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Abstract 
 

This study examines the impact of Perceived Organizational Support (POS) and Employee Empowerment (EE) on Job Performance through 

Employee Engagement (EG) among State Civil Apparatus (ASN) in regional governments across East Java Province. The study aims to 

fill a gap in understanding how these factors contribute to ASN performance in a local government context, where human resources are 

abundant but productivity remains a significant challenge. The research utilizes a quantitative approach, with data collected from ASN 

employees across 29 districts and 9 cities in East Java using questionnaires. The results show that both POS and EE have a significant 

positive effect on Job Performance, indicating that higher organizational support and employee empowerment lead to improved 

performance. However, Employee Engagement does not directly influence Job Performance, suggesting that engagement alone does not 

guarantee better performance outcomes. The study further reveals that Employee Engagement mediates the relationship between both POS 

and EE with Job Performance. Specifically, POS and EE have a positive effect on Employee Engagement, which in turn, enhances Job 

Performance. These findings underscore the importance of organizational support and employee empowerment in fostering a productive 

work environment. The results provide practical insights for local government leaders to design human resource management policies that 

effectively leverage POS and EE to improve ASN performance, thereby contributing to better public service delivery. This research also 

enriches the academic discourse on human resource management in the public sector, especially within the Indonesian context. 

 
Keywords: East Java; Employee Empowerment; Employee Engagement; Job Performance; Local Government; Perceived Organizational Support; State 
Civil Apparatus. 

1. Introduction 

In an era of organizational dynamics and demands for rapid change, the performance of the state civil apparatus (ASN) in local government 

plays a central role in achieving development goals. Development policies and strategies will be achieved if they are carried out together 

with efforts to improve ASN performance. Investments in organizational support, skills development, empowerment, and supportive in-

volvement can be key steps in achieving performance optimization goals. 

Since the issuance of Government Regulation Number 30 of 2019 discussing ASN Performance Assessment, which aims to ensure the 

objectivity of ASN development based on the achievement system and career system, ASN performance has begun to become a benchmark 

for evaluating job performance. The assessment is carried out based on performance planning at the individual level and unit or organiza-

tional level, taking into account targets, achievements, results, and benefits achieved, as well as ASN behavior (Kartika, 2021). 

Previously, stereotypes that developed and spread among the public had given a negative impression to government employees, such as 

slow and complicated bureaucracy, which could hinder a quick response to change, the inability to adapt to systems and procedures that 

were difficult to change, as well as the perception of corruption and nepotism, which could damage the image of institutional integrity 

(Iswanto & Putra, 2023). It is necessary to know the factors that influence organizational performance to encourage civil servant perfor-

mance so that there is no longer a perception that civil servants are only a burden on the state (Fahmi, 2023). 

Perceived Organizational Support (POS), Employee Empowerment (EE), and Employee Engagement (EG) are key concepts that are inter-

related and can have a significant impact on individual and organizational performance. POS reflects the extent to which ASN feel sup-

ported and cared for by the organization where they work. EE involves the level of employee involvement and commitment to their work 

and organization, while EE involves empowering ASN in decision-making and carrying out daily tasks. 

http://creativecommons.org/licenses/by/3.0/
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The City and Regency Governments in East Java Province are government institutions that have a great responsibility in providing public 

services to the community. The State Civil Apparatus (ASN) who work in the government environment have a very important role in 

carrying out their duties (Alireza et al., 2019). Therefore, the performance of ASN has a direct impact on the public services provided to 

the community. 

The East Java Province, as the research locus, has the largest number of ASN in Indonesia. Based on data from the Central Statistics 

Agency in 2022, the number of ASN in East Java Province was 372,304 people, followed by Central Java Province in second place with 

343,989 ASN, and West Java Province in third place with 337,203 ASN. 

Table 1.1 Average IP Indicators of Regional Government ASN throughout East Java. 

 

 
 

The data above shows that East Java has the largest number of ASN Pemda in Indonesia. This is interesting because with the number of 

ASNs in terms of quantity, it has a lot of human resources, but performance productivity is still one of the main problems. Based on the 

data, the ASN Professional Index (IP) is at 74.5, and the performance indicator is still at 23,568. 

