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Abstract: This study aims to analyze the effects of work engagement, job satisfaction, and ethical leadership on
job performance among FMCG industry employees in Indonesia, with perceived organizational support acting as a
mediating variable. The research employed a quantitative method with a causal research design by distributing
questionnaires to 257 employees from various FMCG companies in Indonesia. Data were analyzed using Structural
Equation Modeling (SEM) with IBM SPSS AMOS. The findings reveal that work engagement, job satisfaction, and
ethical leadership each have a positive and significant effect on job performance. In addition, perceived
organizational support significantly mediates the relationships between these variables and employee performance.
These findings imply that FMCG companies should foster supportive work environments and implement ethical
leadership practices to enhance employee engagement, satisfaction, and overall organizational performance.

Keywords: Ethical Leadership, FMCG, Job Performance, Job Satisfaction, Perceived Organizational Support,
Work Engagement

Abstrak: Penelitian ini bertujuan menganalisis pengaruh work engagement, job satisfaction, dan ethical leadership
terhadap job performance karyawan industri FMCG di Indonesia, dengan perceived organizational support sebagai
variabel mediasi. Penelitian menggunakan metode kuantitatif dengan desain kausal melalui penyebaran kuesioner
kepada 257 karyawan perusahaan FMCG di Indonesia. Data dianalisis menggunakan Structural Equation Modeling
(SEM) dengan bantuan IBM SPSS AMOS. Hasil penelitian menunjukkan bahwa work engagement, job satisfaction,
dan ethical leadership berpengaruh positif dan signifikan terhadap job performance. Selain itu, perceived
organizational support terbukti memediasi hubungan ketiga variabel tersebut terhadap kinerja karyawan. Temuan
ini mengindikasikan bahwa perusahaan perlu membangun lingkungan kerja yang suportif serta menerapkan
kepemimpinan yang etis untuk meningkatkan keterikatan, kepuasan, dan performa karyawan secara optimal.

Kata Kunci: Ethical Leadership, FMCG, Job Performance, Job Satisfaction, Perceived Organizational Support,

Work Engagement
INTRODUCTION to sustain their competitive advantage in the
The increasingly intense business market. In this context, job performance should
competition requires companies to maintain reflect an individual’s capability to accomplish
product quality and service excellence in order assigned tasks as well as their contribution to
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organizational effectiveness (Jia & Zhang,
2025). Therefore, companies need to pay close
attention to various factors that can enhance
employee performance, enabling them to remain
competitive amid the increasingly dynamic
business environment (Harahap et al., 2024).

Based on Kantar’s 2025 data, Indonesia
recorded the highest FMCG growth in Southeast
Asia at 5.5%. This growth was primarily driven
by the personal care sector, which grew by
7.2%, and the home care product sector, which
increased by 6.4% (Santika, 2025).
Furthermore, Kantar Indonesia reported that
household expenditure among Indonesian
consumers continues to be dominated by food
and FMCG products, although the proportion of
FMCG spending experienced a slight decline
compared to the previous year (Santika, 2025).
Sales data from the largest FMCG companies in
Indonesia also indicate increasingly intense
market competition. Indofood remained the
company with the highest sales value through
2025, followed by Mayora Indah and Danone,
both of which experienced significant sales
growth compared to the previous year (Ahdiat,
2023; Santika, 2025). One of the sectors
demonstrating rapid development is the fast-
moving consumer goods (FMCG) industry.
Based on Kantar's 2025 data, Indonesia
recorded the highest FMCG growth in Southeast
Asia at 5.5%. This growth was primarily driven
by the personal care sector, which grew by
7.2%, and the home care product sector, which
increased by 6.4% (Santika, 2025).

