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Abstract: The construction services sector pliyvs a crocial role in boosting Indonesin's sconomic growth, The
obpect of this shsdy 15 0 constmction services company operating 1o Java, which cumrent iy has approximately 200
emplovees spread across varous projgects and locations. This study exsmines the factors inflencing employes
performance, inchwd g orgamzational citzenship behavior, competitive intensity; and organizational slack, each
mediated by innewarion, particularly those related 1o employes peefonmance in comsirnction services companiss,
The results of this study indicate that all hypotheses have a positive and significant inflience, except forthe fifth
lppothesis, which is rejected becanse there is po significant influence between the level of comperitive mtensiy
and smplovee performance.

Kevwords: Tnoovation, Organizational Cirizenship Bebavieur; Competitive lofessity; Organization Slack;
Employee Performance,

Abstrak: Sektor korstruksi memegang peraman penting dalam mesdorong pertumbuban perskencmian
Indonesia karena berkootribosi laogsong rerbadap percbangunan. Obvek penelitian ini adalah persabaan jasa
konstrukst vang beroperasi di wilayah Jawa vanp sast i memiliks sekitar 200 kapawan yvang tersebar di
berbagai provek dan lokasi Penelitian ind mepeliti mengenat bal vang mempengarnhi Kinerja karvawan dari
arganizaiona cifzensiip beliavior, coRppraiifive BUeRsity, organizafian siack yang masing-masing dimadiasi
oleh frmovarion, kKinesusnya vang berkaitan deogan Kinenia Kanvawan pada perusahaan jasa konstroks:, Hasil dari
penelitian ini senmwa hipotesis memiliki peagamib vang positif dan sipnifikan, kecuali bipetesis kelime daokk
karena midak rterdapal pengarb vang signifikan amtara nngkal comiperdiine ifensin tethadap  emploves

performaice.
Kata kunci; Tnvovation, Organizational Citiresship Bebaviowur; Competitive Tntessity; Organization Shoks

Eugployes Perforice,

INTRODUCTION

Currently, the construction services sactor plays a crucial role in boosting Indonesia’s
cconomic growth. According to data from  https:/einakonstruksi.pu.go.id/informas-
terkini/sekretanat-direkiomi-jenderal selurub-pelaku-imdusiri-Kenstruksi-hamus-bersinergi
alam-menjawab-tantangan-jasa-konstruksy’, by 2023, this sector will coniribute sigmficantly
to Indonesia's Gross Domestic Product (GDP), reaching 9,920 per cent. Based on these data,
the construction sector ranks as the fifth largest sector in Indonesia. after the Manufacturing
Industry which contributes 18.670 per cent, followed by Trade (12.940 per cent), Agriculture
(12530 per cent), and Muning (10.520 per cent). The performance of this construction sector
15 expected to continue to mmprove, with projected growth of around 6 400 per cent to 6.700
per cent uniil the end of 2024. The 2020 to 2024 Medium-Term Development Plan emphasizes
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the government's commtment to encouragmg infrastructure and weban development, wluch
will directly increase the activity and capacity of the construction sector in the country. With
these various major projects, the construction sector 15 expected oo not only contribute
significantly o national economue growth, but also be able to absorh a wider workforce and
encourage the development of other related industnes.

This research focusss on a construction services company operating in Java, which
currently employs approximately 200 employees across various projects and locations. Their
performance vanes significantly, reflecting the diversity of competencies, expenience, and
working conditions in the field. Owverall, most employvees demonstrate satisfactory levels of
productivity, with some achieving high standards and even demonstrating imtiative in
proposing moovations in work processes, High-performung emplovees, approximately 30 per
cent of the total workforce, are able to complete tasks on time and with quality results. They
actively participate in training related to the latest technology and contribute to improving
project efficiency. However, approximately 40 per cent of employees demonstrate sufficient
competence and consistently perform their duties in accordance with the company’s
operational standards. They serve as the backbone of the project. although they rarely
demonstrate innovation or new titiatives.

Approximately 20 per cent of employees demonstrate adequate performance. frequently
experience delavs, and require increased supervision in completing their tasks, Limited ability
to keep up with technological develepments and new procedures 15 one factor hindenng their
performance. The remaming 10 per cent requure moie intensive training and development to
meet expected standards and contribute optimally. The performance of these employees is
miluenced by various factors, ranging from education level, expenence, traming provided, to
the work environment in the field. To improve overall productivity and work quality,
companies need to strengthen traming and competency development programs, as well as
create a more modiivating and imnovabon-supporiive work environment. This approach is
expected to enable all employees to perfor optimally, enabling the company to compete and
thrive in Indonesia's increasingly competitive construction industry, To solve this problem,
companies need o develop innovation training programs, ¢reate a work environment that
supports creativity, and provide incentives that motivate emplovess to confribute to product
and work process innovation.

The novelty of this research lies in the combination of vanahles and relationship model
that have not been previously studied in the context of emplovee performance in constmction
companics i Indonesia. This study mtegrates organizational cinizenship behavior (OCH).
competitive intensity, and organizational slack as factors influencing employee performance,
but uniquely posttions mnnovation as a mediating vanable to explain how these three factors
can improve performance. This approach differs from previous research, which generally only
examines the direct mfluence of OCB, competitive intensity. or organizational slack on
performance withowt considering the important mole of innowvation in bridging these
relabonships. Furthermore, this study broadens understanding of how the competitive
environient i the construction industry, charactenized by its dynanie, technology -intensive,
and high-nsk characteristics. influences the need for internal innovation to improve employee
performance. Thus, this study provides a new contribution n the form of a more
comprehensive  conceptual model that connects individual behavior, organizational

Jurpal ManajesrenVolume 30, No. 01, Febroary 2026: 30-51
DOT: hitp:dx.doj.org 10.249] 2/un.v30i] 331 8




conditions, external pressures, and wmovation mechamsms w umproving  emplovee
pertormance spectfically i the constmiction sector. This 15 evidenced by several previous
smudies: Compefitive mfensity attempts to explain the business environment facing a
competitive environment and the results generated through innovations that have been
implemented to improve performance (Tdarraga & Mann, 2019). In conditions of high
competiton, management will use its resources and knowledge to avond risks. unceriainties,
and other factors to improve orgamizational performance, which ultunately will improve
employee perfformance. Management has the capacity to survive and adapt to environmental
changes, thus having a positive impact that can ultimately improve organizational
performance {Idarraga & Marin, 2019).