 
Table 1.1: Average IP Indicators of Regional Government ASN throughout East Java 

No. Aspects / Indicators Mark 

1 Qualification 13,753 
2 Competence 32,568 

3 Performance 23,514 

4 Discipline 4,698 
ASN IP throughout East Java 74,533 

Source: (East Java Provincial Government, 2023). 

 

The data above shows the average IP of regional government ASN in East Java, with an average IP of 74.533 is in the sufficient category. 

The ASN professionalism index is a statistical measure that describes the quality of ASN based on educational qualifications, competence, 

performance, and discipline of ASN employees in carrying out their duties (Iswanto & Putra, 2023). Improving performance in an organi-

zation is very important to ensure optimal achievement of goals. By improving performance, organizations can be more effective in utilizing 

resources, increasing productivity, and providing better services to the community or customers (Abadi et al., 2020). In addition, improving 

performance also plays a role in creating a dynamic and innovative work environment, which supports sustainable growth and the compet-

itiveness of the organization in the future (Hasani & Churiyah, 2024). 

Zhang (2023) stated that job performance is the work results obtained by employees or the real behavior produced by employees in carrying 

out their roles in the company. Efforts to improve employee performance must be a concern for companies or organizations, including in 

government, one of which is by continuing to provide training in work behavior and professionalism (Jehanzeb, 2020). Information about 

employees is an important aspect used as evaluation material to measure the extent to which the performance process that has been carried 

out by employees is in accordance with the organization's vision (Rosid et al., 2023). Therefore, a deep understanding of how POS, EE, 

and EG can interact and influence ASN performance in local governments throughout East Java is crucial in supporting the planning and 

implementation of effective human resource management policies. 

Improving ASN performance is an urgent need to ensure quality public services. Several factors have been identified in the literature as 

factors that can influence ASN performance. In this context, these factors are Perceived Organization Support, Employee Empowerment, 

and Employee Engagement. Perceived Organization Support reflects the extent to which ASN feel supported by the organization in carrying 

out their duties. Employee Empowerment refers to the extent to which employees are given the power and authority to make decisions 

related to their work. Employee Engagement describes the extent to which employees feel emotionally involved and committed to their 

work. 

Based on research conducted by (Nurhuda & Budiman, 2022)It shows that perceived organizational support (POS) has a significant influ-

ence on work engagement, especially in the context of evaluation. 

Organizational support plays an important role in increasing employee work engagement, especially in dealing with changing dynamics 

during the COVID-19 pandemic. This is in line with research conducted by (Mohapatra & Sundaray, 2018). This study found that feelings 

of meaningfulness in work significantly mediate the relationship between POS and work engagement, as well as the relationship between 

values and work engagement. This shows that POS has an influence on individual HR performance in building an organization. 

In addition, research conducted by (Mohapatra & Sundaray, 2018) shows that there is a relationship between empowerment (Employee 

Empowerment) and employee performance, as well as the potential benefits of empowerment, such as reduced absenteeism, increased 

loyalty and commitment, increased capabilities, and ethical behavior. This is in line with research from (Sriyono, 2021) which shows that 

there is a positive and significant influence of job characteristics, empowering leadership, perceived organizational support, and psycho-

logical capital on employee engagement. These factors are important for increasing employee engagement in government environments. 

In the employee engagement dimension, research conducted by shows a statistically significant relationship between employee engagement 

and various categories and subcategories of performance. This study also highlights the need for further research on the relationship be-

tween employee engagement and financial and non-financial performance, as well as performance at the team and organizational levels. 

This is also in line with research conducted by with results showing that perceptions of organizational support, organizational justice, and 
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service leadership have a significant positive impact on employee engagement. In addition, employee engagement also acts as a mediator 

in the relationship between perceived organizational support and organizational behavior, as well as between service leadership and organ-

izational behavior. This study emphasizes the importance of effective organizational management factors and the achievement of organi-

zational goals. 

The feeling of enthusiasm and passion, which characterizes employee engagement, can improve employee performance (Husna & Budiono, 

2002). Employee engagement is a condition in which employees feel involved in their work, which ultimately impacts their performance. 

Several studies, such as those conducted by (Diana & Frianto, 2021) show that employee engagement has a significant positive effect on 

employee performance. 

