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Abstract

This study describes the results of organizational politics on the performance of public
organizations. This study also includes innovative behavior and job stress in identifying
organizational performance. Data were collected using a survey of 430 respondents. The
statistical method used is SEM (Structural Equation Model) using the Amos 23 analysis
tool. Some of the most important conclusions from this study, such as the perception of
organizational politics, have no significant effect on innovative behavior and work stress,
and organizational performance. As a moderating variable, leader integrity also fails to
strengthen the relationship between perceptions of organizational politics and employee
innovative behavior. Various factors influence this relationship, such as job stress that
only some people experience, so it does not significantly affect organizational
performance. Besides, the organization's political perspective does not directly touch
employees who rely on innovation in their work, not to affect their interpretation.
Employees also tend to be opportunistic and selfish to achieve rewards, and leaders
formed through political processes tend to be transactional. The intensity of mentoring by
superiors is essential to foster innovative behavior and reduce work stress and intimacy
with subordinates, diminishing negative perceptions of a leader's integrity.

Keywords: Leader Integrity, Organizational Performance, Innovative
Behaviour,Organizational Political Perception, Work Stress, Public Organization

1. Introduction

The issue of performance,
whether at the micro (individual),
meso (organization), or macro
(community or national) level,
has always been an interesting
topic since past until now. This
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can be seen from the various
articles published in various
reputable international journals
discussing performance, where
the scope does not cover classical
topics, but the discussion of
performance topics has developed
rapidly in both contemporary and
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contingency perspectives. Studies
regarding the  impact  of
organizational performance have
been described by researchers
such as Terblanche et al. (2013)
which describes the effect of
performance on  shareholder
value. Another study explains that
organizational performance is one
of the factors that are considered
in the future decision-making
process for investors (Cohen et
al., 2011), recommendations
submitted by financial experts
(Ghosh & Wu, 2012), and
determining compensation
policies (Newton, 2015; Schiehll
& Bellavance, 2009). In another,
more contemporary perspective,

researchers also explain
antecedent factors that can affect
performance, such as

organizational culture (Kim &
Chang, 2019), ,corporate
entrepreneurship and ICT
adoption (Yunis et al., 2018),
intellectual capital (Cisneros &
Hernandez-Perlines, 2018) and
authentic leadership and
organizational climate (Alzghoul
etal., 2018)

Measuring organizational
performance is not only crucial
for profit-oriented organizations,
but it also applies to non-profit
organizations and government.
This is inseparable from the high
public demands for services to the
community provided by
government organizations to be
more transparent, accountable,
innovative, and fast. The
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implementation of a bureaucracy
that does not run efficiently and
effectively is one of the factors
causing the unsatisfactory
performance of public services. A
review of the picture and
challenges of bureaucratic reform
in Indonesia is described by
Turner et al. (2019) and Gaus et
al. (2017). The effect of this
inefficient and effective
bureaucracy enables acts of abuse
of power such as nepotism
(Kirya, 2020) which are corrupt
practices. In his study, Demir
(2017) argues that the
bureaucracy should be free from
political influence (depolarization
of bureaucracy). Several studies
show that organizational politics
have implications for
organizational performance
(Cheong &  Kim, 2018),
motivation, anxiety, stress and
mood at work (Cho & Yang,
2018; Vigoda, 2000).
Organizational integrity
represented by all levels of
management is  crucial to
improving organizational
performance. The study
conducted by Kirya (2020)
concluded that organizations that
are managed by prioritizing
political interests and personal
ties with certain groups will
produce worse organizational
performance compared to
organizations that carry out
governance by prioritizing
qualifications, competencies, and
performance appraisals in a fair
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and reasonable manner ( merit
system).

The implementation of a
bureaucracy that does not run
efficiently and effectively is one
of the factors causing the
unsatisfactory performance of
public services. In his study,
Demir (2017) argues that the
bureaucracy should be free from
political influence
(depoliticization of bureaucracy).
Several studies show that
organizational  politics  have
implications for organizational
performance (Cheong & Kim,
2018), stress, and mood at work
(Cho & Yang, 2018). This study
focuses on the role of
organizational politics because
until now there is still little
empirical research on
organizational politics related to
employee behaviour and its
impact on the organization, where
the relationships between these
constructs have not been fully
explained comprehensively in
previous research (Cheong &
Kim, 2018). In contrast to
business organizations that have a
systematic monitoring
mechanism, public organizations
are prone to abuse of power in the
kindness of certain groups so that
these issues are interesting to be
studied more holistically
(Newton, 2015). Besides, this
research is unique because the
study will also involve other
contingency factors, namely the
integrity of the leader and the
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innovative behaviour of
employees which are considered
very important for the
development of public
organizations in the future.

This research is expected to
contribute to scientific
development, particularly the
development of organizational
political constructs, innovative
employee behaviour, employee
work stress, leader integrity, and
organizational performance. Since
this research was conducted in
Indonesia, the results of this study
enrich and complement the point
of view in understanding the
overall research constructs that
have been previously studied in
Western countries. Practically,
this research is also expected to
provide important information for
administrators of public
organizations, communities,
educational institutions, and other
interested parties.

1. Theoritical
and hypothesis

background

1.1 Organization Performance

The rapid
development of public sector
organizations and the increasingly
important role of the public sector
in providing services to the
community and creating a
conducive business climate have
encouraged public sector
organizations to continuously
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improve their performance. Non-
profit organizations and the
public sector are encouraged or
even forced to adopt various
performance improvement
methods that are applied in
business organizations as a way
of being accountable to society
(Pinho et al., 2014). In addition to
accountability issues, the goal of
performance measurement is to
have information that can be used
to change operations, governance,
and behaviour that will lead to
improved performance. (Purcell
& Hawtin, 2010). The

definition of performance raised
by academics and practitioners
has different perspectives.
However, there is one agreement
from management and
organizational experts related to
this definition that performance is
a multidimensional  construct
(Dess & Robinson, 1984). From a
process perspective, performance
is the transformation of inputs
into outputs. From an economic
point of view, performance is the
relationship between cost-
effectiveness and the realization
of results and results (Jarad et al.,
2010). Performance is a behavior
and must be distinguished from
results because results can be
contaminated by factors beyond
the control of the actor. The
debate about the construct of
performance, whether it be
behavior, results, or both, is a
challenge for managers of public
sector organizations to manage
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performance in a comprehensive
manner.

Because the
characteristics of public sector
organizations differ from those of
the private sector, public sector
managers are challenged to
develop more relevant
performance measures (Peng et
al.,, 2007). In practical terms,
public sector performance
measurement is difficult to apply
due to several problems. First, it
is difficult to determine relevant
indicators to measure public
sector performance because of
conceptual rather than technical
problems (Van de Walle, 2008).
For example, what is the role of
the public sector and what is good
performance.Second, non-
financial performance or
qualitative performance such as
public image and perceptions of
service quality (Pinho et al., 2014;
Jarad et al., 2010) which are
commonly applied in measuring
the performance of the public
sector is  subjective.  The
subjectivity in  measuring the
performance of the public sector
is also due to the methods of data
collection and data measurement.
Most of the data used in the
measurement of the public sector
are public perceptions of the
performance of public sector
services that are collected directly
from respondents at a certain
time.
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1.2 Organization Politic

Organizational politics are
the activities carried out and the
behaviors shown by powerful
individuals to change or influence
the decision-making  process.
These decisions are considered
sometimes to have detrimental
effects on other individuals and
the organization in  general
(Tlaiss, 2013; Zhonghua & Chen,
2014). Gotsis & Kortezi (2011)
argues that organizational politics
is selfish behavior at the expense
of the interests of others which is
clearly observed in an uncertain
work environment. In this case,
the political perspective of the
organization is related to the ways
in  which members of the
organization can influence the
decisions of the organization
either by using force or by the
actions they take to have an
impact such as control over the
organization's work program,
involvement of external parties,
negotiation for specific
objectives, regulation, timing
according to the desired agenda,
manipulation and control of
information, and coalition
formation(Elbanna et al., 2015).

Zhonghua & Chen (2014)
identify a relationship between
perceived organizational politics
and employee performance, along
with linking  psychological
processes  with  these  two
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variables. They also define
Machiavellianism as a mediator,
where when Machiavellianism is
high, there is a weakening
negative relationship between job
performance  and  perceived
politics. On the other hand, the
relationship  becomes  stronger
when Machiavellianism is low.
Psychological processes, such as
organizational identification are
studied as second mediators. They
propose that the identified
organization not only acts as a
mediator for the relationship, but
also mediates the impact of
Machiavellianism on the
relationship. In another study,
Gull & Zaidi (2012) described the
negative impact of organizational
politics on job satisfaction.

