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A B S T R A C T 
 
This study aimed to examine the influence of competitive attitude on individual work 

performance and innovative work behavior. To establish a strong conceptual foundation, 

relevant literature was reviewed to deepen the understanding of the key constructs. The research 

employed an assessment and correlational design to explore the relationships among variables. 

The population of the study comprised all employees within the institution where the research 

was conducted. Given this context, a total enumeration sampling technique was adopted to 

ensure comprehensive representation. Data was collected using structured questionnaires, and 

both descriptive and inferential statistics were utilized for analysis. 

 

The results indicated that employees demonstrated a moderate level of competitive attitude, 

while individual work performance and innovative work behavior were rated high. The Pearson 

correlation coefficient revealed a significant and positive relationship between competitive 

attitude, individual work performance, and innovative work behavior. Based on these findings, 

the study’s hypothesis was accepted. 

 

Despite its contributions, the study acknowledges certain limitations, particularly the confined 

scope of the population and the limited range of variables examined. It recommends that future 

research should incorporate a broader and more diverse population, along with additional 

variables that more comprehensively capture the dimensions of competitive attitude and its 

impact on innovative work behavior.
 

© 2025 by the authors. Licensee DWIJMH. This open-access article is distributed under the 

terms and conditions of the Creative Commons Attribution-NonCommercial-ShareAlike 4.0 

International License (https://creativecommons.org/licenses/by-nc-sa/4.0/) 

 

 Introduction 

Competition defines today’s business environment, where companies no longer operate as monopolies but must 

contend with others offering similar products or services in the pursuit of greater success (Alzamora, 2023). In such 

a competitive landscape, organizational success depends heavily on the optimal functioning of human resources. 
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Achieving this success requires both high task and contextual performance. However, performance is not solely 

determined by employees’ knowledge and skills—it also hinges on their attitudes toward work and competition 

(Núñez et al., 2024). 

 

Research by Abun et al. (2021) and Kammeyer-Mueller et al. (2023) highlights a positive correlation between 

employees’ attitudes toward work and their level of engagement. Similarly, Ma and Chen (2024) underscore the 

significant role that a competitive attitude plays in motivating task performance and driving better outcomes. 

 

To thrive in a competitive environment, both organizations and employees must embrace competition. This involves 

cultivating a mindset that is oriented toward outperforming others (Chen, 2016). Employees need to adopt a 

competitive attitude and behavior as a new way of thinking—one where the focus is on achieving superior results. 

In doing so, they are encouraged to exhibit proactive behaviors, embrace entrepreneurial orientation, and view 

competition positively rather than as a threat (Covin & Wales, 2012). According to Yang and Meyer (2019), 

competition should be seen as a motivating challenge that promotes work behaviors leading to higher performance. 

In such a business environment, adopting a competitive attitude is not optional. A competitive attitude is defined as 

the tendency to compete with oneself and others over a given objective (Klein & Newby, 2017). This means 

developing a mindset geared toward outperforming competitors, preparing to win, and viewing competition as an 

inherent part of business survival. Organizations and employees alike must recognize that they are not alone in the 

marketplace. Success depends on understanding competitors—their strategies, products, and services—and then 

differentiating one’s own offerings accordingly (Houston & Queen, 2020). 

 

Despite the importance of competition, existing literature has largely overlooked the critical role of competitive 

attitude in enhancing both work performance and innovative work behavior. This study seeks to address that gap by 

examining the effect of competitive attitude on individual work performance and innovative behavior. According to 

Koopmans et al. (2014), individual work performance refers to employee actions or behaviors that contribute to 

organizational goals. Innovative work behavior, as described by AIEssa and Durugbo (2021), involves the 

generation, introduction, and implementation of new ideas to enhance performance and support organizational 

success. 

 

The study is organized into several key sections. The first is the introduction, which outlines the background and 

objectives of the research. The second is the literature review, which explores existing studies on competitive 

attitude, competition, work performance, and innovative work behavior. The third section details the research 

methodology, including the research design, population, study locale, procedures, instruments, ethical 

considerations, and data analysis methods. This is followed by data presentation and analysis, and finally, the 

discussion and conclusion. 

Literature review 

The attitude and behavior relationship controversy 

In today's business landscape, competition defines the environment in which companies operate. Few businesses 

enjoy monopolistic conditions; instead, they must compete with others offering similar products or services, all 

striving to outperform one another (Alzamora, 2023). In such a competitive context, organizational success is 

unattainable without high-functioning human resources. Achieving success demands not only strong task and 

contextual performance but also employees who possess the right mindset toward their work and competition (Núñez 

et al., 2024). 
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Research by Abun et al. (2021) and Kammeyer-Mueller et al. (2023) emphasizes a positive correlation between 

employees’ attitudes toward their work and their level of engagement. Similarly, Ma and Chen (2024) highlight the 

significant role of a competitive attitude in motivating individuals to perform tasks more effectively. 

 

Thriving in a competitive work environment requires both organizations and employees to embrace and adapt to 

competition. According to Chen (2016), a competitive mindset must be deliberately cultivated. Employees are 

encouraged to adopt competitive attitudes and behaviors as a new approach to work—aiming not just to perform, 

but to outperform. This orientation includes proactive behavior, entrepreneurial thinking, and a readiness to view 

competition not as a threat, but as an opportunity for growth and excellence (Covin & Wales, 2012). Yang and Meyer 

(2019) further argue that competition should be seen as a motivating challenge that drives improved work outcomes. 