This study examines the relationship
between organizations and employees, which is
grounded in the principle of reciprocity, where by
individuals tend to provide positive contributions
when organizations offer support and
demonstrate concern for their well-being
(Thomas & Gupta, 2021). In an organizational
context, organizational support can encourage
employees to enhance their motivation and work
quality as a form of reciprocation toward the
organization (Ahmad et al., 2023). Conversely,
when the employment relationship does not

function effectively, employee motivation and
performance are likely to decline (Thomas &
Gupta, 2021). One of the factors influencing job
performance is work engagement. Employees
with high levels of work engagement tend to
demonstrate greater enthusiasm, dedication,
and full involvement in their work (Szilvassy &
Sirok, 2022). Such conditions encourage
employees to be more proactive and creative in
accomplishing their tasks, thereby significantly
enhancing job performance (Yao et al., 2022).
Previous studies have also indicated that work
engagement has a positive relationship with
perceived organizational support, as a high level
of engagement can strengthen the relationship
between employees and the organization (Weng
etal., 2023).

In addition to work engagement, another
factor that influences job performance is job
satisfaction. Job  satisfaction refers to
employees’ positive feelings toward their work,
encompassing job  responsibilities,  work
environment, relationships with colleagues, and
the compensation received (Loan, 2020).
Employees who experience higher levels of
satisfaction tend to possess greater motivation
and are more likely to perform beyond the
company’s minimum standards (Gazi et al.,
2022). Previous studies have also found that job
satisfaction has a positive effect on improving
employee performance (Susanto et al., 2022).
Another factor influencing job performance is
perceived organizational support, which refers to
employees’ perceptions regarding the extent to
which the organization values their contributions
and cares about their well-being (Jeong & Kim,
2022). When employees perceive strong
organizational support, they are more likely to
experience psychological security and higher
intrinsic motivation, which encourages them to
deliver their best performance (Huang, 2025).
Organizational support has also been shown to
significantly enhance employee performance
(Jimoh, 2025).

Ethical leadership refers to a leadership
style that emphasizes ethical behavior through

154



E-ISSN: 2775 - 8907

Nurti Widayati
Justine Tanuwijaya

personal actions, interpersonal relationships,
communication, and fair decision-making
processes (Hoang et al., 2023). Ethical leaders
serve as moral role models and are capable of
creating a work environment that supports
positive employee behavior (Shakeel et al.,
2019). Previous studies have demonstrated that
ethical leadership can positively enhance trust,
social identification, and employee performance
(Nam et al., 2023). Furthermore, ethical leaders
are perceived as both moral persons and moral
managers who consistently uphold the values of
honesty, integrity, and fairness within the
organization (Leon & Tubay, 2020; Amato et al.,

2024).

Research Objectives

This study aims to analyze the effect of
work engagement, job satisfaction, and ethical
leadership on job performance, with perceived
organizational support as a mediating variable in
FMCG companies in Indonesia. Job
performance reflects an individual's ability to
complete assigned tasks as well as their
contribution to organizational effectiveness (Jia

& Zhang, 2025).

Work Engagement

Work engagement is a positive
psychological state related to  work,
characterized by vigor, dedication, and full
involvement in performing job tasks (Alexias et
al., 2024). This concept describes the extent to
which employees are able to engage themselves
physically,  cognitively, emotionally, and
affectively in their work, so that they do not
merely complete tasks but also demonstrate
high enthusiasm and commitment to the
organization (Nagshbandi & Kabir, 2025). In
addition, work engagement is understood as the
level of an individual’s immersion in their work
role, whereby work is perceived as meaningful
and valuable (Zahari, 2023). Other studies
explain that work engagement is associated with
employees’ involvement, satisfaction, and
enthusiasm in performing their jobs (Jeong &