Hypothesis 1a  :Employee
perceptions of organizational
politics can reduce
organizational performance.
Hypothesis 1b Employee
perceptions of organizational
politics can reduce employee
innovative behaviour.
Hypothesis  1c :Employee
perceptions of organizational
politics can increase employee
work stress.

1.2 Innovative Behaviour

According to Thurlings et al.
(2015), innovative behaviour is a
process in which new ideas are
generated, developed,
implemented, disseminated and
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modified by employees to
improve individual performance
and organizational performance.
Bos-Nehles et al. (2017)
emphasized  that  innovation
behaviour can support increased
organizational efficiency and
effectiveness through the
application of new product ideas
and work procedures / processes.
Innovation behaviour is crucial
because increased performance
(efficiency and effectiveness)
reflects the ability of human
resources to  become  an
organization's competitiveness as
agents who spearhead and
implement various innovations
created (Yuan & Woodman,
2010). The ability to be
innovative includes cognitive
intelligence, specialized
knowledge, understanding of how
to develop innovation (Parzefall
et al., 2008), skills and work
experience. (Vila et al., 2014).

As a public service
organization, government
organizations are known to have a
hierarchical structure that can
lead to procedural bureaucratic
organizations. Government
organizations are also seen as
avoiding change and are often
risk-averse. Such organizations
tend to carry out past traditions
and practices rather than
experimenting with new ideas
(Verhoest et al,  2007).
Formalization that relies heavily
on regulations and procedures in
organizational governance and
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services results in employees
being less motivated to change
traditions and  practices in
carrying out their  duties
(Fernandez &  Moldogaziev,
2012). Research results Luoh et
al. (2014) concluded that job
standardization  that  reflects
organizational formalization has a
negative impact on employees'
innovative  behaviour.  This
condition becomes a challenge for
organizational leaders to try to
find the best way to develop
innovative behaviour. According
to O'Byrne et al. (2014), the key
to successful innovation is
determining how to overcome the
centralization of government
institutions, lack of transparency,
rigor, and low competitiveness.
Other factors that are also
important in developing
innovative employee behaviour
include employee training and
development programs, support
and motivation from leaders, open
organizational policies,
recognition, and autonomy and
flexibility for employees (Wong
& Pang, 2003). Empirical
findings from Garg & Dhar
(2017) and Slatten et al. (2011)
support the opinion of Wong &
Pang (2003) which proves that
autonomy in work and leadership
plays an important role in
employees' innovative behaviour.

Hypothesis 2a  :Employee
innovative  behaviour  can
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improve
performance.

organizational

1.5 Work Stress

Stress is an interesting
topic to discuss, not only for
academics but also  for
contemporary organizational
management practitioners. Stress
can be defined as an employee's
feelings regarding  tension,
anxiety, frustration, worry,

emotional exhaustion, and
perceived obstacles, gven
violence experienced at work
(Wickramasinghe, 2016).

Employees who experience stress
at work can be a burden to the
organization. Various negative
impacts of stress experienced by
employees include decreased
performance (Akgunduz, 2015),
large employee health costs
(Guthrie et al., 2010), and the
desire to change jobs (Brunetto et
al., 2017). In other words, work
stress experienced by employees
has the potential to endanger the
health of the individual and
threaten the existence of the
organization.

Job  stress can be
experienced by an employee
when the employee is unable to
cope with job demands and
organizational  pressure.  This
increase in stress can occur due to
various reasons such as the
characteristics of the work and the
work that employees repeat
themselves in the workplace
(Chiang et al., 2010) and role
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conflicts, overlapping roles, and
unclear roles that employees must
perform (Singh & Dubey, 2011).
Therefore, it is an important job
for a leader or personnel
department to manage stress
because it is not only the material
loss that will be incurred by the
organization, but an important
issue is how the company can
retain highly talented employees.
Organizations that fail to manage
the stress of their employees at
work will be in a "defensive
position" because they have to
prepare themselves for competing
companies to "hijack" these
highly talented employees.

Public ~ demand  for
government  organizations  to
make organizational changes that
are more transparent, accountable,
credible, and innovative in
providing services has increased
pressure on employees. Of
course, this organizational change
will be related to increased
employee stress (Rayner &
Espinoza, 2015). When there is a
restructuring or other
organizational change, managers
and employees try to secure their
status or position. They will work
harder so as not to lose their
position. According to De Simone
et al. (2016), stress related to
work is more likely to occur in
public organizations due to (1)
intangible product characteristics
(services), (2) structured human
resource systems that do not
support merit and compensation
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systems, (3) lack of logical
competitiveness  (the lack of
competitive logics), and
governance principles that must
be open to the public so that there
are many criticisms and even
cynical attitudes expressed by the
public.

Hypothesis 2b : Work
stress felt by employees can
reduce organizational
performance.

1.6 Leader Integrity

Integrity,  according  to
Palanski & Yammarino (2007),
can be defined as "the consistency
of words that are manifested by
real actions". This definition
focuses on the consistency or the
manifestation of concrete actions,
not on moral commitment.
Brenkert (2004) shows that
integrity is represented in a
personality that is intact, original
(not pretending), and courage
which  reflects a consistent
attitude. The study of integrity
and morals provides a variety of
perspectives from  academics.
Integrity, in the scope of meso,
focuses on formalization and
hierarchical processes designed to
enhance integrity programs in
organizations. Evans  (2012)
explains that integrity in public
institutions  refers to  the
application of values, principles
and norms in daily service to
society. In this case, the
government, as the owner of
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public institutions, is under
pressure from the public to use its
information,  resources,  and
authority so that the services
provided are better. Finally, at the
macro level, integrity requires the
support of an integrity structure at
the national or global level. For
example, the Malaysian
government has continuously
initiated programs that aim to
motivate employees and promote
practices that are in line with the
principles of integrity in all public
service offices (Alam et al,
2018). Integrity in public services
is metaphorized as the creation of
accountable, transparent,
competent and responsive
governance which is supported by
the principles of organizational
values (Evans, 2012).

The results of the study
show that integrity has a great
influence on employee behaviour
such as work engagement (AL-
Abrow et al., 2019), trust in
leadership (Poon, 2013), and
organizational performance (AL-
Abrow et al., 2019). The results
of the study by Tseng & Kang
(2015)  explain  that  anti-
harassment and violence policies
and manager integrity affect the
behaviour of salespeople to report
cases of abuse or violence
perpetrated by customers to the
company so that the company can
determine their next action,
including  lawsuits. It s
interesting from the study of
Othman  (2014) that job
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satisfaction and the role of code
of ethics are antecedent variables
of integrity, where these two
variables show a significant
influence on the level of integrity
among police officers. Of course,
public and employee trust in their
leadership or organization is
formed from a process that is not
instantaneous, but a continuous
process of consistency in words
and actions. According to
Campbell & Im  (2014),
theoretically, trust is related to
organizational identification.
Employees are more likely to
form bonds that encourage
identification when they have
confidence in the organization
and its leaders. Erkutlu & Chafra
(2016) 's research results show
that if an organization wants to
see a higher level of employee
identification, greater attention
must be paid to creating trust
among employees. Given the
importance of trust in an
organizational context, as a
practical implication, leaders need
to demonstrate the embodied
harmony between their words and
deeds (the integrity of the leader's
behaviour) and capture the
“hearts” and minds of employees
to achieve a culture of high trust
that satisfies the affective and
cognitive components necessary
for the formation of trust.

© 2021 JPPW. All rights reserved

Hypothesis 3a :The
negative  influence  of
employee perceptions of
organizational politics on
organizational
performance will be even
higher when the perception
of the integrity of the
leader is negative
compared to the perception
of the integrity of the
leader is positive.

Hypothesis 3b : The
negative  influence  of
employee perceptions of
organizational politics on
innovative behaviour will
be even higher when the
perception of the integrity
of the leader is negative
and the perception of the
integrity of the leader is
positive.