 

In such an environment, employees have little choice but to develop a competitive attitude. Klein and Newby (2017) 

define this as the tendency to compete—either individually or collectively—toward achieving a goal. In essence, this 

mindset means embracing competition and preparing to succeed in a competitive field. It implies a strategic 

awareness: both organizations and employees must recognize that they are not alone in the market. To survive and 

thrive, they must understand their competitors, analyze their strategies, and position their own offerings to stand out 

(Houston & Queen, 2020). 

 

Despite the growing recognition of competition’s importance, the literature reveals a noticeable gap: the role of 

competitive attitude in enhancing both work performance and innovative behavior has not been thoroughly 

examined. To address this, the current study aims to explore the impact of competitive attitude on individual work 

performance and innovative work behavior. 

 

Individual work performance refers to behaviors and actions by employees that align with and support organizational 

goals (Koopmans et al., 2014). Innovative work behavior, on the other hand, involves the generation, introduction, 

and application of new ideas to improve work processes and achieve desired outcomes (AIEssa & Durugbo, 2021). 

 

This study is structured into several sections. The first provides an introduction, including background and research 

objectives. The second reviews existing literature on competitive attitude, competition, work performance, and 

innovative work behavior. The third outlines the research methodology, including research design, population, study 

location, procedures, instruments, ethical considerations, and data analysis techniques. The fourth presents and 

analyzes the data, and the final section discusses the findings and offers conclusions.    

Competitive attitude 

In today’s dynamic and fast-paced business world, competition is a defining feature of the market. Gone are the days 

when one company could dominate an industry unchallenged. Now, numerous businesses operate in the same 

sectors, offering comparable products and services. Success is no longer determined simply by being present in the 

market—it is earned through strategic positioning and differentiation (Deszczyński, 2021; Rajagopal, 2012). 

Companies must closely monitor their competitors, understand their strategies, and learn from them to develop 

superior offerings (Homburg et al., 2012). The ultimate aim is clear: to outperform the competition and emerge as a 

market leader. 

 

Achieving this goal, however, requires more than just innovation and strategic insight. It demands a certain 

mindset—one that is focused, determined, and inherently competitive. Whether in boardrooms or on the shop floor, 

every employee must develop the internal drive to compete and succeed. According to Klein and Newby (2017), this 

involves more than simply recognizing competition; it means adopting a competitive attitude—a mindset oriented 

toward outperforming others and striving for excellence. 
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This idea of a competitive attitude is often misunderstood. People frequently use the terms “competition” and 

“competitiveness” interchangeably, though they refer to different concepts. As Klein and Newby (2017) clarify, 

competition is an external conflict over limited resources, while competitiveness is an internal trait—a psychological 

tendency to compete. It is a personality-driven characteristic that reflects a person’s desire to surpass others and win, 

either individually or as part of a team (Houston & Queen, 2017; 2020). 

 

This internal desire can be a powerful motivator, but it also has a darker side. The extreme form of competitiveness—

known as hyper-competitiveness—was first described by Horney (1937) and later operationalized in a measurement 

scale by Ryckman et al. (1990). Hypercompetitive individuals are driven by an intense, often unhealthy desire to 

win at any cost. As Lakie (1964) noted, this mindset can lead to manipulative, aggressive, or exploitative behaviors, 

all in the service of boosting one’s self-worth. Scholars like Aronson (1980) and Kohn (1986) have even linked this 

tendency to potential mental health issues and social dysfunction, with studies showing that hypercompetitive people 

often display high levels of dogmatism and mistrust (Ryckman et al., 1990). 

 

Because of these complexities, researchers have increasingly explored the positive and negative dimensions of 

competitive attitude. Some scholars argue that competitive orientation, when harnessed positively, can significantly 

enhance performance across a range of fields. In business, employees with a strong competitive drive often put more 

effort into their work and deliver better results (Eber et al., 2021; Wang et al., 2018; Wang et al., 2024). Similarly, 

in education and sports, competitive attitudes have been linked to improved academic and athletic outcomes (Payne, 

2010; Alahmed et al., 2017; Wongvorachan, 2023; Li, 2022). 

 

Despite this recognition, most existing tools for measuring competitive attitude are limited in scope. Historically, 

measurement scales—such as Horney’s hypercompetitive scale or Martin and Larsen’s Competitive-Cooperative 

Attitude Scale—have approached competitiveness as a single-dimensional construct (Ryckman et al., 1990; 1996; 

2009). However, this narrow approach fails to capture the full spectrum of competitive behaviors and motivations, 

particularly across diverse settings like education, healthcare, business, and sports (Orosz et al., 2018). 

 

To address this, researchers have developed more nuanced frameworks that treat competitive attitude as a 

multidimensional construct. Menesini et al. (2018), for instance, proposed two core dimensions: Hypercompetitive 

Competitive Attitude (HCA) and Personal Development Competitive Attitude (PDCA). While originally viewed as 

separate, subsequent studies confirmed that these dimensions are positively correlated, indicating they are both 

integral to understanding competitive behavior (Houston et al., 2002; Collier et al., 2010; Ryska, 2002). 

 

Building on this work, Orosz et al. (2018) introduced a more comprehensive model with four distinct dimensions. 

These include: 

• Hypercompetitive Orientation – A relentless drive to win, often marked by aggressive or unethical behavior. 

This type of attitude can lead to negative outcomes such as maladaptive perfectionism and stress. 