However, although these factors have been known in the literature, research that focuses on the influence of Perceived Organization Sup-

port, Employee Empowerment, and Employee Engagement on ASN Job Performance in City and Regency Governments in East Java 

Province is still limited. Therefore, this study aims to fill this knowledge gap by investigating the relationship between these factors and 

ASN performance in local government environments. 

This study is expected to provide a deeper understanding of the factors that influence ASN performance in local governments, especially 

in East Java Province. The results of this study can be a guide for local government leaders in designing human resource management 

policies and strategies that can improve ASN performance. In addition, this study can also provide insight to researchers and academics 

regarding the dynamics of organizations and human resource management in the government sector. 

2. Methods 

This study employs a quantitative approach, grounded in theoretical frameworks, paradigms, expert opinions, and the researchers' 

understanding shaped by their experiences. These are then developed into research questions and solutions that aim to obtain validation or 

assessment through empirical data collected in the field. Quantitative research methods are also viewed as methods rooted in positivist 

philosophy, designed to examine specific populations or samples, with data gathered through various instruments. 

2.1. Population 

This research was conducted on ASN employees of the local government in East Java, consisting of 29 districts and 9 cities. 

2.2. Research sample 

A sample is part of a population consisting of several selected members. The sample in this study was part of the East Java regional 

government ASN employees, taken from the total population. The sample size in this study was calculated using the Slovin formula because, 

in drawing samples, the number must be representative so that the research results can be generalized and are able to describe the population 

well. 

2.3. Sampling techniques 

Sampling from the research population was carried out using the Proportional Random Sampling technique, according to (Sugiyono, 2017) 

Proportional Random Sampling is a sampling technique that requires a method of taking samples from each sub-population by taking into 

account the size of the sub-populations. 

Once the number of samples in each region is known, the next step is to use proportional cluster random sampling, which is a technique 

for selecting samples proportionally in each district and city randomly so that the samples taken are sufficiently representative. 

2.4. Method of collecting data 

The method of data collection in this study uses a research instrument in the form of a questionnaire and produces primary data. This study 

also requires secondary data, including the company's vision and mission, and the number of employees who work in the local government 

in East Java. 

The mediation analysis in our study examines the relationships between perceived organizational support (POS), employee empowerment, 

and job performance, with employee engagement acting as the mediator. Specifically, we tested how POS and employee empowerment 

affect job performance through the mediation of employee engagement in the context of the State Civil Apparatus (ASN) in the Regional 

Government of East Java. 

In the mediation model, we hypothesized that: 

1) Perceived Organizational Support (POS) directly influences employee engagement. 

2) Employee empowerment directly influences employee engagement. 

3) Employee engagement serves as a mediator, enhancing the relationship between POS, empowerment, and job performance. 

We have recalculated the mediation analysis to ensure the steps are clearly defined: 

Step 1: Direct effects of POS and employee empowerment on employee engagement. 

Step 2: Direct effects of employee engagement on job performance. 

Step 3: The mediation effect, which shows the indirect effect of POS and employee empowerment on job performance through employee 

engagement. 

3. Result and Discussion 

3.1. Variable perceived organizational support 

The Perceived Organization Support variable is measured by three indicators, namely Fairness, Supervisor Support, and Organizational 

Rewards and Conditions. The highest perception of ASN employees in local governments throughout East Java regarding Perceived Or-

ganization Support is in the statement "Superiors assess the contribution of members to the organization". This shows that the general view 
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of the extent to which leaders assess the contribution of ASN employees and care about employee welfare is most dominant in reflecting 

the support of the local government felt by employees. The attitude of the local government will influence the perception of employees, 

which then shapes their attitudes and behavior in government. Support from superiors is needed to support the support of the local govern-

ment, which can be felt by employees. 

The lowest perception regarding Perceived Organization Support is in the statement "My work is done independently". This shows that 

ASN employees are allowed to complete their work independently so that it can have a positive effect on work engagement and employee 

performance. 

3.2. Employee empowerment variable 

Employee Empowerment variables are measured by three indicators, namely Sense of Meaning, Sense of Competence, and Sense of De-

termination. The highest perception of ASN employees of local governments throughout East Java regarding Employee Empowerment is 

in the statement "My work results have an impact on the organizational system". This shows that employee empowerment can have an 

impact on employee work results, which has an impact on the government system. Employee empowerment can increase employee produc-

tivity, creativity, and motivation. If government management gives more authority to employees in their work, it will make employees feel 

more appreciated and take responsibility for their work results. 

