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job crafting, self efficacy, work This study aims to test and analyze the influence of employee job
crafting and self-efficacy to increase work engagement and
improve employee performance. 126 respondents of PT Lestari
Banten Energi were selected for the study. The measurement
model test in this study was carried out. The structural model
was evaluated using R-square for the dependent variable, the
Stone geisser Q-square test for predictive relevance, and the t-
test to assess the significance of the structural path parameter
coefficient. The results showed that (1) there is a positive and
significant influence of job crafting on the work engagement of
employees, so that the higher the job crafting of employees
owned, the better the performance will be. (2) There is an
influence of work engagement on the performance of employees
because the Tstatic (3,957) > Ttable (1.96) and Pvalue (0.000)
sig (0.05) values. (3) There are two factors that mediate the
positive influence of the two factors: (1) job crafting, (2) work
engagement, and (3) work engagement.

engagement, employee
performance

INTRODUCTION

In organizations or agencies, human resources are considered a very valuable asset because they
will greatly affect the performance of employees of a company or organization (Puspitasari &
Prahiawan, 2018). Having good performance can support the achievement of goals and objectives that
have been set by business entities, to be able to have high and good performance, an employee in
carrying out his work must have expertise and skills that are in accordance with the work he is
engaged in. Worker performance is very important because only with good performance will the
company grow. There is never a story that if the performance of workers is poor, the company's
performance will be good. If that is the case, then it is just the company's luck and this kind of thing
cannot go on continuously. This means that worker performance remains the most important thing
(Rokhayati et al., 2017).

Good employee performance reflects the ability to contribute through works that lead to the
achievement of behaviors that are in line with the goals of the company or organization (Apriyanti et
al,, 2021). The positive impact of employee performance on organizational effectiveness has prompted
researchers to identify and examine the causes of employee performance to improve company
performance. Factors that affect performance are employee needs, work motivation, job satisfaction,
and work participation (Riyanto et al., 2021). Some of these factors are related to job crafting and
work engagement, because individuals are related to the way employees do job crafting, in an effort to
improve employee performance, one of which can be achieved by job crafting in employees (Albana,
2019).

Job crafting has a positive impact on an employee to take control of work. If an employee has a
desire to change the character of a certain job, then it is expected that they will change it based on
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their confidence that the change will make their experience better and they feel that they have control
over the work they do. Job crafting has a positive correlation with performance (Albana, 2019). Job
crafting will take the initiative to find new ways by eliminating negative judgments of his job demands
and looking positively at the organization where he works (Apriyanti et al., 2021). Having employees
with a high level of job crafting is an advantage for the company. Employees with a high level of job
crafting will be triggered to contribute beyond the demands of their roles in the workplace (Petrou et
al,, 2018). Job crafting can be influenced by self-efficacy and the need for social interaction (Nkansah et
al., 2024). Therefore, it is important to research self-efficacy because it will also have an impact on
employee performance.

High self-efficacy employees tend to show persistence and intensity in their approach to their
job role and seek more challenging goals (Saadi, 2021). Self-confidence tends to be high if possessed
by employees makes them feel more confident, strive and develop strategies in completing challenging
tasks (Abid et al., 2021). Based on the findings expressed by Ingusci et al. (2019), it can be concluded
that employees who have a high level of self-confidence tend to be more active in job crafting.

One of the internal factors that affect individual performance and satisfaction is self efficacy,
where self efficacy is an individual's belief to motivate himself or herself when carrying out tasks,
facing obstacles and painful experiences, the stronger the self efficacy that exists in the individual, the
more active the effort he is making (Ramadhan & Budiono, 2023). Employees with high levels of self-
efficacy consider the workplace as a place where they have the ability to handle challenging demands
effectively with effort and perseverance (Ranihusna et al., 2022). Self efficacy is influenced by many
factors. Factors that affect self-efficacy are success experiences, other people's experiences, and social
persuasion (Farida & Hendarsjah, 2022).

Employee work attachment is a key that explains the relationship between the characteristics of
each individual and organizational factors in employee performance. This explains that job crafting
and self-efficacy are closely related to the work engagement owned by an employee (Al Badi et al,,
2023).

