

competence in manage and support their subordinates.  

Another explanation could be the performance management system in MoF, 

including FETA, that bind the performance of supervisors with the rewards they get. 

The organization utilizes 360-degree evaluation system where supervisors are rated 

by, among others, their subordinates. The score that subordinates provide will be 

incorporated with other performance measurements, resulting overall performance. 

The overall performance will affect the salary that a supervisor gets. This system 

could play a role as an external motivation of the supervisors to always provide 

supports for their subordinates. Otherwise, a supervisor may get a low score from the 

subordinates, which in turn, will lower supervisor’s wage.  

Findings from this paper have several implications for human resource 

management practices and researches. First of all, innovative behaviour may put the 

employees in the risk of stress reaction. As previous studies have found, stress may 

damage individual wellbeing and organizational performance (Jex, 1998). Stress may 

also create environment which is not ideal for implementing novel ideas. In addition, 

handling too demanding works may in turn detrimental for innovation itself (Montani 
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et al., 2020). Therefore, supervisor should provide support for their innovative 

subordinates in the hope that the level off stress will be reduced. Supervisors should 

understand and provide supports his/her innovative subordinate needs. However, 

supervisor may have different characteristics and leadership styles. Accordingly, 

organization should equip supervisors with public manager leadership skills. 

The recent study encounters some limitations that give opportunity for future 

research developments. Firstly, the sample coverage of this study was very small, 

only cover an echelon one organization under MOF of Indonesia. Therefore, the 

finding may lack of generalizability. Future studies may consider to extend the sample 

size to increase generalizability. Secondly, the nature of self-report in this study may 

raise social desirability bias and common method bias (Podsakoff, MacKenzie, 

Podsakoff, 2012). However, Janssen (2000) argue that the assessment of innovative 

behavior by the employee itself, rather than supervisor or peers, is the most 

recommended one because employee is the one who have more knowledge about 

innovation he has done. Janssen (2000) have found the validity of self-reported 

method in measuring innovative behavior.  

Moreover, the design of this study is non-experimental and the data used is 

cross-sectional, therefore, this study only justify correlation and cannot justify causal 

inference. Although correlation can mean causation in non-experimental design 

providing that some essential design conditions are satisfied (Antonakis, Bendahan, 

Jacquart, & Lalive, 2010); unfortunately, this is not the case of this study due to the 

endogeneity problems. The first issue that potentially introduce endogeneity problem 

is the fact that this study used one independent variable only. In fact, there are a lot of 
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independent variables associated with the dependent variable of job stress, that 

unfortunately, are not covered by the model of this study. Therefore, this study 

encounters omitted variable problem, one of potential causes of endogeneity. The 

second issue in regard to endogeneity is the simultaneous causality. It is possible that, 

in addition to independent variables cause dependent variable, the dependent variable 

also causes independent variable. Using cross sectional data, this study measured the 

independent and dependent variables at the same time. As such, this study cannot deal 

with the simultaneity issue. Future researches may consider to conduct experimental 

research design and/or performing longitudinal study in order to capture the causal-

effect relationship.  
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CHAPTER SEVEN  

CONCLUSION 

 

This study was aimed to understand the relationship between IWB and job 

stress and the moderating role of PSS in the relationship. Present study argued that 

since performing innovative behaviour is demanding, it is likely for the employee 

engaging in innovative activity to encounter job stress. Moreover, this study expected 

that PSS would buffer such a stress reaction. By employing quantitative approach, 

data were collected from FETA. After running regression analysis, this study found 

that IWB has positive correlation with job stress. This study also confirmed that PSS 

plays significant role in buffering the job stress caused by innovative behavior.  

This paper has several contributions to the knowledge and understanding of 

IWB literature not only in public sector but also in developing country that have 

similar context with FETA. Many previous studies on the IWB have been conducted 

in Western and other developed countries, whereas limited studies have put public 

sector in Indonesia as the context. Therefore, by providing empirical evidence of the 

correlation between IWB and job stress in FETA, this paper offer contribution to the 

literature of IWB in the public sector context in Indonesia. This study also fills 

literature gap as the results show that IWB has positive correlation with job stress and 

PSS negatively moderates the relationship. Results may help researchers and 

policymakers understand that performing IWB may result in negative outcome. This 

research also provides idea on how to overcome such a negative impact due to 

performing IWB.
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APPENDIX A 

TOTAL NUMBER OF FETA EMPLOYEE  

Working Unit Number of 
Employee Percentage Category 

Secretariat of the Agency  244 17.88% Echelon 2 
Human Resource Development Education and Training 
Agency 100 7.33% Echelon 2 

Budget and Treasury Education and Training Agency 101 7.40% Echelon 2 
Tax Education and Training Agency 110 8.06% Echelon 2 
Customs and Excise Education and Training Agency 80 5.86% Echelon 2 
State Asset and Fiscal Balance Education and Training 
Agency 75 5.49% Echelon 2 

General Finance Education and Training Agency 89 6.52% Echelon 2 
Polytechnic of State Finance 257 18.83% Echelon 2 
Regional Campus of Finance Education and Training of 
Medan 29 2.12% Echelon 3 

