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Abstract. Human resource management cannot be separated from the factors of employees
who are expected to perform as well as possible in order to achieve company goals. This research
aims to examine the effects of individual characteristics and intrinsic motivation on innovative
behavior and employee performance, and the influence of innovative behavior on employee
performance. This research is quantitative analysis which obtains the sample data from 150
employees. Furthermore, the data is processed by Structural Equation Modeling (SEM) which
assisted from the application program of Analysis of Moment Structure (AMOS) version 18.0.
According to the result of the analysis, it is concluded as the followings: an individual
characteristic has a positive effect on innovative behavior; intrinsic motivation has a positive effect
on innovative behavior; individual characteristics has a positive effect on employee performance;
intrinsic motivation has a negative effect on employee performance and innovative behavior has a
positive effect on employee performance.

Keywords: individual characteristics, intrinsic motivation, innovative behavior, employee
performance.
JEL Classification: M500, M510, M590.

INTRODUCTION

Human resource management cannot be separated from the factors of employees who are
expected to perform as maximum as possible in order to achieve the company goals. PT Kereta Api
Indonesia (PT. KAI) as one of big transportation company in Indonesia currently faced the
challenges that should be able to enhance human resources’ qualities and achieve special skills in
order to be able to compete with the business world. Human resources are a crucial factor in the
company. In a large-scaled company, human resources are considered as a very determining
element in the business development process, the role of human resources becomes even more
crucial (Tadjudin, 2013). Human resources is considered the most strategic position among other
resources, thus the performance of human resources will affect how the company performs
completely.
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LITERATURE REVIEW

Human Resources (HR) is the most important element, as mentioned by Hardyansyah
(2016)that human as manpower in an organization an important role in achieving goals and
providing good services for organizations and society. Employees are the most important factor of
production; therefore they must have the willingness and ability to carry out the tasks assigned by
the company.

Performance is a specific target which is a management commitment that can be achieved by
human resources or the bank (Poh and Zi, 2001). Pohdan Zi, (2001) stated further that performance
does not stand alone but is related to job satisfaction and compensation, influenced by skills,
abilities and individual traits.

According to the research of the analysis on Corporate Governance Influence Implementation
(Zeptian and Rohman, 2013), it is obtained the result of characteristics as a features or traits that
have the ability to improve the quality of life, while individual characteristics are typical traits that
indicate a person's differences regarding motivation, initiative, the ability to remain strong in facing
tasks to completion, solve problems or how to adapt to changes that are closely related to the
environment that affect performance individual.

Etimologically, Winardi (2008) explained that motivation derives of the Latin word move,
which means to move. The word is absorbed in English and became motivation which means giving
a motive, the arising of a motive or things that encourage or circumstances that give rise to
encouragement.

Human resources are one of the most important factors in a bank, because the quality of the
bank itself is very dependent on the quality of human resources as human resources and service
performer in a bank. (Huson, Auch, Qi, and Schuster, 2007)

According to Yuniarti and Fadila MS (Hengky, 2013), some experts reckon that the key to
company's competitive advantage is its human resources. The success of a company, both large and
small, depends on its ability to develop and manage human resources within the company
(Hasibuan, 2011). Human resources are considered as a factor that greatly affects the company in
achieving its goals. Human resources (HR) are a very important asset for an organization, which is
the focus of the organization in order to create value that aims to maintain its existence in a
competitive environment. It is valid to say that in facing global challenges, the agenda for
competition is human resources (Siagian, 2015). Competent human resources are those who are
able to maintain and be able to advance the company to become superior among other similar
companies and capable of the going concern status (Gathiira, Muathe, and James Kilika, 2020).

The study only analyzes the problem of employee performance from one dimension or one
point of view, from the employee's point of view, but does not explore from other perspectives, for
example the company's top management / top management or from the point of view of managers
in charge of employees so that more research results can be produced and Describes the several
dimensions of factors that lead to increased employee performance.

In achieving its targets, the company must also be supported by human resources who are
considered to be competent and experts in their respective fields of work (Caesar and Fei, 2018).
Employees who are able to work well have high work motivation and an innovative spirit in their
workplace (Peir6 and Tetrick, 2011).

Moreover, based on the explanation above, this research aims to examine the effects of
individual characteristics and intrinsic motivation on innovative behavior and employee
performance, and the effect innovative behavior on employee performance at PT Kereta Api
Indonesia (PT. KAI).
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PAPER OBJECTIVE

Paper objective is to examine the effects of individual characteristics and intrinsic motivation
on innovative behavior and employee performance, and the influence of innovative behavior on
employee performance.