• Self-Developmental Competitive Orientation – A healthier approach focused on personal growth and 

improvement. Individuals with this mindset tend to exhibit resilience, optimism, and positive motivation. 

• Anxiety-Driven Competition Avoidance – A defensive attitude rooted in fear of competition. People with 

this orientation may shy away from challenges and lack the persistence to pursue long-term goals. 

• Lack of Interest in Competition – Apathy toward competitive environments, often resulting in low 

engagement and effort (Orosz et al., 2018). 

 

The present study adopts this four-dimensional framework by Orosz et al. (2018) to assess the competitive attitudes 

of employees within educational institutions. By doing so, it aims to capture the full complexity of how competitive 

orientation shapes workplace behavior. A hypercompetitive attitude, while potentially motivating, can lead to 

negative interpersonal dynamics. In contrast, a self-developmental orientation may foster resilience and drive 
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positive outcomes. Meanwhile, avoidance or indifference toward competition may hinder individual and 

organizational progress. 

 

In exploring these dimensions, this research seeks to better understand how competitive attitudes influence 

performance and innovation in the workplace—and ultimately, how fostering the right kind of competitiveness can 

lead to sustainable success.  

Individual work performance   

Individual work performance is a central concern for management, as the success of any organization largely depends 

on the performance of its employees. Consequently, one of management’s key responsibilities is to regularly monitor 

and evaluate employee performance to identify any deviations from organizational objectives at the earliest possible 

stage. Regular or real-time performance evaluations are essential to assess whether employees are effectively 

executing their tasks and whether their contributions are aligned with organizational goals (Armstrong, 2015; 

Murphy et al., 2019). 

 

Despite its importance, there is no scholarly consensus on the precise dimensions of work performance, largely due 

to the lack of a uniform definition (Dallas, 2005). This lack of agreement leads to ambiguity regarding what aspects 

of performance should be measured, as various scholars propose overlapping but distinct dimensions. For instance, 

Motowidlo (2003) conceptualized job performance as the total expected value to the organization of the discrete 

behavioral episodes an individual carries out over a given period. His definition underscores performance as the 

outcome of behaviors that support the achievement of organizational goals, echoing earlier work by Campbell 

(1990). In alignment with this view, Gulino (2022) defined work performance as “the total of a worker’s execution 

of assigned tasks,” while Turanlıgil (2019) similarly described it as the overall expected value derived from 

employees' behaviors over time. These definitions collectively emphasize performance as the behavioral output of 

work-related activities. 

 

Contemporary scholars also align with Campbell’s (1990) behavioral perspective on performance. Campbell defined 

individual work performance as actions relevant to organizational objectives, clarifying that performance is about 

behavior—not outcomes—since results often fall outside an employee's control (Campbell, 2013b). This behavioral 

focus has influenced recent definitions by Kasemsap (2016), who described work performance as job-related 

activities and their execution quality, Ahmad (2011), who viewed it as the ability to perform job duties, and Karapinar 

(2017), who characterized it as an appraisal of how well job tasks are fulfilled. These definitions reinforce the idea 

that performance should be measured based on observable behaviors, not outcomes. 

 

This consensus on the behavioral nature of work performance addresses earlier concerns about what to evaluate. 

However, given the abstract and broad nature of the concept, the question remains: what specific behaviors constitute 

work performance? To enable effective measurement, these behaviors need to be clearly identified (Viswesvaran, 

2002). 

 

The initial attempt to define performance dimensions came from Campbell in the 1980s, focusing on the military 

context (Campbell et al., 2001). He initially proposed five dimensions: physical fitness and military bearing, 

technical performance, peer leadership, supervisory leadership, extra-effort/initiative, and personal discipline. 

Among these, only one was uniquely military-specific, while the others had broader applicability. Later, Campbell 

et al. (1993) expanded these to eight dimensions: job-specific technical proficiency, non-job-specific technical 

proficiency, communication, demonstrated effort and initiative, personal discipline, facilitating peer and team 

performance, supervision/leadership, and management/administration. 

 



Abun et al.,Divine Word  International Journal of Management and Humanities 4(2)(2025) 1608-1633 

1613 
 

Building on Campbell’s work, Borman and Motowidlo (1993, 1997) categorized performance into two broad 

dimensions: task performance (core job responsibilities) and contextual performance (behaviors that support the 

organizational environment). Organ (1988) also contributed by introducing organizational citizenship behavior as a 

critical element of contextual performance. However, these dimensions still did not fully capture the range of 

workplace behaviors. To address this, scholars such as Bennett and Robinson (2000), Berry et al. (2007), Gruys and 

Sackett (2003), and Dallas (2005) introduced a third dimension: counterproductive work behavior (CWB), which 

includes actions that harm the organization or its members. 

 

Synthesizing prior models, Koopmans et al. (2011) proposed three core components of individual work performance: 

task performance, contextual performance, and counterproductive work behavior. Later, Koopmans et al. (2014) 

added adaptive performance as a fourth dimension. However, based on the scope and purpose of this study, only the 

three dimensions from Koopmans et al. (2011)—task performance, contextual performance, and counterproductive 

work behavior—will be considered, excluding adaptive performance. 

 

• Task Performance 

Borman and Motowidlo (1993), as cited by Silong et al. (2013), defined task performance as “the 

effectiveness with which job incumbents carry out activities that contribute to the organization’s technical 

core, either directly through technical processes or indirectly by providing necessary materials or services.” 

