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Abstract. This study aims to analyze the role of innovativeness in driving HR 
performance at the Central Java and D.I. Yogyakarta DJBC Regional Office with 
the adoption of the Ministry of Finance’s Work Values as a control variable. 
Based on the research gap and existing phenomena, the research problem in this 
study is how innovativeness affects HR performance and how the Ministry of 
Finance’s Work Values acts as a moderating factor in this relationship. The type 
of research used is explanatory associative research with a quantitative 
approach. The population of this study consists of all HR at the Central Java and 
D.I. Yogyakarta DJBC Regional Office, totaling 150 people, with the sampling 
technique using census sampling, where the entire population is treated as the 
sample. The statement interval in this study uses a 1–5 scale, with anchors 
ranging from Strongly Disagree (SD) to Strongly Agree (SA). Data analysis was 
conducted using Partial Least Square (PLS) methodology. The results of the study 
show that innovativeness has a positive and significant effect on HR 
performance. Furthermore, the adoption of the Ministry of Finance’s Work 
Values significantly moderates the relationship between innovativeness and HR 
performance. This study provides valuable contributions to understanding the 
factors influencing HR performance in the DJBC environment and highlights the 
importance of applying the Ministry of Finance’s Work Values in enhancing 
performance through innovation. 

Keywords: HR performance; Innovativeness; Ministry of Finance’s Work Values.  

 

1. Introduction 

One of the key government agencies responsible for ensuring compliance with international 
trade regulations and optimizing state revenue is the Regional Office of the Directorate 
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General of Customs and Excise (DJBC) for Central Java and the Special Region of Yogyakarta.  
To optimize the performance of the Directorate General of Customs and Excise, the Regional 
Office for Central Java and Yogyakarta is committed to becoming a service-oriented 
institution free from corruption, collusion, and nepotism. This commitment is supported by 
adequate infrastructure and human resources characterized by high integrity, 
professionalism, synergistic capabilities, service orientation, and a continuous pursuit of 
excellence. These values are the core principles upheld by the Ministry of Finance. They 
provide moral and ethical direction, forming the foundation for organizational behavior and 
decision-making, while also shaping a distinctive organizational identity and work culture. In 
turn, this builds a strong image and reputation among employees, stakeholders, and the 
public (Olejarski et al., 2019). 

Innovativeness plays a significant role in supporting the performance of Customs and Excise, 
particularly in efforts to prevent smuggling practices that harm state revenue.  As several 
researchers have noted, innovativeness is essential in driving organizational performance 
(Acar & Ozs, 2018). By continuously pursuing new ideas and concepts in processes, 
products, or service development, organizations can improve efficiency, effectiveness, and 
market competitiveness (Alhakimi & Mahmoud, 2020). Innovativeness opens the door to 
positive change, allowing organizations to adapt to ever-changing environments and seize 
emerging opportunities (Astrini et al., 2020). 

Innovative organizations are more agile in adapting to market changes and meeting 
customer needs, which helps them reduce response times to market demands (Kim & Choi, 
2020). Moreover, innovation can make an organization more appealing to both talent and 
investors, as it is often seen as a critical factor for achieving sustained success (Brettel et al., 
2015). Isa & Muafi (2022) highlight the significant influence of innovation on human 
resource performance, while other research emphasizes its crucial role in driving 
organizational performance (Urban & Matela, 2022). Innovation has consistently been 
shown to have a significant impact on human resource performance (Chatterjee et al., 2024; 
Grosser et al., 2018; Parra-Requena et al., 2022; Rubera & Kirca, 2012). 

