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Lina Lina (Indonesia)

THE MODERATING ROLE
OF INTRINSIC RELIGIOSITY
IN THE RELATIONSHIP

OF STRESSORS AND JOB
PERFORMANCE: EVIDENCE
FROM INDONESIA

Abstract

Job performance is the ability to complete work according to predetermined standards.
Stressful conditions at work can make job performance worse. An individual’s intrin-
sic religiosity can weaken these stressful conditions. This study aims to empirically
prove the influence of challenge and hindrance stressors on job performance and ex-
amine whether intrinsic religiosity can moderate this influence. This paper uses the
method of administering online questionnaire surveys by distributing Google Form
links to the eligible respondents without conducting the interview. It employs a non-
probability sampling design with a purposive sampling method, in this case, judgment
sampling. The criteria for selecting respondents are individuals who have the status of
full-time employees and work in state-owned and private-owned organizations in the
cities of Indonesia. This study proved all hypotheses. Higher challenge stressors result
in higher job performance. At the same time, higher hindrance stressors result in lower
job performance. Further, intrinsic religiosity weakens the positive influence of chal-
lenge stressors on job performance. Individuals who are always attached to God will
use work as a means to please God. The characteristics of these individuals are having
a positive mental attitude so that they are always ready and calm in facing various work
situations and view work as a calling. Also, this study proves that the negative influence
of hindrance stressors on job performance is weaker in people with intrinsic religiosity.
Ambiguous job descriptions, conflicts, or excessive work are no longer burdensome.

Keywords work behavior, work standard, work stress, religious
beliefs, primary data
JEL Classification M41, M12, J24

INTRODUCTION

Job performance has been a concern in behavioral research by man-
agement accountants over the past few decades. Good job perfor-
mance must meet predetermined standards that influence organiza-
tional performance. Conversely, poor job performance can harm the
organization.

For this reason, special attention needs to be paid to factors that influ-
ence job performance. Every job will undoubtedly have challenges or
pressures that can trigger stress. There are two classifications of stress-
ors: challenge and hindrance (Cavanaugh et al., 2000). Challenges in
work that are responded to as opportunities for flourishing individu-
als are known as challenge stressors (for example, increased respon-
sibility due to promotion), which are expected to improve job perfor-
mance. Meanwhile, the pressure that is responded to as a threat or
obstacle will cause hindrance stress (for example, work overload, work
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conflict, work ambiguity), which can undoubtedly reduce job performance. Even though challenge
stressors appear to positively influence job performance, it would be better if, for example, increased job
responsibilities caused by a promotion did not cause stress. Therefore, both challenge and hindrance

stress should be managed well.

Religiosity has been proven to manage the effect of challenge and hindrance stressors on job perfor-
mance (Azeem et al., 2023). However, as is known, religiosity is divided into two types (Allport & Ross,
1967), namely extrinsic religiosity (for example, religion is used as a tool for socializing) and intrinsic
religiosity (for example, religion is used as a guide to carrying out daily life). Therefore, it is pertinent to
study how individuals who practice their religious teachings in everyday life can manage challenge and

hindrance stressors.

1. LITERATURE REVIEW

AND HYPOTHESES

To become sustained, companies have to pay at-
tention to their employees’ job performance. Job
performance is an essential aspect of organiza-
tional life because poor performance can cause
a deterioration in personal lives and even overall
organizational performance (Prayogi et al., 2023).
Completing tasks accurately based on knowledge
and abilities following predetermined standards
to achieve organizational goals is defined as job
performance (Ateeq et al., 2023).

