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ABSTRACT

PT Bank Pembangunan Daerah Jawa Timur Tbk or Bank Jatim, Bank Jatim was es-
tablised on august 17, 1961 in Surabaya. as a BUMD, Bank Jatim is the largest bank
in East Java. The goal of this research is to examine and analyze the impact of em-
ployee’s perceived organizational support on work engagement through job crafting at
the General Division in Bank Jatim Surabaya. This study is a causal research of quan-
titative approach. A total of 56 respondent are used for the sampling technique. With
the support of SmartPLS v.3.6.2 software, the statistical analysis used in this research
is Partial Least Square (PLS). The analysis outcomes indicate that perceived organiza-
tional support has a significant positive effect on work engagement, perceived organi-
zational support has a significant positive effect on job crafting, job crafting has a sig-
nificant positive effect on work engagement, and job crafting has successfully mediated
the effect of perceived organizational support on work engagement.
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INTRODUCTION

Experts agree that the level success of a company is measured by the quality of
its human resources. The development of advanced technology is so fast that makes
employees are required to be able to recognize their competencies, this is useful to
support their performance because it can have a significant impact on the performance
of daily tasks (Leni, 2018). A study conducted by Gallup on "The Relationship Be-
tween Engagement at Work and Organizational Outcomes" in 2020 explains that a
business with the highest level of employee engagement in all businesses contained in
the database Gallup has an 83% chance of having the highest performance above aver-
age. This, when compared with the 17% chance for those with the lowest level of em-
ployee involvement (Harter et al., 2020). That research is also supported by Rahman
(2016) which states that engagement focuses on ways of working that have an impact
on employees (individual results) and the long-term sustainability of the organization.
Based on this research, it can be seen if work engagement at the company is a very
meaningful matter.

Employees who are involved in their work will feel excited, feel proud of what
they are doing, time at work passes quickly and they have a sense of personal satisfac-
tion (Fazlurrahman et al., 2020). There are three factors that can influence work en-
gagement according to Rakhim's research (2020) namely job demands, job resources,
and personal resources. This opinion can be understood that the three factors men-
tioned have something to do with job crafting and the perceptions that employees feel
about organizational support. Personal resources refer to behavior job crafting and job
resources related to POS.

Job crafting itself is an attitude that can inspire employees to be more dedicated
to their work with high attention and energy (Park et al., 2020). This can be interpreted
that job crafting has an influence on work engagement (Park et al., 2020). This state-
ment is supported by research from Ogbuanya & Chukwuedo (2017), Monita (2020),
Albana (2018), and Syah (2020) where job crafting has a significant positive effect on
work engagement. However, this statement is different from research from Aldrin &
Merdiaty (2019) which states that there is no proven effect of work craft on work en-
gagement.

This proactive attitude is intended to better align work with personal characteris-
tics (Saragih.S et al., 2020). When employees face their work positively, they feel their
work is personally meaningful, feel they can manage their workload well, and have a
good future (Lely & Dwiarko, 2020). Thus, POS is considered as one of the factors
influencing job crafting because POS encourages employees to be more creative, ob-
tain more resources and change the meaning of their work (Saragih.S et al., 2020).
This expression is in line with research by Mallick (2018), and Park et al. (2020)
which explains if there is a positive influence between perceived organizational sup-
port on job crafting. However, it is inversely proportional to the research of Saragih.S
et al., (2020) which states that there is no statistically significant relationship between
POS and Job crafting.

Not only job craftingis able to influence work engagement, POS Focusing on a
universal belief that the company contributes and ignores the welfare of its employees
also affects work engagement (Saragih & Margaretha, 2013). The POS leads to posi-
tive results for work engagement because employees with a large POS allow them to
feel enthusiastic and give full dedication to helping achieve organizational goals
(Saragih & Margaretha, 2013). In line with this research, other research that supports
the POS statement has a positive influence on work engagement, including research
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from Alfajar (2020), Imran et al. (2020), Showkat (2020), Tan et al. (2020), and Musti-
ka & Rahardjo (2017). However, in contrast to research from Sulistyo (2017), it has no
significant positive results on the effect of perceptions of organizational support on
work engagement.