Kim, 2022). This condition indicates that work
engagement is not merely temporary, but rather
reflects a relatively stable psychological state
involving both cognitive and affective aspects of
the individual (Ibrahim & Hussein, 2024).
Various studies have shown that work
engagement is influenced by several important
factors, particularly job resources and job
demands, as explained in the Job Demands-
Resources Model (Dhaneesh, 2025). Job
resources, such as support from supervisors and
colleagues, constructive feedback, opportunities
for personal development, training, and job
control, serve as motivational factors that can
enhance employees’ work engagement
(Reimann et al., 2024). The availability of these
resources helps employees achieve work goals,
reduce job-related stress, and increase
enthusiasm and dedication at work (Helmi et al.,
2020). In addition to organizational factors,
individual characteristics such as optimism, self-
efficacy, resilience, and transformational
leadership  support are also important
determinants that can enhance  work
engagement (Zhang et al., 2025). Although high
job demands may potentially lead to exhaustion,
high levels of work engagement can help
employees mitigate the negative effects of work
pressure, particularly when supported by a
positive work environment (Moreno-Martinez,

2025).

Job Satisfaction

Job satisfaction refers to employees’
positive feelings toward their work, including job
tasks, work environment, relationships with
colleagues, and compensation received (Loan,
2020). In human resource management
literature, job satisfaction is understood as a
pleasant emotional state resulting from an
individual's evaluation of their job and work
experiences (Susanto et al., 2022). In other
words, job satisfaction reflects the extent to
which a job fulfills employees’ needs,
expectations, and values (Kosec et al., 2022).
Previous studies also explain that job
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satisfaction is associated with individuals’
attitudes and feelings toward various aspects of
work, such as the job itself, salary level,
promotion opportunities, quality of supervision,
and relationships with coworkers (Mahmood et
al., 2023). In addition, (Nilasari & Suwandi,
2025) state that job satisfaction is a positive
emotional condition that arises when employees
feel comfortable and satisfied with their work
experiences within an organization.

Factors influencing job satisfaction are
generally classified into intrinsic and extrinsic
factors (Chang et al., 2021). Intrinsic factors
originate from the job itself, such as interesting
tasks, job challenges, opportunities for skill
development, and the level of autonomy in
performing work (Ayalew et al., 2021). When
work is perceived as meaningful and provides
opportunities for self-development, employees’
job satisfaction tends to increase. In addition,
work-life balance is also an important factor that
can enhance motivation and reduce work-
related stress (Aruldoss et al., 2022).
(Priesmann et al., 2024) further identify
additional dimensions such as satisfaction with
work content, flexibility, resource adequacy, and
career development. Thus, job satisfaction can
be understood as a multidimensional concept
influenced by job-related factors, organizational
environment, and individuals’ psychological
conditions in performing their work.

Ethical Leadership

Ethical leadership is a leadership style
that emphasizes ethical behavior through
personal actions, interpersonal relationships,
communication, and fair decision-making within
organizations (Amato et al., 2024). In practice,
ethical leaders act as role models who
demonstrate appropriate normative behavior
and actively encourage their subordinates to
adopt similar behavior in the workplace (Leon &
Tubay, 2020). Previous research explains that
ethical leadership is also associated with a
leader’s ability to motivate employees to achieve
organizational goals without prioritizing personal

interests (Shiundu, 2024). Ethical leaders build
work relationships based on trust, openness,
and fairness, thereby creating a positive work
environment.  Furthermore, through social
learning processes, ethical leaders’ behavior
serves as an example for employees and directly
influences their work behavior (Muktamar,
2023). Thus, ethical leadership can be
understood as a form of leadership that
prioritizes moral values and ethics in every
action and in relationships with subordinates
(Hoang et al., 2023).

The formation of ethical leadership is
influenced by various internal and external
factors. One of the key internal factors is moral
identity, which refers to the extent to which moral
values such as honesty, care, and fairness are
central to a leader’s self-concept (Al et al., 2023).
In addition, personal characteristics such as
integrity, empathy, humility, and moral maturity
also play an important role in shaping ethical
leadership (Mohammed, 2023). Organizational
factors also have a significant influence,
particularly a work environment that supports an
ethical culture, the presence of corporate social
responsibility demands, and organizational
systems that emphasize fairness and
transparency (Lertsukkheerat et al., 2025).
Therefore, ethical leadership is formed through
a combination of a leader's individual moral
values and a supportive organizational
environment.