Work Engagement is an important issue in human resources, because it can contribute to the
company, an employee who has a work bond will love his work and work wholeheartedly so that
employees can improve their performance to the maximum (Rahmayani & Wikaningrum, 2022). Work
engagement has a positive influence on employee performance, if subordinates can meet existing
performance standards, implement regulations well, and have more effort so that work engagement
will increase (Kustya & Nugraheni, 2020). With work engagement, organizations can find out how
employees feel about their work and determine if they have the motivation to do extra work and
support the company (Ramadhan & Budiono, 2023). Engaged individuals tend to have high levels of
energy and mental resilience and are willing to put in the effort for their work even when facing
difficulties. So, when engaged employees pursue work, they gain more knowledge and skills that
enable them to work better and be successful at work.

Employees with a high level of sense of attachment to their work (work engagement) tend to be
more diligent in doing their tasks, fully involved in their work, and able to handle the pressure
associated with their work. So, when engaged employees pursue work, they gain more knowledge and
skills that enable them to work better and be successful at work. Research by Kustya & Nugraheni
(2020) shows that work engagement has a significant influence on employee performance and also
research from Breevaart et al. (2015) shows that work engagement has a positive influence on
employee performance, this shows that work engagement is an important variable as a mediator to
improve employee performance.

This study aims to test and analyze the influence of employee job crafting and self-efficacy to
increase work engagement and improve employee performance. The benefit of this research is to be
able to be a reference for future research, especially focusing on job crafting, self efficacy, work
engagement, and employee performance. By presenting data, information, and empirical test results,
this research can provide useful references for researchers, and this research is also expected to
provide more information and references for interested parties, such as companies, researchers, or
other parties. This is especially in terms of the importance of job crafting and self-efficacy in improving
employee engagement and employee performance.
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METHODS

This study adopts a quantitative approach to examine the relationship between variables,
allowing for the empirical testing of theories. This approach enables the collection of measurable data
that can be statistically analyzed, producing objective and systematic insights based on empirical
evidence. The focus of this research is to improve employee performance at PT Lestari Banten Energi
by investigating the factors that contribute to this improvement. As a type of causal research, it aims to
uncover cause-and-effect relationships between various management-related concepts and variables.
By employing this approach, the study seeks to provide a deeper understanding of how specific factors
influence employee performance at the company.

The population in this study is all permanent employees of PT Lestari Banten Energi totaling 250
people. However, not all employees became the subject of the study. Further, the research subject
attempted to establish a sample of respondents. The analysis method used was SEM analysis, with a
sample consisting of 126 employees of PT Lestari Banten Energi. Data processing is carried out using
SmartPLS 3.2.9 software. The descriptions of respondents collected through online questionnaires
using Google Form links include characteristics such as gender, age, length of employment, and recent
education.

RESULTS
Measurement Model Test Results (Outer Model)

On 126 respondents of PT Lestari Banten Energi employees, the measurement model test in this
study was carried out. From the data processing that has been carried out, the outer loading and AVE
can be presented as follows:
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Figure 1. Outer Model Results
Source : SmartPLS 3.2.9 output processed 2024

To test the results of convergen validity and discriminant validity, this study uses the value of
outer loading and average variance extracted (AVE). The indicator is considered to meet the
convergen validity assumption if the outer loading value > 0.6. Meanwhile, discriminant validity is
considered to be satisfied if the AVE value of the construct > 0.5 (Ghozali, 2016).

From the figure above, it can be seen that the range of outer loading values for the four research
variables is as follows: Job crafting with the lowest score of 0.769 and the highest value of 0.812, self
efficacy with the lowest value of 0.790 and the highest value of 0.905, employee performance with the
lowest score of 0.779 and the highest value of 0.884, and work engagement with the lowest value of
0.792 and the highest value of 0.861. By referring to the convergent validity assumption requirement,
the results of the outer model show that all indicators are considered valid.