The research results above are in accordance with the phenomenon that occurred
at Bank Jatim Surabaya head office which is the object of this research. Bank Jatim
Surabaya head office is the largest BUMD in East Java. In managing its employees,
Bank Jatim Surabaya revitalizes employees to become superior, independent, competi-
tive and professional employees. Employee competence is improved through the pro-
vision of seminars/training/workshops and socialization in accordance with employee
needs in order to produce human resources who are able to seek business opportunities
and are able to execute well so that employees can provide support in order to achieve
the vision and mission of Bank Jatim. Bank Jatim employees are given the same career
opportunities in selecting career programs in accordance with the conditions imposed
(https://bankjatim.co.id/en, 2021).

A different opinion was conveyed by one of theemployees business partner in
thedivision, Human Capital explaining that based on the employee assessment in 2020,
especially regarding employee engagement, there are still employees who havestatus
dissengaged. The following are the results of employee engagement in 2020 as a
whole, namely there are 53% of employees withstatus actively engaged (employees
who contribute fully and have great satisfaction in their work) 25% withstatus poten-
tially engaged (employees who tend to lower their performance if they are still not sat-
isfied with the organization),7% have astatus passively engaged (employees who have
not fully contributed to the company's success), and 7% have astatus disengaged
(employees who feel underutilized, and do not get what they need from work). The
cause of employees with thestatus disengaged highestis due to the lack of support felt
by employees regarding the provision of training from companies that are carried out
online due to the pandemic so that employees feel less benefit from the training. How-
ever, the 7% figure has shown a decrease compared to 2019 where 16% of employees
havestatus disenggaged. This shows that Bank Jatim Surabaya Head Office has done a
good job of improving the quality of its employees.

Meanwhile, the general division also has several employees whosehas decreased
work engagementdue to retirement age and the factor of saturation with their work be-
cause they have been working on the same job for too long for many years. However,
Bank Jatim continues to improve the quality of employee performance continuously so
as to create employees who contribute and are fully committed to the company. The
Bank provides support, one of which includes periodic salary evaluations, promotions
and transfers if needed, improvement of facilities including health facilities, providing
interesting training related to the job desk, and creating creative corner rooms. Every-
thing is intended to create a staffing program that is as current as possible to make it
easier for employees to do their jobs.

This research has a purpose to test and analyze the effect of perceived organiza-
tional support onvariables work engagement for employees of the General Division of
Bank Jatim Surabaya Head Office, test and analyze how the influence of perceived
organizational support onvariables for job crafting General Division employees of
Bank Jatim Surabaya Head Office, to test and analyze the effect of the job crafting var-
iable on thevariable engagement employeeof the General Division of Bank Jatim Sura-
baya Head Office, as well as to test and analyze the effect of perceived organizational
support on work engagement through job crafting for employees of the General Divi-
sion of Bank Jatim Surabaya Office Center. Job crafting itself is an attitude that can
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inspire employees to be more dedicated to their work with high attention and energy
(Park et al., 2020). This can be interpreted that job crafting has an influence on work
engagement (Park et al., 2020). This statement is supported by research from Ogbuan-
ya & Chukwuedo (2017), Monita (2020), Albana (2018), and Syah (2020) where job
crafting has a significant positive effect on work engagement. However, this statement
is different from research from Aldrin & Merdiaty (2019) which states that there is no
proven effect of work craft on work engagement.

This proactive attitude is intended to better align work with personal characteris-
tics (Saragih.S et al., 2020). When employees face their work positively, they feel their
work is personally meaningful, feel they can manage their workload well, and have a
good future (Lely & Dwiarko, 2020). Thus, POS is considered as one of the factors
influencing job crafting because POS encourages employees to be more creative, ob-
tain more resources and change the meaning of their work (Saragih.S et al., 2020).
This expression is in line with research by Mallick (2018), and Park et al. (2020)
which explains if there is a positive influence between perceived organizational sup-
port on job crafting. However, it is inversely proportional to the research of Saragih.S
et al., (2020) which states that there is no statistically significant relationship between
POS and Job crafting.