This view aligns with Campbell (1990), who termed it “task proficiency” or the ability to perform job 

functions competently. Task performance encompasses behaviors that directly affect task completion and 

are vital to the organization’s operational core. Possessing the requisite knowledge and skills is a 

fundamental expectation for executing assigned tasks (Harrison et al., 2006). 

• Contextual Performance: 

According to Doğru (2019), contextual performance refers to “the degree to which an employee behaves 

positively, including volunteering for extra duties, helping coworkers, and cooperating with them without 

expecting a reward.” Organ (1988) labeled such discretionary behaviors as organizational citizenship 

behaviors. Though not formally required, these actions foster a positive work environment and facilitate the 

execution of core tasks. Research has shown that contextual performance supports task performance (Diaz-

Vilela et al., 2015) and enhances overall effectiveness (Griffin et al., 2001). 

• Counterproductive Work Behavior (CWB): 

Fox and Spector (2005) defined CWB as behaviors that undermine the organization’s objectives and harm 

coworkers. These can be directed toward the organization (e.g., theft, sabotage) or individuals (e.g., abuse, 

withdrawal) (Robinson & Bennett, 1995; Spector et al., 2006, as cited by Ispas & Borman, 2015). Within 

workgroups, CWB might manifest as laissez-faire leadership, violation of norms, disruption of 

relationships, or imposing personal values (Braun & Hentschel, 2015). These actions are often intentional 

and detrimental, driven by underlying motivations to weaken organizational performance. 

Innovative work behavior 

Scott and Bruce (1994, 1998) introduced the concept of innovative work behaviour (IWB), yet they did not provide 

a clear definition. Although numerous articles have since attempted to define IWB, De Spiegelaere et al. (2014) 

observed that most of these definitions closely follow the one provided by West and Farr (1990). According to West 

and Farr, IWB is defined as “the intentional introduction and application, within a role, group or organization, of 

ideas, processes, products or procedures, new to the relevant unit of adoption, designed to significantly benefit the 

individual, the group, organization or wider society.” 

 

Several scholars have reiterated similar definitions. For instance, Spreitzer (1995, p. 1449) describes IWB as “the 

creation of something new or different. Innovative behaviors are change-oriented because they involve the creation 

of a new product, service, idea, procedure, or process.” Janssen (2000, p. 288) offers a closely related definition, 
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referring to IWB as “the intentional creation, introduction and application of new ideas within a work role, group or 

organization, to benefit role performance, the group, or the organization.” Similarly, Dorenbosch et al. (2005, p. 129) 

define it as “the willingness by individual employees to constitute on-the-job innovations – for example, the 

upgrading of ways of working, communication with direct colleagues, the use of computers, or the development of 

new services or products.” While these definitions provide slightly different wording, they largely echo West and 

Farr’s (1990) emphasis on novelty and intentionality, without introducing new conceptual dimensions. 

 

However, De Spiegelaere et al. (2014, p. 11) argue that defining innovation purely in terms of novelty is insufficient, 

as novelty is result-dependent and only evident after implementation. Measuring IWB solely based on outcomes 

neglects key stages in the innovation process—such as idea generation and implementation—which are essential to 

understanding the construct. To address this limitation, De Spiegelaere et al. (2014) proposed a more comprehensive 

definition of IWB that includes the full innovation process. They define it as “all behaviours aimed at the generation, 

introduction and/or application (within a role, group or organization) of ideas, processes, products or procedures, 

new and intended to benefit the relevant unit of adoption.” 

 

This broader definition positions IWB as a multidimensional construct, encompassing idea generation, idea 

introduction, application, and the intended benefit. Each of these components is necessary for innovation but benefit 

alone is not sufficient to define IWB—it is the process that matters. 

 

In terms of dimensions, de Jong and Den Hartog (2008) identified four distinct facets of IWB: 

• Opportunity exploration – actively seeking improvements beyond routine tasks. 

• Idea generation – developing novel methods, solutions, or approaches. 

• Championing – promoting and gaining support for new ideas among key organizational members. 

• Application – systematically integrating new ideas into work practices. 

 

While their definition does not explicitly include the outcome or benefit, it sufficiently captures the core elements of 

IWB for the purposes of this study. The rationale is that innovation begins with exploration, continues through 

generation and advocacy, and culminates in application. Without these steps, the expected benefits cannot 

materialize. Therefore, benefit is treated consequently rather than a defining component of IWB. 

 

The significance of innovative behavior in the workplace has been the focus of considerable research. Several studies 

have explored its impact on organizational performance. For instance, Shanker et al. (2017) found that IWB is a 

significant contributor to improved organizational performance. Since organizational performance stems from 

individual employee performance, this suggests that IWB directly enhances individual output, as also noted by Leong 

and Rasli (2013). 

 

Moreover, IWB is influenced by various contextual factors, particularly the work environment. Nguyen et al. (2021) 

highlight the role of an entrepreneurial work culture in fostering innovation among employees. Supporting this, 

Purwanto (2020) emphasizes the need for organizations to evaluate whether their work environment motivates and 

supports innovation. Specifically, two environmental factors require focused attention: leadership and 

entrepreneurial culture, as these elements significantly affect employees’ willingness and ability to engage in 

innovative work behaviors. 
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Conceptual framework 

      Independent variables                                 Dependent variables 

 

 

     

 

 

Source: Erosz, et al. (2018), de Jong and Den Hartog (2008), Koopmans, et al. (2014).  

 

Figure 1: The framework describes the relationship between competitive attitude, individual work performance and 

innovative work behavior. It indicates that a competitive attitude affects individual work performance and innovative 

work behavior.  