Seeing the vital role of job performance, man-
agement accountants can contribute to organi-
zations, among other things, by paying atten-
tion to factors that influence job performance.
Some previous research reveals that job perfor-
mance can be influenced by emotional intelli-
gence (Khraim, 2023), employee loyalty (Ateeq
et al., 2023), new leadership style (Susita et al,,
2023; Islam et al., 2023), work-family conflict
(Aguirre et al., 2023), work crafting (Prayogi
et al., 2023), human capital, and job satisfac-
tion (Islam et al., 2023). Besides that, stressful
working conditions will result in difficulties for
employees in achieving good accomplishments
(Azeem et al., 2023). There are challenge stress-
ors and hindrance stressors (Cavanaugh et al,,
2000). Stress triggers that encourage enthusi-
asm and self-confidence (Abbas & Raja, 2019)
and are seen by employees as having potential
and opportunities for growth (Azeem et al,
2023) are called challenge stressors. Meanwhile,
hindrance stressors are stressors that employees
consider as a threat to their progress and/or as
obstacles (Azeem et al., 2023).
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An example of the occurrence of challenge stress-
ors is when an individual receives a promotion. Of
course, attached to this promotion is an increase
in work responsibilities, which require more time
and energy to ensure good job performance. So, a
promotion provides a challenge for the individ-
ual, which should be used as an opportunity for
growth. The conservation of resources theory in-
troduced by Hobfoll (1989) can explain this situ-
ation. This theory explains that challenge stress-
ors are understood as a state of “risky investment,”
namely a challenging situation to obtain resources
(e.g., knowledge), but on the other hand, there is
also the possibility of losing the invested resource
(e.g., time). Because they see opportunities to ob-
tain resources, individuals will try to show posi-
tive behavior through maximum job performance
when faced with work demands. Ultimately, indi-
viduals can work confidently and improve their
performance (Wallace et al., 2009).

Hindrance stressors occur when an individual
(1) receives an assignment without a clear job de-
scription, so it is confusing (work ambiguity), (2)
receives assignments that conflict with each other
from various parties (work conflict), and (3) re-
ceives a complicated assignment excessively be-
yond the limits of ability and time available (work
overload). This situation is explained by the con-
servation of resources theory, which states that
hindrance stressors are hurdles that drain and
prevent people from obtaining more resources, re-
sulting in frustration (Hobfoll, 1989). Hindrance
stressors will result in individuals tending to try
to protect resources more strongly compared to
efforts to obtain more resources (Yu et al., 2023),
and they have been shown to show decreased job
performance (Azeem et al., 2023; Liu & Ren, 2022).

http://dx.doi.org/10.21511/ppm.22(1).2024.22



Hindrance stressors can inhibit employee growth
and disrupt employees’ capacity to reach predeter-
mined objectives (Cavanaugh et al., 2000).

Job performance is proven to be affected positively
by challenge stressors and negatively by hindrance
stressors (Azeem et al., 2023). Meanwhile, the rela-
tionship between challenge stressors and job per-
formance has not shown convincing results, but
hindrance stressors reduce the positive influence
on job performance (Mazzola & Disselhorst, 2019).
Thus, individuals view hindrance stressors as ob-
stacles to demonstrating high job performance.

In addition, other studies have explored the posi-
tive influence of challenge stressors on several
other consequences, namely on job satisfaction
(Ito & Brotheridge, 2012; Cavanaugh et al., 2000)
and enthusiasm (Tuckey et al., 2015). Meanwhile,
other studies investigate the consequences of
hindrance stressors, namely low citizenship be-
havior (Rodell & Judge, 2009), high job avoidance
(Shang et al., 2023), and low survival (Jannesari
& Sullivan, 2022).