Based on the outer model, the values of discriminant validity and realibility construct can be
known as follows:
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Tabel 1. Construct Reliability dan Validity

. Cronbach’s Composite Average Variance
Matrix alpha Rho_A reliability Extracted (AVE
Job Crafting 0.793 0.794 0.866 0.617
Employee 0.909 0.911 0.930 0.688
Performance
Self Efficacy 0.908 0.911 0.929 0.687
Work Engagement 0.888 0.889 0.918 0.692

From table 1, it can be concluded that all research variables have an AVE value of > 0.5 which
means that the assumption of discriminant validity has been met and passed the validity test. The next
step is to conduct a reliability test to measure the consistency of respondents' answers to all research

Source : SmartPLS 3.2.9 output processed 2024

instruments, this can be done by looking at composite reliability and Cronbach's alpha values.

The research instrument is declared reliable if it has a composite reliability value and
Cronbach's alpha > 0.7 (Ghozali, 2016). Based on the table above, it can be concluded that all research
variables have obtained composite reliability values and Cronbach's alpha > 0.7. Thus, all instruments
in this study are confirmed to have met the reliability assumption (passed the reliability test) and can
proceed to the stage of testing the structural model (inner model).

Structural Model Test Results (Inner Model)

Testing the structural model was carried out to assess the extent of the relationship between the
variables that have been proposed in the hypothesis, the impact of the influence of independent
variables on the dependent variables, and the compatibility between the hypotheses that have been
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Figure 2. Structural Model Test Results (Inner Model)
Source : SmartPLS 3.2.9 output processed 2024

determined. The test results are shown in the following table:

Tabel 2. Path Coefficient

No. Hypothesis Path Coefficient
1 Job Crafting terhadap Work Engagement 0.430
2 Self Efficacy terhadap Work Engagement 0.497
3 Job Crafting on Employee Performance 0.250
4 Self Efficacy on Employee Performance 0.253
5 Work Engagement on Employee Performance 0.451

Source: SmartPLS 3.2.9 output processed 2024
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From the test results outlined in table 2, it can be explained as follows:

1) Job crafting on work engagement has a path coefficient of 0.430, meaning that there is a
positive influence of job crafting on work engagement. A positive sign in the path coefficient
shows that the better the level of job crafting in PT Lestari Banten Energi employees, the
better the level of employee work engagement.

2) Self efficacy on work engagement has a path coefficient of 0.497, meaning that there is a
positive influence of job crafting on work engagement. A positive sign in the path coefficient
shows that the better the level of self-efficacy in PT Lestari Banten Energi employees, the
better the work engagement.

3) Job crafting on employee performance has a path coefficient of 0.250, meaning that there is a
positive influence of job crafting on employee performance. A positive sign on the path
coefficient shows that the better the level of job crafting in PT Lestari Banten Energi
employees, the better the employee performance will improve.

4) Self efficacy on employee performance has a path coefficient of 0.253, meaning that there is a
positive influence of self efficacy on employee performance. A positive sign in the path
coefficient shows that the better the level of self-efficacy in PT Lestari Banten Energi
employees, the better the employee performance.

5) Work engagement on employee performance has a path coefficient of 0.451, meaning that
there is a positive influence of work engagement on employee performance. A positive sign
in the path coefficient shows that the better the level of work engagement among PT Lestari
Banten Energi employees, the better the employee performance will also increase.

Furthermore, the evaluation of the structural model was carried out using R-square for the

dependent variable, the Stone geisser Q-square test for predictive relevance and the t-test to assess the
significance of the structural path parameter coefficient. In the PLS model assessment, the evaluation
starts with an R-square for each latent variable with a dependent variable and the interpretation is the
same as the interpretation process in the regression analysis.