Not only job craftingis able to influence work engagement, POS Focusing on a
universal belief that the company contributes and ignores the welfare of its employees
also affects work engagement (Saragih & Margaretha, 2013). The POS leads to posi-
tive results for work engagement because employees with a large POS allow them to
feel enthusiastic and give full dedication to helping achieve organizational goals
(Saragih & Margaretha, 2013). In line with this research, other research that supports
the POS statement has a positive influence on work engagement, including research
from Alfajar (2020), Imran et al. (2020), Showkat (2020), Tan et al. (2020), and Musti-
ka & Rahardjo (2017). However, in contrast to research from Sulistyo (2017), it has no
significant positive results on the effect of perceptions of organizational support on
work engagement.

The research results above are in accordance with the phenomenon that occurred
at Bank Jatim Surabaya head office which is the object of this research. Bank Jatim
Surabaya head office is the largest BUMD in East Java. In managing its employees,
Bank Jatim Surabaya revitalizes employees to become superior, independent, competi-
tive and professional employees. Employee competence is improved through the pro-
vision of seminars/training/workshops and socialization in accordance with employee
needs in order to produce human resources who are able to seek business opportunities
and are able to execute well so that employees can provide support in order to achieve
the vision and mission of Bank Jatim. Bank Jatim employees are given the same career
opportunities in selecting career programs in accordance with the conditions imposed
(https://bankjatim.co.id/en, 2021).

A different opinion was conveyed by one of theemployees business partner in
thedivision, Human Capital explaining that based on the employee assessment in 2020,
especially regarding employee engagement, there are still employees who havestatus
dissengaged. The following are the results of employee engagement in 2020 as a
whole, namely there are 53% of employees withstatus actively engaged (employees
who contribute fully and have great satisfaction in their work) 25% withstatus poten-
tially engaged (employees who tend to lower their performance if they are still not sat-
isfied with the organization),7% have astatus passively engaged (employees who have
not fully contributed to the company's success), and 7% have astatus disengaged
(employees who feel underutilized, and do not get what they need from work). The
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cause of employees with thestatus disengaged highestis due to the lack of support felt
by employees regarding the provision of training from companies that are carried out
online due to the pandemic so that employees feel less benefit from the training. How-
ever, the 7% figure has shown a decrease compared to 2019 where 16% of employees
havestatus disenggaged. This shows that Bank Jatim Surabaya Head Office has done a
good job of improving the quality of its employees.

Meanwhile, the general division also has several employees whosehas decreased
work engagementdue to retirement age and the factor of saturation with their work be-
cause they have been working on the same job for too long for many years. However,
Bank Jatim continues to improve the quality of employee performance continuously so
as to create employees who contribute and are fully committed to the company. The
Bank provides support, one of which includes periodic salary evaluations, promotions
and transfers if needed, improvement of facilities including health facilities, providing
interesting training related to the job desk, and creating creative corner rooms. Every-
thing is intended to create a staffing program that is as current as possible to make it
easier for employees to do their jobs.

This research has a purpose to test and analyze the effect of perceived organiza-
tional support onvariables work engagement for employees of the General Division of
Bank Jatim Surabaya Head Office, test and analyze how the influence of perceived
organizational support onvariables for job crafting General Division employees of
Bank Jatim Surabaya Head Office, to test and analyze the effect of the job crafting var-
iable on thevariable for work engagement employees of the General Division of Bank
Jatim Surabaya Head Office, as well as to test and analyze the effect of perceived or-
ganizational support on work engagement through job crafting for employees of the
General Division of Bank Jatim Surabaya Office Center.

LITERATURE REVIEW
Perceived Organizational Support

Rhoades & Eisenberger (2002) define organizational support experienced by
employees as a whole as a belief about the extent to which the company is able to
appreciate the contribution and concern for the welfare of its employees. Afzali et al.,
(2014) argue that perceived organizational support (POS) basically refers to a
reciprocal social exchange relationship between employers and employees, which
emphasizes the quality of the relationship. Demir, (2015) argues that organizational
support refers to workers' perceptions of whether an organization cares about the
welfare and contributions of its employees. Perceived organizational support means
the need for social affection, effort, commitment, and individual loyalty recognized by
that organization (Hoa et al., 2020). POS according to Stinglhamber et al (2020) is a
social exchange process in which employees feel obliged to help the organization
achieve its goals and expect their increased performance or efforts on behalf of the
organization to be rewarded. POS is also known as an important feature to increase
personnel self-initiation and positive behavior for work (Chiang & Hsieh, 2012).