Hypothesis 3c :The positive
influence of  employee
perceptions of
organizational politics on
employee work stress will
be higher when the
perception of the integrity
of the leader is negative
with the perception of the
integrity of the leader is
positive.
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Figure 1. Research Model

2.  Methods

This causality research aims
to explain the causal relationship
between the independent variable
(organizational political
perceptions) and the dependent
(organizational performance).
This  study also includes
innovative behaviour and job
stress in identifying
organizational performance.
Meanwhile, the leader integrity
variable becomes a moderating
variable of the relationship
between perceptions of
organizational politics  and
innovative behaviour, job stress,
and organizational performance.
The level of intensity between the
researcher and the respondent in
this study belongs to the
minimum intervention, that is, the
researcher interacts with the
respondent when the
questionnaire is distributed, in
which environmental conditions
are not regulated or without
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treatment manipulation. The unit
of analysis in this study is an
individual. Based on the time
dimension, this study was
categorized into cross-sectional
research, namely research in
which data collection was carried
out by distributing questionnaires
and interviews in one time only.

2.1 Research Instruments

Survey instrument
development refers to the
recommended procedures
proposed for developing
standardized survey instruments.
The initial task in developing an
instrument is to design a set of
measurement  indicators.  The
number of indicators used to
measure each construct was
identified from the results of the
literature review. The
development of this research
indicator adopts findings from
various previous studies, namely
perceptions of organizational
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politics (Kacmar & Carlson,
1997), innovative  behaviour
(Scott & Bruce, 1994), job stress
(Lambert et al., 2006), leader
integrity (Simon et al. ., 2007),
and the performance of public
organizations (Brewer & Selden.,
2000).

2.2 Sample

Because researchers have
difficulty in compiling a sampling
frame that can be used as a
reference for using probabilistic
sampling techniques, the
sampling technique used is side
accidental which is a type of non-
probabilistic ~ sampling.  The
questionnaire will be distributed
online through various social
media applications such as
WhatsApp and Facebook. In

addition, researchers also
combined it with the distribution
of conventional questionnaires
that were printed and distributed
to public service offices such as
government  agencies,  sub-
districts, districts, educational
institutions, and  government
hospitals. Respondents were met
directly by researchers and
enumerators and filling out the
guestionnaire took 10-20 minutes.

3. Results

3.1 Respondent Demographics
Based on the results of the
questionnaire  distribution, the
demographics respondents will
show in table 1 below

Table 1 Respondent Demographics

Biographical Characteristics Respondent | Percentage
(%)

1 | Gender Male 198 46,05
Female 232 53,95

430 100
2 | Age < 25 years old 13 3,03
>25-35 years old 168 39,07
>35-45 years old 92 21,40
> 45-55 years old 80 18,60
>55 years old 77 17,90

430 100
3 | Work <1 Years 15 3,49
Experience | 1-3 Years 84 19,53
>3-6 Years 62 14,42
>6-10 Years 46 10,69
>10 Years 223 51,87

430 100
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Biographical Characteristics Respondent | Percentage
(%)
4 Staff 151 35,12
Position Supervisor; Assistant
manager; Supervisor;
Section Chief; Head of
Unit; and other equal
positions 72 16,74
Manager; Head of Section;
and other equal positions 40 9,30
Head of Bureau, Head of
Office; Head of Agency;
Head of Service; Director;
and equal leadership 18 4,19
Other Positions 149 34,65
430 100
Area Bengkulu City 176 40,93
Bengkulu Province apart
from the city of Bengkulu 21 4,88
City on the island of
Sumatra 53 12,33
City on the island of Java 154 35,82
Another city 26 6,04
430 100

Source: Primary Data,2021

Subjects who met the
requirements in this study were as
many as 430 people, who were
civil servants who worked in
government agencies in Bengkulu
City (40.93%), worked in
Bengkulu Province other than
Bengkulu City, such as North
Bengkulu, South Bengkulu and
Middle of Bengkulu (4.88%),
works in agencies located in other
cities on the island of Sumatra
(12.33%), in cities in Java Island
(35.82%) and Other Cities
(6.04%). The wide spread of the
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questionnaires carried out, and the
responses from various regions,
will get a variety of information
and the results of the research are
expected to be widely accepted.
Characteristics of research
subjects are permanent or organic
employees who have worked in
government agencies for less than
a year to more than 10 years, both
men and women with various
levels of education, with the
majority of respondents being
women.(53,95%). The positions
of the respondents varied from
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regular staff without having any
position (35.12%), Supervisor;
Assistant manager; Supervisor;
Section Chief; Head of Unit; and
other equal positions, up to
Manager; Head of Division; Head
of Bureau, Head of Office; The
Head of Agency, Head of Service,
Director, and Leadership (30.94)
and other positions (34.65%).
.Before the questionnaire
was distributed to 430
respondents, the  researcher
attempted to conduct a
preliminary  survey of 30
respondents to test the validity
and reliability of the
guestionnaire to be used. Validity
testing was carried out using
second order confirmatory factor
analysis (2ndCFA), and each

statement item must have a factor
0.50. Thus, indicators that do not
have a loading factor>loading of
0.50 are considered invalid and
will be eliminated. The next step
is to measure the reliability which
aims to determine the reliability
of respondents on each indicator
and the variants of the extract to
determine the size of the construct
variants formed by each indicator.
To measure the two tests, it is
obtained from the results of
standard loading and
measurement errors on the CFA
of each dimension by looking at
the construct reliability value that
is greater than 0.7.

Table 2. Validity and Reliability Test

Estimate C.R
IB6 <--- IB 727
IB5 <--- IB ,597 0,86674
IB4 <--- IB ,810
IB3 <--- IB ,848
B2 <--- IB 714
IB1 <--- IB 816
LIBS <--- LIB ,889 0,95031
LIB7 <--- LIB ,903
LIB6 <--- LIB 934
LIB5 <--- LIB 924
LIB4 <--- LIB ,891
LIB3 <--- LIB ,896
LIB2 <--- LIB ,893
LIB1 <--- LIB ,849
POP6 <--- POP ,882
POP5 <--- POP ,898 0,83909

© 2021 JPPW. All rights reserved
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Estimate C.R

POP4 <--- POP ,916

POP3 <--- POP ,909

POP2 <--- POP ,842

POP1 <--- POP ,817

JB4 <--- JB , 748 0,64704
JB3 <--- JB 779

JB2 <--- JB 147

JB1 <--- JB ,820

OP6 <--- OP ,642 0,81162
OP5 <--- OP ,759

OP4 <--- OP ,884

OP3 <--- OP ,875

OP2 <--- OP ,719

OP1 <--- OP ,569

Source: Primary Data,2020

Based on the table above, reliability requirements.

the dimensions and indicators of Therefore, to be able to analysis
constructs that have a the research hypothesis it is
standardized loading factor value necessary to test the suitability of
above 0.5, there are 30 indicators the overall model (Goodness of

out of five variables that have
good validity requirements. The
Construct Reliability (CR) of

Fit Index Full Model Structural).
The GOF evaluation of the
research model can be seen in the

dimensions and constructs an
average of above 0.7 indicates
that this indicator also has good

Table 3. Goodness of Fit Index

following table.

Goodness of fit index Cut-off Value | Estimasi Keterangan
Chi-square (%) Small 447,632 Good
Significance probability >0,05 0,000 Good
(p-value)

RMSEA <0,08 0,066 Good
GFI >0,90 0,842 Marjinal
AGFI >0,90 0,814 Marjinal
CMIN/DF <5,00 2,883 Good
TLI >0,95 0,927 Marjinal
CFI >0,95 0,934 Marjinal

© 2021 JPPW. All rights reserved
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Source: Hair,2014 and Primary
Data,2021

If seen in the table, all the
estimated values for the best fit of
the structural model have a good
value even though there are some
marginal ones such as TLI, CFlI,
AGFI, and GFI, but overall the
estimated structural model is
acceptable, so it can be said that
the relationship of various
constructs on this variable is a
relationship. structural. This can
be justified in the opinion of Hair
et al (2014) that the use of 4 - 5

considered sufficient to assess the
feasibility of a model, provided
that each of the criteria for the
goodness of fit is absolute fit
indices, incremental fit. indices,
and parsimony fit indices
represented.

3.2 Hyphotesis Test

The results of the calculation of
the hypothesis test with a direct
relationship that includes
hypotheses 1a-2b using Amos 23
are presented in the following
table.

goodness of fit

criteria

is

Table 4. Hypothesis Test Calculation Results 1a-2b

Hipotesis Estimate | SE. | C.R. P Result
la OP |<---| POP -,129 | ,030 | -4,250 | *** | Accepted
1b IB |<---| POP -,035 | ,022 | -1,555 | ,120 | Rejected
1c JB |<---| POP ,356 | ,041 | 8,610 | *** | Accepted
2a OP|<---| IB 459 | ,070 | 6,548 | *** | Accepted
2b OP|<---| JB -073 | ,041 | -1,796 | ,072 | Rejected
Source:Primary Data,2021

Hypothesis test will be accepted if
the value of Critical Ratio (CR)>
+ 1.96 and P value <0.05. The
results can be concluded that

based on the calculation results in
the table above, there are three
accepted hypotheses and two
rejected hypotheses.