Innovation 15 a Key factor m improving orgamizational performance, business
sustainability. growth, and competitive advantage. Organizational imnovation encompasses
the knowledge and competencies needad to create new products and'or technologies, as well
as to enhance the capabilities of existing products or services (Survawan, 2022). However,
mpovation is not only about creating new things, but also about improving and developing
existing offerings to ensure the organization remains relevant and competitive n the market.
Therefore, based on (Suryawan, 2022} opinion, the author views innovation as playving a
cructal role 1n improving employee performance. Therefore. innovation 1s positioned as a
mediating varable in this study,

Research purposes. The gap of this research has never been done by other researchers
regarding the things that influence emplovee performance from organizational citizenshup
behavior, competitive intensity, organizational slack, each of which is mediated by innovation,
espectally those related to employee performance 1n construction service companies.

Research Problem. Although various previows studies have examined the influence of
organizational citizenship behavior (OCB), competitive mtensity, and organizational slack on
employes performance, most of these studies only examuned the direct effect of each varable
without considering the mechamsims through which these factors unprove performance. No
research has comprehensively examined the role of innovation as a mediating varable
bridging these three factors in the comtext of construction companies, which are charactetized
by dynamie, high-tech, and high-nsk environments. As a result, it remains unclear whether
OCB, competitive mtensity, and organizational slack can actually improve emplovee
performance through increased innovation, or whether these relationships operate directly
without innovation plaving a role. This knowledge gap leaves construction companies unclear
about which factors are most effective in dniving internal innovation to improve cmployec
perfonmance.

THEORETICAL REVIEW

[nnovation functions as a critical adaptive capability. (Sunvawan, 20712 explamns
through his research that innovation functions as an important adaptive capability, Innovation
funcrions as a critical adaptive capability epabling individuals to sense oppomunities, sejze
them through new tdeas or improved work methods, and reconfigure their routines 1o achieve
superior performance. Within his research a framework of thought can be created. innovation

becomes a key driver of employee performance. as emplovees who engage in innovative
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behaviors are better able to wiprove work efficiency, solve problems creatavely. and generate
higher value for the organization. Thus, innovation is conceptualized as a dynamic capability
that directly enhances emplovee performance, particularly in environments that demand
agility, technological responsiveness, and confimuous improveinent such as the construction
inclustry. Management has the capacity to survive and adapt to environmental changes. thus
having a positive impact that can ulfimately improve orgamzational performance (Idarraga &
Marin, 2019),

The influence of organizational citizenship behavior on innovation. Organizational
citizenship behavior is an individual's contribution o the workplace that goes bevond the
demands of their formal role. Orgamzational citizenship behavior encompasses a vanety of
behaviors, such as helping coworkers, volunteering for additional tasks, and complving with
organizational niles and procedures (Charfi & Mahrum, 2022). Organizational cibhzenship
behavior plavs a crucial role in enhancing organizational effectiveness (Masir et al., 2022).

When emplovees consistently demonstrate voluntary behaviors bevond their formal job
responsibilities—such as helping colleagues, showing initiative, and displaving a positive
aftiude—it creates a supporive and collaborative work enviromment. This positive
atmosphere contributes to higher job satisfaction among employees, which is a kev indicator
of oreanizational success. Additionallyv. employees who engage 1n oreanizational citizenship
behavior tend to have a lower desire to leave the organization, reducing turnover rates and
mamiainng stabihity within the workforee. The combination of high job satisfaction and low
turnover not only sustains organizational contuity but alse wnproves overall performance
and productivity. Therefore, fostering OCB through supportive leadership, recognition, and
ahgnment of organizational values can significantly boost orgamzational effectiveness by
cultivating a committed, satisfied, and loval workforce,

These behaviors reflect the added value of employees and fall into the category of
prosocial behavior positive, construciive, and meaningful social behavior that helps and
supports the success of the crgamzation and the overall work environment. Tlus opiuon i1s
further stated by (Sutnisno et al., 2023) who stale that organizational citizenship behavior is
voluntary work behavior and is not directly relared to a formal reward system. This behavior
reflects an employee’s willingness to belp fellow coworkers, show imtatve, and contribite
positively to the work environment, without any ceercion or direct reward from the
organization. Organizational citizenship behavior plays a cracial role in creating a harmonious
work environment and mcreasing overall organizational effectiveness, Management's attitude
reflects a professional, namely an individual capable of carmying out hus or her work supported
by knowledge, skills, and a positive attitwde. This professional 15 not only a source ol income
for the organization but also able to achieve quality standards set by management { Ganguly et
al.. 2019}

Research results from (Ningnum et al., 2023) prove that organizational citizenship
behavior can create innovative and competitive workers in achieving gosls set by the
OrganiZation.

Based on the descnption above, a hypothesis 1s made:

H1: Organizational cifizenship behavior miluences imnovation.
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The influence of competitive intensity on innevation. Management utilizes resources
i the form of accumulated expenence and knowledge to drive innovation in the tourism
business, thersby reducing the risk of 1oss and uncertainty (Idarraga & Marin, 2019). Within
this framework, the concept of new things includes various elements like novel ideas,
procedures, processes, and products that are unprecadented. Innovative behavior involves
wndividuals applyving their knowledge and experience to produce these innovations, which can
be new ideas, methods, or solutions (Whittaker et al., 2020). This underscores the criical role
of creativity and leveraging mmtemal resources to foster innovation and progress in diverse
areas, In this context, "new things" encompass ideas, procedures, processes, and products that
have not existed before. Tnnovative behavior mvolves individuals leveraging their knowledge
and experience 1o generate these new ideas, methods, or solutions, It is driven by creativity,
curiosity, and a willingness to expenment and fake nsks. Individuals who demonstrate
innovative behavior actively seek opportunities for improvement, challenge existing routines,
and are open fo change.

They utilize their expertise and insights o develop novel approaches that can enhance
efficiency. effectiveness, or value. For organizations, fostering a culture that encourages such
behaviors can lead to numerous benefits, including gaming a competitive edge, improving
products or services. and promoting confinuous growth. Onverall, innovation 15 & dynamic
process that relies heavily on the proactive efforts of indviduals to think creatively and apply
therr knowledge in new ways. This process not only results in the creation of new ideas or
products but also contributes to organizatonal and societal advancement.