A study by Yuliansyah et al. (2021) confirmed that innovation positively influences 
performance, emphasizing the importance of innovative capabilities in organizational 
achievement. However, this finding contrasts with research by Domi et al. (2019), which 
concluded that innovation has no significant effect on HR performance in Albanian SMEs. 
Such differences highlight inconsistencies in research outcomes regarding the relationship 
between innovation and performance, likely influenced by varying industry contexts, 
company sizes, or environmental factors. This research gap provides an opportunity for 
further investigation to better understand the specific conditions under which innovation 
contributes optimally to organizational performance. To address this gap, the variable 
Organizational Value is proposed as a mediating factor. 
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However, instilling these values across all organizational units is no easy task. One of the 
biggest challenges in this process is changing employee mindsets (Magsi et al., 2018). By 
adopting these values, employees are expected to strengthen integrity (Khan et al., 2020), 
boost innovation (Zeb et al., 2021), foster synergy, deliver excellent service (Spicer, 2020), 
and pursue excellence in every aspect of their work (Aboramadan et al., 2020). As such, the 
core values of the Ministry of Finance serve as the foundation guiding the behavior and 
attitudes expected of all organizational members, and reflect the work culture held in high 
regard in achieving the Ministry’s goals and vision. 

Organizational values refer to the principles, beliefs, and standards upheld by an 
organization (Carter & Greer, 2013). These values represent the organization’s work culture 
and identity, offering moral and ethical direction for behavior and decision-making within 
the institution (Juliati, 2021). Organizational values encompass various aspects such as 
integrity, professionalism, innovation, collaboration, service, fairness, and others considered 
important for achieving the organization’s vision and mission (Singh et al., 2021). 

Organizational values include the beliefs that form the basis of decisions and actions, such 
as integrity, professionalism, collaboration, and innovation (Hofstede, 1998; Mirvis et al., 
2010). These values are often explicitly stated in official documents like mission and vision 
statements or codes of ethics (Gurley et al., 2015). On the other hand, values that are 
consistently practiced evolve into a living culture within the organization, reflecting norms, 
traditions, habits, and behaviors adopted by its members. This includes ways of working, 
communication styles, levels of engagement, job satisfaction, and responses to changes and 
challenges (Al-Shibami et al., 2019; Hofstede, 1998). Organizational culture can be seen in 
daily interactions, rituals, symbols, and the work environment (Rahmadani Lubis & Hanum, 
2020). While closely related, organizational values typically serve as the foundation of 
organizational culture (Hofstede, 1998). The values held by an organization shape the norms 
and behaviors that eventually become embedded in its culture. In essence, organizational 
values function as the moral and ethical compass that defines a unique work culture and 
organizational identity. 

The research results suggest that an organizational culture characterized by shared trust, 
collaboration, and learning, supported by participative and supportive leadership, tends to 
improve the effectiveness of knowledge management practices, which in turn enhances the 
company’s innovation capabilities (Lam et al., 2021). A significant and direct relationship 
between organizational culture and organizational innovation has been established (Alharbi 
et al., 2022). Furthermore, an adhocracy culture is statistically deemed effective in 
predicting performance and fostering innovation within organizations (Zeb et al., 2021). The 
findings show that organizational culture positively influences organizational innovation 
(Azeem et al., 2021). 

This Article highlights several challenges faced by the Directorate General of Customs and 
Excise (DJBC) Regional Office for Central Java and Yogyakarta in fulfilling its role, particularly 
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in increasing state revenue and maintaining domestic economic balance. While DJBC plays a 
crucial role in overseeing international trade, collecting customs duties, and protecting the 
domestic market, the main challenge lies in changing employees' mindsets to adopt 
organizational values that support integrity, innovation, and high-quality service. 
Additionally, the uncertainty regarding the contribution of innovation to organizational 
performance—given that some studies show contradictory results—presents a research gap 
that needs further exploration. Therefore, it is essential to investigate the specific conditions 
under which innovation can optimally contribute to the performance of the DJBC 
organization, as well as how organizational values can be effectively internalized to support 
the institution's goals.  The objectives of this study are to describe and analyze the impact of 
innovativeness on improving human resource performance, as well as to examine the 
moderating effect of adopting the Ministry of Finance’s Work Values on the role of 
innovativeness in enhancing human resource performance. 

2. Research Methods 

This study aims to explain the testing of hypotheses with the intention of validating or 
strengthening the hypotheses in order to support the underlying theory. In this case, the 
theories are related to the Ministry of Finance’s work values, innovativeness, and 
organizational performance. The population in this study consists of all human resources at 
the Central Java and Special Region of Yogyakarta Regional Office of the Directorate General 
of Customs and Excise (DJBC), totaling 150 individuals. The sampling technique used is 
census sampling, where the entire population is treated as the sample. The measurement of 
the research variables is carried out using personality questionnaires. Data collection is done 
using closed-ended questionnaires. The response interval for the statements in this study 
ranges from 1 to 5, with anchors ranging from Strongly Disagree (STS) to Strongly Agree (SS). 