The lowest perception regarding Employee Empowerment is in the statement "The opinion I convey is used as a consideration for making 

decisions in the department". This shows that the opinions given by ASN employees will be used as a consideration in making decisions 

in the department based on the problems faced. 

3.3. Employee engagement variables 

Employee Engagement variables are measured by three indicators, namely Vigor, Dedication, and Absorption. The highest perception of 

ASN employees of local governments throughout East Java regarding Employee Engagement is in the statement "I can concentrate on my 

work". This shows that the high focus, concentration, and seriousness of employees in their work can give a positive impact and enthusiasm 

to their work. Some of the benefits of Employee Engagement include increased productivity, increased employee retention, increased 

creativity and innovation, improved work culture, reduced staff turnover, and strengthened good working relationships. 

The lowest perception of Employee Engagement is in the statement "I find it difficult to detach myself from my work". This shows that 

high Employee Engagement can make it difficult for employees to detach themselves from their work because they feel immersed in their 

work. Employees who have high Employee Engagement will show high performance, are willing to use their talents and strengths in their 

work, and always develop innovation. 

3.4. Job performance variable 

Job Performance variables are measured by three indicators, namely work quality, work quantity, and punctuality. The highest perception 

of ASN employees in local governments throughout East Java regarding Job Performance is in the statement "I am disciplined in terms of 

time for my work". This shows that time discipline in work is most dominant in reflecting the work results achieved in carrying out the 

tasks assigned to employees. Time discipline in work in local governments throughout East Java is perceived as high, where this is indicated 

by an attitude of obedience and loyalty to regulations, both written and unwritten. This is needed to help ASN employees direct their energy 

to their tasks. 

productive tasks so that employees tend to work more thoroughly and carefully. 

The lowest perception of ASN employees regarding Job Performance is in the statement "I can complete according to the target". This 

shows that the work achievements obtained by employees in completing tasks are according to the targets given. Work targets can help 

ASN employees focus on their work and increase motivation. Some ways to achieve work targets are implementing the right strategy, 

eliminating bad habits at work, starting from small daily targets, being friendly with failure, and managing more effectively and efficiently 

work time management. 

3.5. Discussion of hypothesis test results 

Perceived Organization Support Support Significant Impact on Job Performance 

The initial hypothesis examines the impact of Perceived Organizational Support on Job Performance. Data analysis reveals that Perceived 

Organizational Support significantly affects Job Performance, allowing the hypothesis to be accepted. The positive coefficient suggests 

that as Perceived Organizational Support improves, Job Performance will also enhance. 

Perceived Organizational Support (POS) refers to an employee's belief that the organization he or she works for values his or her contribu-

tions and cares about his or her well-being (Eisenberger et al., 2020). Employees with high POS believe that their organization will appre-

ciate their extra efforts that support their organization. They believe that their organization will take care of them and show adequate 

concern for them. Employees perceive their organization as supportive when they find that rewards are fair, when they can take part in 

decisions, and when employees see their supervisors as supportive. 

Perceived organizational support refers to employee' assessment of how much the company values their contribution and cares about their 

well-being. If employees perceive that the organizational support they receive is high, then employees will feel indebted to the company, 

and ultimately, employees will give awards for their best performance to the company, so that a good relationship can be created between 

employees and the company. 

These results indicate that the organizational support provided by the local government is considered capable of meeting employee needs, 

such as appreciating and improving employee welfare through a remuneration system. The remuneration given to employees includes: 

monthly income, annual income, health care, and income according to certain conditions and times. With high perceived organizational 

support then employees will have a sense of indebtedness, so that employees will repay it by improving their performance, which is 

indicated by employees complying with the rules and regulations in the government, employees can achieve targets set by the government, 

and employees can complete work accurately according to government standards. 

This result is in line with previous research by which concluded that POS is positively related to employee attendance, commitment, and 

performance. Other studies provide strong support for the positive relationship between POS and people's commitment to a company. 