METHODOLOGY

This research is a quantitative research. Quantitative methods emphasize objective
measurements and the statistical, mathematical, or numerical analysis of data collected through
polls, questionnaires, and surveys, or by manipulating preexisting statistical data using
computational techniques (Sugiyono, 2016).

The sampling determination is using guidelines from Hair, et al (1995) in Ferdinand
(Ferdinand, 2011)which states that a minimum sample size of 5-10 parameter locations is estimated.
According to Ferdinand (2011), the appropriate sample size is 100-200. If the sample is too large,
e.g. 400 samples, the method becomes very sensitive, making it difficult to obtain good goodness-
of-fit measures. The sample is the smallest part and the characteristics possessed by this population
(Sugiyono, 2016a). The sampling technique used in this research is the improbability sampling
technique, since all populations do not have the same opportunity. Improbability sampling is using
purposive sampling. In this study, 150 employees who have worked for two years at PT KAI
Headquarters in Bandung will be selected as samples. After obtaining the sample, thus, the data will
be analyzed by Structural Equation Modeling (SEM) which assisted from the application program
of Analysis of Moment Structure (AMOS) version 18.0.

The variables uses here are individual characteristic, innovative behavior, intrinsic motivation
and employee performance.

RESULT AND DISCUSSION

Validity Test

Validity test can be used to examine the accuracy and precision of a reliable measuring
instrument. Measuring instruments consider as valid if the corrected item total correlation is higher
or equal to 0.4 (Santoso and Tjiptono, 2002). In this case, this validity test uses factor analysis. And
the result of every variable obtain the number that higher or equal than 0,4. Therefore the variables
consider as valid.

Reliability Test

Reliability test is a test that has a function to find a reliable or trustworthy measuring
instrument. Reliability testing of all questions in this study uses Alpha Cronbach formula (Alpha
Cronbach Coeffiecient), generally considered reliable if the coefficient value is higher than 0,6. In
this case, each variables indicated the score more than 0,6. Thus, the variables consider as reliable
to be tested.

SEM Test (Structural Equation Modeling)

A study requires data analysis and interpretation that aims to answer research questions in
uncovering certain social phenomena. The method chosen to analyze the data should be related to
the research pattern and the variables to be studied. In this study, The Structural Equation Modeling
(SEM) of the AMOS statistical software package is used in model development and hypothesis
testing. In this research, SEM Test used to analyze the structural relation of every variable.
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Figure 1. The structural relation of variables

Based on the figure above, it can be indicated that every variables are related to employee
performance variables. Intrinsic motivation and individual characteristic has an influence toward
innovative behavior.

Hypothesis Test

Hypothesis test used to examine whether the hypothesis is Accepted or Rejected. The standard
of Acceptance should obtain the CR Value of 2,648 or higher and a probability test should be
smaller than 0,05.

Table 1
Hypothesis Test Result

CR Value Probability Result
H; 2,648 0,008 Accepted
H, 2,046 0,041 Accepted
H; 2,594 0,009 Accepted
Hy -0,008 0,993 Rejected
H; 2,337 0,019 Accepted

Hypothesis Test 1

The estimated parameter for the hypothesis of influence of individual characteristics on
innovative behavior obtained a CR value of 2.648 and a probability of 0.008. The two values
obtained meet the requirements for H1 acceptance because CR value of 2.648 is higher than 1.96
and a probability of 0.008 which is smaller than 0.05.

Based on the table above, Hypothesis 1 is accepted which means individual characteristic has
significant influence toward innovative behavior.

26


https://management-journal.org.ua/index.php/journal

Pujiyono, M. and Harsono, M. (2020), “Employee performance enhancement through innovative behavior at PT
KAI”, Management and entreprencurship: trends of development, 4(14), pp. 23-30. Available at:
https://doi.org/10.26661/2522-1566/2020-4/14-02

Hypothesis Test 2

Testimonial parameter for testing the effect of Intrinsic Motivation on Innovative Behavior
shows a CR value of 2.046 and a probability of 0.041. The two values obtained meet the
requirements for H2 acceptance, namely a CR value of 2.046 which is greater than 1.96 and a
probability of 0.041 which is smaller than 0.05. Thus it can be concluded that intrinsic motivation
has a positive effect on innovative behavior.

Based on the table above, Hypothesis 2 is accepted which means intrinsic motivation has
significant influence toward innovative behavior.

Hypothesis Test 3

The estimated parameter for testing Individual Characteristics on Employee Performance
shows a CR value of 2.594 and with a probability of 0.009. The two values obtained meet the
requirements for acceptance of H3, namely the CR value of 2.594 which is greater than 1.96 and the
probability of 0.009 which is smaller than 0.05. Thus, it can be concluded that individual
characteristics have a positive effect on employee performance.