The intensity of competition or rivalry in the market can encourage companies to
increase innovation significantly m order to achieve a sustainable competifive advantage over
thewr competitors, Through this level of intense competition, companies have the opporfumty
to produce optimal marketing performance. Furthermore, the intensity of this competition 15
also influenced by the market orientation conditions adopted by the company (Harvanto et al.,
2019). The results of research from (Haryanto et al. 2019) prove that the imtensity of
competition has a positive and significant effect on performance.

Basad on the description above, a hypothesis 15 made;

H2: Competitive intensity influences innovation,

The influence of organizational slack on innovation. Organizational slack is all the
resources owned by business management to meet the demands of sub-umts within the
organization that require additional resources 10 complete tasks set by management (Tdamaga
& Marin, 2019). The resulis of research conducted by (Fabio & Anne-Laure, 202 1) stated that
organizational slack (organizational resource slack) mfluences the level of investment in
innovation, both exploitative and exploratory. Thus. organizational slack 15 thought to be a
factor that supports or encourages innovation, pot the other wav around. The research
hypothesizes that the presence of slack, particularly 1n the form of potennal slack, increases
spendimng on mnovation. Organizational slack is considered a factor that facilitates or supposts
mnovation, not that innovation causes slack. Organizations with adequate slack tend o be
more capable and more likely to engage m both exploitabve and exploratory mnovation.
According to existing theory and research, orgamzational slack serves as a resource reserve
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that provides flexibility and secwrity for orgamizations, When organizations have sufficient
slack, they don't need to worry about losing core operations when investing in innovation,
This encourages organizations (o experiment. develop new products. or pursue other
mnovative processes that can enhance futire competiiveness.

Based on the descnption above, a hypothesis is made:

H3: Organizational slack influences innovation.

The influence of organizational citizenship behavier on emplovee performance and
the influence of organizational citizenship behavior on employee performance is
mediated by innovation. {Sunanjuntak et al,, 2020} provides a defimtion of orgamzational
citizenship behavior, namely voluntary behavior from emplovees that goes bevond their basic
duties and responsibilities, with the aim of helping the organization and improving the overall
work atmosphere, The opinion of (Simeanjuntak ct al., 2020) 15 supporied by {(Permana &
Mujanah, 2019, Gupta e al., 2024) who stated that organizational citizenship behavior
voluntary behavior carned out by employees outside of their formal dutes, which is not
directly expected or officially recognized by the organization, but has a positive impact on the
work environment and organizational performance m general. Research by (Permana &
Mujanah, 2019) shows a positive relationship between organizational citizenship behavior and
employee performance.

Tlus behavior reflects emplovees' commitment and sense of responsibality to help create
a harmonious, collaborative, and productive work environment. By increasing collaboration
and strengthening relationships between employees, orgamzational citizenship behavior can
unprove efficiency and productivity without mcreasing direct costs, Therefore, encouraging
and instilling a culture of orgamzational cibizenship behavior within an orgamization 15 a
crucial strategy for building a positive and sustainable work environment, ultimately driving
unproved overall orgamzational performance. Previous research by (Gupta et al., 2024) also
showed a posiive relationship between pay for  performance (performance-based
compensation) and job performance.

Furthermore, this study also demonstrated thet the relationship 15 medated by two
vanables: procedural justice and orgamzational citizenship behavior. However, performance-
hased compensation not only directly improves emplovee performance, but s influence is
alzo strengthened through perceptions of faimess in the appraisal process and through
voluntary behavior bevond formal duties (OCB). This underscores the mportance of both
fairness and voluntary behavior in énhancing the effectiveness of compensation policies on
organizational performance. Furthermore, research by (Rivanto et al., 2023 ) demonstrated that
organizational citizenship behavior has & positive and significant effect on emplovee
performance.

Basad on the desenption above, a hypothesis is made:

H4: Organizational citizenslup behavior influences emplovee peiformance.

HE: Organizational citizenship behavior miluences employee pertormance which 1s mediated
by mnovation.
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The influence of competitive intensity on emplovee performance and the influence
of competitive intensity on employee performance is mediated by innovation. The high
competinve mtensity expenenced by construction service busingss management can be
overcoime by using innovation to avoid manageiment obsolescence and proactively anticipate
matket changes so as to enrich and expand the reach of the tourism business network, improve
market position and maximize the number of customers (Idarraga & Marin, 2019). For this
reason, company busimess management 15 expected to be able to utilize resources in the fonn
of accumulated expenience and knowledge to carry out organizational inmovation so that i can
avord the risk of loss and uvncertainty (Idarrage & Marin, 2019). Manpagement by the
organization is strive to generate high levels of innovation to achieve sustained competitive
mntensity agamst its competitors, thus producing optimal performance (Harvanto et al., 2019).

Research conducted by (Sulistyowati et al.. 2023) shows that high levels of competition
in certain industries can boost emploves performance if management provides mnovation and
good knowledze to 1ts employvees. The results of research conducted by (Ren et al., 2024)
prove that the intensity of competiive actions in the work enviromment mggers employee
work performance, which then signals the team about the importance of improving sales
performance and reducing pro-environmental behavior. Based on findings from {(Ren et al.,
2024). the intensity of competitive behavior in the workplace has a positive impact on
emplovee performance. This suggests that competition can be an effective motivator for
mereasing productivity and achieving work goals. However, it 15 also important to consider
the psychological mmpact and orgamzational culture. Too much competition can lead to stress,
conflict, or even unethical behavior, which can be detrimental to long-term performance
sustainability. Furthermore, signaling the mmportance of improving sales performance to the
team demonstrates that competition 15 not only imdividually motivating but can also remforce
tocus on concrete, measurahle resulis,

Howsver, a reduction in pro-environmental behavior could mean that sustamabihity and
social responsibility may be neglected in the pursiit of sales targets. Therefore, companies
need to stnke o balance between competitive incentives and sustainability to ensure that
performance improvemens do not compronyise social and environmenial values, Overall,
competition management strategies must be carefully designed to mprove performance
without significantly negatively impacting performance, A balanced approach and the
provision of incentives that support sustainability can be an effective solufion in this context,
Baszad on the deseniption above, a hypothesis 15 made:

H35: Competitive intensity influences employee perfonmance.
HY: Competitive intensity influences employee performance which is mediated by innovation.