Company support can reduce employee turnover. (Rhoades & Eisenberger, 2002) who used a sample of employees from various companies 
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found that company assistance was related to increased job satisfaction. According to Eisenberger et al. (2002). This organizational support 

is basically something that every employee always expects. If employees feel support from the organization and the support is in accordance 

with their norms, desires, and expectations, then employees will automatically commit to fulfilling their obligations to the organization. 

And employees will certainly never leave the organization, because employees already have a strong sense of emotional bond with the 

organization where they work. 

3.6. Employee empowerment significant influence on job performance 

The second hypothesis is the influence of Employee Empowerment on Job Performance. The results of data analysis show that Employee 

Empowerment has a significant effect on Job Performance, so that the research hypothesis can be accepted. The resulting coefficient is 

positive, which indicates that if Employee Empowerment is getting better, Job Performance will increase. Employee Empowerment is an 

indicator of the extent of work involvement, which affects many aspects of staff work. 

Employee empowerment is a management approach to human resources that fits the characteristics of work and workers in the information 

technology era, which aims to produce value for customers by utilizing smart technology optimally. empowerment is an effective strategy 

where an organization uses it to improve the capabilities and responsibilities of its employees, because it is accepted that if an employee is 

empowered, they will be more efficient in carrying out their duties. Employees who feel empowered are usually those who understand and 

gain the strength to overcome situations, events, or individuals by using their skills and knowledge (Conger & Kanungo, 1988) in (Ha-

naysha & Tahir, 2016). 

3.7. Employee engagement has no significant impact on job performance 

The third hypothesis is the influence of Employee Engagement on Job Performance. The results of data analysis show that Employee 

Engagement does not have a significant effect on Job Performance, so the research hypothesis cannot be accepted. 

Employees feel that they should be able to express their opinions freely. Employees who have high engagement will create a challenging 

and trustworthy work environment so that they are able to express their ideas without fear and help in innovating the company. This 

condition will make employees feel empowered properly. Employees feel empowered when they feel that their superiors have an empow-

ering style that increases motivation and attachment to the company, which will ultimately make them more engaged. 

Employee engagement brings employees to a state of positive self-fulfillment, thus fostering a sense of belonging, and ultimately, employ-

ees will find it difficult to let go of their work (Right Management, 2009; Schaufeli, Salanova, Gonzalez, & Bakker in (Field & Buitendach, 

2011). In addition to being able to do their work with great strength or energy, employees with a high level of engagement will also feel 

proud and totally immersed in their work. Engagement is not just about working hard, being active in work, or having high involvement in 

work; engagement is the extent to which employees can fully put themselves into work (Bohnert et al., 2019). Employees with high 

engagement show positive behavior during work, so that whatever they do leads to efforts to achieve company goals and success. 

Employee engagement (Bedarkar & Pandita, 2014) It is recognized as an important element in determining the level of effectiveness, 

innovation, and competitiveness of an organization. (Truss & Gill, 2009) said that employee engagement creates an environment where 

employees are motivated to always want to be connected to their work, and show concern for doing a good job. The term employee 

engagement is defined as follows: when employees are in a state of engagement, they use and combine their various levels of emotion and 

cognition as they transform their work tasks and specific activities into meaningful achievements. Employee engagement includes the 

energy and passion displayed by employees when working based on their role and status. The dimensions of employee engagement consist 

of 3 dimensions, namely: (1) Say, which means employees say positive things about the company. The employee's desire to show pride in 

the company by telling others, (2) Stay, which means employees have a desire to remain working in the company for a long period of time. 

The employee's desire to remain part of the company, and (3) Strive, namely, employees have the motivation to give their best effort in 

helping the company succeed. The employee's desire to give their best effort in doing work to increase the company's productivity. Em-

ployee engagement can have a positive impact on the company, including employee retention, attendance rates, and employee productivity. 

3.8. Perceived organizational support significant impact on employee engagement 

The fourth hypothesis examines the impact of Perceived Organizational Support on Employee Engagement. Data analysis indicates that 

Perceived Organizational Support has a significant effect on Employee Engagement, thus confirming the acceptance of the hypothesis. The 

positive coefficient suggests that an increase in Perceived Organizational Support will lead to a rise in Employee Engagement. 

Perceived Organizational Support refers to how employees evaluate the degree to which the organization values their contributions and 

cares for their well-being. When employees perceive a high level of organizational support, they tend to incorporate their membership in 

the organization into their self-identity, fostering more positive relationships and perceptions of the organization. By aligning their identity 

with the organization, employees feel a sense of belonging and responsibility, leading them to contribute and deliver their best performance 

for the organization. 