In this study, the operational definitions of the variables and their indicators are explained 
as follows: Human Resource Performance refers to the work results of employees, both in 
terms of quality and quantity, evaluated based on the established work standards. The 
indicators for human resource performance include quality, quantity, timeliness, cost-
effectiveness, and interpersonal impact, as adapted from Bernardin & Russel (2013). 
Ministry of Finance Work Values encompass the core values that serve as the foundation for 
the character and work culture in the Ministry of Finance, guiding the implementation of 
tasks and responsibilities, and reflecting the unique identity that differentiates the Ministry 
of Finance from other institutions. The indicators for Ministry of Finance work values include 
integrity, professionalism, synergy, service, and excellence, as stated in PMK Number 190 of 
2018. Innovativeness describes an organization's willingness to pursue new ideas and 
concepts in processes, products, or service development. The indicators for innovativeness 
include aggressiveness, analysis, defensiveness, futurity, proactiveness, and riskiness, as 
proposed by Karabulut (2015). 
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In this study, data analysis is conducted using Partial Least Square (PLS), a statistical method 
that helps to analyze complex relationships between variables. PLS is particularly useful for 
handling small sample sizes and complex models with multiple constructs. The analysis 
includes the assessment of both the measurement model (to evaluate the reliability and 
validity of indicators) and the structural model (to test the relationships between 
constructs). The key results from PLS provide insights into the strength and significance of 
the relationships, indicating how well the proposed model fits the data and supports the 
hypotheses. In conclusion, PLS analysis enables a comprehensive evaluation of the direct 
and indirect effects between the studied variables, highlighting their impact on the overall 
model. 

3. Results and Discussion 

The respondents in this study were 150 employees from the Central Java and Yogyakarta 
Regional Office of DJBC. The data collection through questionnaires showed that all were 
fully completed and suitable for further analysis. The majority of respondents were male 
(64.7%), aged between 31-40 years (40%), had a bachelor's degree (47.3%), and had 0-10 
years of work experience (49.3%). These characteristics highlight a male-dominated 
workforce, relatively young, well-educated, and with varying levels of work experience. 

The evaluation of convergent validity for each latent variable can be presented in the outer 
loading values, which reflect the strength of the indicators in explaining the latent variables. 
The results of this convergent validity test can be described as follows: 

Table 1. convergent validity test  
Outer loadings 

X1_1 <- Innovativeness 0.789 

X1_2 <- Innovativeness 0.814 

X1_3 <- Innovativeness 0.875 

X1_4 <- Innovativeness 0.789 

X1_5 <- Innovativeness 0.823 

X1_6 <- Innovativeness 0.857 

Y1_1 <- employee performance 0.859 

Y1_2 <- employee performance 0.858 

Y1_3 <- employee performance 0.914 

Y1_4 <- employee performance 0.890 

Y1_5 <- employee performance 0.841 

Z1 <- Work Value 0.882 

Z2 <- Work Value 0.764 

Z3 <- Work Value 0.895 

Z4 <- Work Value 0.863 

Z5 <- Work Value 0.878 

Work Value x Innovativeness -> Work Value x Innovativeness 1.000 

Based on the results of the convergent validity testing for each variable, it can be stated that 
all indicators used in this research model are declared valid, and therefore can be used as 
measures for the variables employed in this study. 
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Discriminant validity testing is conducted using three methods: 1) by examining the Fornell-
Larcker Criterion, which is determined from the square root of the Average Variance 
Extracted (AVE), 2) by checking the Heterotrait-Monotrait Ratio (HTMT) value, and 3) by 
inspecting the cross-loadings. The results of the tests for each variable are as follows:  

Table 2. Fornell Lacker Criterion 

 Innovativeness 
employee 
performance Work Value 

Innovativeness 0.825     
Work Value 0.401 0.873   
employee performance 0.177 0.725 0.858 

The Fornell-Larcker Criterion test has been fulfilled, as indicated by the AVE root values 
being greater than the correlations between the constructs. This demonstrates that all 
constructs in the model possess good discriminant validity, meaning that the research 
instruments used are considered appropriate and valid for measuring the latent variables in 
this study. 