In this study, the simultaneous correlation between the independent variable and the dependent

variable was assessed through the R-Square value, which then the results were presented in the
following table:

Tabel 3. R-Square

Matrix R-Square Adjusted R-Square
Work Engagement 0.793 0.790
Employee Performance 0.825 0.821

Source : SmartPLS 3.2.9 output processed 2024

From the table above, it can be seen that the R-Square value for the employee performance
model is 0.825, indicating that the correlation between the independent variables (job crafting, self
efficacy and work engagement) and the dependent variables (employee performance) is strong.
Likewise, for work engagement, the R-Square value is 0.793, which is also included in the strong
category. These results indicate that work engagement has a contribution of 79.3% (0.793 x 100%) in
influencing employee performance while the remaining 20.7% is influenced by other variables that are
not studied. Meanwhile, employee performance was influenced jointly (simultaneously) by job
crafting, self efficacy and work engagement by 82.5% (0.825 x 100%), by 17.5% the remaining was
influenced by other factors that were not studied in this study.

Furthermore, the evaluation of the structural model was carried out using the F-Square test to
evaluate how much influence the independent latent variable had on the dependent latent variable.
According to Ghozali (2016), the criteria in measuring F-Square are as follows: If the F-Square value is
0.35 indicates that the influence between independent latent variables on dependent latent variables
is large. If the F-Square value is 0.15, it indicates that the influence between independent latent
variables on dependent latent variables is moderate or intermediate. Meanwhile, if the F-Square value
is 0.02, it indicates that the influence between independent latent variables on dependent latent
variables is small.
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Table 3. F-Square

Matrix Job Crafting Employee Self Efficacy  Work Engagement
(X1) Performance (Y) (X2) (Z)
Job Crafting - 0.081 - 0.256
Employee
Performance ) ) ) j
Self Efficacy - 0.078 - 0.340
Work Engagement - 0.242 - -

Source : SmartPLS 3.2.9 output processed 2024

Based on the table, it can be concluded that the large relationship between the influence of
independent latent variables on dependent latent variables is as follows:
1) Job Crafting (X1) to Employee Performance (Y) = 0.081 (Small)
2) Job Crafting (X1) to Work Engagement (Z) = 0.256 (Moderate)
3) Self Efficacy (X2) to Employee Performance (Y) = 0.078 (Small)
4) Self Efficacy (X2) terhadap Work Engagement (Z) = 0.340 (Sedang)
5) Work Engagement (Z) to Employee Performance (Y) = 0.242 (Moderate)

Hypothesis Test
Table 4. Results of the Bootstraping Hypothesis Test
Original Standard .
. . . Sample .. Tstatic P
Hypothesis  Path Coefficient Sample Deviation
(0) Mean (STDEV) (O/STDEV) Value
H1 Job Crafting -> 0.430 0.410 0.129 3.334 0.001
Work Engagement
H2 Sel Efficacy -> Work o 0.519 0.125 3.957 0.000
Engagement
Job Crafting ->
H3 Employee 0.250 0.242 0.086 2.888 0.004
Performance
Efficacy Cells ->
H4 Employee 0.253 0.267 0.127 1.999 0.046
Performance
Work Engagement -
H5 > Employee 0.451 0.444 0.097 4.645 0.000
Performance

Source : SmartPLS 3.2.9 output processed 2024

Based on the results of the hypothesis test in table 4.14, it can be explained as follows:

1) Hypothesis 1: From the table data, it is known that job crafting for work engagement
obtained a Tstatic of 3.334 and a Pvalue of 0.001. These results show that job crafting has a
positive and significant effect on work engagement because the Tstatic (3,334) > Ttable
(1.96) and Pvalue (0.001) < sig (0.05) values. Thus, it can be concluded that the first
hypothesis is accepted which states that job crafting has a positive and significant effect on
work engagement. The higher the employee's job crafting, the higher the employee's work
engagement.

2) Hypothesis 2: From the table data, it is known that self-efficacy for work engagement
obtained a Tstatic of 3.957 and a Pvalue of 0.000. These results show that self-efficacy has a
positive and significant effect on work engagement because the Tstatic (3,957) > Ttable
(1.96) and Pvalue (0.000) < sig (0.05) values. Thus, it can be concluded that the second
hypothesis is accepted which states that self-efficacy has a positive and significant effect on
work engagement. The higher the employee's self-efficacy, the higher the employee's work
engagement.
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3) Hypothesis 3: From the table data, it is known that job crafting on employee performance
obtained a Tstatic of 2.888 and a Pvalue of 0.004. These results show that job crafting has a
positive and significant effect on employee performance because the value of Tstatic (2.888)
> Ttable (1.96) and Pvalue (0.004) < sig (0.05). Thus, it can be concluded that the third
hypothesis is accepted which states that job crafting has a positive and significant effect on
employee performance. The higher the employee's job crafting, the higher the employee's
performance.