Perceived Organizational Support

Perceived organizational support (POS)
refers to employees’ perceptions of the extent to
which the organization values their contributions
and cares about their well-being (Jeong & Kim,
2022). In increasingly —competitive work
environments,  organizational  support is
considered an important factor in maintaining
employee motivation, psychological resilience,
and sustainable job performance (Zhang et al.,
2024). In addition, (Dunlop & Scheepers, 2025)
explain that POS also reflects employees’ beliefs
that the organization provides adequate
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resources to help them cope with workplace
changes and challenges. Low levels of
perceived organizational support may lead to
various negative consequences, such as
decreased work motivation, increased job
dissatisfaction, and stronger intentions to leave
the organization (Li et al., 2023). Furthermore,
(Huang, 2025) states that POS is generally
measured through employees’ perceptions of
organizational concern, recognition of work
achievements, and the support provided by the
company in fulfiling employees’ needs. A safe
and conducive work environment has also been
shown to positively influence perceived
organizational support (POS) (Fikri et al., 2022).
Another factor that contributes to POS is
organizational rewards and supportive working
conditions. Employees tend to evaluate the
organization positively when the company
provides fair compensation, recognition for work
contributions, and clear opportunities for career

development (Tri et al., 2025).

Job Performance

Job performance refers to the work
outcomes achieved by employees in carrying out
the duties and responsibilities assigned by the
organization, both in terms of quality and
quantity (Zhenjing et al., 2022). Meanwhile,
(Chen et al., 2022) explain that employee
performance is associated with the results
achieved based on the responsibilities and
authority granted by the company to individuals.
Various studies have shown that job
performance is influenced by several factors

Work Engagement

Ethical Leadership

HO
o Perceived
H4 Organizational Support Job Performance
H6

H3

originating from both individual characteristics

and the organizational environment. (Paais &

Pattiruhu, 2020) state that performance is

shaped through individuals’ efforts and actions

in completing their work. In addition, education,
work experience, and professionalism are also
considered important factors that can enhance
the quality of employee performance (Rivaldo &

Nabella, 2023).

Based on the theories, previous studies,
and the research model, the following
hypotheses are formulated:

Hi: Work engagement has a positive effect
on job performance.

H2: Work engagement has a positive effect
on perceived organizational support.

Hs: Job satisfaction has a positive effect on
job performance.

Ha: Job satisfaction has a positive effect on
perceived organizational support.

Hs: Ethical leadership has a positive effect
on job performance.

He: Ethical leadership has a positive effect
on perceived organizational support.

H7: Perceived organizational support has a
positive effect on job performance.

Hs: Perceived  organizational  support
mediates the effect of work engagement
on job performance.

Ho: Perceived  organizational  support
mediates the effect of job satisfaction on
job performance.

Hi1o: Perceived  organizational  support
mediates the effect of ethical leadership
on job performance.

Figure 1 Research Framework
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Table 1. Operational Definition of Variables and Measurement Indicators

No. Variable Definition Indicator Scale Source

1. Work A concept in organizational 1. Energy (WE1). Likert (Jimoh,
engagement psychology that describes a 2. Enthusiasm (WE2). 2025)

positive and fulfilling mental state 3. Participation (WE3).
closely related to work.

2. Job satisfaction ~ The level of satisfaction 1. Job ltself (JS1). Likert (Jimoh,
experienced by employees 2. Supervisor (JS2). 2025)
toward their jobs, encompassing 3. Coworkers (JS3).
various aspects such as working 4. Salary (JS4).
conditions, tasks and 5. Promotion (JS5).
responsibilities, interpersonal 6. Satisfaction (JS6).
relationships, compensation, and
opportunities for development.