According to (Hanaysha & Tahir, 2016) when employees feel support from the organization, their sense of belonging to the organization 

will increase. This encourages employees to work harder to achieve organizational goals, as indicated by a higher level of employee en-

gagement in every activity within the company. The results of this study are in line with the research (Prawira, 2019) which concluded that 

Perceived Organizational Support has a significant effect on Employee Engagement. 

3.9. Employee empowerment significant impact on employee engagement 

The fifth hypothesis explores the impact of Employee Empowerment on Employee Engagement. Data analysis reveals that Employee 

Empowerment significantly influences Employee Engagement, allowing the hypothesis to be accepted. The positive coefficient indicates 

that as Employee Empowerment increases, so does Employee Engagement, demonstrating that Employee Empowerment plays a crucial 

role in fostering Employee Engagement. 

This implies that employees feel valued and involved in the government. The findings suggest that when employees feel empowered within 

a local government, they perceive themselves as being recognized by the local government, leading to a stronger connection with it. To 

support the implementation of empowerment programs for employees in a government setting, it is essential to create an open environment 

with mutual trust between superiors and employees, thereby fostering a positive atmosphere for the empowerment process. 
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3.10. Perceived organizational support (POS) has a significant influence on job performance through employee en-

gagement 

The findings of the study indicate that Perceived Organizational Support (POS) has a significant impact on Job Performance, even without 

considering employee engagement. When employee engagement is included, the effect of POS on Job Performance remains significant. 

Therefore, employee engagement partially mediates the relationship between POS and Job Performance. As POS improves, employee 

engagement also increases, which, in turn, enhances the Job Performance of ASN employees in local governments across East Java. These 

results suggest that employees working in the East Java regional government feel a sense of control over their work and are confident in 

their abilities to improve their performance to meet organizational goals. This leads to a higher level of commitment among employees, 

fostering a stronger influence on the local government. Consequently, employees experience increased autonomy, which reinforces their 

commitment to the organization. 

3.11. Based on the results of the study, it shows that without involving employee engagement, perceived 

This makes employees fulfill their duties and responsibilities so that their performance will also increase. The existence of good employee 

perceptions of the East Java regional government will create work engagement that which will affect Job Performance Goals' opinion, 

performance is real behavior displayed by each person as work achievements produced by employees according to their role in the company. 

The success of the local government is influenced by the performance of individual employees, so the East Java regional government 

always tries to manage its human resources. It is important for organizations to know the factors that can influence employee performance, 

one of which is through the perception of organizational support or perceived organizational support (POS). Perceived Organization Sup-

port (POS) or perceived organizational support is the employee's perception of the organization regarding the extent to which the organi-

zation values contributions and cares about employee welfare (Rhoades & Eisenberger, 2002). 

The East Java regional government will always provide positive forms of support that are beneficial to its employees, such as providing 

approval, respect, empathy, fair treatment, promotion, salary, the right to express opinions, access to information, and other assistance from 

the East Java regional government. This form of support and acceptance makes East Java regional government employees feel responsible 

for contributing to providing their best performance as a reward or recompense for feeling appreciated and cared for by the East Java 

regional government. The support provided is able to create employee perceptions towards the East Java regional government, which is 

positive, so that its performance will also increase. (Schaufeli & Bakker, 2004) argues that employees with a high level of POS are more 

likely to give their best performance. According to (Robbins et al., 2019) POS also produces a response in the form of employee engagement. 

Employee engagement is an individual's attachment, satisfaction, and enthusiasm for the work they do. Employees who have a strong bond 

with the company feel comfortable and like the things around them, both with their work environment and the responsibilities of the role 

they have, so that these employees can improve their work performance for the benefit of the company. Employee engagement is a condition 

of East Java regional government employees who are persistent and full of positive-affective emotions from employees who are character-

ized by high levels of pleasure and active employees in the organization, which are apparent in their daily work, such as: (1) the desire of 

employees to put more effort into their work and remain persistent in the face of difficulties. (2) the existence of a sense of enthusiasm, 

meaning, value, and challenges that employees have in carrying out their duties, and (3) the ability of employees to concentrate while 

working so that they do not realize that time has passed. 