Accordingly, managing challenge and hindrance
stressors is important. Empirical evidence shows
that religiosity is among many factors that en-
courage employees to show better work perfor-
mance (Wu etal., 2017). Religiosity has been prov-
en to reduce stress levels in the workplace (Weif3
& Sifl, 2019) because religiosity provides a psy-
chological buffer for individuals (Wu et al., 2017).
Religion provides spiritual support, enabling in-
dividuals to overcome the stress they face (Narsa
& Wijayanti, 2021). Other empirical evidence
proves that religiosity can manage challenge and
hindrance stressors to increase job performance
(Azeem et al., 2023). Thus, the positive influ-
ence of challenge stressors on job performance
is strengthened by religiosity. Meanwhile, the
negative influence of hindrance stressors on job
performance is weakened by religiosity. However,
religiosity is divided into extrinsic and intrinsic
(Allport & Ross, 1967). People with extrinsic re-
ligiosity only use religion as a medium, for ex-
ample, going to church just to socialize (Allport,
1963), but lack religious commitment (Davari et
al., 2017). Meanwhile, individuals with intrinsic
religiosity view religion as a guide to life and are
based on internal beliefs that represent the core
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values of religion (Allport, 1963; Allport & Ross,
1967; Jamali & Sdiani, 2013; Melita Prati et al.,,
2007; Chowdhury, 2018; Vitell et al., 2006; Davari
et al,, 2017). Apart from that, intrinsic religiosity
is very helpful in maintaining positive psychol-
ogy (Chowdhury, 2018). People with intrinsic re-
ligiosity have healthy mental, are calmer in fac-
ing various pressures (Donahue, 1985), realize
that work is a calling (Brotheridge & Lee, 2007),
and carry out their religious commands (Allport
& Ross, 1967) so that these individuals are fully
aware that God is omnipresent. Understanding
the different meanings between extrinsic and in-
trinsic religiosity is vital; research that focuses
only on religiosity without distinguishing be-
tween types is incomplete.

Based on the above description, intrinsic reli-
giosity is a form of attachment to God that en-
ables individuals to perform well in every job.
Individual attachment to God can be explained
by the attachment theory. According to this the-
ory, individuals need an attachment figure who
will always be responsive and provide support
so that the individual will always have a positive
mindset and will show good behavior (Giddens,
1970). Religious people believe that God is an at-
tachment figure who will always be available to
provide support and enable individuals to be-
have positively in every situation, including in
their work (Kirkpatrick, 1992; Cicirelli, 2004).
Thus, an individual’s intrinsic religiosity reflects
a secure attachment to God. Religious individu-
als view work as a form of worship and will try
harder and more seriously in their work to glo-
rify God (Abu Bakar et al., 2018; Abualigah et al.,
2024; Baker & Lee, 2020).

Therefore, based on the attachment theory, indi-
viduals with intrinsic religiosity are always aware
of God’s presence. This individual will continue
to strive to implement the teachings of his reli-
gion in his life and work. A positive mental atti-
tude is a characteristic of individuals with intrin-
sic religiosity so that they are always ready and
calm in various work situations. At work, they
are passionate.

An individual’s intrinsic religiosity is expected to

be the key to managing challenge stressors and
hindrance stressors. By making work a passion
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Challenge
Stressors

Hindrance
Stressors

Intrinsic
Religiosity

Job
Performance

Figure 1. Conceptual model

and a calling to please God, an individual, for ex-
ample, will assume a promotion to a position with
all the big and inherent new responsibilities as a
form of service to God. Furthermore, this indi-
vidual will be able to face the hindrance stressors.
Ambiguous job descriptions, conflicts, or exces-
sive work are no longer burdensome.

Therefore, based on COR theory, this study aims
to provide empirical evidence regarding the posi-
tive influence of challenge stressors on job perfor-
mance and the negative influence of hindrance
stressors on job performance. Furthermore, by us-
ing the attachment theory, this study also wants to
provide empirical evidence regarding the role of
intrinsic religiosity in moderating (1) the positive
influence of challenge stressors and job perfor-
mance and (2) the negative influence of hindrance
stressors and job performance.

The following are hypotheses developed based on
theory and literature review. These hypotheses are
also depicted in Figure 1, which describes the con-
ceptual model:

H:  Challenge stressors have a positive influence
on job performance.

H,  Hindrance stressors have a negative influ-
ence on job performance.

H;: Intrinsic religiosity moderates the posi-
tive influence of challenge stressors on job
performance.