Statement of the problems 

The study examined the effect of competitive attitude on individual work performance and innovative work behavior.  

It specifically answered the following questions:  

1. What is the competitive attitude of the employees in terms of:  

a. hypercompetitive attitude 

b. self-developmental orientation competitive attitude 

c. lack of interest in competition 

d. anxiety-driven competition avoidant  

2. What is the work performance of the employees in terms of: 

a. task performance 

b. contextual performance 

c. counterproductive work behavior 

3. What is the level of innovative work behavior of employees in terms of: 

a. Opportunity exploration 

b. Idea generation 

c. Championing 

d. Application of new ideas 

4. Is there a relationship between competitive attitude and individual work performance?  

5. Is there a relationship between competitive attitude and innovative work behavior?  

Hypothesis 

Studies have noted the positive relationship between competitive attitude and achievement orientation and self-

efficacy (Burkle, et al., 1999, Ma & Chen, 2024). The current study hypothesizes that competitive attitude affects 

individual work performance and innovative work behavior.  

 

 

Competitive attitude:  

Hypercompetitive attitude 

Self-developmental orientation 

competitive attitude 

Lack of interest in competition 

Anxiety-driven competition 

avoidant  

Individual work performance:  

Task performance 

Contextual performance 

Counterproductive work behavior 

Innovative work behavior:   

Opportunity exploration 

Idea generation 

Championing 

Application of New Idea 



Abun et al.,Divine Word  International Journal of Management and Humanities 4(2)(2025) 1608-1633 

1616 
 

Scope and delimitation of the study 

The study limits its investigation to the competitive attitude proposed by Erosz, et al. (2018) and work performance 

and innovative work behavior within their identified dimensions. The study covers only the employees of the Divine 

Word College of Laoag.  

Research methodology 

Scientific research must adhere to established procedures, commonly referred to as research methodology. The 

present study follows a clearly defined methodological framework. As noted by Wilkinson (2000) and Leedy (1974), 

research methodology constitutes a systematic process for conducting inquiry. It involves the application of specific 

methods to identify, select, and analyze data relevant to the research topic. In line with these principles, the current 

study employs a structured approach, including the determination of the research design, selection of data collection 

instruments, identification of the study population, specification of the study locale, outlining of data gathering 

procedures, and application of appropriate statistical techniques for data analysis. 

Research design of the study         

The research design employed in this study is a combination of descriptive assessment and descriptive correlational 

research. According to Ariola (2006), a descriptive correlational study aims to identify and describe relationships 

between variables without attempting to establish a cause-and-effect connection. In contrast, descriptive research is 

primarily concerned with providing an accurate portrayal of a population, situation, or phenomenon. It is commonly 

used to profile characteristics, determine frequency distributions, and outline the attributes of individuals, groups, or 

events. As McCombes (2020) explains, descriptive research seeks to answer the questions what, when, how, and 

where, but not why. This design is well-suited to studies that aim to observe and describe phenomena as they 

naturally occur, rather than manipulate variables or infer causality. 

The locale of the study      

The study was conducted at Divine Word College of Laoag, which is situated in Laoag City, the capital of Ilocos 

Norte. 

Population  

The respondents of the study were the employees of Divine Word College of Laoag. Given the limited number of 

employees, total enumeration sampling was employed, meaning all faculty and staff members of the college were 

included as participants in the study. 

Data gathering instruments  

The study utilized validated questionnaires from previous research: Erosz et al. (2018) for assessing competitive 

attitude, de Jong and Den Hartog (2008) for measuring innovative work behavior (IWB), and Koopmans et al. (2014) 

for evaluating individual work performance.  

Data gathering procedures 

To ensure the integrity of the research process, data collection began only after receiving approval from the college 

president. The researcher submitted a formal request letter to the president, and upon receiving approval, the 

questionnaires were distributed by a designated representative. The representative then collected the completed 

questionnaires and submitted them to the researcher for tabulation.      
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Ethical procedures 

The study was conducted only after the research ethics committee reviewed and approved the content of the paper, 

ensuring that it adhered to ethical standards and did not pose any harm to human life or the environment. 

Statistical treatment of data 

To analyze the data, both descriptive and inferential statistics were employed. The weighted mean was used to assess 

the levels of competitive attitude, individual work performance, and innovative work behavior among employees, 

focusing on opportunity exploration, idea generation, championing, and the application of new ideas. The Pearson 

correlation coefficient (r) was utilized to examine the relationships between competitive attitude, innovative work 

behavior, and individual work performance. The following ranges of values with their descriptive interpretation were 

used:  

 

Statistical Range             Descriptive Interpretation (DI)                        

4.21-5.00                         strongly agree/ Very High SA/VH) 

3.41-4.20                         Agree / High (A/H) 

2.61-3.40.                       Somewhat agree/ Moderate (SWA/M)     

1.81-2.60                         Disagree/Low (D/L) 

1.00-1.80                         Strongly disagree/Very Low SA/VL) 

Data presentation and analysis 

The data are presented according to the statement of the problems of the study.  