Table 5. Hypothesis Test Calculation Results 3a-3c

Estimate S.E. C.R. P
IB <--> LIB ,284 ,051 5,560 faie
1B <--> POP -,110 ,072 -1,514 ,130
IB <--> JB -,122 ,059 -2,078 ,038

© 2021 JPPW. All rights reserved
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Estimate S.E. C.R. P
1B <--> OP ,310 ,050 6,179 kel
LIB <--> POP -,662 ,113 -5,861 kel
LIB <--> JB -,527 ,094 -5,627 kel
LIB <--> OP ,831 ,092 9,022 falaiel
POP <--> JB 1,153 ,155 7,422 falaiel
POP <--> OoP -,584 ,106 -5,499 Frk
JB <--> OoP -,356 ,084 -4,258 falalel

Source:Primary Data,2021

From the table above, it can
be seen that the value of the
Critical Ratio (CR) of the
perceived integrity of the leader
is> = 1.96 and the P-value of the
perception of the integrity of the
leader <0.05 in all relationships
so that it can be concluded that
the perception of the integrity of
the leader is negative compared to
the perception of the integrity of
the positive leader. a good
moderating variable. From these
results, the following conclusions
can be drawn:

From table 5 it can also be
seen that a negative leader's
perception of integrity compared
to a positive leader's perception of
integrity can moderate a good
relationship  with  employees'
perceptions of organizational
politics and organizational
performance. This causes
hypothesis 3a regarding the
negative influence of employee
perceptions of organizational
politics on organizational
performance to be higher when
the perception of the integrity of

© 2021 JPPW. All rights reserved

the leader is negative compared to
the perception of a positive
leader's integrity to be proven.
Although the direct relationship
that is formed between employees
'perceptions of  organizational
politics is not proven to reduce
employee innovative behaviour,
table 5 shows that perceptions of
leader's integrity are negative
compared to perceptions of
positive leader's integrity as
moderating variables have a
significant effect on employees'
perspectives on organizational
politics. and employee innovative
behaviour so that a moderating
effect takes shape. This causes
hypothesis  3b, namely the
negative influence of employee
perceptions of organizational
politics on innovative behaviour
will be higher when the
perception of the integrity of the
leader is negative compared to the
perception of the integrity of a
positive leader to be proven.

The  direct  relationship
between employees' perceptions
of organizational politics that can
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increase employee work stress
has been proven. It can also be
seen that a negative leader's
perception of integrity compared
to a positive leader's perception of
integrity is able to moderate a
good relationship with employees'
perceptions of organizational
politics and organizational
performance. This causes
hypothesis 3c regarding the
negative influence of employee
perceptions of organizational
politics on organizational
performance to be higher when
the perception of the integrity of
the leader is negative compared to
the perception of positive leader's
integrity to be proven.

4. Discussion

From the research results,
employee perceptions of
organizational politics can reduce
organizational performance. The
results of this study are supported
by many previous studies in both
the private and public sectors .
Employee perceptions of
organizational politics have an
impact on the emergence of

indicators of decreasing
organizational performance such
as decreasing individual

employee performance levels
(Atinga et al. 2014), decreasing
job satisfaction (Meisler &
Vigoda- Gadot 2014), decreased
organizational commitment,
(Atinga et al. 2014), low
absenteeism levels (Atinga et al.
2014), decreased morale (Danish

© 2021 JPPW. All rights reserved

et al. 2014), negative behavior
such as the desire to leave the
organization (Basir & Basim
2016) and neglect of duties (Javed
et al. 2014). In an environment
with a high political climate,
employees believe that their
ability and hard work will not
have an impact on the desired
goals (Rosen & Levy, 2013). It is
because the relationship between
contributions not under the
desired compensation is obscured
by politics within the organization
(Cropanzano et al., 1997). As an
effect, politics at work is seen as
something that causes injustice
(Hsiung et al., 2012; Rosen et al.,
2011).

From the research results
stated, employee perceptions of
organizational politics may not
necessarily  reduce employee
innovation behaviour. The results
of this study are supported by the
opinion of Chang et al (2009) and
Miller et al (2008), which state
that the influence that arises
between perceptions of
organizational politics is
subjectively limited to certain
conditions. Yang (2017) also
finds the fact that organizational,
political perspectives only have a
negative effect. if the organization
built has an organic structure.
This is because the organic
structure encourages flexibility so
that people are easy to change and
adapt quickly to changing
conditions. This  organization
emphasizes the importance of
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achieving high adaptability and
innovation. The findings of this
study are consistent with previous
research which states (Abbas et
al., 2014) that organizational
politics triggers stress on job
demands that prevent employees
from achieving desired innovative
performance or achievements. In
contrast, Yang (2017) also
explains that the perception of
organizational politics will be in
tune with innovation behavior if
the organization works within a
mechanical structure. This is
because when an organization
works  with a  mechanical
structure, employees tend to
already know and only follow the
existing procedures so that there
is minimal space for innovative
behaviour outside the existing
provisions.

Employees' perceptions
of organizational politics also
increase employee work stress.
The results of this study are
supported by previous studies
which found that organizational
politics can potentially be a
source of job stress for employees
(Rashid et al, 2013). This is due
to a highly political work
environment that not only lasts
for a moment but becomes a
recurring thing from time to time.
Gilmore et al. (1996) stated that
the perception of organizational
politics is a source of stress in the
workplace that causes conflict
both at the employee level and at
the organizational level.

© 2021 JPPW. All rights reserved

Cropanzano et al. (1997) in their
study found that the perspective
on organizational politics is
closely related to factors that
shape work stress, such as fatigue,
headaches, and high work
tension. Ferris et al. (1996) also
empirically examined a sample of
822 university employees and
found that political perceptions
are positively correlated with
work stress in the sense that the
higher political perceptions that
arise will have implications for
higher stress at work.

Innovative behaviour also
play a significant antecedent
which it can improve
organizational performance. The
innovation behavior itself from
the opinion of Wu, Parker & De
Jong (2014) is the behavior or
attitude of hard work of
individuals who create, introduce
or implement new ideas.
Innovation behavior starts from
the process of recognizing the
problem faced along with the
process of finding ideas or
solutions and ends with building
supporting factors for
implementing the idea (Yuan &
Woodman, 2010). From the
processes stated above,
innovation has been shown to
play an important role in
organizational ~ success  and
organizational performance (Hult
et al, 2004). Organizations
always try to increase the quantity
and quality of their innovations
by always stimulating
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organizational behavior which is
expected to improve
organizational performance. The
findings of this study are also
supported by several studies that
support innovation to have a
positive effect on organizational
performance (Artz et al., 2010;
Rosenbusch et al., 2011;).
Rosenbusch et al. (2011) also
show that innovation is needed in
improving the performance of
small and medium industries.
Other researchers in their findings
also stated that companies that
have innovative behavior tend to
have higher profits and have high
growth rates. (Li & Atuahene-
Gima, 2001). Chen et al. (2009)
emphasized in their opinion that
innovation orientation plays an
important role in facilitating

extraordinary company
performance,  especially  for
service companies. Other

researchers also confirm that my
industrial  segments rely on
innovation as an important factor
in winning the competition and
maintaining company
performance  (Jimenez-Jimenez
and Sanz-Valle, 2011; Luk et al.,
2008).

Besides that, work stress
does not affect organizational
performance at all. This is in line
with the opinion of Fontannaz &
Oosthuizen (2007) and Lin et al
(2014) who tested the effect of
job stress on organizational
performance where job stress
requirements can be positively

© 2021 JPPW. All rights reserved

correlated with organizational
performance if the achievement
of each employee's performance
has decreased. Deng et al (2019)
in their research findings suggest
that policy makers must be able to
reduce work stress for each
individual employee by
simplifying the work process and
changing the payroll structure
because it has a negative effect on
employee  performance even
though the effects of work stress
only correlate individually not
with the entire organization. Yang
et al (2018) also emphasized that
excessive workload will cause
work stress, which negatively
affects certain individuals who do
experience work stress. This does
not necessarily have an overall
effect on organizational
performances.