Based on the table above, Hypothesis 3 is accepted which means individual characteristic has
significant influence toward employee performance.

Hypothesis Test 4

The estimated parameter for testing Intrinsic Motivation on Employee Performance shows a
CR value of -0.008 and with a probability of 0.993. The two values obtained do not meet the
requirements for acceptance of H4, namely the CR value of -0.008 which is smaller than 1.96 and
the probability of 0.993 which is greater than 0.05.

Based on the table above, Hypothesis 4 is rejected which means intrinsic motivation did not
influence employee performance.

Hypothesis Test 5

The estimated parameter for testing the effect of innovative behavior on employee
performance shows a CR value of 2.337 and a probability of 0.019. The two values obtained meet
the requirements for acceptance of H5, namely the CR value of 2.337 which is greater than 1.96 and
the probability of 0.019 which is smaller than 0.05. Thus it can be concluded that innovative
behavior has a positive effect on employee performance.

Based on the table above, Hypothesis 4 is accepted which means innovative behavior has
significant influence toward employee performance.

Policy Implications

There are several policy implications that should be applied as a way to develop the
company’s quality. The policy implication can be seen through the following points:

1) Every management of PT KAI should update their knowledge, thus it can be shared
among employees. And it will influence the employee performance. The employee will be more
innovative on carrying their duty.

2) Management needs to conduct an employee performance appraisal which includes an
increase in quantity of work

CONCLUSION

Based on the explanation above, it can be concluded that four of five hypotheses fulfill the
requirements to be accepted. The hypothesis regarding individual characteristic influence
innovative behavior is accepted, it means that individual characteristic has significance influence
toward innovative behavior. The second hypothesis regarding intrinsic motivation effect toward
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innovative behavior is accepted, which means that intrinsic motivation has significance and positive
influence toward innovative behavior. The third hypothesis regarding individual character that
influence performance is also accepted, which means that individual character has significance
influence toward employee performance. The fourth hypothesis regarding the intrinsic motivation
influence employee performance is the only hypothesis that is not accepted (declined) — it means
that that the intrinsic motivation did not influence employee performance. And the last hypothesis
regarding Innovative behavior influence on the employee performance is accepted, because
innovative behavior has significance influence toward employee performance.

Moreover, it can be indicated that the enhancement of employee performance is influenced by
Innovative Behavior in PT Kereta Api Indonesia (PT KAI).

SUGGESTION

Based on the result and conclusion above, there is a suggestion that can used for further
analysis such as, in order to be used as a source of ideas and input for the development of the future
research, the suggested expansion of this research are recommended at the same time from two
perspectives, namely the perspective of the leadership / top management / manager and also the
perspective of the employees themselves.
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NIIBUIIEHHS EOEKTUBHOCTI POBOTH ITPALIIBHUKIB
3ABJISIKY THHOBAIIVHIN MOBEJTHIII B PT KAl

Muhammad Pujiyono Mugi Harsono
Universitas Sebelas Maret Universitas Sebelas Maret
Surakarta, Indonesia Surakarta, Indonesia

VYrpaBiiiHHA JIIOJACEKHUMH pecypcaMu He MOXKHa BiIIOKPEMHTH Bij (DaKTOpy CIiBpOOITHHUKIB,
AKi, SIK OYIKYyeTbCs, OyAyThb NpAIlOBaTH SKHAHKpamie ais AOCSATHEHHS Ield kommawmii. ILle
JOCTI/PKEHHST Ma€ Ha METi BUBYUTH BIUIMB IHIUBIAyaldbHUX OCOOIMBOCTEH Ta BHYTPIIIHBOI
MOTHBAIlil HA IHHOBAI[II{HY TOBEIIHKY Ta PE3yJIbTaTH AiSJIBHOCTI CIiBPOOITHHKIB, a TAKOX BILTUB
IHHOBAIIIITHOT TOBEIIHKHM HA Pe3yabTaTH IisJILHOCTI CIiBPOOITHUKIB. Lle JociiIKeHHS € KUTbKICHUM
aHaJi30M, KU oTpuMaB BUOiIpKoBi aaHi Bix 150 cniBpoOiTHHKIB. KpiM Toro, maHi o6pobisumcs 3a
nornomoror MojenoBaHHsl CTPYKTypHUX piBHsAHB (SEM), sike momoMorio mpukiaaHii mporpami
Amnanizy ctpykrypu MomeHTIB (AMOS) Bepcii 18.0. 3rimHo 3 pe3yibraTaMu aHaNi3y BHUILIUBAE
HACTYIIHE: 1HAMBIAyalbHa XapaKTEPUCTHKA TMO3UTUBHO BIUIMBA€ Ha I1HHOBAIIHY MOBEAIHKY;
BHYTPIIIHS MOTHBAIliSl TO3UTHBHO BIUIMBA€ HAa IHHOBAIIHY TOBEAIHKY; I1HAMBITyaJbHI
0COOJIMBOCTI MO3UTHBHO BIUIMBAIOTh Ha pe3yibTaTH POOOTH MpAalLliBHUKA; BHYTPILIHSA MOTHBALIis
HEraTHBHO IO3HAYA€ThCS Ha poOOTI MpalliBHMKA, a IHHOBAallliHA MOBEJIHKAa, Yy CBOIO 4Yepry,
MO3UTUBHO MMO3HAYAETHCS HA pOOOTI MpalliBHUKA.

