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Abstract

Innovation is an effort to increase the companies' competitiveness in Indonesia in the era of the ASEAN Economic
Community and confront the fourth industrial era. Innovative work behavior is an organization's methods to
implement innovations and improve performance, excellence, competitiveness, and confront changes in the
dynamic external environment. This study aims to examine the effect of self-construal and goal orientation on
innovative work behavior by testing hypotheses using multiple regression analysis. Data collection in this study
uses an innovative work behavior scale, self-construal scale, and goal orientation scale, an online survey method
filled by 168 employees working in the manufacturing industry sectors in Indonesia. The results show that self-
construal and goal orientation have a positive effect on innovative work behavior, enhancement in self-construal,
and goal orientation to increase employees' innovative work behavior—the contribution of goal orientation
significant higher for employees' innovative work behavior than for self-construal contributions. Individuals with
goal orientations can help organizations to develop innovation through innovative work behavior.

Keywords: self-construal; goal orientation; innovative work behavior
Abstrak

Inovasi disebut sebagai upaya yang dapat mendongkrak daya saing perusahaan yang ada di Indonesia dalam era
Masyarakat Ekonomi ASEAN dan menghadapi era industri keempat. Perilaku kerja karyawan adalah salah satu
cara yang dapat digunakan organisasi dalam menerapkan inovasi untuk meningkatkan kinerja, keunggulan, daya
saing, dan menghadapi perubahan lingkungan eksternal yang dinamis. Penelitian ini bertujuan untuk menguiji
peran dari self-construal dan goal orientation terhadap perilaku kerja inovatif dengan pengujian hipotesis
menggunakan analisis regresi berganda. Pengambilan data pada penelitian ini menggunakan Skala Perilaku Kerja
Inovatif, Skala Self-Construal, dan Skala Goal Orientation melalui survei daring yang diisi oleh 168 orang
karyawan yang bekerja di perusahaan sektor industri manufaktur yang ada di Indonesia. Hasil penelitian ini
mengindikasikan bahwa self-construal dan goal orientation berperan secara positif terhadap perilaku kerja
inovatif, peningkatan self-construal dan goal orientation berdampak peningkatan perilaku kerja inovatif
karyawan. Kontribusi goal orientation lebih besar terhadap perilaku kerja inovatif karyawan daripada kontribusi
self-construal. Individu dengan goal orientation dapat membantu organisasi untuk mengembangkan inovasi
melalui perilaku kerja inovatifnya.

Kata kunci: self-construal; goal orientation; perilaku kerja inovatif

INTRODUCTION (International Labor Organization, 2017).

Kleysen and Street (2001), in their research,

The low level of individual readiness for
technology is the reason Indonesia falls
behind in innovation, and this has led to the
narrowing of innovative activities occurring
in Indonesia (Schwab, 2017). A survey
conducted by the International Labor
Organization shows that companies in
Indonesia encounter obstacles in increasing
innovation caused by a lack of skilled labor

found a relationship between innovation and
the innovative work behavior of employees.
Getz and Robinson (2003) found that in
practice, 80% of ideas for improving company
performance derived from employees, and
only 20% of ideas emerge from improvement
activities planned by the company.

The minister of industry argues that to
increase the companies' competitiveness,
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Indonesia needs to strengthen innovation in
the industrial sector (KEMENPERIN, 2017).
Indonesia is in a period of "demographic
bonus,” which means that a productive age
population is more than the young and the
elderly. This situation becomes an
opportunity, and all together challenges to
provide the workforce with innovation power
(KEMENAKER, 2016b). The minister of
manpower added that employees need to
initiate innovation in the business world to
increase company productivity
(KEMENAKER, 2016a). Madrid (2013)
states that the main characteristics of
innovation are the novelty of an idea, process,
and product, the application of new ideas into
the process or product, the potential benefits
found from the novel idea and showing the
results of the novel idea.