Negative influence of
employee perceptions of
organizational politics on
organizational performance will
be higher when the perception of
the integrity of the leader is
negative compared to the
perception of the integrity of a
positive leader. This is in line
with the findings of research
conducted by Ram & Prabhakar
(2010). From the results of their
research, it was concluded that
transactional  leadership  also
causes negative perceptions to
grow because politics plays a
crucial role in influencing
decisions in compensation and
positions. It causes organizational



159

Journal of Positive School Psychology

politics to affect employee
engagement and reduce their
motivation and performance.
Frustration will also arise in the
organization because decision-
making tends to be reactive and
slow. Organ (1988) argues that as
long as employees are treated
fairly by the organization, they
will perform well and by
themselves affect the
organisation's overall
performance. Conversely, a high
internal political atmosphere will
negatively affect the level of
performance because employees
may at times perceive leaders as
unprofessional and behave
unfairly in  making decisions
(Vigoda-Gadot, 2007). This will
cause a decrease in the integrity
of the leader because the leader
adopts a transactional leadership
style that builds a compensation
system that is not based on
performance. In the end, the
employee's desire to work will
decrease and the consequence is
that the performance will get
worse.

Another findings show
the negative influence of
employee perceptions of
organizational politics on
innovative  behavior will be
higher when the perception of the
leader's integrity is negative
compared to the perception of the
integrity of a positive leader,
which is not proven. Erkutlu &
Chafra (2016) argue that in
organizations that have a high

© 2021 JPPW. All rights reserved

political temperature,
compensation and all
organizational ~ resources are
closely related to proximity,
power, and other subjective
factors. Erkutlu & Chafra (2016)
also emphasized that the
existence of power distance
between leaders and subordinates
will make subordinates keep their
distance from the leader so that
the leader's integrity perception
becomes negative. Even so, in the
end, employees still try to behave
innovatively with a motive to get
rewards and develop innovative
behavior only to access resources
(Chang et al., 2009; Cropanzano
et al., 1997). This is because the
work  environment  becomes
unpredictable with unwritten rules
relying on power in politics to
achieve success. " (Hall et al.,
2004).

From the research results
stated, hypothesis 3c has been
proven, which means that the
positive influence of employee
perceptions of organizational
politics on employee work stress
will be higher when the
perception of the integrity of the
leader is negative compared to the
perception of the integrity of a
positive leader. Poon (2006) in
his research, said that employees
‘perceptions of politics will be
closely related to subordinates'
trust in superiors. Employees will
help their co-workers because
they expect to be rewarded for
their actions. In reality in a
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political environment, employees
cannot be sure they will be
rewarded for their actions. As a
consequence, employees will tend
to be selfish compared to helping
others because their trust in their
superiors to reward them is
reduced (Witt et al., 2002). Poon
(2006) also emphasized that trust
in superiors is reduced because
every action taken has political
motives and employees feel
treated unfairly and will increase
stress at work. (Ferris et al, 1996).

5.Conclusion

This study aims
to explain the causal relationship
between employee perceptions of
organizational politics  and
organizational performance,
explain the causal relationship
between employee work stress
and organizational performance,
explain the causal relationship
between employee innovative
behaviour and organizational
performance, explain  leader
integrity which moderates the
relationship between employee
perceptions of organizational
politics. and employee innovative
behaviour, explaining the
integrity of the leader which
moderates  the relationship
between employee perceptions of
organizational politics  and
employee work stress, and
explaining the integrity of the
leader which moderates the
relationship between employee

© 2021 JPPW. All rights reserved

perceptions of organizational
politics  and organizational
performance. The sample of this
research is Indonesian employees
both civil servants and private,
amounting to 430 people. Based
on the research conducted, it was
found that this research model
was appropriate to explain the
relationship  between variables
under what was stated in the
hypothesis. This can be seen from
the results of research where the
variable employee perceptions of
organizational politics can
significantly negatively affect
organizational performance.
Innovation behaviour also
positively affects the performance
of the organization. Leader
integrity can also moderate the
relationship between employee
perceptions of organizational
politics with job stress and
organizational performance.

Even so, about the
independent variable, perceptions
of organizational politics do not
significantly affect innovative
behaviour and job stress also does
not affect organizational
performance. As a moderating
variable, leader integrity also fails
to strengthen the relationship
between perceptions of
organizational politics  and
employee innovative behaviour.
There are various kinds of factors
that affect this relationship, such
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as job stress that only some
people experience so that it does
not significantly affect
organizational performance.
Besides, the political perspective
of the organization does not
directly touch employees who
rely on innovation in their work
so that it does not affect their
performance. Employees also
tend to be opportunistic and
selfish to gain rewards and
leaders formed through political
processes tend to be
transactional.

From the research results
obtained, the following
suggestions can be given. First,
perceptions of organizational
politics must be addressed by
leaders by ensuring that all
employees are treated equally and
system  reforms  such  as
promotions and compensation are
carried out transparently and
objectively without any political
process being an obstacle.
Another thing is the need for
coaching and mentoring processes
by superiors for their subordinates
to love the organization, build
new visions and ideas, and build
positive  thoughts.  This s
important to do to foster
innovative behaviour and reduce
work stress that can improve
overall organizational
performance. In addition, the
process of building closeness with
subordinates  will diminish
negative perceptions of the

© 2021 JPPW. All rights reserved

integrity of the leader in the eyes
of his subordinates.

The limitation in this
study is that the sample cannot
generalize the behaviour of all
employees given the different job
characteristics, work
environment, and  workload
among employees. Furthermore,
the method used is a cross-
sectional method based on certain
behaviour and time conditions
because of the limited time of the
study so that it is possible to
change the conditions of the time
in the future. Also, because of the
ability, cost, and relatively short
time of research, the research can
only focus on the relationship that
occurs between the four variables,
even though other factors may
have  contributed to  this
relationship.

6. Acknowledgements

We thank our colleagues from
Universitas Bengkulu, Indonesia
who provided insight and
expertise that greatly assisted the
research, although they may not
agree  with all of the
interpretations/conclusions of this
paper. The authors received no
direct funding for this research.

7. Reference
Abbas, M., Raja, U., Darr, W., &
Bouckenooghe, D. (2014).



Praningrum, et. al.

162

Combined Effects of
Perceived  Politics and
Psychological Capital on
Job Satisfaction, Turnover
Intentions, and Performance.
Journal of Management.
https://doi.org/10.1177/0149
206312455243

Abu Jarad, I., Yusof, N., & Wira

Mohd Shafiei, M. (2010).
The organizational
performance of housing
developers in Peninsular
Malaysia. International
Journal of Housing Markets
and Analysis.
https://doi.org/10.1108/1753
8271011049768

Akgunduz, Y. (2015). The

influence of self-esteem and
role stress on job
performance in hotel
businesses. International
Journal of Contemporary
Hospitality =~ Management.
https://doi.org/10.1108/1JCH
M-09-2013-0421

AL-Abrrow, H., Abdullah, H., &

Atshan, N. (2019). Effect of
organizational integrity and
leadership  behaviour on
organizational  excellence:
Mediator role of work
engagement.  International
Journal of Organizational
Analysis.
https://doi.org/10.1108/1J0
A-08-2018-1518

Alam, M. M., Johari, R. J., &

Said, J. (2018). An
empirical  assessment  of
employee integrity in the

© 2021 JPPW. All rights reserved

public sector of Malaysia.
International Journal  of
Ethics and Systems.
https://doi.org/10.1108/1JOE
S-01-2018-0006

Alzghoul, A., Elrehail, H,

Emeagwali, O. L. &
AlShboul, M. K. (2018).
Knowledge = management,
workplace climate,
creativity and performance:
The role of authentic
leadership.  Journal  of
Workplace Learning.
https://doi.org/10.1108/JWL
-12-2017-0111

Artz, K. W., Norman, P. M.,

Hatfield, D. E., & Cardinal,
L. B. (2010). A longitudinal
study of the impact of R&D,
patents, and product

innovation on firm
performance. Journal of
Product Innovation
Management.

https://doi.org/10.1111/j.154
0-5885.2010.00747.X

Atinga, R. A., Domfeh, K. A,

Kayi, E., Abuosi, A, &
Dzansi, G. (2014). Effects
of perceived workplace
politics in hospitals on
nurses’ behavioural
intentions in Ghana. Journal
of Nursing Management.
https://doi.org/10.1111/jonm
12178

Basar, U., & Basim, N. (2016). A

cross-sectional survey on
consequences of nurses’
burnout: moderating role of
organizational politics.