H;: Intrinsic religiosity moderates the nega-

tive influence of hindrance stressors on job
performance.
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2. METHOD

This quantitative study uses primary data. There are
four principal methods of primary data collection:
administering questionnaires, observations, exper-
iments, and interviews (Sekaran & Bougie, 2016).
Questionnaire survey methods are often used in
social science research because they effectively pro-
vide relevant information based on the perceptions,
beliefs, and attitudes of selected samples that align
with research objectives (Speklé & Widener, 2018a,
2018b). Also, survey methods can produce aggrega-
tions of single individual assessments that help cre-
ate a general picture of real-life settings in a selected
sample (Rogelberg & Stanton, 2007).

Furthermore, there are two sampling designs:
probability and non-probability. A non-probability
sampling design is used because the elements in
the population do not have any probability of be-
ing selected as sample subjects. One non-probabil-
ity method that can be used is the purposive sam-
pling method. This sampling method is limited to
individuals who can provide the desired informa-
tion because they meet specific criteria set by the
researcher. One type of purposive sampling used
is judgment sampling, which makes it possible to
reach individuals from various industries quick-
ly (Sekaran & Bougie, 2016; Cooper & Schindler,
2014). Thus, judgment sampling involves selecting
individuals who can provide the required informa-
tion quickly. Judgment sampling is the only feasible
method for obtaining the information needed from
a group of individuals who have the necessary facts
and can provide the information sought.

Thus, this study uses online questionnaire surveys
by distributing Google Form links to respondents.

http://dx.doi.org/10.21511/ppm.22(1).2024.22



No personal data were asked in the questionnaire,
all information provided by respondents was kept
confidential, and the data collected were used for
academic research. This is an effort to prevent so-
cial desirability bias (Podsakoft et al., 2003; Spector,
2006). Furthermore, this paper uses a non-proba-
bility sampling design with a purposive sampling
method, in this case, judgment sampling. During
the data collection period, 181 responses were col-
lected according to the established criteria. All of
these responses can be used in data analysis.

The three criteria for selecting respondents in this
study are described as follows. The first is individu-
als who are full-time employees. Full-time employ-
ees were chosen because they have the potential
to experience stress at work (Azeem, 2023; Abbas
& Raja, 2019; Song et al.,, 2017). They have inflex-
ible working hours. They must come to the office
on time (general working hours are 8 AM-5 PM).
Apart from that, they also have a greater work-
load and broader job responsibilities. This descrip-
tion of the potential for stress at work for full-time
employees prompted the paper to study challenge
and hindrance stressors, which are thought to in-
fluence job performance. The second is full-time
employees who work in various organizations. The
selected full-time employees come from various or-
ganizations because collecting data from various
organizations helps maximize variations in differ-
ent work environments (Abbas & Raja, 2019; Song
et al., 2017). The third is full-time employees work-
ing in various organizations spread across Jakarta,
Bogor, Depok, Tangerang, and Bekasi in Indonesia.
Jakarta, the capital city of Indonesia, is one of 10
cities with high levels of stress as reported by The
Least and Most Stressful Cities Index 2021, which
analyzes 100 cities in the world through four cat-
egories, namely government, city, finance, and pub-
lic health (CNN Indonesia, 2022; Pusparisa, 2021).
Jakarta was ranked 6™ in the world as a city with
high levels of stress in 2019 (Christy, 2020). Many of-
fices are located in Jakarta, while many employees
live around Jakarta (Bogor, Depok, Tangerang, and
Bekasi). These are all functional cities in Indonesia
and are known as Jabodetabek. Whether they live
in Jakarta or their surroundings, employees gener-
ally leave for the office around 5.30 AM and return
home at around 10.00 PM due to the traffic. Then,
it is obvious that even though they are facing stress,
still, they must be able to manage the work stress.

http://dx.doi.org/10.21511/ppm.22(1).2024.22
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Studies on religiosity can be seen from two points
of view, namely (1) religious commitment or (2)
religious affiliation (McDaniel & Burnett, 1990).
Religious commitment is measured by the extent to
which a person holds his/her religious beliefs and
carries out his/her religious teachings in everyday
life. Meanwhile, religious affiliation is usually mea-
sured based on a person’s denominational member-
ship or religious identification. The definition of
religious commitment aligns with the definition of
intrinsic religiosity. Indonesia has six religions rec-
ognized by the state. However, tolerance and mu-
tual respect between religions are still prioritized
to maintain mutual peace and tranquility (CNN
Indonesia, 2023). Therefore, this study does not ask
about each respondent’s religion. Several previous
studies on intrinsic religiosity did not focus on a
particular religion, for example, Vitell et al. (2006),
Vitell et al. (2007), Mazereeuw-van der Duijn
Schouten et al. (2014), Singhapakdi et al. (2013),
Patwardhan et al. (2012), and Pieper et al. (2020).