KurouoBi cjoBa: iHAMBIAyalbHI OCOOJWMBOCTI, BHYTPIIIHA MOTHBAIlls, 1HHOBAIlliTHA
MOBE/IIHKA, MPOTYKTUBHICTH MpAIliBHUKA.

HHOBBIINEHUE 39OPEKTUBHOCTHU PABOTHI COTPYJHUKOB
BJIATOJAPA HHHOBALIMOHHOMY INOBEJAEHUIO B PT KAI

Muhammad Pujiyono Mugi Harsono
Universitas Sebelas Maret Universitas Sebelas Maret
Surakarta, Indonesia Surakarta, Indonesia

VYropaBiieHue 4YenoBEUYECKHMMH pecypcaMu Helb3sl OTAEIUTh OT (akTopa COTPYIHUKOB,
KOTOpbIE, KaK OXwujaercs, Oyayr paloraTh Jydiie Ui JOCTHDKEHHUS Lejed KOMIaHuu. ITO
HCCICOOBAHUEC HMMCECT LECJIBI0 HU3YUUTH BJIIMAHUC WHIWBUAYAJIbHBIX 0co0eHHOCTEN U BHyTpeHHeI\/II
MOTHBAllMM Ha WHHOBAIIMOHHOE IOBEACHHUE U PE3YNbTAThl IEATEIbHOCTU COTPYAHHKOB, a TaK¥Ke
BJIIMAHHUEC HWHHOBAIIMOHHOI'O TIIOBCACHHA Ha PE3YJIbTAThl ACATCIIBHOCTH COTPYAHUKOB. 39T10
HCCIIEIOBAaHHE SBJISIETCS KOJMYECTBEHHBIM aHAINM30M, KOTOPBIN MOIY4ns BHIOOPOUHBIE JaHHBIE OT
150 corpynuukoB. Kpome Ttoro, manHbie oOpabaThBAJINCh C TOMOIIBI0 MoAeIupoBaHUS
CTPYKTYpHBIX ypaBHeHuil (SEM), KoTOpoe NOMOIJIO NMPUKIAAHON IPOrpaMMe aHaIu3a CTPYKTYPbI
MomeHTOB (AMOS) Bepcun 18.0. CormacHo pe3ynbTaraM aHaiu3a, BBITEKAET CIeAyIollee:
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HHIUBUAYAJIbHAsA XapaKTCPUCTHKA IIOJTOXUTCIBHO BJIUMACT HA HWHHOBAOIMOHHOEC IIOBCIACHUC,
BHYTPCHHAA MOTHUBAIUA IMOJIOKUTCIBHO BJIMACT HA MHHOBAIMOHHOC ITOBCACHUC, HHAWBUAYAJIbHBIC
0COOEHHOCTH MOJIOKHUTEILHO BIUSIOT Ha PE3YIBTATEI pa6OTBI COTpYAHHUKA; BHYTPCHHASA MOTHUBALUA
HCraTUBHO CKa3bIBACTCsA Ha pa60Te COTPpyAHHUKA, 4 NHHOBAIMOHHOC IMOBCACHHUEC, B CBOIO OYCPC/b,
ITOJIOKHUTECIBHO CKa3bIBACTCA Ha pa60Te COTPpYAHHKA.

KarwueBblie cJ10oBa: UHAWBUAYAJIbHBIC 0C06€HHOCTI/I, BHYTPCHHSAA MOTHBaAlLYA,
HMHHOBAITMOHHOC IMOBEACHUEC, IIPOU3BOJUTCIIBHOCTD pa6OTHI/IKa.
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