4) Hypothesis 4: From the table data, it is known that self-efficacy on employee performance
obtained a Tstatic of 1.999 and a Pvalue of 0.046. This result shows that self-efficacy has a
positive and significant effect on employee performance because the value of Tstatic (1,999)
> Ttable (1.96) and Pvalue (0.046) < sig (0.05). Thus, it can be concluded that the fourth
hypothesis is accepted which states that self-efficacy has a positive and significant effect on
employee performance. The higher the employee's self-efficacy, the higher the employee's
performance.

5) Hypothesis 5: From the table data, it is known that work engagement on employee
performance obtained a Tstatic of 4,645 and a Pvalue of 0,000. These results show that work
engagement has a positive and significant effect on employee performance because the value
of Tstatic (4,645) > Ttable (1.96) and Pvalue (0.000) < sig (0.05). Thus, it can be concluded
that the fifth hypothesis is accepted which states that work engagement has a positive and
significant effect on employee performance. The higher the employee work engagement, the
higher the employee performance.

Discussion

The Effect of Job Crafting on Work Engagement

Job crafting employees can tailor their jobs to their knowledge, skills, and abilities on the one
hand and their preferences and needs on the other (Yogatama & Nugrohoseno, 2021). Based on the
results of the first hypothesis test, it was found that there was a positive and significant influence
between job crafting and work engagement. This is confirmed by a Tstatic value of 3.334 and a Pvalue
of 0.001. These results show that job crafting has a positive and significant effect on work engagement
because the Tstatic (3,334) > Ttable (1.96) and Pvalue (0.001) < sig (0.05) values. With a positive path
coefficient, it can be concluded that the better the level of job crafting of PT Lestari Banten Energi
employees, the higher the level of work engagement of PT Lestari Banten Energi employees towards
their work.

Respondents revealed that having a sense of empathy or mutual care for fellow colleagues will
greatly affect employees' sense of work attachment to their work, then by encouraging management to
carefully control the knowledge and abilities of each employee as well as a clear and directed
distribution of jobdesks will encourage PT Lestari Banten Energi employees to be more comfortable
with their work fields. So it is hoped that it will increase employee work involvement. The findings in
this study are supported by previous research that supports this hypothesis, namely Aisyah (2022)
and Ranihusna et al. (2022).

The Effect of Self Efficacy on Work Engagement

Based on the results of the second hypothesis test, it was found that there was a positive and
significant influence between self-efficacy and work engagement. This is confirmed through a Tstatic
value of 3,957 and a Pvalue of 0,000. These results show that self-efficacy has a positive and significant
effect on work engagement because the Tstatic (3,957) > Ttable (1.96) and Pvalue (0.000) < sig (0.05)
values. With a positive path coefficient, it can be concluded that the better the level of self-efficacy of
PT Lestari Banten Energi employees, the higher the level of work engagement of PT Lestari Banten
Energi employees towards their work. The findings in this study are supported by previous research,
which supports this hypothesis, namely Sari & Suwandana (2016).

The respondent revealed that PT Lestari Banten Energi employees must have competence,
especially regarding their jobs so that in carrying out their duties they have confidence and are very
influential in the time of completing tasks so as to produce maximum tasks, with the confidence that
appears in PT Lestari Banten Energi employees is expected to increase the sense of emotional
attachment to their work and feel dissolved and involved in every task and challenge given.
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The Effect of Job Crafting on Employee Performance

Job crafting allows a person to be able to control their confidence in the work environment as
well as make work more effective which ultimately leads to improved performance. Based on the
results of the third hypothesis test, it was found that there was a positive and significant influence
between job crafting on employee performance. This is confirmed through a Tstatic value of 2.888 and
a Pvalue of 0.004. These results show that job crafting has a positive and significant effect on employee
performance because the value of Tstatic (2.888) > Ttable (1.96) and Pvalue (0.004) < sig (0.05). With
a positive path coefficient, it can be concluded that the better the level of job crafting of PT Lestari
Banten Energi employees, the better the performance of PT Lestari Banten Energi employees. The
findings in this study are supported by previous research, which supports this hypothesis, namely Jin
& Kim (2022), Apriyanti et al. (2021), Saadi (2021), and Aprilia (2023).