163

Journal of Positive School Psychology

Journal of  Advanced
Nursing.
https://doi.org/10.1111/jan.1

2958

Bos-Nehles, A., Bondarouk, T., &

Nijenhuis, K. (2017).
Innovative work behaviour
in knowledge-intensive
public sector organizations:
the case of supervisors in
the Netherlands fire
services. International
Journal of Human Resource
Management.
https://doi.org/10.1080/0958
5192.2016.1244894

Brenkert, G. G. (2004). The need

for corporate integrity. In
Corporate Integrity and
Accountability.
https://doi.org/10.4135/9781
452225685.n1

Brewer, G. A., & Selden, S. C.

(2000). Why  Elephants
Gallop:  Assessing and
Predicting  Organizational
Performance in  Federal
Agencies. Journal of Public
Administration Research
and Theory.
https://doi.org/10.1093/0xfo
rdjournals.jpart.a024287

Brunetto, Y., Teo, S. T. T., Farr-

Wharton, R., Shacklock, K.,
& Shriberg, A. (2017).
Individual and
organizational support: Does
it affect red tape, stress and
work outcomes of police
officers in the USA?
Personnel Review.
https://doi.org/10.1108/PR-

© 2021 JPPW. All rights reserved

12-2015-0319

Campbell, J. W., & Im, T. (2015).

Identification and Trust in
Public Organizations: A
communicative  approach.
Public Management Review.
https://doi.org/10.1080/1471
9037.2014.881531

Chang, C. H., Rosen, C., & Levy,

P. (2009). The relationship
between  perceptions  of
organizational politics and
employee attitudes, strain,
and behavior: A meta-
analytic examination.
Academy of Management
Journal.
https://doi.org/10.5465/AMJ
.2009.43670894

Chen, Y. S, Lin, M. J. J, &

Chang, C. H. (2009). The
positive effects of
relationship learning and
absorptive  capacity  on
innovation performance and
competitive advantage in

industrial markets.
Industrial Marketing
Management.

https://doi.org/10.1016/j.ind
marman.2008.12.003

Cheong, J. O., & Kim, C. (2018).

Determinants of
Performance in
Government: Focusing on
the Effect of Organizational
Politics and Conflicts in
Organizations. International
Journal of Public
Administration.
https://doi.org/10.1080/0190
0692.2017.1280818



Praningrum, et. al.

164

Chiang, F. F. T, Birtch, T. A,, &

Cho,

Kwan, H. K. (2010). The
moderating roles of job
control and  work-life
balance practices on
employee stress in the hotel
and  catering  industry.
International Journal  of
Hospitality =~ Management.
https://doi.org/10.1016/j.ijh
m.2009.04.005

H. T., & Yang, J. S. (2018).
How perceptions of
organizational politics
influence  self-determined
motivation: The mediating
role of work mood. Asia
Pacific Management
Review.
https://doi.org/10.1016/j.ap
mrv.2017.05.003

Coggburn, J. D., Battaglio, R. P.,

& Bradbury, M. D. (2014).
Employee job satisfaction

and organizational
performance: The role of
conflict management.

International Journal of
Organization Theory and
Behavior.
https://doi.org/10.1108/1JOT
B-17-04-2014-B005

Cohen, J., Holder-Webb, L.,

Nath, L., & Wood, D.
(2011). Retail investors’
perceptions of the decision-
usefulness of  economic
performance, governance,
and corporate social
responsibility  disclosures.
Behavioral Research in
Accounting.

© 2021 JPPW. All rights reserved

https://doi.org/10.2308/bria.
2011.23.1.109

Cropanzano, R., Howes, J. C.,

Grandey, A. A., & Toth, P.
(1997). The relationship of
organizational politics and
support to work behaviors,
attitudes, and stress. Journal
of Organizational Behavior.
https://doi.org/10.1002/(SIC
1)1099-
1379(199703)18:2<159::Al
D-JOB795>3.0.CO;2-D

Danish, R. Q., Humayon, A. A,

Aslam, N., Usman, A., &
Tarig,, M. . (2014).
Employee ’ s Perceptions of
Organizational Politics and
Stress at Workplace; A
Comparative ~ Study  of
Public and Private Sector
Universities. Research
Journal of Recent Sciences.

De Simone, S., Cicotto, G., Pinna,

R., & Giustiniano, L.
(2016). Engaging public
servants:  Public  service
motivation, work
engagement and  work-
related stress. Management
Decision.
https://doi.org/10.1108/MD-
02-2016-0072

Demir, F. (2017). Depolitization

of Bureaucracy: The Case of
Central and Eastern
European Countries.
International Journal of
Public Administration.
https://doi.org/10.1080/0190
0692.2015.1072556

Deng, J.,, Guo, Y., Ma, T., Yang,



165

Journal of Positive School Psychology

T., & Tian, X. (2019). How
job stress influences job
performance among Chinese
healthcare workers: A cross-
sectional study.
Environmental Health and
Preventive Medicine.
https://doi.org/10.1186/s121
99-018-0758-4

Dess, G. G., & Robinson, R. B.

(1984). Measuring
organizational performance
in the absence of objective
measures: The case of the
privately-held firm and
conglomerate business unit.
Strategic Management
Journal.
https://doi.org/10.1002/smj.
4250050306

Durst, S., Hinteregger, C., &

Zieba, M. (2019). The
linkage between knowledge
risk  management  and
organizational performance.

Journal of Business
Research.
https://doi.org/10.1016/j.jbu
sres.2019.08.002

Elbanna, S., Di Benedetto, C. A.,

& Gherib, J. (2015). Do
environment and intuition
matter in the relationship
between decision politics
and success? Journal of
Management and
Organization.
https://doi.org/10.1017/jmo.
2014.65

Erkutlu, H., & Chafra, J. (2016).

Impact of behavioral
integrity on organizational

© 2021 JPPW. All rights reserved

identification: The
moderating roles of power
distance and organizational
politics. Management
Research Review.
https://doi.org/10.1108/MR
R-01-2015-0011

Evans, M. (2012). Beyond the

integrity ~ paradox-towards
“good enough” governance?
Policy Studies.
https://doi.org/10.1080/0144
2872.2011.637324

Fernandez, S., & Moldogaziev, T.

(2013). Using employee
empowerment to encourage
innovative behavior in the
public sector. Journal of
Public Administration
Research and  Theory.
https://doi.org/10.1093/jopar
t/mus008

Ferris, G. R., Frink, D. D,

Galang, M. C., Zhou, J.,
Kacmar, K. M., & Howard,
J. L. (1996). Perceptions of
organizational politics:
Prediction, stress-related
implications, and outcomes.
Human Relations.
https://doi.org/10.1177/0018
72679604900206

Fontannaz, S., & Oosthuizen, H.

(2007). The development of
a conceptual framework to
guide sustainable
organizational performance.
South African Journal of
Business Management.
https://doi.org/10.4102/sajb
m.v38i4.590

GAO, Z.,, & ZHAO, C. (2014).



Praningrum, et. al.

166

Does Organizational Politics
at the Workplace Harm

Employees’

Performance? A Person-

Organization

Perspective. Acta
Psychologica Sinica.
https://doi.org/10.3724/sp.].

1041.2014.01124

Garg, S., & Dhar, R. (2017).
Employee service

innovative behavior:

roles of leader-member
exchange (LMX), work

engagement, and

autonomy. International
Journal  of  Manpower.
https://doi.org/10.1108/1JM-

04-2015-0060

Gaus, N., Sultan, S., & Basri, M.
(2017). State Bureaucracy in
Indonesia and its Reforms:
An Overview. International
Journal of Public

Administration.

https://doi.org/10.1080/0190

0692.2016.1186179

Ghosh, D., & Wu, A. (2012). The

effect of positive
negative  financial

nonfinancial ~ performance
measures on  analysts’

recommendations.
Behavioral Research
Accounting.

https://doi.org/10.2308/bria-

10283

Gilmore, D. C., Ferris, G. R,,
Dulebohn, J. H., & Harrell-
Cook, G. (1996).
Organizational Politics and
Employee Attendance.

© 2021 JPPW. All rights reserved

Group and Organization
Management.
https://doi.org/10.1177/1059
601196214007

Gotsis, G., & Kortezi, Z. (2011).

Bounded self-interest: A
basis for constructive

organizational politics.
Management Research
Review.
https://doi.org/10.1108/0140
9171111117889

Gull, S., & Zaidi, A. A. (2012).

Impact of Organizational
Politics on Employees > Job
Satisfaction in the Health
Sector of Lahore Pakistan.
Interdisciplinary Journal of
Contemporary Research In
Business.