Demographic data show that the majority of re-
spondents were women. The millennial generation,
with an age range of 23-43 years old, dominates
this analysis. The majority of respondents’ edu-
cational background is a bachelor’s degree. Most
of the respondents who participated in this sur-
vey were employees who worked in non-family-
owned private organizations. 83.98 percent of re-
spondents had a working period of less than ten
years. Table 1 presents the complete demographic
data of respondents.

This study uses the instrument of (1) job perfor-
mance developed by Williams and Anderson (1991),
(2) challenge stressors and hindrance stressors de-
veloped by Cavanaugh et al. (2000), and (3) intrinsic
religiosity developed by Allport and Ross (1967) and
modified by Gorsuch and McPherson (1989). The
job performance instrument consists of seven state-
ments, challenge stressors consist of six statements,
hindrance stressors consist of five statements, and
intrinsic religiosity consists of eight statements. All
instruments use a Likert scale of one to five.

Structural equation modeling-partial least squares
(SEM-PLS) using WarpPLS version 7.0 software
was used to analyze the research data. SEM-PLS
is an approach to maximize the variance of crite-
rion latent variables (Sholihin & Ratmono, 2021).
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The current analysis is exploratory empirical re-
search or an extension of an existing theory to
predict structural relationships. To achieve this
goal, using SEM-PLS is the right choice (Sholihin
& Ratmono, 2021).

Table 1. Respondents’ demographic data

Description ‘Total | %
Gender
Female {130 | 71.82
Male 51 2818
Age
<23 yearsold 19 ©10.50
2343yearsold e 100 79,56
Aa58yearsold S L3 1718
> 58 years old i 5 1276
Educational Background
Bachelor'sDegree 78122
Master’s Degree 32 17.68
“‘I'Z‘)'(‘Juctorate'begree """ T : i 2 120
Employee Status
orgmn
organnons an farbyouned)
e e Rl R
Length of Employment

S0years 152 8398
>10 years 29 16.02

The evaluation of the measurement model and the
structural model are part of the evaluation of the
SEM-PLS model. Determining whether the vari-
ables used are categorized as formative or reflec-
tive constructs is the first step of evaluating the
measurement model. Formative constructs have
the characteristic that changes in constructs are
caused by changes in indicators, and existing in-
dicators cannot be exchanged for one another be-
cause each indicator captures a specific and unique
aspect of the domain of a construct (Sholihin &
Ratmono, 2021; Hair et al., 2019; Hair et al., 2014).
Reflective constructs have the characteristic that
changes in the indicators are caused by changes
in the constructs so that each indicator can be
removed from the model (Sholihin & Ratmono,
2021; Hair et al., 2019; Hair et al., 2014).

The challenge stressor variable and hindrance
stressor variable are measured formatively. The cri-
terion as a formative measure is having a p-value <
0.05 and a variance inflation factor (VIF) smaller
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than 3.3 (Hair et al., 2019; Sholihin & Ratmono,
2021). Meanwhile, job performance variables and
intrinsic religiosity variables are measured reflec-
tively. Evaluation of reflective construct measure-
ments is carried out by assessing (1) convergent
validity, (2) discriminant validity, and (3) internal
consistency reliability. Convergent validity testing
refers to the factor loading value, p-value, and aver-
age variance extracted/AVE. Discriminant validity
testing uses the cross-loading approach, Fornell-
Larcker, and the heterotrait-monotrait (HTMT)
ratio. The evaluation of internal consistency reli-
ability uses two values: composite reliability and
Cronbach’s alpha.