Respondents revealed that challenging work demands should be given to employees who have
the ability to complete tasks so that tasks can be completed on time or management must also be
committed to improving human resources from PT Lestari Banten Energi employees, so that with the
quality of skills and skills of employees who increase will be able to solve all challenging work
demands. Job crafting can be facilitated by the job and individual characteristics and allows employees
to tailor their work to their personal knowledge, skills and abilities and to their preferences and needs.
Job crafting can change a person's perspective on their work by building workers' confidence more
deeply in overcoming problems at work, thus making them more resilient in their performance.

The Effect of Self Efficacy on Employee Performance

Based on the results of the fourth hypothesis test, it was found that there was a positive and
significant influence between self-efficacy and employee performance. This is confirmed through a
Tstatic value of 1.999 and a Pvalue of 0.046. This result shows that self-efficacy has a positive and
significant effect on employee performance because the value of Tstatic (1,999) > Ttable (1.96) and
Pvalue (0.046) < sig (0.05). With a positive path coefficient, it can be concluded that the better the
level of self-efficacy of PT Lestari Banten Energi employees, the better the performance of PT Lestari
Banten Energi employees. The findings in this study are supported by previous research, which
supports this hypothesis, namely Alkhayyal & Bajaba (2023), Fatima et al. (2020), Marghareta &
Damarwulan (2021), and Saadi (2021).

Respondents revealed that one of the elements of self-efficacy of PT Lestari Banten Energi
employees is competition in innovating work to be more efficient and safe and able to encourage other
employees to innovate and continue to develop, this is expected to encourage employees to contribute
more so that it has an impact on employee performance. With high self-efficacy in employees, these
employees will usually produce a good achievement in their work and job satisfaction that is more
than employees who have low self-efficacy, so that it is very closely related to self-efficacy and the
performance of the employee itself.

The Effect of Work Engagement on Employee Performance

Based on the results of the fifth hypothesis test, it was found that there was a positive and
significant influence between work engagement and employee performance. This is confirmed
through a Tstatic value of 4,645 and a Pvalue of 0,000. These results show that work engagement has a
positive and significant effect on employee performance because the value of Tstatic (4,645) > Ttable
(1.96) and Pvalue (0.000) < sig (0.05). With a positive path coefficient, it can be concluded that the
better the level of work engagement of PT Lestari Banten Energi employees, the better the
performance of PT Lestari Banten Energi employees. The findings in this study are supported by
previous research, which supports this hypothesis, namely Farida & Hendarsjah (2022), Al Badi et al.
(2023), Nkansah et al. (2024), Rahmayani & Wikaningrum (2022), and Kustya & Nugraheni (2020).

Respondents of PT Lestari Banten Energi employees revealed that the enthusiasm in doing
work will create a sense of belonging or a sense of belonging and caring for the company so that in
their work employees will be more aware of their work environment and work equipment which has
an impact on improving employee performance. These findings show a strong influence between
employee work engagement and employee performance itself. Employees with high work engagement
indicate a strong motivation to complete their work so that it will produce high performance (Farida &
Hendarsjah, 2022).
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CONCLUSION

The study reveals that PT Lestari Banten Energi employees' performance can be improved by
enhancing work engagement, job crafting, and self-efficacy. Work engagement mediates the
relationship between job crafting and performance, suggesting that employees need to improve their
job crafting to enhance engagement. Self-efficacy also plays a significant role in employee engagement,
with higher levels indicating higher performance. Therefore, employees need to enhance their self-
efficacy to improve their job crafting. The study suggests that future research could explore additional
factors influencing employee performance, such as leadership styles, organizational culture, and
support systems. Longitudinal studies could also track changes in job crafting, self-efficacy, and work
engagement over time to gain a more dynamic understanding of how these factors evolve and impact
employee performance in the long term.