Guthrie, R., Ciccarelli, M., &

Babic, A. (2010). Work-
related stress in Australia:
The effects of legislative
interventions and the cost of

treatment. International
Journal of Law and
Psychiatry.

https://doi.org/10.1016/j.ijlp.
2009.12.003

Hair, J., Black, W., Babin, B., &

Anderson, R. (2014).
Multivariate data analysis:
Pearson New International
Edition (7th Edition). In
Edinburgh Gate Harlow,
Pearson Education Limited.

Hall, A. T., Hochwarter, W. .,

Ferris, G. ., & Bowen, M. .
(2004). The Dark Side of
Politics in Organizations. In
A. O.-K. Ricky W. Griffin



167

Journal of Positive School Psychology

(Ed.), The Dark Side of
Organizational Behavior
(pp. 237-261). John Wiley

& Sons, 2004.

Hendri, M. 1. (2019). The
mediation effect of job
satisfaction and

organizational commitment
on the  organizational
learning effect of the
employee performance.
International Journal  of
Productivity and
Performance Management.
https://doi.org/10.1108/1JPP
M-05-2018-0174

Hsiung, H. H., Lin, C. W., & Lin,
C. S. (2012). Nourishing or
suppressing? The
contradictory influences of
perception of organizational
politics on organizational

citizenship behaviour.
Journal of Occupational
and Organizational
Psychology.

https://doi.org/10.1111/j.204
4-8325.2011.02030.x

Hult, G. T. M., Hurley, R. F., &
Knight, G. A. (2004).
Innovativeness: Its
antecedents and impact on
business performance.
Industrial Marketing
Management.
https://doi.org/10.1016/j.ind
marman.2003.08.015

Ibarra Cisneros, M. A. &
Hernandez-Perlines, F.
(2018). Intellectual capital
and Organization
performance in the

© 2021 JPPW. All rights reserved

manufacturing  sector of
Mexico. Management
Decision.
https://doi.org/10.1108/MD-
10-2017-0946

Javed, M., Abrar, M., Bashir, M.,
& Shabir, M. (2014). Effect
of Perceived Organizational
Politics and Core Self
Evaluation on  Turnover
Intention: A South Asian
Perspective.  International
Journal of Human Resource
Studies.
https://doi.org/10.5296/ijhrs.
v4i2.5791

Jennifer M. George, G. R. J.
(2011). Understanding and
Managing  Organizational
Behavior, 6th Edition. In
Academy of Management

Journal.
Jiménez-Jiménez, D., & Sanz-
Valle, R. (2011).

Innovation, organizational
learning, and performance.

Journal of Business
Research.
https://doi.org/10.1016/j.jbu
sres.2010.09.010

Kacmar, K. M., & Carlson, D. S.
(1997). Further validation of
the perceptions of politics
scale (pops): A multiple
sample investigation.
Journal of Management,
23(5), 627-658.
https://doi.org/10.1177/0149
20639702300502

Kim, T., & Chang, J. (2019).
Organizational culture and
performance: a macro-level



Praningrum, et. al.

168

longitudinal study.
Leadership and
Organization Development
Journal.
https://doi.org/10.1108/LOD
J-08-2018-0291

Kirya, M. T. (2020). Promoting

anti-corruption,
transparency and
accountability in the
recruitment and promotion
of health workers to
safeguard health outcomes.
In Global Health Action.
https://doi.org/10.1080/1654
9716.2019.1701326

Kohler, C., Sofka, W., & Grimpe,

C. (2012). Selective search,
sectoral patterns, and the

impact on product
innovation performance.
Research Policy.

https://doi.org/10.1016/j.res
pol.2012.03.020

Komisi Pemberantasan Korupsi.

(2018). Laporan ilmiah
gabungan 2018.
https://www.kpk.go.id/imag
es/01/Laporan-limiah-
Gabungan-SPI-2018---
Indonesia.pdf

Lambert, E. G., Hogan, N. L.,

Camp, S. D., & Ventura, L.
A. (2006). The impact of
work-family  conflict on
correctional staff: A
preliminary  study. In
Criminology and Criminal
Justice.
https://doi.org/10.1177/1748
895806068572

H., & Atuahene-Gima, K.

© 2021 JPPW. All rights reserved

(2001). Product innovation
strategy and the
performance of new
technology  ventures in
China. In Academy of
Management Journal.
https://doi.org/10.2307/3069
392

Luk, C. L., Yau, O. H. M., Sin, L.

Y. M., Tse, A. C. B., Chow,
R. P. M, & Lee, J. S. Y.
(2008). The effects of social
capital and organizational
innovativeness in different

institutional contexts.
Journal of International
Business Studies.

https://doi.org/10.1057/palgr
ave.jibs.8400373

Luoh, H. F., Tsaur, S. H., &

Tang, Y. Y. (2014).
Empowering employees:
Job  standardization and
innovative behavior.
International  Journal of
Contemporary  Hospitality
Management.
https://doi.org/10.1108/1JCH
M-03-2013-0153

Meisler, G., & Vigoda-Gadot, E.

(2014). Perceived
organizational politics,
emotional intelligence and
work outcomes: Empirical
exploration of direct and
indirect effects. Personnel
Review.
https://doi.org/10.1108/PR-
02-2012-0040

Miller, B. K., Rutherford, M. A,

& Kolodinsky, R. W.
(2008).  Perceptions  of



169 Journal of Positive School Psychology

organizational politics: A pro.2014.06.034
meta-analysis of outcomes. Oyemomi, O., Liu, S., Neaga, I.,
Journal of Business and Chen, H., & Nakpodia, F.
Psychology. (2019). How cultural impact
https://doi.org/10.1007/s108 on  knowledge sharing
69-008-9061-5 contributes to organizational
Newton, A. N. (2015). Executive performance: Using the
compensation, fsQCA approach. Journal of
organizational performance, Business Research.
and governance quality in https://doi.org/10.1016/j.jbu
the absence of owners. sres.2018.02.027
Journal  of  Corporate Palanski, M. E., & Yammarino, F.
Finance. J. (2007). Integrity and
https://doi.org/10.1016/j.jcor Leadership:. Clearing the
pfin.2014.12.016 Conceptual Confusion.
O’Byrne, L., Miller, M., Douse, European Management
C., Venkatesh, R., & Journal.
Kapucu, N. (2014). Social https://doi.org/10.1016/j.emj
Innovation in the Public .2007.04.006
Sector: The Case of Seoul Pang, K., & Lu, C. S. (2018).
Metropolitan  Government. Organizational motivation,
Journal of Economic and employee job satisfaction
Social Studies. and organizational
https://doi.org/10.14706/jec performance: An empirical
0ss11414 study of container shipping
Organ, D. W. (1988). A companies in  Taiwan.
Restatement of the Maritime Business Review.
Satisfaction-Performance https://doi.org/10.1108/MA
Hypothesis.  Journal  of BR-03-2018-0007
Management. Park, J., & Kim, S. (2017). Pay
https://doi.org/10.1177/0149 Dispersion and
20638801400405 Organizational Performance
Othman, R., Omar, N., Azam, A., in Korea: Curvilinearity and
Ibrahim, S., Faroug, W. A., the Moderating Role of
Rustam, N., & Aris, N. A. Congruence with
(2014). Influence of Job Organizational Culture.
Satisfaction and Codes of International  Journal  of
Ethics on Integrity among Human Resource
Police Officers. Procedia - Management.
Social and  Behavioral https://doi.org/10.1080/0958
Sciences. 5192.2015.1126331
https://doi.org/10.1016/j.sbs Parzefall, M.-R., Seeck, H., &

© 2021 JPPW. All rights reserved



Praningrum, et. al.

170

Leppanen, A. (2008).
Employee innovativeness in
organizations: A review.
Liiketaloudellinen
Aikakauskirja.

Pawirosumarto, S., Sarjana, P. K.,
& Gunawan, R. (2017). The
effect of work environment,
leadership style, and
organizational culture
towards job satisfaction and
its  implication  towards
employee performance in
Parador hotels and resorts,
Indonesia. International
Journal of Law and
Management.
https://doi.org/10.1108/1JL
MA-10-2016-0085

Peng, T. J. A., Pike, S., & Roos,

G. (2007). Intellectual
capital and performance
indicators: Taiwanese
healthcare sector. Journal of
Intellectual Capital.
https://doi.org/10.1108/1469
1930710774902

Pinho, J. C., Rodrigues, A. P., &
Dibb, S. (2016). The role of
corporate culture, market

orientation and
organizational commitment
in organizational
performance The.