3. RESULTS

The challenge stressor variables and hindrance
stressor variables are measured formatively. To
meet the criteria as a formative measure, all in-
dicators should have a p-value < 0.05 and a VIF
value smaller than 3.3. Table 2 shows that all indi-
cators have met the criteria as formative measures.

Table 2. P-value and VIF value of the formative
construct

Variable Item P-Value VIF

CS 1 <0.001 1.339
UGk oo am

Challenge CS_3 <0.001 1.791
Stressors €S 4 <0001 1631
"""""""" CS_5 <0.001 i 14687'“ o

CS_6 0.001 1.557
U eoe s
N H.S_2 <0001 . 1102
Z‘;SZ‘S’SS """""""" HS 3 <0001 1221
"""""""" H.S_4 <0.001 b 1.304'“ o

H.S_5 <0.001 1.268

Note: C.S: Challenge Stressors, H.S: Hindrance Stressors.

The job performance and intrinsic religiosity vari-
ables are measured reflectively. Evaluation of the
reflective model measurement is carried out by
assessing (1) convergent validity, (2) discriminant
validity, and (3) internal consistency reliability.
Convergent validity assessment refers to the load-
ing factor value, p-value, and average variance ex-
tracted/AVE. Table 3 shows that all indicators have
loading factor values above 0.40, and the AVE val-
ue for both variables is above 0.50. The conclusion
is that convergent validity criteria have been met.
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Table 3. Convergent validity results
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Table 5. Discriminant validity results using
the Fornell-Larcker approach

Variable Item Loading Factor : P-Value: AVE
JP 1 0.785 . Job Intrinsic
P2 ; 0.871 ; Performance Religiosity
P3 . osa Job Performance O L e
Job : o8 Intrinsic Religiosity 0.227 0.755
Performance i

: 0.464 H N .
e ote: Bold means the AVE value.
L0708
...0A03 The HTMT ratio is one of the criteria for fulfill-
L0882 ing discriminant validity presented in Table 6.

0.684

L0229

Rlosr]lglizssliiy 001‘? 0.570
SR8 0.845 <0001

Note: J.P: Job Performance, I.R: Intrinsic Religiosity.

Discriminant validity testing uses the cross-load-
ing approach, Fornell-Larcker criterion, and the
HTMT approach. The test results using the cross-
loading approach are presented in Table 4. All in-
dicators have lower cross-loading values than their
factor loading. It means that the discriminant va-
lidity criteria have been met.

Table 4. Discriminant validity results using
the cross-loading

Variable Item Job ‘ In?ri.nsi'c
: Performance : Religiosity
JP 1 : 0.785 ¢ -0.062
JP_2 0.:871
Job ‘ J.P_.?mm 0."844
perfofmance S A S 0.825 .
RS 0464  ....0108 .
JP 6 0.758 0.080
LP 7 ...0803 0059
IR 1 —0.045 0.662
|R72 e 205
LR3.....0479 0829
Intrinsic I.R_4 0.054 0.661
Religiosity RS ....007 0837
lIR& .. 0004  :..98711 .
I.R_7 0.038 0.876
I.R_ét o —01‘067 0845 o

Note: J.P: Job Performance, I.R: Intrinsic Religiosity. Bold
means factor loading of the variable.

Table 5 shows that the AVE root in the diagonal
column is higher than the correlation between
constructs tested reflectively. It means that the
discriminant validity criteria have been met.

http://dx.doi.org/10.21511/ppm.22(1).2024.22

The guideline for a good HTMT ratio limit value
to meet the discriminant validity criterion is 0.90
(Henseler et al., 2015; Kock, 2021). The test results
show that these criteria have been fulfilled.

Table 6. Discriminant validity results using
the HTMT ratio approach

‘Challenge : Hindrance Job

Variable ; : :
: Stressors : Stressors : Performance

Hindrgnce Strgssors {0315
Job Peﬂrformar]ce 0.455 0.259 L
Intrinsic Religiosity 0.170 0.195 0.293

The reliability test is presented in Table 7. The
composite reliability and Cronbach’s alpha values
of all variables are greater than 0.70 but do not ex-
ceed 0.95. It means that all variables have met the
reliability testing criteria.