The influence of organizational slack on employee performance and the influence
of organizational slack en employee performance s mediated by Innovation. According
to (Idarraga & Marin, 2019), crgamzational vacancies are excess resources owned by
company management to meet cerfain needs, In response to mnternal pressures within the
organization that are 1n accordance with the changes i strategy implemented. Organizational
slack 15 the excess resources a business management has to provide services to customers in
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response to witernal orgamzational pressures and strategic changes. Therefore, w the face of
environmental forces impacting the organization, organizational slack can be exploited o
improve organizational performance (Idarrage & Marin, 2019), When facing environmental
forces that nfluence management capebilities, comporate management can leverage
organizational gaps as opportunities to improve overall organmzational performance. Research
by {Idarraga & Marin, 2019) also shows that excess resources, or slack, have a positive impact
on orgamzational performance. Thus, it 15 boped that company management can invest these
excess resources in programs designed for both the short and long term. This step can improve
organizational performance by providing and adjusting the necessary resources o enhance
services and support company activities developed by management to achueve better resulis,
Based on the descnption above, a hypothesis is made;

H6: Crganizational slack influences emplovee parformance.

H10: Organizational slack influences employee performance which 15 mediated by
Innovation.

The influence of innovation on employvee performance. According to (Survawan.
2022, innovation is a key factor in improving organizational performance, business
sustamnabulity, growth, and competitive advantage. An organization’s innovation encompasses
the knowledge and competencies needed to create new products and'or technologies, as well
as to enhance the capabilities of existing products or services. However, innovation is not only
about creating new things, but also about improving and developing exishng offermngs to
ensure an organization remains relevant and competitive in the market, Therefore, developing
mnovation 15 considered crucial for long-term suceess and sustamnability, (Survawan, 2022)
opimion aligns with research conducted by (Nugroho et al., 2025), which shows a positive
relationship between moovation and performance. Having skilled and capable human
rescurces enables a company to anticipate smplovess who demonstrate strong performance
and [ovalty { Darmawan et al., 2020, This emphasizes the need to moniter employee behaviors
that intluence their performance, especially those related to innovation,

Furthermore, (Masman, 2023) demonstrated in lus research that the company's business
environment influences employee performance. Therefore, {Masman. 2023) recommends that
understanding emplovee talent and crestivity in order to innovate their work requires an
effective management plan through mnovatrve approaches both intemally and extemnally.
Based on the descrption above, a hypothesis is made:

H7: Innovation influences employee performance.
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Figure 1. Research Model
Sowree: (Research model, 2025)

METHODS

This study wsed primary data vsing a survey method, where the researcher sought o
@ather respondents’ opinions by asking closed-ended questions in a questionnaire, The
research method emploved a non-probability sampling techmgue with a purposive sampling
method. Questionnaire data collection was conducted by distnbuting  guestionnaires in
Indonesia, specifically in the province of lava, according to predetermined cnteria, namely
200 construction service company emplovess who met the cntema, namely permanent
employee status with a work peried of 5 (five) years or more in the island of Java. The reason
for choosing the island of Java is becaunse it has the largest population in Indonesia
(https:/sensus.bps.goad/ main/index/sp2020), The detemmnation of the sample size of 200
was bazed on references from (Hair et al., 2021 ).

To avoid ambiguons questions and minimize bias, avold using confusing terms and
provide clear explanations so respondents understand the questionnaire. The age of the
emplovees of this research object 15 between 20 to 55 years old with 66 per cent male and 34
per cent female. Education from Junior High School (SMP) is 15 per cent. Senior High School
(SMAVequvalent 1s 26 per cent, Diploma‘equivalent is 20 per cent and Bachelor's degree is
39 per cent. The results of this questionnaire were processed using Partial Least Square
software. Partial Least Squares (PLS) is a multivanate statistical analvsis technigue used to
model the relatonship between a group of hidden (latent) variables and therr measuring
variables. This method is very useful when available data s limsted, the sumber of variables
15 large, or when the basic assumptions of other statistical methods are ditficult to fulfill, In
general, PLS is used to build predictive and exploratory medels, overcome multicollinearity
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probleims between variables, and identify structural relationslups between latent varables and

their indicators.
Table 1. Operational Definitions and Vanables
Variahle Defimition Indicators Scale Somrce
Cremizatio Woluntary bebavior by 1. Adrusm (OCBL). Ordinal  [Stmanja
T emplovees that goes 2. Comscieptiousess (OCB2) niak, ¢t
Citizemship  bevond their basic 3. Sportmenship{OCE3). al.,
Helnionr dhuties and 2020}
(C{CH) responsibiities, with
The goal of eipmg the
Crganization and
Improving the overall
work atmosphere.
Competithe Organizatons use all 1. Price competition {CT1 Ordinal  (Marin-
Jwerioy theireffors to face 2. Competition within the company's [dérraga
(CI) highly competitive operational seclor {CI2E &
conditions, 3, Competition {CI3 ). Cuartss-
Marin,
20TEy
Orgrmizaiioc Resonrves ovned by 1. Strafegie decisons (ORS 1), Drdigal  (Bnrin-
i Slack the arganization to 2. Long-term plans {ORS 7. [dderaga
(OR=) mest the demands of 3 Administratrve policies (ORS3), &
sube-units within the Cuartas-
organization hat Marin.
require additional 019y
resoIrces 1o somplete
company tasks.
Dwwvetione Change is something 1. Invevation Cagabality (11, Owdia]  [(Gangul
(Ti new in the service 2. Tacit Knowledze Sharing (12). velal,
process by the 3. Social Capital Relational {13], 2019}
organization 4. Social Capstal Coznstive (14}
5. Social Capital Strectore (155,
. Knowledge Reciprocation (16),
7. Omalisy of Knowledge Shared (I7)
Eapiovee The ability of 1. Bepulations (EPL L Ordinal  (Paais &
Perforuwme enployees 10 Camy oul 2. Professional system reward (EPZL Pamirub.
(EF) their dutizs and 3. RBewands amd bonuses (EP3). M2y
responsibilities 4, Treining & Development (EP4)
cptivsally. 5, Lack of abaentesizmy [EPS).