In Tjandra's research, Hans. et al., (2018) explained that there are 8 indicators
used to measure the level of thevariable POS, namely (1) the company is able to
appreciate employee contributions, (2) the company is able to appreciate the extra
effort that employees have given, (3) the company has paid attention to everything
complaints from employees, (4) the company is very concerned about the welfare of
employees, (5) the company will notify employees if they do not do a good job, (6) the
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company cares about the general satisfaction of employees' work, (7) the company
shows great concern towards employees, and (8) the company feels proud of the
success of employees at work.

Job Crafting

Tims & Bakker (2010) describe job crafting as an adjustment made by employ-
ees in equating work demands and resources according to the needs, abilities, and indi-
vidual preferences of employees. Job crafting means a process when employees take
part in changing the cognitive, social and physical tasks of their work according to
Slemp & Vella-Brodrick (2014). Tims & Parker (2020) assumes job crafting as an in-
dividual-level process driven by individual motives to maintain a positive self-image,
increase the meaning of work, or improve one's well-being and performance. Job craft-
ing is rooted in the theory of self-determination, in which autonomous self-regulation
creates a link between craft work and fulfillment of needs, namely feelings of value
and meaning (Hu et al., 2020). Petrou et al., (2015) define job crafting as the initiative
and willingness of employees to reconstruct aspects of their work, with the aim of im-
proving their working conditions. Job crafting is also defined as an effort to change
work boundaries, work relationships and the meaning of work for the benefit or con-
venience of the employees themselves (Kanten, 2014). Work craft describes behavior
that involves employees, on their own initiative, where they change aspects of their
work and work environment (Demerouti, 2014).

The indicator job crafting in Nguyenresearch et al (2019)'shas 3 indicators,
namely task crafting related to modifying tasks given by superiors, relational crafting
involving with whom, when and how employees interact with coworkers, and cogni-
tive crafting related to modifying the way employees view of their work.

Work Engagement

Crawford et al (2010) argue that work engagement is about how an employee
exploits themselves in an organizational role by converting their energy into emotion-
al, cognitive and physical work. Work engagement is a motivational concept, because
employees allocate personal resources for their work tasks (Decuypere & Schaufeli,
2020). Truss et al (2011) suggested that work engagement is a positive reaction of em-
ployees when carrying out their work, which consists of: willingness to contribute in-
tellectual effort, experience positive emotions and have a meaningful relationship with
others. Work engagement is an important feature that emphasizes employee insight
into their work regarding how employees pay attention to their work, the end result
obtained will increase their creativity and can provide more dynamic results in their
workplace (Mubarak & Noor, 2018).

In Sitorus' research (2018), he defines work engagement as a condition in which
a person feels satisfied and thinks positively in his work which is characterized by en-
thusiasm (vigour) related to the level of enthusiasm and enthusiasm in doing work and
facing difficulties, dedication (dedication) related to a sense of pride and enthusiasm.
inspired by their work, and high absorption in doing work (absorption) related to em-
ployees who drift and find it difficult to break away from their work.
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The Effect of Perceived Organizational Support (X) on Work Engagement (Y)

POS can push companies towards positive results for work engagement because em-
ployees with large POS allow them to feel enthusiastic and able to give full dedication
to helping achieve organizational goals (Saragih and Margaretha, 2013). Other re-
search that supports POS statements that have a positive influence on work engage-
ment includes research from Alfajar (2020), Imran et al (2020), Showkat (2020),
Mufarrikhah et al (2020), Sitorus (2018), A. Dwitasari et al. al (2015), Tan et al
(2020), and Mustika & Rahardjo (2017). However, in contrast to research from
(Yulivianto, 2019) and Sulistyo (2017), the results were not significantly positive on
the effect of perceptions of organizational support on work engagement.

H1: It is suspected that perceived organizational support has a positive influence
on work engagement.

Positive treatment at work can create positive employee emotions that support
employees to carry out positive voluntary behavior (for example, work craft or job
crafting) for the organization (Saragih, Susanti. et al, 2020). This is supported by the
results of research from (Kim et al., 2017), Mallick (2018), Cheng & O-Yang (2018),
Park et al. (2020), and Zhang & Zhang (2021), who explained that there was a signifi-
cant positive effect between perceived organizational support on job crafting. Research
conducted by Kim et al., (2018) states that POS has a positive effect on cognitive craft-
ing but has no effect on task crafting and relational crafting. Furthermore, in the study
of Saragih.S, et al. (2020) and Kanten (2014) which state that there is no statistically
significant relationship between POS and Job crafting.