Table 7. Reliability test

. Composite Cronbach’s
Variable -
Reliability Alpha
Jobperformance 0840 . .0743
Intrinsic Religiosity : 0.912 0.887

The first hypothesis, which suspects that challenge
stressors positively influence job performance, is
accepted. This result can be seen from the p-val-
ue < 0.01 with a coeflicient of 0.270. This study
also succeeded in proving the second hypothesis,
which states that hindrance stressors have a nega-
tive influence on job performance. The p-value
and coefficient, respectively, show values of 0.030
and -0.142. This study proved the third hypoth-
esis, which states that intrinsic religiosity moder-
ates the positive influence of challenge stressors
and job performance. The p-value is significant at
the 10% alpha level, namely 0.056, and the path
coefficient value shows a negative value, namely
-0.116. The moderating role of intrinsic religiosity
on the negative influence of hindrance stressors
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Table 8. Path coefficient and p-value of hypotheses testing

Description

Conclusion

¢ Path Coefficient | P-value

0270 . <001*** . H1Accepted

0142 0030 . HaAccepted

116 056*

H3 Accepts

H4: Hindrance Stressors*Intrinsic Religiosity - Job Performance

0107 . 0.072* H4 Accepted

Note: *** p <0.01, ** p <0.05, * p<0.10.

and job performance was successfully proven in
this study, which means the fourth hypothesis is
supported. The p-value and coeflicient value are
0.072 and -0.107, respectively. The hypotheses
tests are presented in Table 8.

4. DISCUSSION

This study succeeded in proving the first hypoth-
esis, which states that challenge stressors have a
positive influence on job performance. Azeem
et al. (2023) revealed the same result. When fac-
ing challenging stressors, individuals are confi-
dent that they can overcome them. Even though
this stress also takes up their resources and en-
ergy, they realize that these challenging stressors
benefit their organizational development. For ex-
ample, individuals who receive a promotion will
realize that the promotion comes with greater re-
sponsibility. This individual will view this as an
opportunity to continue learning even though the
consequence is that a greater sacrifice of time and
energy is required. The result is that the challeng-
es in this new position will trigger persistence in
carrying out the tasks given so optimal job perfor-
mance is achieved. The exciting thing about chal-
lenge stressors is that individuals can view them
as potential for personal growth, so they will be
motivated to persist and overcome difficulties in
achieving their goals. Thus, these individuals are
experiencing stress, but they still perform well.
This point of view is in accordance with conserva-
tion of resources theory.

The second hypothesis, which states that hin-
drance stressors negatively influence job per-
formance, was successfully proven. Azeem et al.
(2023) and Cavanaugh et al. (2000) showed the
same result. Hindrance stressors interfere with
people achieving their target and do not provide
positive benefits for individual development in
the organization. When facing hindrance stress-
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ors, individuals believe that they cannot overcome
them through personal effort, so their investment
of effort is inevitably reduced in achieving the
set goals. In general, hindrance stressors encour-
age worry and lead to feelings of fear in achieving
goals, thus leading individuals to withdraw from
activities. This situation aligns with conservation
of resources theory, which explains that hindrance
stressors inhibit individuals from obtaining more
resources. In the end, it can cause frustration that
decreases job performance and may force individ-
uals to quit their jobs.