Sougcee: (Primary data, 2028)

The vanables smdied were organizational citizenship behavior, competitive intensity,
organizational slack as mdependent veriables, innovation as a medianing variable and
emplovee performance as a dependent vanable, The study examined the relationships among
several key variables, with orgamizational citizenship behavior, competitive intensity, and
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orgamzational slack serving as independent vanables. Innovation was considered a mediating
variable that explains the mechanism through which the independent variables influence the
outeeme. The primary dependent variable in the research was emplovee performance. This
framework suggests that factors such as organizational ciizenshup behavior, competitive
eavironment, and available organizational slack can impact employee performance indirectly
through their effect on innovation, ighlighting the complex interplay between these variablas
mn shaping organizational oulcomes.

RESULTS

Measurement model. In this stage, validity and reliability tests were conducted,
Reliability or internal consistency was measured using Cronbach's Alpha (CA). with a
minimn CA valee of 0.700 (Haur et al., 2021 ). Validity was then measured usmg convergent
validity, which consists of loading fotors and average variance exiracied (AVE) with
minimum values of 0,700 and 0,500, respectively (Hair et al., 2021). Table 2 shows that CA
values ranged from 0,751 10 0,895, meeting the mmmum value of 0.700. Furthermore, Table
2 reveals that AVE values ranged from 0.610 1o 0,769, meeting the minimum value of 0.500.

Table 2. Internal Consistency dan Convergent Validity

Variahle Cronbach Alpha Avernge Variance Extineted
Innovation DETd PER B
Crganizalioual Ciizenship Bebaviour 0751 0.672
Competitive Infemsity 0.856 0769
Chganization Slack D.E23 0.748
Euwployee Peeformance 0895 i 0752

Sougce: (Data wﬂéﬂm:g_'ﬁﬁs: 2025)

Loading Factor. It 15 an important measure that shows how strongly sn indicator
(gquestion item) reflects the latent construct it measures, Furthermore, Table 3 indicates that
the loading factor for each item ranges from 0,750 0 0.911 and meets the minimum value

requirement of 0.700. Thus, the questhonnaire tems are vahd, The factor loadings, which
range from 0.750 to 0.91 1. are &ll above the accepted threshold of 0.700. This indicates strong

convergent validity, meaning each tem correlates well with its intended constrect. High
loadings suggest that the items are good indicators of the underlving variables such as
orgamizational citizenship behavior. competifive intensity. organizational slack, mmnovation,
and emplovee performance.

Table 3. Loading Factor
Dganizational \
Competitive  Organization Emploves
Indicator Innovation Citizenszhip :
Behaviour Lntemsiry Slack Performance
OCHEl 0.761
OCBE2 0.E3D
OCB3 0EZF

ﬁ?_ta M )
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I3 67246

I 0,823

EFP! 0. 860
EP2 0.825
EF3 0.5 L
EP4 0,820

Source; (Dara processing resulrs, 2025}

Structural model, In the structural mode] stage, hypothesis testing was conducted with
a significance level of & 15 5 per cent and a two-tailled test. The hypothesis was declared
supported if the p-valie was less than 5 per cent, The results of the hypothesis test proved that
only H5 was not supported because the p-value (15 0.270) was greater than « 15 5 per cent.
Furthermore, H1; H2, H3; H4; Ho, HY were supported with p-values less than o 15 5 per cent.
The mediation f2st on hypotheses HS; H9; H10 was supported, as indicated by all p-values
less than 15 5 per cent.

The hvpothesis testing results indicate that most proposed relationships within the
structural mode] are statistically significant at the 5 per cent level, with H1, H2, H3, H4, Ho,
and HY supported by p-values less than 5 per cent. However, H5 was not supporied, as its -
value of 0,270 exceeded the threshold, suggesting that the hypothesized effect in this case is
not statistically significant. Additionally, the mediation analyses for HS, H9, and H10 were all
supported, confirmed by p-values below 5 per cent, indicabing that the mediating vanables
plav a sipnificant role 1o the relationships examined. Owerall. the results validate most of the
hypothesized paths in the model. except for H5. which requires further investigation.

Table 4. Hypathesis Test
Standaviized
Hypothesis Path p-valae Dreciston
Coefliclhent

Hi: Crganizaniongl cilizenship belavior infleences
R 03Tl AL supported
Hy Competitive miensiny influences imnnovation, 36T 0,003 supported
Ha: Ovgavizational slack influences innovation. 033 (L0 suppeeted
Hs; Crganizntional citizenship bebavior influences -
eyt parGrinice: (230 K03 supperted
H:: Competitive ifensity influzoces emploves 011 0,370 ik sippoed
pret Eor ke e, S ;
Hs: Orgoneational shek mfluences emploves performancs, 166 0023 suppaorted
Hy: limovation influences emsployes performancea. (374 . e supperted
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Ha: Opanizational ¢itizenship bebavior influences

emploves performance which is mediated by inpovation. 0.156 0.002 supported
Hy: Conpetitive mtensiny influences engployee parfbrmance
which iz medisted by innovation. 1170 0.002 supported
Hyy: Organizational skack influences amployes performance
which is mediated by imnovation. 01093 002 supported

Source: (Data processing resnlis, 2025}
DISCUSSION

The first hypothesis. indicates that the relationship between organizational citizenship
behavior and innovation is statistically significant, This means that the relationship s most
likely not a coineidence, but rather a real imfluence of organizational eitizenship behavior on
wnovaion within an organization. This indicates that increasing orgamizational cifizenship
belavior will proportionally wncrease mnovaton. While not very strong, this relatnonslup is
significant and indicates that organizational citizenship behavior is an important factor in
drving innovation. This indicate that orgamizational citizenship behavior bas a posifive,
directional relationship with moovation,

The hugher the organizational citizenship behavior, the lugher the innovation. A positive,
directional relationship means that emplovee behaviors within the organization that go bevond
formal duties, such as helping colleagues, showing inifiative, and actively participating, create
an environment conducive to mnovation. Environments that foster these behaviers are
typically more open 10 new ideas, collaborative, and adaptable to change. This research also
supports the assertion that manapement attitudes reflect a professional. someone who can
perform work based on knowledge. skills, and attiudes to generate income and achieve the
quality standards required by management (Ganguly et al., 2009). The results of this study
alzo align with the statement that management attitudes reflect a person’s professionalism.

According to {Ganguly et al., 2019), a professional 15 able to perform theiwr work based
on the appropriate knowledge, skills, and atutudes, thus generating income and achieving
guality standards set by management. Thus, increasing organizational citizenship behavior
supported by a professional athitude can epcourage increased mnovation within the
organization. These results underscore the importance of developing and maintaining a culture
of organizaticnal citizenship behavior within the organization. for example, through traming.
rewards, and the reinforcement of positive norms. Organizabions that encourage behavior as
pait of a good orgamization will create an innovative climate that allows for the emergence of
new ideas and creative solutions.