 

Problem 1: What is the competitive attitude of the employees in terms of:  

a. Hypercompetitive attitude 

b. Self-developmental orientation competitive attitude 

c. Lack of interest in competition 

d. Anxiety-driven competition avoidant  

 

Table 1: Competitive attitude 

Indicator Mean DI 

Hypercompetitive attitude   

I am willing to do whatever it takes to win.  3.41 A/H 

The most important is winning, no matter what  3.18 SWA/M 

I will do anything to win, even nasty things  2.81 SWA/M 

Composite Mean 3.13 SWA/M 

Self-developmental orientation competitive attitude   

Competitive situations allow me to bring the best out of myself.   3.68 A/H 

I enjoy testing myself in competitive situations  3.70 A/H 

I enjoy competition as it allows me to discover my ability  3.63 A/H 

Composite Mean 3.67 A/H 

Lack of interest in competition   

I rarely feel motivated to compete with somebody  3.26 SWA/M 

There is always something I'd rather do than take part in a competitive situation.  3.31 SWA/M 

I don’t care about competition  3.32 SWA/M 

Composite Mean 3.30 SWA/M 



Abun et al.,Divine Word  International Journal of Management and Humanities 4(2)(2025) 1608-1633 

1618 
 

Anxiety-driven competition avoidant   

I feel distressed in a competitive environment, so I avoid them whenever I can.  3.14 SWA/M 

I feel pressured in a competitive situation  3.21 SWA/M 

Even the smallest competition makes me feel anxious 3.13 SWA/M 

Composite Mean 3.16 SWA/M 

Overall Mean 3.32 SWA/M 

Source: Erosz, et al. (2018).  

 

Legend:  

Statistical Range             Descriptive Interpretation (DI)                        

4.21-5.00                         strongly agree/ Very High SA/VH) 

3.41-4.20                         Agree / High (A/H) 

2.61-3.40                       Somewhat agree/ Moderate (SWA/M)     

1.81-2.60                         Disagree/Low (D/L) 

1.00-1.80                         Strongly disagree/Very Low SA/VL) 

 

Based on the data presented in the table, the employees’ overall competitive attitude received a mean rating of 3.32, 

which falls under the "somewhat agree/moderate" category. This indicates that employees possess a moderate level 

of competitiveness—not particularly high or low. When examining the individual dimensions of competitive 

attitude, only one—self-developmental orientation—was rated high, with a mean of 3.67. In contrast, hyper-

competitive attitude (3.13), lack of interest in competition (3.30), and anxiety-driven competition avoidance (3.16) 

were all rated as moderate. 

 

These results suggest that employees moderately agree that they have some interest in competition and may 

experience certain levels of anxiety related to it. They also indicate a balanced enjoyment of competition as a means 

of self-discovery, skill development, and goal achievement—while simultaneously rejecting harmful or destructive 

forms of competitiveness. 

 

Experts emphasize that a moderate level of competitive attitude, maintained within a healthy and constructive range, 

can serve as a strong motivator for personal growth and achievement. Striving for excellence and outperforming 

others can be beneficial when kept in check; however, excessive competitiveness may negatively impact well-being 

and damage workplace relationships (Ma & Chen, 2024; Johansson, 2020; Klein & Newby, 2017; Grasseni & Origo, 

2018; Houston et al., 2023).  

 

Problem 2: What is the work performance of the employees in terms of: 

a. Task performance 

b. Contextual performance 

c. Counterproductive work behavior 

 

Table 2: Work performance.  

Indicator Mean DI 

Task performance   

I managed to plan my work so that it was done on time  3.91 A/H 

My planning was optimal  3.69 A/H 

I kept in mind the results that I had to achieve in my work  3.92 A/H 

 I was able to separate main issues from side issues at work  3.75 A/H 

I knew how to set the right priorities  3.93 A/H 
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I was able to perform my work well with minimal time and effort  3.66 A/H 

Composite Mean 3.81 A/H 

Contextual performance   

took on extra responsibilities  3.71 A/H 

I started a new task myself when my old ones were finished  3.73 A/H 

I took on a challenging work task, when available  3.66 A/H 

I worked at keeping my job knowledge up-to-date  3.83 A/H 

I worked at keeping my job skills up-to-date  3.83 A/H 

I came up with creative solutions to new problems  3.86 A/H 

I kept looking for new challenges in my job  3.78 A/H 

I did more than was expected of me  3.82 A/H 

I actively participated in work meetings  3.72 A/H 

I actively look for ways to improve my performance at work  3.84 A/H 

I grasped opportunities when they presented themselves  3.67 A/H 

I knew how to solve difficult situations and setbacks quickly  3.59 A/H 

Composite Mean 3.75 A/H 

Counterproductive work behavior   

I complained about unimportant matters at work  2.95 SWA/M 

I made problems greater than they were at work  2.87 SWA/M 

I focused on the negative aspects of a work situation, instead of on the positive aspects  2.72 SWA/M 

I spoke with colleagues about the negative aspects of my work  2.78 SWA/M 

I spoke with people from outside the organization about the negative aspects of my work  2.77 SWA/M 

I did less than was expected of me  2.77 SWA/M 

I managed to get off from a work task easily  2.98 SWA/M 

I sometimes did nothing, when I should have been working  2.70 SWA/M 

Composite Mean 2.82 SWA/M 

Overall Mean 3.46 A/H 

Source: Koopmans, et al. (2014). 

 

The data in the table reveals that individual employees' overall work performance received an average rating of 3.46, 

which is interpreted as "agree/high." This indicates that employees' performance is generally above average but not 

at an exceptionally high level. It falls into the higher end of the spectrum but does not reach a level that would be 

considered very high, low, or moderate. 