H2: It is suspected that perceived organizational support positively affects job
crafting.

Job crafting is also one of the behaviors that can inspire employees to be more
dedicated to their work with increased attention and energy (Park et al., 2020). This
means that job crafting has a positive influence on work engagement (Park et al.,
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2020). This statement is supported by research from Ogbuanya & Chukwuedo (2017),
Monita (2020), ALBANA (2018), Frederick & VanderWeele (2020), Stephani & Kur-
niawan (2018), Sharma & Nambudiri (2020), Azizah & Ratnaningsih (2018) , and
Shah (2020) that job crafting has a significant positive effect on work engagement. re-
search from Aldrin and Merdiaty (2019), Setyawati & Nugrohoseno (2019) and Fazri-
ati & Budiono (2017) states that there is no proven effect of work craft on work en-
gagement.

H3: It is suspected that job crafting has a positive influence on work engagement.

When employees view the organization's efforts positively including support for career
development, employees will tend to respond by being deeply involved in their work
(Showkat, 2020). Employees with high POS are motivated to do better and achieve
more (Tan et al., 2020). This is part of the reciprocal norm to assist the organization in
achieving its goals (Imran et al., 2020). In addition, POS also plays a role in determin-
ing employee attitudes and behaviors such as strengthening cognitive and emotional
evaluations of their work (Cheng & O-Yang, 2018). POS encourages employees to get
additional resources by utilizing job crafting (Mallick, 2018). Positive treatment at
work can also create positive emotions for employees to carry out positive voluntary
behavior (job crafting) for the organization (Saragih, Susanti et al, 2020). In addition,
job crafting is also one way that might increase work engagement, namely by involv-
ing employees on their own initiative, where they change aspects of their work and
work environment (Frederick & VanderWeele, 2020). The findings of Park et al.,
(2020) state that when workers feel that their organization supports their work and well
-being, their perception of organizational support increases their willingness to find
more resources and modify the cognitive boundaries of their work. Thus, the job craft-
ing behavior inspires employees to be more dedicated to their work with increased at-
tention and energy (Park et al., 2020).

H4: It is suspected that job crafting mediates the effect of perceived organization-
al support on work engagement

RESEARCH METHODS

This research belongs to the type of quantitative research. The research was
carried out by the general division of Bank Jatim Surabaya. The head office is located
at JI. Basuki Rahmat No. 98-104. The system for collecting information or data by
distributing research questionnaires with answers using a Likert scale from 1 to 5 as a
measurement scale, structured and unstructured interviews, and using the results of
observations. The study population consisted of general division employees as many as
56 respondents. The sampling technique used saturated samples, which involved the
entire number of employees of the general division of Bank Jatim Headquarters with a
sample size of 56 samples. This research was supported with the help of
SmartPLSsoftware version 3.0as a data analysis technique using Partial Least Square
(PLS).
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RESULTS AND DISCUSSION

Following the description along with information based on the characteristics of
the respondent including gender, years of service, and education to support this
research. This study has a total sample size of 56 respondents, more specifically for
men the number is 28 employees (50%) and 28 female employees (50%). Employees
with SLTA education are 11 employees (19.6%), S1 are 35 employees (62.5%), and
S2 are 10 employees (17.9%). Furthermore, for tenure, as many as 26 employees have
worked in a range of 1-5 years (46.4%), 26 employees have worked in a range of 6-10
years (46.4%), and 4 employees who work in ranges above 10. years (7,1%).

The calculation of the respondents 'average answers was assisted by the three
box method in assessing the respondents' answers (mean), where number 1 means the
low value and number 5 means the highest value. This the mean description for the
POS indicator, namely 4.11 for the first indicator, 3.83 for the second indicator, 3.75
for the third indicator, 3.99 for the fourth indicator, 3.98 for the fifth indicator, as many
as 3.91. on the sixth indicator, and as much as 3.84 on the seventh indicator, and 3.87
on the last indicator which is the eighth. The POS variable has a mean of 3.91 which is
in the high category. Then, the mean of respondents' answers to the indicators job
crafting has a value of 3.77 on the indicator task crafting, 3.98 on the indicator rela-
tional crafting, and 3.96 on the indicator cognitive crafting. The variable job crafting
itself has a mean of 3.91 which is in the high category. Meanwhile, the indicator work
engagement has a value of mean 3.89 on the indicator vigour, a mean of 3.98 on the
indicator dedication, as much as 3.81 on the indicator absorption. Work engagement
has a mean of 3.89 where the value is high.