3. Ethical A leadership concept considered 1. Listening (EL1). Likert (Jimoh,

leadership highly important in modern 2. Discipline (EL2). 2025)
organizations, emphasizing 3. Ethical (EL3).
ethical behavior and moral 4. Interest Concern (EL4).
values. 5. Decision-Making (EL5).

4, Perceived An employee’s belief regarding 1. Contribution (POS1). Likert (Jimoh,
organizational the extent to which the 2. Not Appreciated (POS2). 2025)
support organization values their 3. Ignored (POS3).

contributions and cares about 4. My Well-being (POS4).
their well-being. 5. Attention (POS5).

6. Achievement (POSG6).

7. Not Aware (POS7).

8. Overall Satisfaction (POS8).

5. Job performance  The overall expected value of 1. Tasks (JP1). Likert (Jimoh,
employee behavior related to 2. Responsibilities (JP2). 2025)
achieving organizational goals 3. Work (JP3).
within a specific period of time. 4. Requirements (JP4).

5. Performance Appraisal (JP5).
6. Obligations (JPG).

7. Failure (JP7).

8. Helping (JP8).

9. Workload (JP9).

10. Voluntary (JP10).

11. Listening (JP11).

12. Effort (JP12).

13. Attention (JP13).

14. Information (JP14).

15. Attendance (JP15).

16. Notification (JP16).

17. Rest Break (JP17).

18. Conversation (JP18).
19. Complaining (JP19).
20. Company Property (JP20).
21. Unwritten Rules (JP21).

Source: Journal Article, 2025
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RESEARCH METHODOLOGY

This study aims to examine the effects
of work engagement, job satisfaction, and ethical
leadership on job performance, both directly and
indirectly  through perceived organizational
support (POS) as a mediating variable. Based
on the time dimension, this study adopts a cross-
sectional approach, in which data are collected
once within a specific period, namely from
January to March (Sekaran & Bougie, 2020).
The unit of analysis in this study is individuals,
specifically employees working in fast-moving
consumer goods (FMCG) companies in
Indonesia, such as Indofood, Wings, Nestlé,
Danone, and Mayora. The respondents of this
study are employees of FMCG companies in
Indonesia, with the research location specifically
focused on Jakarta.

The sampling technique employed in
this study is non-probability sampling, which
refers to a sampling method in which not all
members of the population have an equal
chance of being selected as respondents
(Sekaran & Bougie, 2020). More specifically, this
study applies purposive sampling, a sampling
technique in which respondents are selected
based on specific criteria that align with the
objectives of the research. The respondent
criteria established in this study include FMCG
employees working in the Jakarta area who have
at least one year of work experience. Additional
criteria used in selecting respondents include
gender, age, job position, and length of
employment in FMCG companies. The
determination of the sample size refers to the
recommendation of (Sekaran & Bougie, 2020),
which states that the minimum sample size
should be at least five times the number of
variable indicators. Since this study includes 43
indicators, the minimum required sample size is
215 respondents.

RESULTS

Based on the validity test results
presented in Table 2, all indicators of the
variables work engagement, job satisfaction,
ethical leadership, perceived organizational
support, and job performance have factor
loading values = 0.35. These results indicate
that each indicator is capable of adequately
representing the measured construct and meets
the validity criteria. Therefore, all questionnaire
items in this study are considered valid and
appropriate for use in accurately measuring
each research variable.

Reliability Test

In this study, the method used to assess
reliability is internal consistency reliability by
examining Cronbach’s alpha values, which aim
to measure the consistency among items or
indicators in representing the same construct,
indicating that the questionnaire items exhibit
homogeneity in measuring the variables, as
stated by (Sekaran & Bougie, 2020). This
method is used because it allows researchers to
test the reliability of the instrument with a single
administration, as explained by (Hair et al.,
2019).

