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ABSTRACT

ARTICLE INFO

Introduction/Main Objectives: This study aims to determine the
existence of innovative work behavior ecosystems for Indonesia’s
government employees Background problems: The quality of
individual employees partially determines the quality of the organization.
The abilities of the different employees who work in the same system
will undoubtedly deliver the government employee and possibly produce
results which are less than were expected. Novelty: The previous studies
have examined innovative work behavior, focusing on the external
factors and ignoring the internal factors of individual traits. This study
focused on investigating the interrelationship among the factors that will
be affected by innovative behavior, especially in government employees
in Indonesia. Methods: This study examines the relationship among these
variables using structural equation modeling (SEM) with LISREL 8.8 as
the statistical tool. Finding/Result: This study found that transforma-
tional leadership and work engagement positively influence innovative
work behavior. Unexpectedly, this research indicates an insignificant
relationship between organizational justice and innovative work behavior
among government employees. Besides, this study also found that
transformational leadership and organizational justice have an impact on
work engagement. Conclusion: These findings provide managerial
implications about the need to strengthen employees’ innovative work
behavior to ensure the organization’s continuity. Additionally, the results
prove that innovative work behavior by government employees is
supported by government’s role such as the style of leadership and work
engagement.
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INTRODUCTION

Government employees are the people who work
in government institutions and deliver services
to the public. In Indonesia, government
employees are divided into two types: civil
servants and honorary staff (UU No 5 of 2014).
Based on the Civil Servant Statistics Book
(2019), there were 4,189,121 civil servants as
per December 2019, dominated by 46 years and
over. This data only covers civil servants, but
does not include non-civil servants/honorary
staff who also work in the government sector.
One government employee regulation is the
Republic of Indonesia Government Regulation
Number 30 of 2019, also called Peraturan
Pemerintah (PP). This regulation concerns the
performance evaluation of civil servants, or
Pegawai Negeri Sipil (PNS), and is intended to
improve the management of the civil servants'
performance. To support this regulation, the
government has established a national worker
monitoring system.

Government employees have a performance
indicator; this is to ensure that they perform
well. Based on the State Civil Apparatus
Performance Report issued by the Civil Service
Board in 2019, the civil servants’ graphs show
great results, only a few graphs have moderate or
bad results. The performance of the Ministry of
State’s Apparatus Empowerment and Bureau-
cratic Reform identifies the performance level
which must be achieved by the employees,
according to the function of the planned targets.
From 2014 to 2015, the accountability of the
ministries and institutions performance was
considered to be good and sufficient (Civil
Servant Board, 2019). Based on the assessments
of the evaluation of the implementation of
performance management for civil servants by
the State Civil Service Agency (2018 to 2019),
3.3% were classed as very good, 35% of the
agencies were good, 50% were sufficient, and

11.7% were classed as worse at implementing
performance management among government
employees. According to the government’s
assessment, the performance of government
employees is seen as being slow, because of the
amount of government bureaucracy. Indonesia’s
bureaucracy is often connoted as a long process,
plagued by indiscipline, corruption, and other
bad perceptions. This means the general public
has a bad perception about government
employees. Another indicator is that many
government companies have not been able to
compete successfully in the market for their
sector, compared to private companies.

Innovation is an important factor for
organizational success, so it is widely accepted
(Janssen et al., 2004). Innovative organizations
can be realized by encouraging innovative work
behavior by their employees (Agarwal, 2014).
The best way to become an innovative
organization is to develop innovative employees
for the long-term effectiveness and sustainability
of the organization (De Jong and Den Hartog,
2010). Innovative employee behavior, by
generating, promoting and implementing new
ideas, can contribute to organizational success
through improving the quality of work proce-
dures, products and services (Janssen, 2000).
Innovative work behavior is very important for
the sustainability and effectiveness of the organi-
zation, as well as the sustainable development of
the organization (Choi at al., 2016).