REFERENCES

Abid, G., Arya, B., Arshad, A, Ahmed, S., & Farooqi, S. (2021). Positive personality traits and self-
leadership in sustainable organizations: Mediating influence of thriving and moderating role of
proactive personality. Sustainable Production and Consumption, 25.
https://doi.org/10.1016/j.spc.2020.09.005

Aisyah, S. (2022). Pengaruh Job Crafting Terhadap Work Engagement Melalui Mindfulness Sebagai
Mediator. Jurnal Indonesia Sosial Teknologi, 3(8). https://doi.org/10.36418/jist.v3i8.463

Al Badi, F. M,, Cherian, ]., Farouk, S., & Al Nahyan, M. (2023). Work engagement and job performance
among nurses in the public healthcare sector in the United Arab Emirates. Journal of Asia Business
Studies, 17(5). https://doi.org/10.1108/JABS-06-2022-0216

Albana, H. (2019). Pengaruh Job Crafting terhadap Kinerja Karyawan yang Dimediasi oleh Work
Engagement di PT. Terminal Teluk Lamong Surabaya. Jurnal IImu Manajemen, 7(1).

Alkhayyal, S., & Bajaba, S. (2023). The Impact of E-Leadership Competencies on Workplace Well-Being
and Job Performance: The Mediating Role of E-Work Self-Efficacy. Sustainability, 15(6).
https://doi.org/10.3390/su15064724

Aprilia, G. R. (2023). Peran Work Placement Dan Job Crafting Terhadap Employee Performance Pada
Kejaksaan Tinggi Jawa Tengah [Master Thesis]. Universitas Islam Sultan Agung.

Apriyanti, D. Di, Anindita, R., & Purwandari, D. A. (2021). Peran Job Crafting Terhadap Kinerja Guru
Pada Masa Pandemi Covid-19 Melalui Burnout Dan Work Life Balance. Jurnal llmiah Manajemen
Dan Bisnis, 22(2).

Breevaart, K., Bakker, A. B., Demerouti, E., & Van Den Heuvel, M. (2015). Leader-member exchange,
work engagement, and job performance. jJournal of Managerial Psychology, 30(7).
https://doi.org/10.1108/JMP-03-2013-0088

Farida, N. F, & Hendarsjah, H. (2022). Peran Pelatihan dengan Mediasi Kesesuaian Pekerjaan,
Pembelajaran, dan Keterlibatan Kerja Terhadap Kinerja Pegawai Pemerintah Kota Madiun. Jurnal
Aplikasi Bisnis Dan Manajemen. https://doi.org/10.17358/jabm.8.1.302

Fatima, A.,, Khan, M. M,, & Malik, S. M. (2020). Impact of Managerial Self-efficacy, Improvement-
oriented Employees’ Voice Fearing External Threat on Performance. Review of Economics and
Development Studies, 5(4). https://doi.org/10.26710/reads.v5i4.904

Ghozali, 1. (2016). Aplikasi analisis multivariate dengan program IBM SPSS 21. Badan Penerbit
Universitas Diponegoro.

Ingusci, E., Callea, A., Cortese, C. G., Zito, M., Borgogni, L., Cenciotti, R, Colombo, L., Signore, F,,
Ciavolino, E., & Demerouti, E. (2019). Self-efficacy and work performance: The role of job crafting
in middle-age workers. International Journal of Business and Society, 20(2).

Jin, M,, & Kim, B. (2022). Effects of ESG Activity Recognition Factors on Innovative Organization
Culture, Job Crafting, and Job Performance. Administrative Sciences, 12(4).
https://doi.org/10.3390/admsci12040127

Kustya, N. D., & Nugraheni, R. (2020). Analisis Pengaruh Work Engagement dan Kepemimpinan
Terhadap Kinerja Karyawan Melalui Komitmen Organisional Sebagai Variabel Intervening (Studi
Pada Kantor Pusat PDAM Tirta Moedal Kota Semarang). Diponegoro Journal of Management, 9(2).