This employee's performance can support the achievement of the success of the East Java regional government. Employee performance is 

related to various variables, two of which are the variables Perceived Organization Support (POS) or perception of organizational support, 

and employee engagement or attachment to the organization. The results of this study support the research conducted by (Hanaysha & 

Tahir, 2016)Organizational support is very important to improve employee performance. The results of this study also support the opinion 

of Ariarni and Afrianty (2017), who stated that the better the Perceived Organization Support (POS), the more it can affect employee 

engagement, and this can improve Job Performance. 

3.12. Employee empowerment significant influence on job performance through employee engagement 

The study results indicate that Employee Empowerment significantly affects Job Performance, even without considering employee engage-

ment. When employee engagement is included, the effect of Employee Empowerment on Job Performance remains significant. Thus, 

employee engagement partially mediates the relationship between Employee Empowerment and Job Performance. As Employee Empow-

erment increases, so does employee engagement, which ultimately improves Job Performance among ASN employees in the East Java 

regional government. These findings suggest that empowering employees enhances their engagement, leading to better Job Performance 

in the regional government of East Java. 

Empowerment encourages employees to leverage their skills, abilities, and creativity as part of their accountability for their work. It in-

volves collaboration between superiors and employees to achieve clear goals and expectations within agreed-upon limits. Employees be-

come physically, cognitively, and emotionally engaged in their work, which is reflected in their performance. Employee engagement is a 

driving force that motivates employees to elevate their performance to higher levels. This force manifests as commitment to the organiza-

tion and its tasks, a sense of ownership of their work, pride, greater effort, and enthusiasm in completing their duties (Endres & Mancheno-

Smoak, 2008). 

Employee engagement brings employees to a state of positive self-fulfillment, thus fostering a sense of belonging, and ultimately, employ-

ees will find it difficult to let go of their work (Field & Buitendach, 2011). In addition to being able to do their work with great strength or 

energy, employees with a high level of engagement will also feel proud and totally immersed in their work. Engagement is not just about 

working hard, being active in work, or having high involvement in work; engagement is the extent to which employees can fully put 

themselves into work (Bohnert et al., 2019). 

According to (Endres & Mancheno-Smoak, 2008) to get higher productivity, higher performance, and higher satisfaction, employee en-

gagement is very important. Employee engagement can be achieved positively in combination with Psychological Empowerment to pro-

duce higher Job Performance. 

3.13. The role of employee engagement mediating 

Without involving the Employee Engagement variable, both the Perceived Organization Support and Employee Empowerment variables 

each have a significant influence on Job Performance. After the Employee Engagement variable is entered into the structural model, the 
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results show that Perceived Organization Support and Employee Empowerment still have a significant influence on Job Performance, but 

Employee Engagement has no significant influence on Job Performance. The combination of the results of the direct and indirect influence 

tests generally shows that Employee Engagement can mediate the influence of Perceived Organization Support and Employee Empower-

ment on Job Performance. 

The intervening variable or mediating variable functions to mediate the relationship between latent variables. The results of testing direct 

effects and indirect effects based on Figure 6.1 can be explained in the following table: 

 
Table 2: Direct, Indirect, and Total Influence 

Influence Direct effect Indirect effect Total effect 

Perceived Organization Support - Job Performance 0,560 0,022 0,582 

Employee Empowerment - Job Performance 0,323 0,021 0,344 

Employee Engagement - Job Performance 0,060 - 0,060 
Perceived Organization Support - Employee Engagement 0,368 - 0,368 

Employee Empowerment - Employee Engagement 0,348 - 0,348 

 

This table shows that Perceived Organization Support has a greater direct influence on Job Performance. This is indicated by a direct effect 

of 0.560, while Employee Empowerment and Employee Engagement each have direct effects of 0.323 and 0.060. In addition, Perceived 

Organization Support also has a greater direct influence on Employee Engagement. This is indicated by a direct effect of 0.368, while 

Employee Engagement has a direct effect of 0.348. 

3.14. Integrating recent global literature 

Global studies on organizational behavior and human resource management in public administration have demonstrated the critical role of 

perceived organizational support (POS), employee empowerment, and engagement in enhancing job performance across various sectors. 