Government employees have opportunities
for organizational development. The competency
of government employees determines how a
government company is run in the future. One
type of government employee behavior that will
impact the government’s system is innovative
employee behavior. Innovative work behavior is
explained as being “the conscious creation,
preface and implementation of new ideas within
team intervention through benefit role work, the
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group, or the organization” (Janssen, 2000; Kim
and Park, 2017). The current condition shows
that the government employee of public service
have not yet been well integrated into the
government. The power of innovation has not
yet become the real power for bettering the
implementation of good governance. Integrating
the whole of the power in the government sector
can lead to better public services. Working up an
innovative public service model can inspire
another industry to work up the same model.

Previous research found the importance and
the role of innovative work for organizations.
Saeed et al. (2018) explained that innovation is
the most critical form of job behavior.
Transformational leadership affects innovative
work behavior (IWB), based on employee
factors which simultaneously act as mediating
mechanisms (Carmeli et al., 2006). Employers
with excellent domain knowledge could provide
creative solutions for their related-problems. A
direct work engagement could also build a
commitment to, and implementation of,
employers' ideas and expertise to keep on
working innovatively. In a previous study
conducted by Khaola and Coldwell (2019),
numerous uncertainties existed about the
correlation between organizational justice and
innovative work behavior. It stated that all of the
organizational justice parts were having a
positive relationship with innovative work
behavior; while the statement of Almansour &
Minai (2012) said that instructional justice was
the only organizational justice component which
had an impact on innovative work behavior.

This research will contribute to enlarge the
literature about justice and employee behavior
among government employees. The context of
this study is to focus on government employees
to seek an answer to the paradigm about
government employees. However, many
previous studies only justify general employees.
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Our study focuses on the government
employees’ context, with all their characteristics.
We will examine the factors which increase the
innovative work behavior of government
employees, with all the ethical issues. Moreover,
not only do we look at the civil servants, but we
also measure up all the other people who work in
government institutions. This research explains
that innovative behavior is a nonmandatory
extra-role performance behavior but people have
to engage in it. Finally, the research result is
analyzed and discussed to confirm the theory
and phenomena that exist in this field.

LITERATURE REVIEW

Conceptual
Development

Framework and Hypothesis

1. The effect of transformational leadership
on work engagement

The perception of transformational leadership
was made known and describes the reasons why
leaders are capable of influencing society, or not.
It was also intended to make them perform to the
best of their abilities, inspire their followers,
cope with their self-interest, struggle to attain
above average objectives, and produce results
which are beyond expectations (Bass, 1985;
Bass and Riggio, 2006; Eisenbeil and Boerner,
2013). The theoretical framework for transfor-
mational leadership is found in the social
exchange theory, which explains relationships in
the context of mutualism and how to influence
people to get some benefit (Blau, 1964). This
theory explains human relationships, such as
those between leaders and employees. This style
of leadership could also be known as the style
which gives positive moral values to others,
while also providing a clear organizational
vision, helping the employees achieve their
potential, and it sets up connections with the
employees (Fitzgerald and Schutte, 2010, p.
495). Moreover, it can be a way of helping
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individuals to mature, which gives them the will
to reach their goals and objectives, which also
leads to organizational development. The
methods of this leadership style are more
important than the achievements themselves.
This is what makes this leadership style quite
different from other leadership approaches (Rao,
2014). Another study verified that this style of
leadership has always been symbolized by its
capability in recognizing and articulating the
vision, providing worthy models, strengthening
the acceptance of the group’s goals, being
cooperative about their high hopes of performing
well, developing individual support, and having
an extraordinary level of charisma. Research
related to the effect of transformational
leadership on work engagement was conducted
by Hayati, Charkhabi, and Naami (2014). This
study indicated that transformational leadership
significantly influenced work engagement.
Transformational leaders show energetic and
enthusiastic behavior that is imitated by their
subordinates. The idealized influence of leaders,
shown through their attributes and behavior,
makes employees more confident about their
leaders.

H1: Transformational leadership has a positive
effect toward government employees’ work
engagement.