Regional Campus of Finance Education and Training of 
Pekanbaru 25 1.83% Echelon 3 

Regional Campus of Finance Education and Training of 
Palembang 26 1.90% Echelon 3 

Regional Campus of Finance Education and Training of 
Cimahi 26 1.90% Echelon 3 

Regional Campus of Finance Education and Training of 
Yogyakarta 32 2.34% Echelon 3 

Regional Campus of Finance Education and Training of 
Malang 37 2.71% Echelon 3 

Regional Campus of Finance Education and Training of 
Pontianak 17 1.25% Echelon 3 

Regional Campus of Finance Education and Training of 
Balikpapan 23 1.68% Echelon 3 

Regional Campus of Finance Education and Training of 
Makassar 28 2.05% Echelon 3 

Regional Campus of Finance Education and Training of 
Manado 16 1.17% Echelon 3 

Regional Campus of Finance Education and Training of 
Denpasar 19 1.39% Echelon 3 

Regional Campus of Finance Education and Training of 
Leadership 31 2.27% Echelon 3 

Total 1365     
Source: Ministry of Finance, February 2021.  
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APPENDIX B  

SURVEY QUESTIONNAIRE 

 

Dear Participant, 

My name is Ruchan Yulabi, a student of Public Management and Policy 

Analysis Program (PMPP), International University of Japan (IUJ), who is conducting 

thesis research focusing on employee perception on work stress, innovation, and 

supervisor support. Your organization was chosen as one of my research’ sampling 

and I am inviting you to participate in my study by completing following closed-

ended questionnaire. 

You do not need to put your name and identity in this survey and we assure 

that all your answers will be kept in strictest confidentiality. There will be neither 

risks nor benefits from participating in this research. Participation is voluntary and 

you have the right to withdraw from participation at any time without penalty. If you 

decide to participate, please answer all questions honestly. 

This questionnaire comprises of 36 questions, which should take less than 20 

minutes. Please answer all questions by checking (√) in the circle. Once finished, 

please submit your questionnaire paper to human resource division of your office. For 

those who prefer online questionnaire format, you can access it through this link: 

bit.ly/yulabi. For questions number 1 to 29, the response format is four-point Likert 

scale ranging from strongly disagree to strongly agree. There is no neutral option. If 

you find difficulty in determining your stance, please check “I don’t know (0)”.  

Thank you for participating in my research. If you have any inquiries 

regarding this study, you may contact me or my supervisor at the address listed below. 

 
 
 
 

Ruchan Yulabi (email: yulabi@iuj.ac.jp)  Phone/WhatsApp: (+62) 813 2521 4029 

Hun Myoung Park (email: kuccc625@iuj.ac.jp)  
 

IU
J I

NTERNAL U
SE O

NLY

mailto:yulabi@iuj.ac.jp
mailto:kuccc625@iuj.ac.jp


53 

 

 

 

Questionnaire 

  

IU
J I

NTERNAL U
SE O

NLY



54 

 

 

 

 

  

IU
J I

NTERNAL U
SE O

NLY



 

55 

 

APPENDIX C 

ROTATED MATRIX OF FACTOR LOADING  

Question Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Uniqueness 
1 0.758 0.138 0.107 -0.077 0.190 0.352 

2 0.185 0.096 0.668 0.070 -0.078 0.499 

3 0.042 0.122 0.734 -0.019 -0.108 0.433 

4 0.752 0.169 0.105 -0.083 0.119 0.374 

5 0.163 0.195 0.692 0.015 0.099 0.447 

6 0.115 0.078 0.609 0.156 0.506 0.329 

7 0.664 0.096 0.128 0.136 -0.258 0.448 

8 0.120 0.154 0.445 0.471 0.099 0.532 

9 0.235 0.085 0.477 0.536 0.025 0.422 

10 0.698 -0.129 0.074 0.152 -0.031 0.466 

11 -0.027 0.127 0.523 0.168 0.465 0.465 

12 0.159 0.015 0.762 -0.024 -0.059 0.390 

13 0.653 -0.147 0.134 0.310 0.236 0.382 

14 0.276 0.147 0.599 0.156 0.229 0.467 

15 -0.050 0.798 0.182 -0.134 -0.020 0.309 

16 0.675 0.029 0.191 -0.400 0.002 0.346 

17 0.128 0.796 0.011 0.064 0.156 0.321 

18 0.661 -0.061 0.204 -0.106 0.208 0.463 

19 -0.063 0.859 0.015 -0.012 0.218 0.210 

20 -0.025 0.809 0.114 0.182 0.089 0.292 

21 0.704 -0.159 0.100 -0.177 -0.095 0.429 

22 0.554 0.064 0.191 0.190 -0.373 0.478 

23 0.085 0.798 0.083 0.028 -0.015 0.348 

24 -0.112 0.770 0.154 0.083 -0.216 0.318 

25 0.739 -0.024 0.053 0.147 -0.282 0.350 

26 0.698 -0.001 0.124 0.235 0.224 0.392 

27 -0.050 0.737 0.072 0.041 -0.048 0.445 

28 -0.056 0.803 0.174 -0.110 -0.045 0.307 

29 0.672 -0.173 0.074 0.351 -0.134 0.372 
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