Convergent Validity
Figure 2 shows the results of the validity test per item, showing that all indicators have

an outer loading of more than 0.70. Thus, each indicator has met the requirements and
it declared effective or valid due to the value loading the factor is greater than 0.5.
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Figure 2 MEASUREMENT TEST MODEL
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Table 1 shows the reliability test values of the three variables using Cronbach's alpha
& composite reliability. The table shows that the variable POS has a Cronbach's alpha
0.815 and a composite reliability 0.890, where the value is > 0.70. This means that the
construct / variable has high reliability. The variable job crafting has a cronbach's
alpha 0.955 then a composite reliability 0.963, greater than 0.70, which means that the
variable has high reliability. Work engagement has Cronbach's alpha 0.937 and
composite reliability 0.960, which is greater than 0.7. This means that these variables
have high reliability. The explanation above can be understood that all variables /
constructs have excellent composite reliability.

Table 1
CRONBACH’S ALPHA & COMPOSITE RELIABILITY

Cronbach’s Alpha [ Composite Reliability
Perceived organizational 0.815 0,890
support
Job crafting 0,955 0,963
Work engagement 0,937 0,960

Source: Output of SmartPLS v.3.2.6 (2021)
R-Square Analysis

Table 2 shows the value of R Square on the effect of perceived organizational
support on job crafting is 0.710. The value of the construct variable job crafting
believed to be able to be explained by 71% of the variable, perceived organizational
support while 29% of the causes can be interpreted by other variables which are not
included in this research. Furthermore, work engagement is influenced by perceived
organizational support which has an R Square value of 0.866 which can be interpreted
if work engagement can be explained by 87% of the variables perceived organizational
support and 13% explained by other variables not described in this study

Table 2
R SQUARE
R Square
Job crafting 0,710
Work engagement 0,866

Source: Output of SmartPLS v.3.2.6 (2021)

Causality Test

Can be seen in table 3, the effect of POS on work engagement has a statistical
value of 4.699 > 1.96. Regarding this, explaining if POS has a significant effect on
work engagement. In addition, the original sample has a value of 0.721 which means a
positive sign and means that high POS action causes work engagement as well, and
vice versa.
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Then, the impact of the POS on job crafting got a statistical value of 3,762 >
1.96. This value shows if the POS has a significant positive effect on job crafting.
While the original sample value is positive, which means that the better the POS, the
better the job crafting is, and vice versa.

Furthermore, T statistics on the effect of job crafting on work engagement is
2.145, > 1.96. Regarding that, it can be interpreted if the job crafting positively affects
work engagement. Meanwhile, the value of the original sample was 0.235, meaning
that if employees do a good job crafting , the better the work engagement. Likewise
about the opposite.

Meanwhile, related to the effect of POS on work engagement through job
crafting, it has a T statistic of 2.465, greater than 1.96. This explains if the variable job
crafting succeeds in mediating the influence of the POS variable on work engagement.
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Sources: Output of SmartPLS v.3.6.2 (2021)
Figure 3 MEASUREMENT TEST BOOSTRAPING MODEL

Table 3
PATH COEFFICIENTS & INDIRECT EFFECT

. Original T- Information
Diagram Path Sample Statistics
Perceived .
organizational support 0,721 4,699 %I ! ’?)?h(essll%?lsﬁ:(?(?et) ted
— Work engagement yP P
Perceived .
organizational support 0,843 3,762 %I L?)?h(essli%nilsﬁ:(?(?et) ted
— Job crafting yP P
Job crafting — Work 0235 2,145 > 1,96 (Sl'gn'lﬁcant)
engagement Hypothesis is accepted
Perceived
organizational support 0.198 2465 > 1,96 (Significant)
— Job crafting — Work ’ ’ Hypothesis is accepted
engagement
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The Effect of Perceived Organizational Support on Work Engagement at General
Division Employee of Bank Jatim Head Office Surabaya

The results of the analysis conducted on PLS show that POS has a positive
influence on work engagement. From the results of observations and interviews at the
general division of Bank Jatim Surabaya Head Office conducted with one of the
household staff explained that the leadership has given full trust and support to its
employees to handle their respective jobs. In addition, a support program in the form
ofhas been implemented rewards. This makes employees feel that they are given trust
so that when doing work they become more comfortable, enthusiastic and enthusiastic.