2. The effect of transformational leadership
on innovative work behavior

Transformational leaders used these characte-
ristics with the intention of increasing the
employees’ performance and turned their values
to be a better level of necessity. A number of
previous studies examined this type of leader-
ship and found it has a positive impact on job
execution, knowledge sharing, and innovative
work behavior (Masa’deh et al., 2016; Bacha,
2014). Research conducted by Choi, Kim,
Ebrahim and Kang (2016) showed that
transformational leadership had a positive effect

on innovative work behavior. Transformational
leadership is an important predictor of
innovative work behavior at the individual level.
The results of this study are in line with the
previous studies which showed that transfor-
mational leadership has a positive influence on
organizational  innovation  (Jung,  2003;
Gumusluoglu & llsev, 2009; Afsar et al., 2014).
Transformational leadership encourages innova-
tive behavior in employees and increases their
intention to undertake learning activities, to
share their knowledge and stimulating them
intellectually to develop alternative solutions to
existing problems (Choi, Kim, Ebrahim and
Kang, 2016).

H2: Transformational leadership has a positive

effect toward government
innovative work behavior.

employees’

3. The effect of work engagement on
innovative work behavior

Work engagement was explained by Schaufeli et
al (2006) as the condition where the mind of the
work-related feels incredibly positive and
fulfilled. It has also been defined as the condi-
tion where workers see themselves as being able
to handle all the requirements of their jobs.
Vigor, contribution, and knowledge absorption
are the characteristics of work engagement.
However, several analysts assume vigor and
dedication to be the main components and
absorption the secondary component of work
engagement (Schaufeli & Bakker, 2004,
Schaufeli, 2013; Taris et al., 2017). Vigor is
defined as the mental endurance, power and
willingness to work to a person’s maximum
ability (Schaufeli et al., 2007: 74). Mauno et al.
(2017) explained that vigor is also thought of as
a perception which could allow employees to
work beyond expectations. The clearest evidence
of this is when an employee handles a task with
a lot of effort (Sonnentag, 2017: 14). Moreover,
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Dedication is defined as having a solid defense
in every work and suffering curiosity savor,
delight, idea, and job test. Lastly, absorption is
referred to as having the utmost concentration on
one’s work (Schaufeli et al., 2002: 74). The
theoretical framework of work engagement is
positive organizational behavior (POB) which
explains how human relationships can strength
and increase a person’s psychological capacities,
which if he/she is an employee can then improve
his/her performance at work (Luthans, 2002; p.
59). In addition, Khan (1990) stated that there
are three psychological conditions related with
work engagement: meaningfulness, security, and
availability. Moreover, another study found that
work engagement has an effect on employees’
faithfulness, job satisfaction, dedication to the
organization, preparedness to adapt to change in
the organization, and being innovative in their
work behavior. From all these arguments we
purpose the following hypothesis:

H3: Work engagement has a positive effect
toward government employees’ innovative
work behavior.

4. The effect of organizational justice on
work engagement

Nadiri and Tanova (2010) defined organizational
justice as the personal perception of equality in
the services obtained from an organization
(company) and the behavioral response to such
perceptions. Shalhoop (2003) also expressed the
definition of organizational justice as being the
perception of equal treatment by an organization.
In addition, organizational justice represents the
equality in every decision which is made by the
manager of the organization, in accordance with
the employees’ rights, and the procedure to
make these decisions fair for all the employees
(Folger and Cropanzano, 1998; Leventhal,
1976). Moreover, a previous study also proved
that organizational justice has a significant
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impact on work engagement (Kim & Park,
2017). Organizational procedural justice directly
and indirectly has an impact and positively
influences employees’ work engagement
(Biswas et al., 2013; He et al., 2014; Inoue et al.,
2010; Karatepe, 2011). Organizational justice
increases the level of trust and confidence of the
employees, this would enable the employees to
show a more positive performance and behavior
at their work (Biswas et al., 2013; He et al.,
2014). Based on the opinions from previous
studies we offer the following hypothesis:
H4: Organizational justice has a positive effect
toward government work
engagement.

employees’