For instance, in a study by (Robbins et al., 2019)POS was found to have a significant positive effect on job satisfaction, organizational 

commitment, and performance in both private and public sector employees. Their findings suggest that when employees perceive strong 

support from their organization, they are more likely to engage deeply with their work, leading to enhanced performance outcomes. This 

supports our findings in the East Java context, where perceived organizational support directly influenced employee engagement, which in 

turn improved job performance among ASN. 

Similarly, the role of employee empowerment has been explored in global contexts, particularly in the public sector. (Hanaysha & Tahir, 

2016) argues that empowerment within government organizations leads to higher job satisfaction and greater organizational commitment, 

which aligns with the results from our study, where empowerment was shown to significantly enhance engagement and performance among 

ASN. In line with this, (Eisenberger et al., 2020) highlights that empowerment fosters a sense of autonomy and control, leading employees 

to take ownership of their work and improve their job outcomes. Our study's findings resonate with these global perspectives, as employee 

empowerment was found to be a key factor driving engagement and, subsequently, job performance in the East Java regional government. 

Furthermore, global research on employee engagement, such as (Prawira, 2019), has consistently shown that engaged employees tend to 

outperform disengaged ones, leading to improved productivity, organizational loyalty, and better customer service outcomes. This was 

similarly observed in the East Java ASN context, where employee engagement mediated the relationship between POS, empowerment, and 

job performance. (Kartika, 2021) also highlights the critical role of engagement as a mediating variable in public sector organizations, 

which further validates our findings that ASN’s engagement plays a crucial role in enhancing job performance through both POS and 

empowerment. 

These global studies provide a broader understanding of the mechanisms at play in public sector organizations. They show that POS and 

empowerment are not just important motivators in private industry but also in the public sector, especially in the context of civil service 

like the ASN in East Java. By integrating these global perspectives, we can see that the East Java context mirrors broader international 

trends in terms of the positive impact of support and empowerment on employee performance through engagement. 

Incorporating these findings from international research not only contextualizes our results within the global discourse but also affirms the 

applicability of these organizational dynamics in the public administration setting of East Java. The relationship between perceived organ-

izational support, empowerment, employee engagement, and job performance is well-established in the global literature and is similarly 

evident in our study, emphasizing the universal relevance of these factors in fostering a high-performance public service workforce. 

3.15. Policy discussion with local cultural considerations 

Policies aimed at improving the performance of ASN in the Regional Government of East Java Province need to consider the strong local 

culture, particularly the values of Javanese culture, such as respect, collectivism, and social recognition. In this context, employee empow-

erment and perceived organizational support should be tailored to the existing social norms, where ASN value social recognition and 

acknowledgment from supervisors and colleagues more than material rewards. Therefore, policies that encourage leaders to become more 

involved in providing emotional and social support to ASN, as well as offering recognition-based rewards, will be more effective in en-

hancing ASN engagement and performance. This culture-based approach, which maintains a balance between individual autonomy and 

respect for hierarchical structures, will create a harmonious and productive work environment, supporting more inclusive empowerment, 

and ultimately contributing to the improvement of the local government organization’s performance. 

4. Conclusion 

This study analyzes the impact of Perceived Organizational Support (POS) and Employee Empowerment on Employee Engagement and 

Job Performance among ASN employees in local governments across East Java. The key findings are: 

1) Perceived Organizational Support (POS) positively and significantly impacts Job Performance, indicating that higher POS leads to 

better performance as employees feel valued and supported by the organization. 

2) Employee Empowerment significantly improves Job Performance, with employees who are given more authority and responsibility 

performing better in their tasks. 

3) Employee Engagement does not directly affect Job Performance, showing that while employees may feel emotionally attached to their 

work, it does not necessarily translate to higher performance. 
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4) POS also positively affects Employee Engagement, meaning that when employees feel supported, their engagement levels rise. 

5) Employee Empowerment positively influences Employee Engagement, with greater empowerment leading to higher levels of employee 

involvement and commitment. 

6) POS indirectly enhances Job Performance through Employee Engagement, meaning that employee engagement fully mediates the 

effect of POS on Job Performance. 

7) Employee Empowerment similarly improves Job Performance through Employee Engagement, as engagement fully mediates the im-

pact of empowerment on performance. 
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