This study proved the third hypothesis, which
states that intrinsic religiosity moderates the posi-
tive influence of challenge stressors on job perfor-
mance. Intrinsic religiosity weakened the positive
influence of challenge stressors on job perfor-
mance. This is the first analysis that proved intrin-
sic religiosity can be used to manage the challenge
stressors. Previous research only proved religi-
osity (not intrinsic religiosity) as a moderator in
the relationship between challenge stressors and
job performance (Azeem et al., 2023). Following
the attachment theory, people with intrinsic re-
ligiosity are attached to God and carry out their
religious teachings. These individuals believe that
closeness and attachment to God can be a buffer
in facing various challenges, including challenges
at work that can cause stress. These individuals
believe that attachment to God can be a solution
to stress because this form of attachment offers
spiritual support that provides hope and strength.
Individuals with intrinsic religiosity will view
promotion as a gift from God, and with a posi-
tive mental attitude, they will always be ready and
calm in various work situations. Even though it
requires a lot of additional time and energy, they
always recognize work as a calling and consider it
an opportunity to please God. Under ideal con-
ditions, individuals with intrinsic religiosity no
longer view challenge stressors as aspects that can
cause stress but only purely as a challenge.
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This paper also proved the fourth hypothesis,
which states that intrinsic religiosity moderates
the negative influence of hindrance stressors on
job performance. The test results show that the
negative influence of hindrance stressors can be
weakened by intrinsic religiosity. Thus, this is
the first analysis that proved intrinsic religiosity
can be used to manage the hindrance stressors.
According to the attachment theory, every in-
dividual needs an attachment figure to provide
support. This form of attachment is reflected in
individuals who have intrinsic religiosity. This
individual believes that attachment to God can
be a solution when stress arises, including stress
at work. A close relationship with God can pro-
vide spiritual support and hope and guide be-
havior. Belief in religion can help maintain an
individual’s mental state, especially when facing
difficult times. The influence of stressors can be
weaker because of intrinsic religiosity, which be-
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believe that the strength from God enables them
to overcome the stress that arises. In the end, the
negative impact of hindrance stress on job per-
formance can be minimized when individuals
can focus and rely on God. Intrinsic religiosity,
which reflects attachment to God, helps individ-
uals survive when facing challenges, including
stress at work. They experience stress but will not
give up and quit their job.

The empirical evidence shows that intrinsic religi-
osity can manage challenge and hindrance stress-
ors. It would be interesting to study whether there
are differences if extrinsic religiosity is used as a
moderating variable. It would also be interesting
to study the influence of stressors on burnout and
then look at their impact on work attitude and/
or work behavior. Furthermore, this study uses a
sample of employees without distinguishing their
specific fields of work. It is suspected that there

comes a buffer for individuals when experienc-
ing stress. Individuals with intrinsic religiosity

will be differences in stress levels in certain pro-
fessions, such as lecturers and doctors.

CONCLUSION

This study succeeded in proving that challenge stressors have a positive influence on job performance,
supporting the conservation of resources theory. It means that individuals view challenge stressors as
opportunities to demonstrate their maximum performance. Using the example of an individual who
received a promotion and a bigger responsibility that needs more effort and time, this result means that
this individual will do his/her best to achieve the best job performance. Thus, these individuals are ex-
periencing stress, but they still perform well.

Using the conservation of resources theory, this study successfully proved that hindrance stressors
negatively influence job performance. It means that hindrance stressors inhibit individuals from ob-
taining more resources, causing frustration and ultimately reducing performance. In other words,
these individuals will experience stress if there is an ambiguous job description, job conflict, and job
overload. In the end, hindrance stressors can cause frustration, decrease job performance, and force
individuals to quit.

Confirming the attachment theory, this analysis proves that intrinsic religiosity moderates the positive
influence of challenge stressors on job performance. Intrinsic religiosity weakened the positive influence
of challenge stressors on job performance. It means, using the example of an individual who received
a promotion and a bigger responsibility that requires more effort and time, challenge stressors will be
weakened in individuals with intrinsic religiosity. Under ideal conditions, individuals with intrinsic re-
ligiosity no longer view challenge stressors as aspects that can cause stress but only purely as a challenge.

Further, this study proved that intrinsic religiosity moderates the negative influence of hindrance stress-
ors on job performance according to the attachment theory. Intrinsic religiosity weakened the negative
influence of hindrance stressors on job performance. Intrinsic religiosity, which reflects attachment to
God, helps individuals survive when facing challenges, including stress at work.
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