The second hyvpothesis, with the starement that compefitive intensity influences
mnovation 15 accepted, This means that as market competition increases, companies will be
encoiraged to innovate to maintaim their sustainability and competitiveness. This phenomenon
aligns with the theory that lugh competiion drives companies to adapt. increase efficiency,
and create new products or services. This indicates that competitive intensity has a direct
relationship with innovation. The higher the competitive mtensity. the higher the innovation.
This research suppons the findings of research conducted by (Idarraga & Marin, 2019), which
found that management successfully leverages resources m the form of accumulated
experience and knmowledge to innovate in busmesses, thus avoiding the nsk of loss and
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uncertainty. In a management context, intense compefition drives comparnmes to innovate asa
differentiation strategy. for product development, or for process improvement. Companies that
leverage infernal resources such as expenence and knowledge (ldarraga & Marin, 2019) will
be better able to respond effectively to competitive pressures through relevant and sustanable
mnovaton.

This research also supports the results of research conducted by (Harvanto et al.. 2019)
that business management also stnves to produce lugh mnovation in order to achieve
sustainable competitive intensity against its competitors, so that management ¢an produce
optimal organizational performance, In this case, every construction service business is greatly
mfluenced by the number of available resources, waork levels, seasons, or compentive
intensity. (Haryanto et al., 2019) emphasized that high innovation resulting from competitive
pressure can improve overall organizational performance. Innovation not enly increases
competitiveness but also improves operational efficiency and opens up pew market
opportunitics, ullimately contributing to business sustainabality.

This study also supports the opporiunity (o profit from positive exiemalities resulting
from the high intensity of construction services busmesses. This study also shows the
opportunity to profit from positive externalibies ansing from the high intensity of construction
services businesses, indicating that healthy competition can support iInnovation and economic
growth in related sectors. High levels of competition not only support innovation but also have
the potential to create positive externalies. such as improved service quality and overall
udustry efficiency.

In the construction services sector, for example, high levels of compention can
encourage companies to mnovate i technology and processes, which mdirectly provides
bioader social and economie benefits. These findings suggest that companies should view
competition as an opporiunity for innovation, not just a challenge. Governments and
stakeholders can support a culture of mnovation through policies that encourage ressarch and
development, trainmg, and mcentives for compames actively mnovating in competitive
markets. While this relationship is positive, it is important to consider that excessive levels of
COmMPENiton can creéare excessive pressure and risk innovation farlure, Therefore, innovation
stravegies must be ailored to internal capacity and market conditions,

The third hypothesis, with the starement that organizational slack miluences
imnovation 15 accepted. This indicates that orgamizational slack has a directional relationship
with innovation. The higher the organizational slack, the higher the innowvation, This research
supports the resecarch conducted by (Idarraga & Marnn, 2019 which states that organizational
slack is all the resources owned by business management to meet the demands of subunits
within the organization that require additional resources to complete tasks set by management.
Slack functions as a supporting factor or driver of mnovation, not the other way around. that
imnnovation creates slack. The existence of these reserve resources facilitates innovation.
allowing organizations fo invest in innovative development without sacrificing routine
operations.

This research supports the view that slack positively mtluences innovation, pouting out
that slack 15 fypically considered a supporting factor, not a direct cause of innovation. This
means that organizations that already have slack are more capable and more Likely to imnovate,
but mnovation does not automatically create slack. Conversely, slack provides crucial
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'headroom” for innovative activities. While slack can support imnovation, too much slack can
dlso potentially create nisks such as inefficiency, wasted resources, or a lack of pressure to
continuonsly innovate, Therefore, organizations need 1o balance having sufficient slack for
mnovation and operational efficiency. Organizational slack plays & crucial role as a supporter
of innovation, The presence of slack gives organizations the space to expenment and invest
mn mnovaiion without sacrificing operational stabality. However, slack must be managed
carefully to maxinuze its benefits without cansing mefficiencies.

The fourth hypothesis, sfating that organizational citizenship behavior influences
emplovee performance 15 accepred. This indicates that organizational citizenship behavior has
a direct relationship with employee performance. The higher the orgamzational ciiizenship
behavior, the lugher the employvee performance. Statistical significance mdicates that the
ohsarved relationship 15 unlikely to be due to chance. providing confidence that organizational
cihizenship behavior genuinely influences employvees performance. Organizational citizenship
behaviour encompasses voluntary actions by emplovess that go beyond their formal job
requirements, such as belping colleagues and demonstrating initiative, Such behaviours can
foster a more productive and harmonious work environment, thereby enhancing overall
employee performance.

This research supports the findings of research conducted by (Permana & Mujanah.
2019, which demonstrated a positive relationship between organizational citizenship
behavier and emplovee performance. These findings shed hght on employee commitment and
responsibility 1o helping to create a barmomous, collaborative, and productive work
environment. By increasing collaboration and strengthening relationships between emplovees,
orgamizational citizenship behavior can improve efliciency and productivity without
mcreasing direct costs, For this reason, encouraging and mstilling a culture of organizational
citizenship behavior within an organization 15 a crucial strategy for building a positive and
sustammable work environment. ulumately driving improved overall orgamzational
performance. This research also supports the findings of research conducted by (Gupta et al.,
2024). which also showed a positive relationship between pay for performance ( performance-
hased compensation) and job pérformance,

Furthermore, this study also demonstrated that the relationshup 15 medated by two
vanables: procedural justice and organizational citizenship behavior (OCB), In other words,
performance-hased compensation not only directly improves employvee performance, but its
influence iz also strengthened through perceptions of faimess in the appraisal process and
through voluntary behavior that goes beyond formal duties (OCB). This emphasizes the
importance of both fairmess and voluntary behavior in enbancing the effectiveness of
compensation pelicies on orgamzational performance. This also supports the research findings
of (Riyanto et al., 2023), which demonstrated that organizational citizenship behavior has a
positive and significant effect on emplovee performance.