5. The effect of organizational justice on
innovative work behavior

A previous study examined the relationship
between organizational justice and innovative
work behavior and found that organizational
justice had a positive impact toward innovative
work behavior (Akramat al., 2019). Therefore,
this study tries to investigate the relationship
between organizational justice and innovative
work behavior among Indonesian government
employees. In addition, the study conducted by
Almansour and Minai (2012) in Jordan’s studies
confirmed the direct and significant relationship
between instructional justice and innovative
work behavior, whereas distributive and proce-
dural justice have an insignificant relationship
with innovative work behavior. Kim and Lee
(2013) also found the effect of organizational
justice on innovative work behavior.
H5: Organizational justice has a positive effect
toward government employees’ innovative
work behavior.

6. Transformational leadership, work
engagement, and innovative work behavior

Transformational leadership’s style is able to
make followers believe that collective goals
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have meaning and can be achieved by working
together, so they present themselves physically,
cognitively, and emotionally in the workplace
(Lai et al., 2020). The work engagement can be
shaped by building its intrinsic value and the
belief that the collective goals are meaningful.
The characteristics of transformational leaders
who encourage knowledge diffusion and assign
challenging tasks can be positively related to
IWB (Afsar et al., 2014). Transformational
leadership  increases the participation of
employees in the decision-making process and
the delegation of the authority to implement their
ideas (Draft, 2001). When employees feel that
they are involved in decision making, and they
have freedom, flexibility, meaningful work, and
inspiration, they feel motivated, competent, and
make the effort needed for them to be more
creative (Afsarat al., 2014). Previous research
agreed that work engagement is able to have an
indirect effect on innovative work behavior
(IWB), this indicates that work engagement is
able to contribute to the existence of IWB
among workers (Kim, 2017). The study by Bass
(2015) found that transformational leadership
also affects the employees’ performance in their
organization, and it motivates them. Work
engagement is able to strengthen the employees’
productivity, positive work behavior, and
increase the innovative work behavior among
the employees. The positive relationship can
affect the development of the employees’

innovative work behavior, such as pro-active
behavior or sharing with another employee.

H6: Work engagement positively mediates the
relationship  between transformational
leadership and innovative work behavior.

METHOD, DATA, AND ANALYSIS
1. Research Method

1.1. Sample and Procedure.

This study examined the structural relationship
between innovative work behavior, work enga-
gement, the style of leadership, and organiza-
tional justice on Indonesian government
employees. Researchers used an online
guestionnaire that was sent to the respondents
from March 3, 2020, until April 6, 2020. In the
process of determining the sample, the
researchers used a purposive sampling method
where the researchers set the criteria for
determining the target respondents. The criteria
were: (1) the respondents must be between 17
and 37 years old, (2) they must be employed by
government institutions, and (3) they must come
from Indonesia. The determination of these
criteria was based on the research’s context (e.g
with government employees being essential
subjects). The questionnaire was written in
Indonesian. This research used structural
equation modeling (SEM); this method can also
validate the model being used in this study.
Structural equation modeling can be used to

Transformational
Leadership H2

H1

Work Engagement >

H3 Innovative

Work Behavior

Organizational Justice

V’
H5

Figure 1 Research Model
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confirm a hypothesis or idea, and explain the
lack of latent variables. Following the use of
SEM, the result will confirm the relationship
among the latent variables. The total number of
respondents to the questionnaire was 383, but
only 345 of them met the criteria to be included
in the sample.

1.2. Measurement.

All the items, variables, and dimensions in this
study were adapted from the previous research.
To measure the leadership style, there were 20
items in this research using the Multifactor
Leadership Questionnaire which was developed
from the one used by Bass and Avolio (2004).
The measurement of innovative work behavior
had nine items from Janssen (2000), a sample
guestion was ‘I create new ideas to solve
difficult problems in the organization.” Work
engagement was measured by items from
Schaufeli (2006) or the Utrecht Work
Engagement Scale (UWES), a sample question
was “While 1 work, | feel strong and
enthusiastic.” Organizational justice used the
scale from Colquitt (2001) with 18 items for
measuring the perception of organizational
justice in the organization. This variable
consisted of four dimensions: distributive
justice, procedural justice, interpersonal justice,
and informational justice. All the items from
innovative work behavior (IWB), transforma-
tional leadership (TL), work engagement (WE),
and organizational justice (OJ) used a 6-point
Likert scale.