A high Cronbach’s alpha value indicates
that the indicators used are homogeneous in
measuring the variable, or in other words, the
indicators are consistent in measuring the same
construct. According to (Sekaran & Bougie,
2020), an instrument is considered reliable if it
produces a Cronbach’s alpha value of = 0.60,
whereas it is considered unreliable if the value is
< 0.60. The following presents the results of the
reliability test conducted on the variables in this
study.
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Table 2. Validity Test Results

No Variable Factor Loading Description
1 WE1 0.872 Valid
2 WE2 0.891 Valid
3 WE3 0.902 Valid
1 JS1 0.863 Valid
2 JS2 0.862 Valid
3 JS3 0.862 Valid
4 JS4 0.856 Valid
5 JS5 0.865 Valid
6 JS6 0.875 Valid
1 EL1 0.868 Valid
2 EL2 0.868 Valid
3 EL3 0.884 Valid
4 EL4 0.835 Valid
5 EL5 0.855 Valid
1 POS1 0.874 Valid
2 POS2 0.874 Valid
3 POS3 0.872 Valid
4 POS4 0.882 Valid
5 POS5 0.858 Valid
6 POS6 0.861 Valid
7 POS7 0.872 Valid
8 POS8 0.868 Valid
1 JP1 0.816 Valid
2 JP2 0.853 Valid
3 JP3 0.845 Valid
4 JP4 0.838 Valid
5 JP5 0.832 Valid
6 JP6 0.782 Valid
7 JP7 0.857 Valid
8 JP8 0.816 Valid
9 JP9 0.847 Valid
10 JP10 0.841 Valid

1 JP11 0.816 Valid

12 JP12 0.828 Valid

13 JP13 0.837 Valid

14 JP14 0.822 Valid

15 JP15 0.842 Valid

16 JP16 0.824 Valid

17 JP17 0.850 Valid

18 JP18 0.844 Valid

19 JP19 0.812 Valid

20 JP20 0.848 Valid

21 JP21 0.825 Valid

Source: Data Processing, 2026
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Table 3 Reliability Test Results

No Variable Number of Items Cronbach’s Coefficient Decision
Alpha

1 Work Engagement 3 0.866 Reliable

2 Job Satisfaction 6 0.932 Reliable

3 Ethical Leadership 5 0.913 Reliable

4 Perceived Organizational Support 8 0.954 Reliable

5 Job Performance 21 0.978 Reliable

Source: Data Processing, 2026
Table 4 Goodness of Fit Test Results
Types of Goodness Goodness of Fit Level of Acceptance Calculating Acceptable
of Fit Measure Measure
Absolute Chi-square Small chi-square 1112.720 POOR FIT
Fit Measure

p-value p-value =0.05 0.000 POOR FIT
RMSEA <0.10 0.034 GOQOD FIT
RMR <0.10 0.093 GOODFIT
Incremental Fit NFI >0.90 or close to 1 0.895 POORFIT
Measure TLI >0.90 or close to 1 0.972 GOOD FIT
CFI >0.90 or close to 1 0.973 GOOD FIT
IFI >0.90 or close to 1 0.973 GOODFIT
Parsimonius Fit Normed Chi-square Lower limit: 1.0; Upper limit: 1.304 GOOD FIT

Measure

2.0/3.00r5.0

Source: Data Processing, 2026

Based on the reliability test presented in
Table 3, the work engagement variable,
consisting of three statement items, obtained a
Cronbach’s alpha value of 0.866, indicating that
the variable is reliable. Furthermore, the job
satisfaction variable, measured using six
statement items, achieved a Cronbach’s alpha
value of 0.932, which is also categorized as
reliable. In addition, the ethical leadership
variable, consisting of five statement items,
recorded a Cronbach’s alpha value of 0.913,
demonstrating a high level of reliability.

Moreover, the perceived organizational
support variable, which consists of eight
statement items, produced a Cronbach’s alpha
value of 0.954, indicating that all statement items
are reliable. Lastly, the job performance variable,
measured using 21 statement items, obtained a
Cronbach’s alpha value of 0.978, which also
confirms that the variable is reliable. Based on

the results of the reliability test, it can be
concluded that all instruments used to measure
the variables in this study demonstrate internal
consistency among indicators, as all Cronbach’s
alpha values are greater than or equal to 0.60.