Marghareta, L., & Damarwulan, L. M. (2021). Self Efficacy dan Profesionalisme Sebagai Variabel
Intervening Antara On The Job Training Dan Kinerja Pegawai. Jurnal Riset Bisnis Dan Manajemen
Tirtayasa, 5(2). https://doi.org/10.48181/jrbmt.v5i2.13083

IJSSR Page 9



International Journal of Social Service and Research

Nkansah, D., Gyimah, R,, Sarpong, D. A.-A., & Annan, ]. K. (2024). Nexus Between Employee Engagement
and Job Performance: A Study of MSMEs in Ghana During COVID-19: The Moderating Roles of Job
Demand and Job  Resources. Jindal Journal of Business Research, 13(1).
https://doi.org/10.1177/22786821231188026

Petrou, P., Demerouti, E., & Schaufeli, W. B. (2018). Crafting the Change: The Role of Employee Job
Crafting Behaviors for Successful Organizational Change. Journal of Management, 44(5).
https://doi.org/10.1177/0149206315624961

Puspitasari, A., & Prahiawan, W. (2018). PENGARUH DISIPLIN PREVENTIF DAN MOTIVASI EKTRINSIK
TERHADAP KINERJA KARYAWAN MELALUI KEPUASAN KERJA SEBAGAI VARIABEL
INTERVENING PADA PT. NATURA INDOLAND. Tirtayasa  Ekonomika, 13(2).
https://doi.org/10.35448/jte.v13i2.4322

Rahmayani, W. E., & Wikaningrum, T. (2022). ANALISIS PERCEIVED ORGANIZATIONAL SUPPORT,
DUKUNGAN ATASAN DAN WORK ENGAGEMENT TERHADAP KINERJA KARYAWAN SELAMA
MASA PANDEMI COVID-109. Jurnal Ekonomi Dan Bisnis, 23(2).
https://doi.org/10.30659/ekobis.23.2.71-85

Ramadhan, N. D., & Budiono. (2023). Pengaruh Self Efficacy dan Work Engagement terhadap Employee
Performance melalui Job Satisfaction. Jurnal [Imu Manajemen, 11(3).

Ranihusna, D., Ulfa, U. A., & Wulansari, N. A. (2022). Healthcare personel’s performance: The role of job
crafting and work engagement. Jurnal Ekonomi Dan Bisnis, 25(2).
https://doi.org/10.24914 /jeb.v25i2.4102

Riyanto, S., Endri, E., & Herlisha, N. (2021). Effect of work motivation and job satisfaction on employee
performance: Mediating role of employee engagement. Problems and Perspectives in Management,
19(3). https://doi.org/10.21511/ppm.19(3).2021.14

Rokhayati, A., Kambara, R,, & Ibrahim, M. (2017). Pengaruh Soft Skill dan Perencanaan Karir Terhadap
Kinerja Karyawan dengan Kualitas Pelatihan Sebagai Variabel Modertor. Jurnal Riset Bisnis Dan
Manajement Tirtayasa, 1(2).

Saadji, S. D. (2021). Pengaruh self efficacy terhadap work performance dan organizational citizenship
behavior melalui job crafting. FORUM EKONOMI, 23(2).

Sari, N., & Suwandana, 1. (2016). Pengaruh Self-Efficacy terhadap Keterlibatan Kerja dan Kepuasan
Kerja Karyawan pada Ibis Styles Bali Benoa Hotel. E-Jurnal Manajemen Unud, 5(5).

Yogatama, A., & Nugrohoseno, D. (2021). Pengaruh Authentic Leadership terhadap Customer-Oriented
Organizational Citizenship Behavior dan Service Recovery Performance melalui Job Crafting dan
HR Flexibility. Jurnal [Imu Manajemen, 9(3). https://doi.org/10.26740/jim.v9n3.p1015-1031

IJSSR Page 10