The fifth hypothesis, stating that competitive intensity influences emplovee
performance is rejected. This mdicates that competitive intensity has no relationship with
employee performance. Although the positive coefficient suggests that, theoretically,
IMCreasing competitive miensity has the potential to improve emplovee pertormance, the data
show that this relationship 15 not strong emough or consistent enough to be statistically
supported. In other words, there 15 a high probability that this relationshap could have occurred
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by chance, so we cannot confidently assert a real effect. Without statistical sigmficance, this
small positive effect cannot be considered meaningtul or reliable. While theory may suggest
that increased compatitive intensity could motivate employees to perform better, the empirical
data do oot support this assumption m this case,

The data show that the relationship 15 not strong or consistent enough to be statistically
validated. This may indicate that other factors may have a greater influence on emploves
performance than the level of market competition. These vesults confirm that competitive
pressure does not directly motivate or improve employee performance in the context of this
study. It 15 possible that internal factors such as motivation, job satisfaction, traimng, or
mncentives have a more dominant influence on employee performance than external tactors
such as the level of competition. This study does not support the research findings (Tdamaga
& Marin, 2019 which stated that the high competitive intensity experienced by business
management can be overcome by using innovation to avold management obsolescence and
proactively anticipate market changes 5o as to ennch and expand the reach of the construction
service business network,

Research by (Idarraga & Mann, 2019) shows that high competitive intensity can be
overcome by mnovation that supports management and business network development, which
can indirectly motivate employees through increased efficiency and new opportunities.
Howewver, the results of this study do not support this direct relationship. mdicating that
wnovaion and competitive intensity do nof automatically have a direct impact on employvee
performance. These results suggest that, in the context of thus study, competitive intensity does
not significantly influence emplovee performance directly. Therefore, companies should focus
more on intemal factors and employee development strategies to mprove their performance.
rather than solely relving on the level of market competition.

The sixth hypothesis, with the statement that organizational slack influences emploves
performance 15 aceepied. This indicates that organizational slack has a directional relationshup
with employvee performance. The higher the orgamizational slack, the hugher the employee
performance. This indicates that there 15 a statistically significant positive relationship
berween organizational slack and emplovee performance, In practical terms, as organizational
slack increases, employee performance tends 10 improve. The positive coefficient suggests a
directional influence, supporting the idea that having sufficient resources or buffer capacity
(nrganizational slack) can positively impact how well employees perform. This 1s indicates
that the relationship between organizational slack and emplovee performance 15 statistically
significant,

There 15 a low probability that this observed efTect is doe 10 chance, allowing us o
confidently infer a real association. Posifive standardized path coefficient indicates the
positive value siznifies that as orgamzational slack increase emplovee performance also tends
to mmcrease. Although the etfect size 15 modest. 1t 15 meaningful within the context of the study.
The finding aligns with organizational theory, suggesting that having adequate resources
(orgamzational slack) provides emplovees with the necessary support and flesability o
pertorm better.

The results of this study support the findings of (Idarraga & Mann, 2019), who stated
that organizational slack 15 the excess resources held by business management to meet specific
demands and respond to internal organizational pressures i accordance with strategic
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changes. The results also demonstrate that orgamzational slack can be utilized to unprove
pertormance. particularly in the face of environmental forces that impact management
capabilines, Furthermore, this study demonstrates that organizational slack has a positive and
significant impact on orgamzational performance, Therefore, business management 1s
expected to invest these excess resources i both short-term and long-term programs. Thus,
sufficient resources will assist the company in acquiring, adapting, and improving services,
allowing optimal development of company activities by business management, ultimately
resulting in improved organizational performance.

The seventh hvpothesis, stating that innovation influences emploves perfommance is
accepted. This indicates that innovation has a direet relattonship with employee performance.
The lugher the mnovation, the lugher the emplovee performance will be. This suggests that
there 15 a statisfically significant and direct positive relabonship between innovation and
emplovee performance. Specifically, as levels of innovation increase within the organization,
employee performance tends to improve. The relatively higher coefficient indicates a stronger
efTect compared to other relationships, emphasizing the importance of fostenng innovation o
enhance employee performance. Statistical significance 1s the low p-valie indicates that the
observed positive relationship between innovation and employee performance is unlikely to
be due to chance. providing strong evidence of a real etfect.

Positive standardized path coefficient is this vilue demonstrates a moderate to strong
positive mmpact, meaning that increases in mnovaiion are associated with notable
unprovements in employvee perfonmance. Organizations that prioritize innovation often create
a dynamic and engaging work environment. Innovation can motivate employees, enhance
theer skills, and foster a sense of purpose, all of which contribute to higher performance. This
research supports the findings of research conducted by (Ratnasarizet al., 2020), which
demonstrated that innovation i construction services requires consideration of facilities,
knowledge, and the surrounding community, thus creating a sustamable and mteprated
construction services busmess. Innovation 15 not merely a strategic aspect but also contributes
directly to increased emplovee productivity and performance. Organizations must integrate
innovation as part of their human resource development and operational strategies 1o achieve
optimal performance. Therefore, orgamzations need to fhster an innovantive culture and create
an environment that supports innovation, &8s this has a directimpact on emplovee performance.

The eighth hypothesis, stating that organizational citizenship behavior influences
emplovee performance mediated by mnovation. This indicates that when mediated by
innovation, organizational citizenship behavior has a umdirectional relationship with
emplovee performance. The lugher the organizational citizenship behavior, the higher the
employee performance mediated by innovation. There 1s a statistically significant relationship
between organizational citizenship behavior and employes pedformance when mediated by
innovation: The positive coefficient suggests that higher levels of organizational ciizenship
behavior are associated with increased employee performance via the mediating effect of
wnovation. The omdiectional nature implies that orgamzational etizenslup behavior
miluences emplovee performance indirectly by fosterning innovation, which in turn enhances
performance.

The significance confirms that this mediated effect 15 unlikely to be due to chance. The
positive coethicient, although modest, indicates a meaningful positive pathway, emplovess
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exhibiting orgamzational citizenshup behaviors, such as helping colleagoes or going beyond
their formal roles encourage immovation within the organization, leading to improved
performance outcomes. This highlights the importance of fostenng orgamizational cinizenship
behavior to shmulate innovation and, consequently, enhance overall emplovee performance,
Tnnovation can occur as a result of combining new knowledge with existing knowledge by
reconfiguring the capahihties and competencies of construction service management in
producing value-added services, including processes related to the process of creating and
acquinng new knowlcdge by integrating it into outputs that have added value for construction
service business seérvices, Innovation is considered a competitive advantage that provides
benefits for the sustamnability of the organization. Organizational cinzenship behavior 15
unportant for improving employee performance. and innovation in service and process plays
a role in improving emplovee performance. mediating the relationship between organizational
cihizenship behavior and emplovee performance.