The results of this study are convincing if work engagement affected by
perceived organizational support is significantly. That is, the higher the POS, the
higher the work engagement. These results are in line with research from Alfajar
(2020) which proves that there is a significant positive correlation between POS and
work engagement. Research conducted by Imran et al (2020) also shows that when
employees feel valued and fully supported by their organization, employees feel a
psychological, social, and emotional well-being which then leads them to high
dedication to their work.

Furthermore, research from Showkat (2020) also explains that there is a positive
relationship between appreciation and recognition, perceived organizational support,
work culture and work engagement. In addition, the research of Tan et al (2020),
(Saragih and Margaretha, 2013), A. Dwitasari et al (2015), Mufarrikhah et al (2020),
Sitorus (2018) and Mustika & Rahardjo (2017) also proves that POS has a significant
and positive influence on work engagement.

The Effect of Perceived Organizational Support on Job Crafting at General
Division Employee of Bank Jatim Head Office Surabaya

Hypothesis testing gives results that show that job crafting is positively
influenced by POS. In this case, it means that if the crafting job has a good level, the
POS will also be good. This research is in line with research that has been carried out
by Mallick (2018), Park et al (2020), (Kim et al., 2017), Cheng & O-Yang (2018), and
research by Zhang & Zhang (2021) also explains that when If employees have a
feeling that they have been supported by the company or superiors, thewill increase job
crafting . Research conducted by Kim et al., (2018) states that POS has a positive
effect on cognitive crafting but has no effect on task crafting and relational crafting. In
contrast to the research of Saragih.S et al., (2020) and Kanten (2014) which state that
there is no statistically significant relationship between POS and Job crafting.

If it is associated with the phenomenon of general division employees of Bank
Jatim Surabaya Head Office, based on the results of observations and interviews
conducted on one of the household sub-division employees explained that all
employees have implemented job crafting to modify their work to make it easier to
work on. For example, in the print inventory section, there are nominative assignments
once a month. So that employees record the nominative every day so that at the end of
the month there is no need to write or record the nominative from the beginning again.
This shows that employees modify the way they work according to the convenience of
employees to make it easier to work. Of course, employees get full support from the
company to free their employees from work as long as their actions are in accordance
with the rules and regulations imposed by the bank.
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Effect of Job Crafting on Work Engagement at General Division Employee of
Bank Jatim Head Office Surabaya

Based on the results of the PLS hypothesis test, it shows that work engagement is
positively influenced by job crafting. This means that the better the level of job
crafting , the better the work engagement. As explained by one of the employees of the
general division of Bank Jatim Surabaya Headquarters, Employees feel these three
indicators are very influential on work engagement, one of which was the working
environment such as a friend or co-worker is important in the sustainability work is
one which affects the ease of work and passion employee. When you haveco-workers
supportive in one division, you can divide your work evenly and don't feel burdened
by one of them. By dividing the tasks, it will be more cheerful and enthusiastic in
completing the work because the work done is not done alone but is handled by all
employees.

The following research results explain thatvariables job crafting have a
significant and positive influence on work engagement. The following are research
results that support research (Park et al., 2020), Ogbuanya & Chukwuedo (2017),
Monita (2020), ALBANA (2018), Frederick & VanderWeele (2020), Stephani &
Kurniawan (2018), Sharma & Nambudiri (2020), Azizah & Ratnaningsih (2018) and
Shah (2020) which state that job crafting has a significant and positive effect on work
engagement. While, Research from Setyawati & Nugrohoseno (2019) states that there
is no influence between job crafting on work engagement because the application of
job crafting is still not evenly distributed in all parts. The results of this study are
supported by research from Aldrin and Merdiaty (2019), and Fazriati and Budiono
(2017) which also states that there is no proven effect of work craft on work
engagement.