International Journal for
Researcher Development.

Poon, J. M. |. (2006). Trust-in-
supervisor —and  helping
coworkers: Moderating
effect of perceived politics.
Journal of Managerial
Psychology.

© 2021 JPPW. All rights reserved

https://doi.org/10.1108/0268
3940610684373

Poon, J. M. L. (2013). Effects of
benevolence, integrity, and

ability on trust-in-
supervisor. Employee
Relations.

https://doi.org/10.1108/ER-
03-2012-0025

Purcell, M. E., & Hawtin, M.
(2010). Piloting external
peer review as a model for
performance improvement
in third-sector organizations.
In Nonprofit Management

and Leadership.
https://doi.org/10.1002/nml.
258

Ram, P., & Prabhakar, G. V.
(2010). Leadership styles
and perceived organizational
politics as predictors of
work related outcomes.
European Journal of Social
Sciences.

Rashid, U., Karim, N., Rashid, S.,
& Usman, A. (2013).
Employee?s Perception of
Organizational Politics and
its Relationship with Stress.
Asian Journal of Business
Management.
https://doi.org/10.19026/ajb
m.5.5319

Rayner, J., & Espinoza, D. E.
(2016). Emotional labour
under public management
reform: an exploratory study
of school teachers in
England. International
Journal of Human Resource
Management.



171

Journal of Positive School Psychology

https://doi.org/10.1080/0958
5192.2015.1093014

Rosen, C. C.,, & Levy, P. E.

(2013). Stresses, Swaps, and
Skill:  An Investigation of
the Psychological Dynamics
That Relate Work Politics to
Employee Performance.
Human Performance.
https://doi.org/10.1080/0895
9285.2012.736901

Rosenbusch, N., Brinckmann, J.,

& Bausch, A. (2011). Is
innovation always
beneficial? A meta-analysis
of the relationship between
innovation and performance
in  SMEs. Journal of
Business Venturing.
https://doi.org/10.1016/j.jbu
svent.2009.12.002

Schiehll, E., & Bellavance, F.

(2009). Boards of directors,
CEO ownership, and the use
of non-financial
performance measures in the
CEO bonus plan. Corporate
Governance: An
International Review.
https://doi.org/10.1111/j.146
7-8683.2008.00723.x

Scott, S. G., & Bruce, R. A.

(1994). Determinants of
Innovative Behavior: A Path

Model of Individual
Innovation in the
Workplace. Academy of
Management Journal.

https://doi.org/10.5465/2567
01

Simons, T., Friedman, R., Liu, L.

A., & MclLean Parks, J.

© 2021 JPPW. All rights reserved

(2007). Racial differences in
sensitivity to  behavioral
integrity: Attitudinal
consequences, in-group
effects, and “trickle down”
among Black and non-Black
employees.  Journal  of
Applied Psychology.
https://doi.org/10.1037/0021
-9010.92.3.650

Singh, A. ., Singh, A. K, &

Gupta, V. K. (2011). Role of
Stress and Locus of Control
in Job Satisfaction Among
Middle Managers. IUP
Journal of Organizational
Behavior.

Slatten, T., Svensson, G., &

Sveeri, S. (2011).
Empowering leadership and
the influence of a humorous
work climate on service
employees’ creativity and
innovative  behaviour in
frontline  service  jobs.
International Journal of
Quality and Service
Sciences.
https://doi.org/10.1108/1756
6691111182834

Soans, A., & Abe, M. (2016).

Bribery, corruption and
bureaucratic hassle:
Evidence from Myanmar.
Journal of Asian Economics.
https://doi.org/10.1016/j.asie
€0.2016.04.003

Terblanche, N. S., Gerber, C.,

Erasmus, P., & Schmidt, D.
(2013). Marketing
perspective on the impact of
financial and non-financial



Praningrum, et. al.

172

Tlaiss, H. A.

Turner, M.,

measures on shareholder
value. South African Journal
of Economic and
Management Sciences.
https://doi.org/10.4102/saje
ms.v16i2.368

Thurlings, M., Evers, A. T., &

Vermeulen, M. (2015).
Toward a Model of
Explaining Teachers’
Innovative  Behavior: A

Literature Review. Review
of Educational Research.
https://doi.org/10.3102/0034
654314557949

(2013). Job
satisfaction ~ of  women
managers in Lebanon: The
effect of organizational
factors in the services
industry. International
Journal of Cross Cultural
Management.

https://doi.org/10.1177/1470
595813484309

Tseng, L. M., & Kang, Y. M.

(2015). Anti-harassment
policy, manager integrity
and intention to report
customer sexual harassment
a taiwanese case study.
Leadership and
Organization Development
Journal.
https://doi.org/10.1108/LOD
J-12-2013-0157

Prasojo, E., &
Sumarwono, R. (2019). The
challenge of reforming big
bureaucracy in Indonesia.
Policy Studies.
https://doi.org/10.1080/0144

© 2021 JPPW. All rights reserved

Van

2872.2019.1708301

De Walle, S. (2008).
Comparing the performance
of national public sectors:

Conceptual problems.
International  Journal  of
Productivity and

Performance Management.
https://doi.org/10.1108/1741

0400810867535

Verhoest, K., Verschuere, B., &
Bouckaert, G.  (2007).
Pressure, legitimacy, and
innovative  behavior by
public organizations.
Governance.

https://doi.org/10.1111/j.146
8-0491.2007.00367.x

Vigoda-Gadot, E. (2007).
Leadership style,
organizational politics, and
employees’  performance:
An empirical examination of
two competing  models.
Personnel Review.
https://doi.org/10.1108/0048
3480710773981

Vigoda, E. (2000). Organizational

Politics, Job Attitudes, and
Work Outcomes:
Exploration and
Implications for the Public
Sector. Journal of
Vocational Behavior.
https://doi.org/10.1006/jvbe.
1999.1742

Vila, L. E., Pérez, P. J., & Coll-

Serrano, V. (2014).
Innovation at the workplace:
Do professional
competencies matter?
Journal of Business



173 Journal of Positive School Psychology
Research. Association between
https://doi.org/10.1016/j.jbu insomnia and job stress: A
sres.2013.11.039 meta-analysis. Sleep and

Wickramasinghe, V. (2016). The
mediating effect of job
stress in the relationship
between work-related
dimensions and  career
commitment. Journal of
Health, Organisation and
Management.
https://doi.org/10.1108/JHO
M-06-2014-0094

Witt, L. A., Burke, L. A., Barrick,
M. R., & Mount, M. K.
(2002). The interactive
effects of conscientiousness
and agreeableness on job
performance. The Journal of
Applied Psychology.
https://doi.org/10.1037/0021
-9010.87.1.164

Wong, S., & Pang, L. (2003).
Motivators to creativity in
the  hotel industry -
Perspectives of managers
and supervisors. Tourism
Management.
https://doi.org/10.1016/S026
1-5177(03)00004-9

Wu, C. H., Parker, S. K., & de
Jong, J. P. J. (2014). Need
for  Cognition as an
Antecedent of Individual
Innovation Behavior.
Journal of Management.
https://doi.org/10.1177/0149
206311429862

Yang, B., Wang, Y., Cui, F.,
Huang, T., Sheng, P., Shi,
T., Huang, C., Lan, Y., &
Huang, Y. N. (2018).

© 2021 JPPW. All rights reserved

Breathing.
https://doi.org/10.1007/s113
25-018-1682-y

Yang, C. L., & Hwang, M.

(2014). Personality traits
and simultaneous reciprocal
influences  between  job
performance and job
satisfaction. Chinese
Management Studies.
https://doi.org/10.1108/CMS
-09-2011-0079

Yang, F. (2017). Better

understanding the
perceptions of
organizational politics: its
impact under different types
of work unit structure.
European Journal of Work
and Organizational
Psychology.
https://doi.org/10.1080/1359
432X.2016.1251417

Yuan, F., & Woodman, R. W.

(2010). Innovative behavior
in the workplace: The role
of performance and image
outcome expectations.
Academy of Management
Journal.
https://doi.org/10.5465/amj.
2010.49388995

Yunis, M., Tarhini, A., & Kassar,

A. (2018). The role of ICT
and innovation in enhancing
organizational performance:
The catalyzing effect of
corporate entrepreneurship.
Journal of Business



Praningrum, et. al. 174

Research.
https://doi.org/10.1016/j.jbu
sres.2017.12.030

© 2021 JPPW. All rights reserved