Several studies showed the importance of
innovative work behavior for organizations,
workgroups, and individuals. Many studies
demonstrated that innovative work behavior
in employees could help organizations
achieve competitive advantage (Doner, 2012),
it can be a significant source in increasing
company competitiveness (Hana, 2013) and
perform a function as a facilitator for the
results of innovation strategies in product
planning and development (Leong & Rasli,
2014; Etikariena, 2018). More, Ornek and
Ayas (2015) suggested that if innovative work
behavior integrates with human resources,
customer  service, and organizational
structure, which is intellectual capital, it will
impact increasing organizational business
performance. Li and Hsu (2016) suggest that
innovative work behavior could solve
customer service problems. In parallel, Dewi,
Yuniasanti, and Prahara (2017) and Yulianti
(2016) suggested that improving the quality of
relationships within organizations is essential
for innovative work behavior.

Furthermore, Doner (2012) consider the
innovative work behavior in workgroups and
suggested that innovative work behavior
impacts the superiors' or managers' job
effectiveness, belonging to individual
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workgroups. Doner (2012) and Afsar and
Badir (2015) also support the importance of
innovative work behavior for the individuals
and declare their recommendation about the
innovative work behavior through their
research. They suggest that innovative work
behavior can improve employee performance.
The concept of innovative work behavior has
developed rapidly, and many researchers
examine everything related to innovative
work behavior. West and Farr (in De Jong &
Den Hartog, 2010) suggest that innovative
work behavior is deliberate individual
behavior, which aims to achieve the initiation
and introduction of new and useful ideas,
processes, products, or procedures, which are
usually shown in work, group roles, or
organization. De Jong (2007) and Susrini,
Muis, and Wahda (2019) suggest that
innovative work behavior is individual
behavior that leads to the initiation and
introduction of new ideas, processes,
products, or procedures and is useful in work,
group or organizational roles. Logahan,
Indrajaya, and Proborini (2014) suggest that
innovative work behavior plays an essential
role in increasing organizational
effectiveness.

studies demonstrate that several
factors influence individual behavior in
making innovations in  organizations,
workgroups, and individuals. The factors
existing in organizations encompass effort-
reward fairness and reward systems (Cingoz
& Akdogan, 2011; De Jong, 2007; Janssen,
2000; Zhou &  Velamuri, 2018),
organizational culture, empowerment,
organizational structure (Cingoz, & Akdogan,
2011; Taghipour & Dezfuli, 2013),
organizational situational aspects (Soebardi,
2012), organizational memory and knowledge
(Etikariena & Muluk, 2014; Ong, Wan, &
Chng, 2003), intellectual capital (Ornek &
Ayas, 2015), and organizational-fit (Afsar &
Badir, 2015). Workgroup factors include
leadership roles, leader-member exchange
(Scott & Bruce 1994; Scott & Bruce, 1998),
leader or managerial support (Basu & Green,
1997, Cingoz & Akdogan, 2011),

Several
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consultation, delegation, and monitoring
employee behavior conducted by
participatory leaders (De Jong 2007; De Jong
& Den Hartog, 2010), good relations between
employees and SUpervisors, open
communication (Cingoz & Akdogan, 2011;
Yuan & Woodman, 2010), supervisor
behavior ~ (Dorner,  2012), relational
leadership, transformational, and
transactional (Akram, Lei, & Haider, 2016;
Chatchawan, Trichandhara, & Rinthaisong,
2017; Contreras, Espinosal, Dornberger, &
Acosta, 2017). Individual factors include
work autonomy (Bysted, 2013; De Jong,
2007; Krause, 2004), job involvement
(Tastan, 2013), job satisfaction (Bysted, 2013;
Taghipour &  Dezfuli, 2013), job
requirements, job characteristics (Cingoz &
Akdogan, 2011; De Jong, 2007; Yuan &
Woodman, 2010), individual emotional
involvement, individual differences (Cingoz
& Akdogan, 2011; Contreras et al., 2017), and
individual personalities such as proactive,
self-efficacy,  self-construal, and goal
orientation (Afsar & Badir, 2014; Alexander
& Knippenberg, 2014; De Jong, 2007; Gao,
2017; Qian, 2015; Tastan, 2013).