Validity testing using the Heterotrait-Monotrait ratio (HTMT) criterion is conducted by 
examining the HTMT matrix. An acceptable HTMT value is below 0.9, which indicates that 
the discriminant validity evaluation is acceptable. 

Table 3. Heterotrait-Monotrait Ratio (HTMT) Criterion 

  Innovativeness 
employee 
performance Work Value 

Innovativeness       

employee performance 0.427     

Work Value 0.188 0.788   

Work Value x Innovativeness 0.237 0.238 0.452 

  The values in the HTMT matrix in Table 3 above are all less than 0.9. This indicates that the 
model demonstrates an acceptable evaluation of discriminant validity. From the results of 
the discriminant validity test, it can be concluded that the Heterotrait-Monotrait Ratio 
(HTMT) criterion has been met, meaning all constructs in the estimated model fulfill the 
criteria for good discriminant validity, and thus, the data analysis results can be accepted. 

Reliability testing is conducted to verify the accuracy, consistency, and precision of the 
instrument in measuring the constructs. Reliability indicates that the research indicators 
used are appropriate to the actual conditions of the research object. The reliability of a 
construct with reflective indicators can be measured using three methods: composite 
reliability, Cronbach's alpha, and AVE. The results for each construct in this study are 
presented in the table below: 

Tabel 5 realibility test 

 

Cronbach's 
alpha Composite reliability 

Average variance 
extracted (AVE) 

Innovativeness 0.907 0.927 0.681 
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employee performance 0.921 0.941 0.762 
Work Value 0.909 0.933 0.736 

The results of the reliability test for each construct are shown in the table above. The 
findings indicate that the AVE values for each construct are greater than 0.5, the composite 
reliability values for each construct exceed 0.7, and the Cronbach’s alpha values for each 
construct are also above 0.7. Based on these reliability test results, it can be concluded that 
the instruments used to measure the variables Innovativeness, Human Resource 
Performance, and Kemenkeu Work Values in this study have high reliability. In accordance 
with the results of the convergent validity, discriminant validity, and reliability tests of the 
research variables, it can be concluded that all indicators used to measure the latent 
variables are valid and reliable measurement indicators. In this study, the goodness of fit for 
the structural model is evaluated by considering R-square (R2) and Q2 (predictive relevance 
of the model). Both are measures used to indicate the acceptance of the proposed model 
(Hair et al., 2019).  
Tabel 6   Koefisien Determination Value (R-Square) 

 R-square 

Employee performance 0.621 

Table 6 above shows the coefficient of determination (R-square) value for the Human 
Resource Performance variable, which is 0.621. This value indicates that the Human 
Resource Performance variable can be explained by the variables Innovativeness and 
Kemenkeu Work Values by 62.1%, while the remaining 37.9% is influenced by other 
variables not included in this research model.  

The final step in PLS, namely the structural (inner) model analysis, is conducted to test the 
hypotheses using the t statistic (T Statistics). The test results indicate that the 
Innovativeness construct affects Human Resource Performance, moderated by the Ministry 
of Finance Work Values, as shown by the significant loading factors in the structural model 
output. Data processing was carried out with the SmartPLS v4.0 software, and the results 
are visualized in the following figure. 

 

Figure 1 Full Model SEM-PLS  
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 This section presents the results of the hypothesis testing conducted in the previous 
chapter. To determine whether the hypothesis is accepted or not, you can compare the 
t-statistic (t-hitung) with the t-table, assuming that the t-hitung is greater than the t-
table. The t-table value for a 5% significance level is 1.96. The following table shows the 
results of the analysis of the influence between variables using Partial Least Squares 
(PLS) analysis. 