 

When examined by dimensions, task performance and contextual performance both received high ratings, while 

counterproductive behavior was rated as moderate. The low level of counterproductive behavior aligns with previous 

findings by Abun et al. (2022). Regarding task performance, employees indicated that they plan their work and 

concentrate their efforts on achieving their objectives. For contextual performance, employees recognized that they 

not only focus on completing assigned tasks but also take on extra responsibilities beyond their core duties. This 

includes actively participating in meetings and enhancing their skills and knowledge, often at their own expense 

 

However, employees also expressed some agreement with behaviors like complaining, exaggerating problems, and 

occasionally leaving work before the designated time. These tendencies were rated less positively in comparison to 

the task and contextual performance dimensions. 
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Previous research consistently supports the idea that high performance in both task and contextual areas contributes 

to greater organizational success and productivity. It enhances efficiency, fosters a positive work environment, and 

drives innovation (Curral, 2014; Cheng & Gu, 2022; Nikiforow & Wagener, 2020; Adekiya, 2023).   

 

Problem 3: What is the level of innovative work behavior of employees in terms of: 

a. Opportunity exploration 

b. Idea generation 

c. Championing 

d. Application of new ideas 

 

Table 3: Innovative work behavior  

Indicator Mean DI 

Opportunity exploration   

I pay attention to issues that are not part of my daily work  2.83 SWA/M 

I wonder how things can be improved  3.34 SWA/M 

Composite Mean 3.09 SWA/M 

Idea generation   

I search out new working methods, techniques or instruments  3.77 A/H 

I generate original solutions for problems  3.67 A/H 

I find new approaches to executing tasks  3.72 A/H 

Composite Mean 3.72 A/H 

Championing   

I make important organizational members enthusiastic about innovative ideas  3.60 A/H 

I attempt to convince people to support an innovative idea  3.60 A/H 

Composite Mean 3.60 A/H 

Application of new ideas   

I systematically introduce innovative ideas into work practices  3.66 A/H 

 I contribute to the implementation of new ideas  3.66 A/H 

 I put effort into the development of new things  3.76 A/H 

Composite Mean 3.69 A/H 

Overall Mean 3.53 A/H 

Source: de Jong and Den Hartog (2008 

 

The data in the table indicates that employees' overall innovative work behavior received an average rating of 3.53, 

which is interpreted as "agree/high." This suggests that employees' innovative work behavior is generally above 

average, though not exceptionally high. It is categorized as high, but not at the extreme end of the scale. 

 

When examining the individual dimensions, all except for opportunity exploration (rated 3.09, which is moderate) 

fall within the high range. In terms of idea generation (3.72), employees reported that they often seek new ways of 

doing things. Similarly, for championing (3.60), employees agreed that they actively persuade others in the 

organization to support their innovative ideas and get them excited about these new concepts. The application of 

new ideas (3.69) also received a high rating, with employees acknowledging their efforts to introduce and develop 

innovative ideas in the workplace. 

 

However, the opportunity exploration dimension was rated more moderately, indicating that employees did not feel 

their efforts to explore new ideas were as strong compared to other innovative behaviors. 
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Experts agree that highly innovative work behavior has significant benefits for organizations, including enhanced 

performance, increased competitiveness, and better adaptability to changing environments. Furthermore, it can lead 

to the development of innovative products and services, improved processes, and stronger management systems 

(Shah et al., 2020; Srirahayu et al., 2023; Sari et al., 2021; Sharifirad, 2013; Alessa & Durugbo, 2021).    

 

Problem 4: Is there a relationship between competitive attitude and individual work performance?  

 

Table 4: Correlation between competitive attitude and work performance 

 Competitive Attitude 

Work Performance 

Task 

performance 

Contextual 

performance 

Counterproductive 

work behavior 

Overall work 

performance 

Hypercompetitive 

attitude  

Pearson 

Correlation 

.373** .391** .658** .660** 

Sig. (2-

tailed) 

.000 .000 .000 .000 

Self-

developmental 

orientation 

competitive 

attitude 

Pearson 

Correlation 

.798** .820** .172* .751** 

Sig. (2-

tailed) 

.000 .000 .015 .000 

Lack of interest 

in competition 

Pearson 

Correlation 

.579** .495** .614** .765** 

Sig. (2-

tailed) 

.000 .000 .000 .000 

Anxiety-driven 

competition 

avoidant 

Pearson 

Correlation 

.445** .497** .583** .692** 

Sig. (2-

tailed) 

.000 .000 .000 .000 

Overall 

competitive 

attitude 

Pearson 

Correlation 

.659** .666** .614** .865** 

Sig. (2-

tailed) 

.000 .000 .000 .000 

Source: SPSS, IBM 

 

The findings indicate that competitive attitude has a significant and positive relationship with all dimensions of 

individual work performance—task performance, contextual performance, and counterproductive work behaviour. 

Most notably, self-developmental competitive attitude exhibited the strongest positive correlations with task 

performance (r = .798) and contextual performance (r = .820), while hypercompetitive attitude also correlated with 

work performance but showed a higher association with counterproductive behaviors (r = .658). 

 

A significant relationship implies that as employees' competitive attitudes become stronger—whether driven by a 

desire to win (hypercompetitiveness) or by self-development (self-developmental competitiveness)—their work 

performance reliably improves. Employees motivated by personal growth are more likely to manage their tasks 

effectively, engage positively with colleagues, and exhibit proactive work behaviors beyond formal job descriptions. 