This study aims to correlate individual factors
influencing employee innovative work
behavior, including self-construal and goal
orientation. Research on innovative work
behavior indirectly influenced by the self-
construal factor was conducted by Afsar and
Badir (2014). They try to correlate
transformational leadership with innovative
work behavior with self-construal as one of
the variables. The results show that the
relationship between transformational
leadership and innovative work behavior is
more significant for employees with
interdependent self-construals than
employees with independent self-construals.
This result refers to the theory that individuals
with interdependent self-construals have
(better) social relationships. Therefore, they
persuade colleagues to support their ideas and
apply the new idea easier than individuals
with independent self-construals. Qian (2015)
suggests that individuals with autonomy can
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actively implement innovations in the
company. According to Markus and Kitayama
(1991), individuals with autonomy are
individuals with independent self-construals.

The concept of self-construal was first
proposed by Markus and Kitayama (1991) to
conceptualize cultural differences between
individualism and collectivism at the
individual  level.  Self-construal is a
relationship between oneself and others and
especially to what extent individuals notice
themselves as a discrete portion from others or
as a part connected with other people
(Adriansyah, Aulia, Apriliyani, Puspita RC, &
Muhliansyah, 2018; Cherniece, Dwivedi, &
Slade, 2017; Singelis, 1994). Self-construal as
a constellation of perceptions, feelings, and
actions regarding the extent to which oneself
is independent of others or interdependent
with others (Bawono, 2016; Cross et al., 2011;
Gavreliuc & Ciobota, 2013; Khairunnisa,
2017; Markus & Kitayama, 1991; Ramadhan
& Ardias, 2019; Greetings, 2018; Siswanto,
2018). Markus and Kitayama (1991) suggest
that individuals with self-construals also have
flexibility, social skills, and closeness to
groups. These abilities affect individuals in
proposing new ideas. Individuals with self-
construals strive for new ideas by convincing
colleagues and superiors. It enables co-
workers and superiors to support the new idea
to be applied in the work program. Fakhri
(2017) argues that high self-construal plays a
role in increasing self-control.

Markus and Kitayama (1991) differentiate

self-construal  into  two  dimensions:
independent, self-construal, and
interdependent.  Behaviors  characterize

individuals with independent self-construal
are formed based on thoughts, feelings, and
actions from within themselves, not based on
the thoughts, feelings, and actions of others
around them. An important aspect of
independent self-construal is the concept of
self as an autonomous and independent
person. Individuals with interdependent self-
construals are individuals understanding
themselves as part of social relationships. The
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uniqueness of the interdependent individual
emerges from the developed type of
relationships with others.

Consequently, when organizations need
innovation, the independent or autonomous
individuals will be open and readily explore
their work environment, identify arising gaps
or problems, and then propose or come up
with ideas to solve them. Meanwhile,
interdependent individuals tend to be more
flexible in their behavior. Individuals can
adapt to other people and are more adaptive to
changing situations.

Furthermore, besides self-construal, goal
orientation also indirectly influences the
individual's innovative work behaviour.
Research conducted by Alexander and
Knippenberg (2014) suggests that innovation
provides  learning  opportunities  for
individuals with goal orientation and
willingness to accept a higher risk of failure in
the innovation development process. Qian
(2015) argues that once an organization
introduces innovation, employees with
different goal orientations will respond and
evaluate innovation in different ways and face
it in different ways. Klein et al. (In Qian,
2015) state that goal orientation is one of the
critical factors in the process and
implementation of innovation. Montani,
Odoardi, & Battistelli (2014) suggest that
individuals with learning goal orientation can
perceive planning positively and significantly
related to innovative work behaviour. Goal
orientation plays a vital role in increasing
subjective well-being (Desiningrum, 2016)
and happiness (Dini, 2019).