Pursuing a competitrve strategy for construction service businesses requires the creation
and improvement of human resources in the areas of skills, personnel kKnowledge of the
construchion service business, motivation and management leadership style, and n-depth
knowledze of approprate construction technology. This research also supports the
improvement of employvee performance, as construction service business management must
focus on process mmnovation and customer service.

The ninth hypothesis, stating that competifive mifensity influences employee
performance mediated by umovation. This mdicates that competitive mtensity has a divect
relationship with employee performance when mediated by innovation. The higher the
competitive mtensity, the higher the employee performance mediated by mnovation. There 15
a statistically sngmﬁcan# mediated relationship between c{rmpeutwe mt&nsm.f and emplwee
performance, The positive coefficient suggests that as competifive intensity increases, it
fosters innovation within the organization. Enhanced mnovation, in turn, leads o unproved
employee perfonmance. The significance level confirms that this effect 15 unhkely due to
chance. The positive path coefficient demonstrates that a higher level of competitive pressure
motivates orgamizations and employees 10 innovate, which then translates info befier
performance ouicomes. Theretore, increasing competitive infensity can be a strategic factor
to stimulate innovation and, consequently, enbance employee performance,

This research supports the research conducted by (Idarraga & Marin, 2019) which stated
that the competitive intensity experienced by construction service business management can
be overcome through mnovation to avoid technological obsolescence and anticipate market
changes, Therefore, this study provides advice that construction service business management
can ufilize resources in the form of accumulated expenence and knowledge to mnovate (o
avold the risk of loss and uncertainty. Thus, this research supports the research conducted by
(Idarraga & Mann, 2019).

This study also suggests, as sggested by (Haryanto et al., 2019), that construction
servige business management wust stnve to produce high innovation to achieve sustainable
coinpetitive wtensity agaiast its competitors, thus producing optimal employee performance.
Innovation 1s also needed to create impacts that change properties and products and services,
mecrease knowledge of construction service technology, create new goals, increase goal
mobility, change the way information 15 exchanged and change mstinntional logie and power
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relations. Innovation focuses on its wingueness and exclusivity so it 15 an umportant factor for
economic development and 15 a major competitive advantage for construction service
businesses, Innovation can make construction service businesses increase company value and
gain profits i a competitive market,

The tenth hypothesis, with the statement that orgamizational slack influences employee
performance mediated by innovation, thus the tenth hypothesis is accepted. This indicates that
when medated by innovation, crgamizational slack bas a wudirectional relationship with
employee performance. The higher the orgamizational slack, the higher the emploves
performance mediated by innovation, There is a statistically significant mediated relationship
between organmizational slack and employvee perfonnance. The positive coetficient indicatas
that greater organizational slack such as excess resources or capacity leads to increased
innovation. This enhanced mnovation subsequently results in higher emplovee performance.
When mediated by innowvation, orgamizational slack has a unidirectional posifive impact on
employes performance. Orgamzations that maintamn sufficient slack resources can foster
mpovation, which in wum improves emplovee performance, The relationship, although
modest, underscores the strategic importance of resource flexibility in doving mnovative
activities and performance outcomes.

This study supports the findings put forward by (Idarraga & Mann, 2019) which states
that organizational slack 15 a resource owned by business management to meet the demands
of subunits within the organization that require additional resources to complete tasks set by
management. Organzational slack 1s seen as an excess of resources that allows tourisin
business management to improve services to toursts, especially in responding to internal
organizational pressures and adjusting the implemented strategies. Therefore, m facing
enviromnental forces that impact the orgamzation, the existence of vacancies or suiplus
resources within the organization can be wsed a5 an opportunity o improve employee
performance. Innovation in the construetion service business is necessary because innovation
15 a concept that 15 within the scope of services so that innovation cannot be directly explained
by the general concept of innovation, Therefore. mnovation in the construction service
bnsiness mpst have been planned in terms of service quality and have succeaded ininmroducing
mnovations and improvements that contan elements of novelty, origimality and systematic
business thinking.

CONCLUSION

Research fMindings. All hypotheses were accepted except the fifth hyvpothesis, which
was rejected because there was no significant etfect between the level of competitive intensity
and employee performance. Although theory and several previous studies suggest that high
competition can motivate performance mmprovement through mpovation and market
adaptation, in the context of this study, the competition factor was not proven to have a direct
effect on employee performance. There are other factors that may have a greater influence on
emplovee performance than the level of market competition. Foture researchers are advised
to investigate other factors that influence emploves performance in more depth, such as job
zatisfaction. company culture, and mmcenfives. Management needs to note that mereasing
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coinpetitive ntensity alone 15 pot enough to improve employee performance, so a more
comprehensive human resource management strategy is needed.

This research adds insight by demonstrating that the mfluence of competition on
employes peiformance 15 not universal and can be mfluenced by factors withm a specific
organizational or industry context. These findings challenge common assumptions and
indicate the need for a mors comprehensive sirategic approach to managing competition. They
also lughlight the mportance of mternal factors and mnovation as vanables that may playv a
more significant role in improving emplovee performance m specific environments.

High levels of competition are generally expected 1o motivate emplovees and companias
to innovaie and improve work performance through the encouragement of that competinon.
However, these findings suggest that i certun situations, mdustry characteristics,
organizational culture, or external competition management strategies may not directly impact
emplovee performance, Other factors, such as job satisfaction. incentive systems, or an
internal culture of innovation, may have a greater influence. These results also cantion that
weneral assumptions about the positive impact of competition must be considered contextually
and do not apply universally to all situations.

Future research. Suggestions for future research include expanding the vanables
studied to include other aspects such as job satisfaction. internal motrvation. organizational
culture, and intermal innovation to gain a more comprehensive understanding of their influence
on employee performance. Furthermore, it 15 important to replicate the study across different
udustries and gecgraphic regions to ensiuve more generalizability of the results and not be
limited to asingle context. The use of qualitative methods, such as in-depth interviews or case
studies, 15 also recommended to gain deeper insight mto the mechanisms by which competition
mfluences performance, Furthermore, a longiudinal approach can help observe changes in
the refationship over time, while analyses of moderating and mediating factors can enhance
understanding of the conditions that strengthen or weaken the relanonship.
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