 

This supports Orosz et al. (2018) and Menesini et al. (2018), who argue that positive forms of competitiveness, 

particularly those centred on self-development, enhance work-related outcomes by fostering resilience, optimism, 
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and a high achievement orientation. It also aligns with Bandura's (1986) Social Cognitive Theory, which posits that 

self-efficacy and positive attitudes significantly predict behavioral performance outcomes. 

 

Problem 5: Is there a relationship between competitive attitude and innovative work behavior?  

 

Table 5: Correlation between competitive attitude and innovative work behavior 

Competitive Attitude 

Innovative Work Behavior 

Opportunity 

Exploration 

Idea 

Generation 
Championing 

Application 

of new ideas 

Overall 

Innovative 

work 

behavior 

Hypercompetitive 

attitude  

Pearson 

Correlation 

.602** .380** .416** .290** .512** 

Sig. (2-

tailed) 

.000 .000 .000 .000 .000 

Self-developmental 

orientation 

competitive attitude 

Pearson 

Correlation 

.374** .764** .679** .759** .771** 

Sig. (2-

tailed) 

.000 .000 .000 .000 .000 

Lack of interest in 

competition 

Pearson 

Correlation 

.583** .474** .425** .467** .590** 

Sig. (2-

tailed) 

.000 .000 .000 .000 .000 

Anxiety-driven 

competition avoidant 

Pearson 

Correlation 

.620** .534** .510** .429** .632** 

Sig. (2-

tailed) 

.000 .000 .000 .000 .000 

Overall competitive 

attitude 

Pearson 

Correlation 

.660** .651** .616** .585** .757** 

Sig. (2-

tailed) 

.000 .000 .000 .000 .000 

Source: SPSS, IBM 

 

The results demonstrate that competitive attitude is significantly and positively related to all facets of innovative 

work behaviour—opportunity exploration, idea generation, championing, and application of new ideas. Self-

developmental competitive attitude showed the strongest links, particularly with idea generation (r = .764) and 

application of new ideas (r = .759). 

 

A significant relationship here means that employees who possess strong competitive attitudes, especially those 

aimed at personal growth, are more likely to engage in innovative behaviors, such as seeking new opportunities, 

generating original ideas, promoting change initiatives, and implementing new practices.  

 

This finding supports de Jong and Den Hartog’s (2008) conceptualization that innovation requires proactive, self-

driven engagement with new ideas and practices. Moreover, it validates the propositions of Nguyen et al. (2021) and 

Shanker et al. (2017) that innovation at the individual level is deeply rooted in psychological and attitudinal 

foundations, such as entrepreneurial orientation and competitive drive. 
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Results and discussion 

The study aimed to explore the impact of competitive attitude on work performance and innovative work behavior. 

The findings show that while competitive attitude received a moderate rating, both work performance and innovative 

work behavior were rated highly. Correlation analysis revealed that a competitive attitude positively influences both 

work performance and innovative work behavior. These results suggest further discussion on the theoretical and 

practical implications of the findings. 

 

The study supports previous research suggesting that competitive attitudes act as a motivational factor for employees, 

driving them to perform better and foster innovation. With a competitive mindset, employees are more likely to 

strive for excellence, push their boundaries, and seek ways to outperform others—ultimately translating into higher 

performance and more innovative ideas (Eber et al., 2021; Wang et al., 2018; Franken & Brown, 1995). Additionally, 

the findings introduce the novel idea that a personality trait like competitiveness is linked to both performance and 

innovative behavior. This insight could inform strategies for personality-based selection and development. 

 

A competitive attitude, often defined by a strong desire to win or outperform others, can be connected to certain 

personality traits, such as extraversion, agreeableness, conscientiousness, neuroticism, and openness. Specifically, 

extraversion and conscientiousness are particularly relevant to competitiveness (Houston et al., 2023; Klein & 

Newby, 2017; Klein & Newby, 2020; Burckle et al., 1999). Moreover, the findings emphasize the importance of 

organizational culture in fostering a competitive environment that encourages innovation, which, in turn, can lead to 

high performance (Mayer et al., 1995; Elsholz et al., 2021; Puiu, 2023). 

 

From a practical standpoint, the study's findings suggest that management should integrate competitive elements into 

the performance management system, such as offering rewards and recognition for top performers. Institutions can 

also leverage a competitive attitude to drive innovation by encouraging employees to generate and implement new 

ideas, as well as providing incentives for successful innovations. In terms of training and development, organizations 

may focus on nurturing employees’ competitive skills and fostering innovative behaviors. However, while 

competitiveness is important, management must strike a balance between promoting competitiveness and 

encouraging teamwork and collaboration. 

Additionally, the findings imply that recruitment and selection strategies should consider candidates' competitiveness 

traits and skills that align with organizational goals for performance and innovation. 

 

It is important to note that the results of this study are context-specific and may not be generalizable to all settings. 

Different environments or organizations may yield different results. As such, the practical application of these 

findings is most relevant to the context in which the study was conducted. To gain a deeper understanding, future 

studies should explore whether a competitive attitude consistently leads to improved performance and innovative 

behavior across diverse contexts.  

Conclusion 

This study sets to explore how a competitive attitude influences work performance and innovative behavior in the 

workplace. The results revealed an interesting pattern: while employees’ competitive attitude was rated as moderate, 

both their work performance and innovative work behavior were rated highly. Using the Pearson r correlation 

coefficient, a significant connection was found between a competitive attitude and both individual performance and 

innovation. These findings suggest that organizations should consider fostering a work environment that encourages 

a competitive mindset, as it could lead to improved performance and the generation of more creative, forward-

thinking ideas. 
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