2. Data Analysis

The demographic respondent in this research
received about 383 respondents and just 345
confirming as research criteria. Most of the
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respondents were female. There were 41,16%
males and 58.84% females.

Table 1 presents the descriptive statistics, the
construct reliability (CR), and the VE test. The
descriptive statistics show the mean, maximum,
minimum, and standard deviation for all the
variables in this study. In Table 1, organizational
justice has the highest mean score (5.029) and
innovative work behavior has the lowest mean
score (4.127). Table 1 shows that all the
variables have a mean ranging from 4.1 to 5.02.
This result can be classified as being in the “high
category” for all the variables. The maximum
value was in the range of 6.00, and the minimum
value was 1.00. It should be noted that
organizational justice (OJ) has the highest mean,
and innovative work behavior (IWB) has the
lowest mean. For the standard deviation,
innovative work behavior has the highest value
with 1.06587.

The researcher used confirmatory factor
analysis (CFA) to test the validity of the
construct. For the CFA analysis, the researcher
only used the CFA 1% order on the variables:
innovative work behavior, transformational
leadership, and work engagement. For
organizational justice, the researcher used the
CFA 2" order because of the dimension of the
variables. Hair et al. (1998) stated that an item
would be significant if the loading factor was
higher than 0.5. In Table 2, the loading factor of
all the items ranges from 0.6 to 0.92 which
confirms them as being valid (except TL1 and
WES8) because all the items fulfilled the loading
factor standard (>0.5). All the construct
reliability (CR) coefficients ranged between 0.89
and 0.94, and fulfilled the CR of being >0.7,
suggesting that all the variables in this test were
valid and reliable (Bagozzi and Yi, 1988).
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Table 1 Descriptive Statistics and Construct Reliability
Mean Max Min SD CR AVE
Innovative Work Behavior 4.127 6.00 1.00 0.989 092 0.8
Transformational Leadership 4.616 6.00 1.45 0.880 096 057
Work Engagement 4.894 6.00 1.00 0.919 094 0.71
Organizational Justice 5.029 6.00 1.83 0.735 0.92* 0.76*
*) 2nd order process
Table 2 The Construct of Validity for 1st and 2nd order Organizational Justice
1%t Order CFA Validity 2" Order CFA Validity
Loading Construct Loading
Construct Factor V:Errira%rce Reliability ~ AVE Factor VaErri;%rce é:;?:tt):lljg/ AVE
(>0.5) (>0.7) (>0.5)
Organizational Justice
Distributive Justice 0.88 0.65 0.93 0.14 0.92 0.76
0J1 0.81 0.34
0J2 0.88 0.23
0J3 0.74 0.45
0J4 0.80 0.36
Procedural Justice 0.90 0.64 0.97 0.06
0J5 0.82 0.33
0J6 0.86 0.26
0J7 0.59 0.65
0J8 0.86 0.26
0J9 0.85 0.28
Interpersonal Justice 0.92 0.74 0.81 0.34
0J10 0.87 0.24
0J11 0.94 0.12
0J12 0.91 0.17
0J13 0.69 0.52
Informational Justice 0.89 0.74 0.75 0.44
0J14 0.75 0.44
0J15 0.90 0.19
0J16 0.92 0.15
0J17 0.90 0.19
0J18 0.67 0.55

Source: Processing Data from LISREL 8.8

Table 2 also presents the construct of
validity for organizational justice for the CFA 1%
and 2™ orders. The purpose of the CFA 1% order
is to measure, one by one, the dimensions of
organizational justice. To find the latent variable
of organizational justice, the researcher decided
to test the validity using the 2" order CFA
process. Based on Table 3, the loading factor of
the 1% order CFA ranged from 0.63 to 0.94. In

the 2" order test of the CFA, the loading factor
ranged from 0.59 to 0.92. According to Hair et
al. (1998), all items in the 1% and 2" orders
fulfilled the CFA standard (>0.5) and were also
significant. The 1% and 2™ order reliability tests
show significant values, indicating all the
constructs’ reliability were above 0.7 as per the
CR standard, and the VE were also above 0.5
(Bagozzi and Yi, 1988). This condition also



280

found in VE in the first and second-order of
travel motivation was acceptable.