Dweck (in VandeWalle, 1997) was the first to
introduce the concept of goal orientation. This
concept explains that individuals with a goal
orientation are individuals who are open to
development and demonstrate the ability to
achieve something. Brett and VandeWalle
(1999) suggest that goal orientation is the
concept of an individual's mental framework
in interpreting and responding to an
achievement. Goal orientation is a goal
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underlying behavior change (Dluha &
Solicha, 2018; Mariyanti, 2015; Nuraeni &
Yanuvianti, 2018). VandeWalle (1997) states
that goal orientation consists of three
dimensions: learning goal orientation, prove
(performance) goal orientation, and avoid
(performance) goal orientation. Learning goal
orientation is the desire to develop self
personally by acquiring new skills, mastering
new situations, and increasing competence.
Prove goal orientation is the desire to prove
self-competence and to get a proper
assessment of it. Avoid goal orientation is a
desire to avoid denial of self-competence and
to avoid negative judgments about it
Individuals with a goal orientation are
individuals who are open to development and
demonstrate their ability to achieve situations
(VandeWalle, 1997). Thus, individuals will
demonstrate their abilities in various ways to
ensure that the individuals fully accomplished
the final result of a job. In confronting
challenges, individuals with a goal orientation
will identify problems and then propose ideas
to solve them. Afterward, if the individuals
can figure out the problem using the idea, he
will apply the idea to solve the existing
problem. In an achievement, individuals will
raise behavior correlating with innovative
work behavior, showing the ability to achieve
their ultimate work-goals.

Based on the previously described
explanation, innovative work behavior is
essential for the organization, workgroup, or
individual in their occupation. Most of the
research on innovative work behavior
correlates with workgroup factors, which are
related to leadership styles and colleagues'

support toward individuals' innovation.
Research on the relationship between
individual factors and innovative work

behavior has not been widely conducted. The
study's limitation is a consideration for
researchers to lead this research because
individual factors play an important role in
innovative work behavior. Previous studies
have stated that self-construal and goal
orientation are individual factors influencing
innovative work behavior. Heretofore, there
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has been no research that directly examines
the role of self-construal or goal orientation
towards innovative employee work behavior.
It is also essential to perform a more in-depth
study of the role of self-construal and goal
orientation towards innovative employee
work behavior.

This study aimed to determine the role of self-

construal and goal orientation towards the

innovative work behavior of employees. The

hypotheses of this study are:

1. self-construal plays a positive role in
employee work innovative behavior;
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2. goal orientation plays a positive role in
employees' innovative work behavior; and

3. self-construal and goal orientation play a
positive role in innovative employee work
behaviour.

METHOD

The population in this study are employees
working in the manufacturing industry sector.
Table 1 shows the descriptions of the
participants. The number of participants was
168, with a mean age of 32.24 years and a
standard deviation of 7.432.

Table 1.
Socio-Demographic Characteristic

Socio-Demographic : Percentage
Character?stig Category Quantity (%) ’
Male 102 60.71
Gender Female 66 39.28
19-30 years 77 45.83
Age 31-40 years 58 34.52
41-56 years 33 19.64
Senior/Vocational 26 15.47
High School
Education Level Diploma 18 10.71
Bachelor 120 71.42
Master 4 2.38
Less than 1 year 29 17.26
1-5 years 60 35.71
Work Experience 6-10 years 57 33.92
11-15 years 15 8.92
More than 15 years 7 4.16
Employee Status Contract Employees 45 26.78
Permanent Employees 123 73.21

This study uses a quantitative approach
aiming to examine the role between self-
construal and goal orientation towards
innovative work behavior. The sampling
method is a non-probability sampling
technique, snowball sampling, conducted
through online questionnaires filling. This
study uses three scales: The Self-Construal
Scale, the Goal Orientation Scale, and the
Innovative Work Behavior Scale.