Effect of Perceived Organizational Support through Job Crafting against Work
Engagement on employees are encouraged General Division Bank Jatim
Surabaya Head Office The

The results of the PLS analysis show that job crafting is successful in mediating
the effect of POS on work engagement. This is supported by research conducted by
Showkat (2020) when employees view the organization's efforts positively including
support for career development, employees will tend to respond by being deeply
involved in their work. This is part of the norm of reciprocity to assist the organization
in achieving its goals (Imran et al., 2020). In addition, POS also plays a role in
determining employee attitudes and behaviors such as strengthening cognitive and
emotional evaluations of their work (Cheng & O-Yang, 2018). Positive treatment in
the workplace can also create positive emotions for employees to carry out positive
voluntary behavior (job crafting) for the organization (Saragih, Susanti et al, 2020). In
addition, job crafting is also one way that might increase work engagement, namely by
involving employees on their own initiative, where they change aspects of their work
and work environment (Frederick & VanderWeele, 2020). Then, research conducted
by Park et al (2020) states thatbehavior job crafting that arises because of feelings of
support inspires employees to be more dedicated to their work.

The same thing has happened to employees of the general division of Bank Jatim
Surabaya Head Office who explained that support from the company or superiors in
the form of periodic salary evaluations, improvement of facilities including health
facilities, providing interesting training related to their job desks, and creating creative
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corner rooms that will make employees more comfortable at work. In addition, with
the support of co-workers and doing tasks or making decisions by oneself also has an
influence on comfort and enthusiasm to work for the company. The rewards provided
by Bank Jatim have also been very good, so that employees are increasingly motivated
to work and become more enthusiastic and enthusiastic. It can be proven by the
number of employees who have worked for more than five years, it can be seen that
general division employees have good work engagement . However, if you work too
long and do the same thing every day, the employee will experience a saturation phase.
When employees feel that their performance has decreased or are less enthusiastic
when working, one of the methods the bank has taken to prevent its employees from
being bored is by doing work rotations, both internal and external mutations.

CONCLUSION

The results of the analysis in this study indicate that the four hypotheses are
accepted, namely (1) perceived organizational support has a significant positive effect
work engagement on researchon employees of the general division of Bank Jatim
Surabaya Head Office so that H1 is accepted, (2) perceived organizational support
significantly positively influences job crafting. for employees of the general division of
Bank Jatim Surabaya Head Office so that H2 is accepted, (3) job crafting has a
significant positive effect on work engagement for employees of the general division
of Bank Jatim Surabaya Head Office so that H3 is accepted, and (4) job crafting
successfully mediates the effect of perceived organizational support for work
engagement for employees of the general division of Bank Jatim Surabaya Head
Office so that H4 is accepted.

Recommendations that can be given based on the results of questionnaire
analysis, interviews and observations are the need to improve the form of support
companythat will be given to employees so that employees feel they have support in
their work, one of which is by improving training programs that are deemed less useful
because they are only carried out online. Therefore, to meet the indicator that has a
lower value than other indicators, namely "the organization has paid attention to
complaints from employees" on the POS variable, the training program can be carried
out as attractively as possible such as triggering employee activities to be more
actively involved in training activities. Themethod blended learning is one of the
training that can be applied where this method combines elements of internet
information technology with a class system. Training participants can access the
material and study it as if they were attending conventional training in general.
Materials can be accessed regardless of place or time, making them suitable for
employees who have a personal agenda after work. This method is of course followed
by a discussion forum to conduct a question and answer session if it is felt that they do
not understand the content of the material.

Then, for the POS variable on the indicator "the organization shows great
concern for employees" which has a lower average response value than other
indicators, that can be done by increasing the provision of facilities for employees with
the aim of supporting the convenience and comfort of employees in working so that
they can improvebehavior job crafting and work engagement. Examples of facilities
that can be applied include providing comfortable work space layout facilities such as
changing the layout of the work desk that can affect interaction between employees,
improving the quality of work equipment such as computers and other work tools so
that employees get the best quality at work. The provision of these facilities can create
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work effectiveness from employees so that employees feel comfortable and the spirit
or work engagement itself will increase. Further research is expected to be carried out
on the object of BUMN companies so that the research has a wider generalization area
and can be developed to be more perfect.
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