RESULT AND DISCUSSION

This study used structural equation modeling
(SEM) for testing the hypotheses. First, the
researcher measured the model's goodness of fit.
The fit indices suggested that the model fitted
the data reasonably well (the model achieved at
least four or five indicators for its goodness of
fit) The %2 of the hypothesized, y2 (df=734) =
2,617.95, p=0.00, indicates that the model fitted
the data well. The remaining fit statistics were
also excellent (NFI=0.96; TLI=0.97; CFI=0.97;
IF1=0.97), thus further confirming a well-fitting
model. The researcher used path analysis to
measure the sixhypothesis including mediation
hypothesis. The result of the data process is
shown in Table 2.
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Table 3 shows four hypotheses were
supported and one hypothesis was not supported
and thus rejected (the result was under the path
analysis standard). The result (Table 2) indicates
that transformational leadership (p= 0.38, t-value
(6.77) > 1.645) had a positive effect on work
engagement. This condition also occurred in
organizational justice (= 0.38, t-value (6.65) >
1.645) and was statically significant. According
to the data analysis, H1 and H4 were accepted.
As the researcher expected that transformational
leadership (p= 0.31, t-value (4.30) > 1.645) and
work engagement (= 0.23, t-value (3.23) >
1.645) positively affected innovative work
behavior, H2 and H3 were accepted. However,
there was no relationship between organizational
justice and innovative work behavior (p= 0.03, t-
value (0.40) < 1645), causing H5 to be rejected.

-9 @N
€.77 4._20

1€ .35

@ma_g& *7-17

Chi-Jguare=3€17.55, df=724, P-walue=0.00000, BM3IEA=0_08€

Figure 2 Final Research Model

Table 3 Hypotheses Test

Relationship  coefficient estimate Decision
H1 TL-WE 0.38 6.77* S
H2 TL-IWB 0.31 4.30* S
H3 WE - IWB 0.23 3.23* S
H4 0J-WE 0.38 6.65* S
H5 0J-1wWB 0.03 0.40 NS

Source: Processing data using LISREL 8.8: (p<1.645): S=Supported; NS=Not Supported

*) :t-value > 1.65 (one tailed)
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For examining Hypothesis H6, which is an
intervening hypothesis, the researcher used a
mediation test. Testing the role of work
engagement as a mediator can also be done
using the Sobel test, which is a test to find out
whether the relationship through a mediating
variable is significantly capable of being a
mediator of the relationship. Based on the results
of the Sobel test, by comparing the calculated Z-
value and the Z-table with a significance level of
0.05 (Z table = 1.96), Hypothesis H6 was
accepted because the Z-value was higher than
the Z-table (2.91>1.96) (Table 4). The study
confirmed that the role of work engagement can
strengthen the relationship between transforma-
tional leadership and innovative work behavior.

In mediation effect test, this study was also
conducted by bootstrapping method based on
Hayes (2013). For processing the data, the
researcher used SPSS software with plugin
PROCESS v4 by Adrew F Hayes. Based on the
results in Table 5, work engagement was also
found to be a mediator variable on the
relationship between leadership and innovative
work behavior (p-value > 0.05), so Hypothesis
H6 was accepted. The confidence interval (CI)
from the bootstrap results is written BootLLCI
(lower level for CI) = 0.0585 and BootULCI

(upper level for CI) = 0.2112.