Researcher uses a self-construal scale from
Singelis (1994). The self-construal scale
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consists of 24 items, which refer to the
independent self-construal and interdependent
self-construal dimensions. An example of a
scale item is "I feel that my relationships with
others are more important than my
achievements.” The reliability of this scale
is .867 Cronbach's alpha. Seven response
choices range from number 1 (strongly
disagree) to number 7 (strongly agree), are
provided on this scale. The higher the score
obtained, the higher the level of self-construal
IS, and vice versa.
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This study used the goal orientation scale
constructed by Vandewalle (1997) to measure
goal orientation. The goal orientation scale
consists of 13 items referring to the
dimensions of learning goal orientation, prove
goal orientation, and avoid goal orientation.
An item example is "l enjoy to do the
challenging and difficult assignments at work,
where | will learn new skills." This scale
provides six response choices ranging from 1
(strongly disagree) to 6 (strongly agree) and
has a reliability of .807 Cronbach's alpha. The
higher the score obtained, the higher the level
of goal orientation they have, and vice versa.

The measurement of innovative work
behavior uses an innovative work behavior
scale constructed by De Jong (2007). The
scale of innovative work behavior consists of
10 items referring to the dimensions of
opportunity exploration, the emergence of
ideas, the fight for ideas, and the application
of ideas. An example item is "l submit
innovative ideas systematically into my work
practice." This scale provides five response
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options, ranging from 1 (never) to 6 (very
often) and has a reliability of .920 Cronbach's
alpha.

This study used multiple regression analysis
with SPSS Statistic version 21 for Windows
to analyze the data. Gudono (2015) and
Ghozali (2016) suggest conducting several
assumption tests before conducting multiple
regression analyses. Researchers need to
perform assumption tests to meet the
regression model's underlying assumptions,
including linearity test, homoscedasticity test,
normality  test,  multicollinearity  test,
autocorrelation test, and correlation test. The
result of the assumption tests met the criteria
for multiple regression analyses.

RESULTS AND DISCUSSION

Table 2 shows the results of multiple analysis
testing concerning the magnitude of self-
construal and goal orientation (independent
variable X) role in innovative work behavior
(dependent variable Y).

Table 2.
Multiple Regression Analysis Model X to Y
Design b SE t p
Self-construal towards innovative work behavior .084 .031 2.742 .007
Goal orientation towards innovative work behavior  .268 .054 5.009 .000

Note. The effect is significant if the variable sig. value < .05.

Table 2 shows the role of self-construal on
innovative work behavior with a significance
value of p =.007. The results of this study are
in line with Afsar and Badir (2014) research,
which correlates the type of leadership with
innovative work behavior by using self-
construal as one of the variables. Research by
Afsar and Badir (2014) shows a correlation
between employees with self-construal and
type of leadership with innovative work
behavior. This study results reveal that
individuals  with  self-construals  can
understand the organization's needs, leaders,
and group members. Consequently, they can
easily convince the group to understand and
support their proposed idea. Individuals with
self-construals can bring up individual
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innovative work behavior because of their
flexible nature so that they can fight for their
ideas by "selling™ their ideas through seeking
support from others.

The results of this study are in line with Qian's

(2015) research, which suggests that
autonomous individuals can  actively
implement innovations in the company.

Individuals with self-construals are also
independent and autonomous; therefore, when
the organization support self-construals
individuals, individuals with self-construals
voluntarily propose their ideas of innovation
and apply them in their work. The results of
research by Imawati, Hadiansyah, Fadjrina,
Marita, Gautama, and Ramadhani (2014)
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show that goal orientation has a significant
effect on career development. Besides,
research conducted by Gao (2017) states that
autonomous individuals can benefit their
knowledge better, apply it to solve the
problems, and work efficiently. The
autonomic characteristics suggested by Gao
(2017) show a correlation with individuals'
innovative work behavior in implementing
innovation through the emergence of new
ideas about new products, services or
processes, improvements in current work
processes, or make solutions for the identified
problems.