Tabel 7  Path Coefficients  

 

Original 
sample 

T statistics P values Influence 

Innovativeness -> Kinerja SDM 0.305 4.378 0.000 Significant 

Work value -> employee performance 0.738 14.378 0.000 Significant 

Work value x Innovativeness -> employee 
performance 0.123 2.182 0.029 

Signifikan 

Through the presentation of the data processing results, hypothesis testing for each 
research hypothesis can be conducted. The first hypothesis, H1, suggests that the higher the 
Innovativeness, the higher the Human Resource Performance. The test for this hypothesis 
was conducted by examining the estimated coefficient (original sample) of the effect of 
Innovativeness on Human Resource Performance, which was found to be 0.305. This result 
provides evidence that Innovativeness positively influences Human Resource Performance. 
The t-test results further support this, with the t-statistic (4.378) being greater than the t-
table value (1.96) and the p-value (0.001) being less than 0.05. Therefore, the conclusion is 
that Innovativeness has a positive and significant effect on Human Resource Performance, 
meaning that employees with higher Innovativeness tend to have higher performance. 
Based on this, the first hypothesis, "The higher the Innovativeness, the higher the Human 
Resource Performance," is accepted. These results support previous studies that innovation 
has a significant impact on Human Resource Performance (Chatterjee et al., 2024; Grosser 
et al., 2018; Parra-Requena et al., 2022; Rubera & Kirca, 2012). 

The second hypothesis, H2, posits that when the Ministry of Finance Work Values are well 
adopted, they will strengthen the role of innovation in driving improvements in Human 
Resource Performance. Conversely, if the adoption of these values is less optimal, the role 
of innovation in improving Human Resource Performance will weaken. This hypothesis was 
tested by examining the estimated coefficient (original sample) of the interaction between 
Ministry of Finance Work Values and Innovativeness on Human Resource Performance, 
which was found to be 0.123. This result indicates that the moderating effect of Ministry of 
Finance Work Values on the relationship between Innovativeness and Human Resource 
Performance is positive. The t-test results (t-statistic = 2.182, p-value = 0.029) further 
confirm the significance of this effect. Based on these findings, it can be concluded that high 
Ministry of Finance Work Values strengthen the impact of Innovativeness on Human 
Resource Performance. Thus, the second hypothesis, "When the Ministry of Finance Work 
Values are well adopted, this will strengthen the role of innovation in improving Human 
Resource Performance. Conversely, if the adoption of these values is less optimal, the role 
of innovation in improving Human Resource Performance will weaken," is also accepted. 
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These results provide support for previous research that organizational culture has a 
significant and direct relationship with organizational innovation (Alharbi et al., 2022). 
Additionally, work culture is statistically considered suitable for predicting performance and 
enhancing innovation within organizations (Zeb et al., 2021). 

4. Conclusion 

This study reveals that innovativeness has a positive and significant impact on HR 
performance at the DJBC Regional Office of Central Java and D.I. Yogyakarta, with 
employees possessing higher levels of innovativeness tending to demonstrate better 
performance. Additionally, the adoption of the Kemenkeu Work Values, which include 
integrity, professionalism, synergy, service, and excellence, has been shown to positively 
moderate the relationship between innovativeness and HR performance. Optimal 
implementation of Kemenkeu Work Values strengthens the impact of innovativeness in 
driving improvements in HR performance, highlighting the importance of collaboration and 
a strong work culture in achieving optimal organizational performance. The theoretical 
implications of this research reinforce the understanding that long-term orientation 
(futurity) and the willingness to take risks (aggressiveness) play crucial roles in driving HR 
performance. This study also confirms that Kemenkeu Work Values function not only as 
normative guidelines but also as a catalyst that strengthens the relationship between 
innovativeness and HR performance. A combination of innovation strategy, collaboration, 
and balanced human resource management can create optimal synergy to improve overall 
performance. However, this study has some limitations, such as the lack of diversity in the 
antecedent variables analyzed, the limited scope of the study to the DJBC Regional Office of 
Central Java and D.I. Yogyakarta, and the cross-sectional approach that cannot observe long-
term changes. Therefore, future research should broaden the variables being studied, 
expand the scope to different sectors or industries, and utilize a longitudinal design with a 
larger sample to obtain more comprehensive and generalizable results. 
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