This study aimed to determine the existence
of innovative work behavior in Indonesian
government employees. In this study, the
researcher focused on the roles played by the
style of leadership, organizational justice, and
work engagement on employees’ work behavior,
and especially on government employees’
innovation perceptions. This study finds that
transformational leadership positively influences
innovative work behavior. Related studies from
Edelbroek et al. (2019) also found that
leadership can influence innovative work
behavior. The role of leadership can improve
employees' effectiveness and behavior (Brown
and Leigh, 1996) because the leader is a
mobilizer and directs the employees; leaders
who have transformational thinking can increase
a person's initiative. The concept of the social
exchange theory explains the mutualism and the
positive feedback in the relationship. The
existence of a transformational leadership style
can provide a more innovative work ecosystem
and stimulate innovative employees (De Jong &
Den Hartog, 2007).

The subsequent findings were outside the

expectations of the researcher. This research
found that no matter how high the organization's

Table 4 Mediation Test with Sobel Test

Path a b SEa

SEb Zvalue Ztable Decision

TLE-WE-IWB 0.38 0.23 0.057

0.071 291 1.96 H6 Accepted

a= coefficient of the effect of TLE on WE: b = coefficient of the effect of WE on IWB: SEa = standard error of
estimation for the effect of TLE on WE: SEb = standard error of estimation for the effect of WE on IWB:

Significant level 0.05

Table 5 Mediation Test with Bootstrapping Method based on Hayes (2013)

Coefficient

t-value

p-value Decision

TL > WE > IWB 0.441
BootLLCI (lower level for Cl) = 0.0585
BootULCI (upper level for CI) =0.2112

9.1101

0.0000 H6 Accepted

Source: Processing data using SPSS with plugin PROCESS v4 by Adrew F Hayes.
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level of justice in the government employees’
climate was, this did not affect the government
employees' innovative behavior. This is because
of the employees’ well-being, ranges, wages,
insurance, and retirement provisions, which all
make government employees not very highly
thought of, in terms of their self-initiative for the
organization. The rules tied and the work
division that makes government employees do
not question its organizational justice are
focused on their respective working part. The
high level of organizational justice in the
government companies does not make for
innovative working conditions. Surprisingly, this
study shows that there is no relationship between
organizational justice and innovative work
behavior for government employees.

This result is different from the results of
previous studies which found that organizational
justice in an organization will increase the level
of innovative work (Dundar & Tabancali, 2012;
Agarwal, 2014; Silva & Caetano, 2014; Akram
at. al, 2019). The previous research conducted
by Almansour and Minai (2012) found an
insignificant effect for distributive and proce-
dural justice on innovative work behavior.
Although the results of this study did not find an
effect between organizational justice and
innovative work behavior, some researchers still
believe in the role organizational justice has in
encouraging employees to be more innovative.
With positive perceptions of distributive,
procedural, interactional, temporal and spatial
justice, employees will tend to be encouraged to
be more involved in generating new ideas, and
discussing and implementing these ideas in the
organization (Akramat al., 2019).

Similar to the previous studies, this study
also found that organizational justice had an
influence on work engagement. It defines that
the workplace circle has a big impact of
productivity. Previous studies show that the
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teamwork factor has an association between
employees’ motivation and productivity (Irfan
and Lodhi, 2015). Like the prevailing reciprocal
law, Indonesian people's habits when getting
something useful and return to provide positive
energy. Otherwise, when they feel uncomfor-
table, they will be lazy and ignorant. Perceptions
about the organization/place of work will also
affect the involvement of the employees. The
higher the perception is of the fairness of the
employees, the more comfortable they will feel
about working to increase their participation in
each work activity and thus improving their
productivity at work. The findings as supported
by earlier research from Saks (2006), and
Parzefall et al. (2008) into the concept in the
social exchange theory that psychology,
behavior, and justice all follow the employees’
engagement.