Besides self-construal, Table 2 shows the role
of goal orientation towards innovative work
behavior with a significance value of p <.001.
This study's results are in line with research
conducted by Hirst, Knippenberg, & Zhou
(2009), which states that goal orientation
reflects self-development beliefs and ways of
directing individuals to interpret and engage
with their environment. The result also
correlates with one of the dimensions of
innovative ~ work  behavior,  namely,
opportunity exploration. De Jong (2007)
defines opportunity exploration as detecting a
performance gap or incompatibility between
potential and actual performance.
Chatchawan et al. (2017) also stated that
individuals with a goal orientation would be
directly involved in organizational activities
and development, especially in terms of
innovation.

This study's results are also in line with the
statement proposed by Alexander and
Knippenberg (2014) that individuals with a
goal orientation are willing to accept a higher
risk of failure concerning innovation
development. Innovative work behavior
emerges as a form of response to a threat that
requires improvement or aims to produce
innovative outputs (De Jong, 2007). Sujarwo
and Wahyono's (2017) research show that
innovative behavior plays a role in improving
employee performance.
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The results of the self-construal regression
analysis and goal orientation towards
innovative work behavior show F(2, 165) =
27.304 with a significance value of .000. This
value is smaller than the standard of the
significance of .05. This study's results
support the previous studies, connecting self-
construal and goal orientation with innovative
work behavior. With the correlation of each of
these independent variables, this study
suggests the role of self-construal and goal
orientation simultaneously towards
innovative work behavior.

Individuals with Self-construal have flexible
characteristics, have the closeness to groups,
can work with others, are autonomous, have
confidence in self-ability, have motivation for
self-improvement (Gao, 2017; Markus &
Kitayama, 1991; Qian, 2015). These
characteristics support the emergence of
innovative work behaviors ranging from
generating ideas, fighting for ideas by seeking
peer support, to implementing ideas in
organizations. Dowd and Artistico (2016)
stated that independent individuals are
associated with a more competitive figure
because they tend to consider other people's
abilities and compare them with their abilities.

Individuals with Goal orientation tend to be
open to self-development, showing self-
efficacy, and involvement in the organization
(Hirst et al., 2009; VandeWalle, 1997). This
characteristic  supports innovative work
behavior because individuals with openness to
self-development are individuals  with
openness to organization development.
Innovation could develop an organization.
Innovative work behavior can be observed
through  achievement  situations by
demonstrating individuals' ability to maintain
ideas and applying these ideas. Acarlar and
Bilgic (2010) suggest that individuals with a
learning goal orientation pursue difficult tasks
to achieve their goals, namely adaptive
response patterns. Puspitasari, Purwanto, &
Noviyani (2013) stated that goal orientation
plays an essential role in self-regulated
learning, and it leads to optimal efforts.
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This study's effect size is .240, meaning that
24% of the variation in employee innovative
work behavior can be explained by variations
in  self-construal variables and goal
orientation, while other factors explain the
remaining 76%. Self-construal and goal
orientation contribute to innovative work
behavior by 24%, and the rest is influenced by
other factors not examined in this study.

The multiple regression equation line in this
study is Y = 14.045 + .084X1 + .268X2. The
constant value is 14.045. The equation means
that if the score of self-construal and goal
orientation is 0, the value of innovative work
behavior is 14.045 in the constant. These
results indicate that the study has reported the
existence of innovative work behavior among
employees. This equation shows that there
will be an increase of .084 points in innovative
work behavior for every one-point increase in
self-construal. A one-point increase in the
goal orientation will increase .268 points in
innovative work behavior.

This study's limitation is the utilize of
measuring instruments that have not been
wholly adapted to the Indonesian culture. The
instruments also lead to high social
desirability. This study suggests future studies
to use adapted measuring instruments.
Adapted measuring instruments enable the
study to precisely measure each item's
meaning so that social desirability can be
minimized.

CONCLUSION

Self-construal and  goal  orientation
significantly contribute to innovative work
behavior. Individuals with self-construal and
goal orientation have the potential to generate
innovative work behavior. This research
implies that employees' innovative work
behavior can be improved by paying attention
to individual characteristics in terms of self-
construal and goal orientation.
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