This phenomenon makes it undeniable that
the leader's role is crucial for an organization's
sustainability, especially regarding the effect on
the employees’ performance. The right leader-
ship style can improve the conducive and
productive ecosystem (Afsar et al., 2019). In
line with the social exchange theory on the
feedback of human relations, the better the
relationship, the better will be the return
received. The study found that the transfor-
mational leadership style could improve work
engagement. This indicates that the existence of
a transformational leadership style can
strengthen the working relationship between the
employees and the government. Earlier research
found that the leadership style can increase
engagement toward an organization (Kim,
2017); a transformational style is capable of
providing positive energy, motivation, and a
clear organizational vision (Fitzgerald and
Schutte, 2010, p. 49).

Work engagement plays a considerable role
in the continuity of a group or company. Work
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engagement is believed to increase the loyalty
and productivity levels of the employees. Work
engagement which allows employees to have a
role in the organization can enhance individual
creativity. If workers feel that they are essential,
they are more likely to involve themselves in
every activity of the organization. This provides
positive energy to encourage the workers to
increase the innovative perception they will gain
from their involvement with their company. This
study found that work engagement was able to
increase the innovative work behavior among
government workers. In line with the positive
organizational behavior theory’s idea that human
relationships can strength people’s capabilities,
this indicates that the existence of engagement
among government workers is able to provide
employee improvement. Previous research stated
that work engagement is an active play to
change employees’ behavior and environmental
work (Agarwal, 2014; Lin & Tsai, 2020).

This study contributes to the concept of
justice, engagement, and the behavior literature,
with an approach to government employees who
behave differently from other employees. Not
only does this study enlarge the literature on
innovative work behavior with the specific case
of government employee, it also includes
internal personal traits. Government employees
have behavior that impressed ‘comfort-zone"
and challenging to develop its competence.
However, the results in this study will confirm
the perception in public about government
employee innovative work. First, this study
expanded the study into the organizational
justice relations of government employees with
innovative work behavior, and the research
found something different from the previous
research. Our result differs from the result of the
previous study about justice and innovative work
behavior, but this result indicates that organi-
zational justice does not affect the respondents’

profiles. Second, this research also confirms the
existence of innovative work behavior in the
government employees’ environment. This
research stated that innovative work behavior
was supported by the intervention of such things
as the leadership style and work engagement of
government employees. Thus, this research
provides an overview of the different perspec-
tives of the effectiveness of innovative work
behavior by Indonesia's government employees.

CONCLUSION AND SUGGESTION

Government  employees display dissimilar
behavior to other employees. Giving different
treatments to the government workers would
result in the growth of their innovative work
behavior. This finding proved that innovative
work behavior in government workers was
supported by inventions, such as leadership and
work engagement. Conversely, organizational
justice did not affect innovative work behavior.
So, organizational justice insignificantly
influenced the increase of innovative work
behavior among government employees. This
condition happened because of many factors.
One of the factors is the good status or
characteristics of government employees. In this
study, the role of the leadership’s style can
influence the relationship and behavior among
government employees. This indicates that
transformational leadership positively influences
work engagement. Transformational leadership
positively influences innovative work behavior,
leadership with a transformational style, and
innovative  behavior among  government
employees. Besides that, organizational justice
shows a positive influence on work engagement.
The role of work engagement has a positive
impact toward innovative work behavior. This
study also verified work engagement as the
mediator between transformational leadership
and innovative work behavior. The findings also
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showed that work engagement could strengthen
the relationship  between transformational
leadership and innovative work behavior.

IMPLICATION. LIMITATION AND
SUGGESTIONS

In this study, the sample of respondents com-
prises of the employees of many government
institutions, so the research result was not
applicable to each government institution. Future
research can use a specific government
institution as the research object, enabling the
result to be more specific and more significant to
a particular institution. This study only focused
on transformational leadership as a predictor of
innovative work behavior. Any future research
can try other leadership styles such as
entrepreneurial  leadership or transactional
leadership. This could broaden the literature
study about behavior or justice in the specifics of
the research’s objects. Furthermore, our finding
gives a new view that has a managerial
implication, to strengthen employees’ innovative
work behavior to ensure the organization’s
continuity. The leadership style and work
engagement positively impact the innovative
work behavior of government employees. It
needs the best way and strategy to build a good
leadership style and work engagement to obtain
the best output from the employees.
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