Goodness of Fit Test Results

Based on the model fit test results
presented in Table 4, it is shown that the
RMSEA, RMR, TLI, CFI, and IFI values indicate
that the model demonstrates a good level of
goodness of fit. A model is considered to meet
the feasibility criteria if at least one goodness of
fitindex is satisfied (Hair et al., 2019). Therefore,
the model in this study can be considered
acceptable or adequate in terms of model fit and
is ready for the next stage, namely hypothesis
testing.

Hypothesis testing in this study was
conducted using the Structural Equation
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Modeling (SEM) method, a multivariate
statistical technique that integrates factor
analysis and multiple regression analysis. The
data analysis process was carried out using IBM
SPSS AMOS to examine the relationships
among variables in the research model.
Decisions regarding the hypotheses were
determined based on the comparison between
the p-value and the significance level (a) of 0.05.
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unsupported when the p-value was less than or
equal to 0.05, whereas if the p-value was greater
than 0.05, HO was supported, meaning that the
research hypothesis was not proven. The
complete results of the hypothesis testing are
presented in Table 4.11 (Hair et al., 2019).
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Figure 2 Structural Equation Model
Table 5 Hypothesis Testing Results
Hypotheses Estimate P-value Conclusion
H1: Work engagement has a positive effect on job Supported
performance. 0.111 0.024
H2: Work engagement has a positive effect on perceived 0.246 0.000 Supported
organizational support. : :
H3: Job satisfaction has a positive effect on job performance. 0.153 0.002 Supported
H4: Job satisfaction has a positive effect on perceived 0.298 0.000 Supported
organizational support. ' '
H5: Ethical leadership has a positive effect on job performance. 0.154 0.005 Supported
H6: Ethical leadership has a positive effect on perceived 0.282 0.000 Supported
organizational support. : :
HT7: Perceived organizational support has a positive effect on 0.256 0.000 Supported
job performance. ' '
H8: Perceived organizational support mediates the effect of 0.063 0.002 Supported
work engagement on job performance. ' '
H9: Perceived organizational support mediates the effect of job Supported
satisfaction on job performance. 0.076 0.000
H10: Perceived organizational support mediates the effect of 0.072 0.001 Supported

ethical leadership on job performance.

Source: Data Processing, 2026
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DISCUSSION

The results of the first hypothesis testing
in this study indicate that all proposed
hypotheses are significantly supported. For the
first hypothesis, it was found that work
engagement has a positive effect on job
performance. Employees with high work
engagement tend to demonstrate greater
dedication, enthusiasm, and higher productivity.
This finding is consistent with the social
exchange theory, which explains that when
employees feel valued by the organization, they
tend to reciprocate through improved
performance and optimal work contributions
(Chin et al., 2024; Stankevi & Ru, 2025). In
addition, employees who are fully engaged in
their work are also encouraged to deliver their
best outcomes for the company (Huang et al.,
2025; Bahrami et al., 2023).

The second hypothesis indicates that
work engagement has a positive effect on
perceived organizational support. Employees
with a high level of work engagement tend to
have a more positive perception of
organizational support. This condition arises
because employees who are enthusiastic and
dedicated are more sensitive to the attention,
resources, and support provided by the
organization (Weng et al., 2023; Mangku et al.,
2023). The proactive attitude resulting from work
engagement also encourages the organization
to provide greater appreciation and assistance to
employees (Ergun et al., 2025). Thus, the higher
the level of work engagement, the stronger the
employees’ perceived organizational support
(Zhu et al., 2023).

In the third and fourth hypotheses, this
study found that job satisfaction has a positive
effect on both job performance and perceived
organizational support. Employees who are
satisfied with their jobs tend to demonstrate
higher levels of motivation, work enthusiasm,
and creativity, which ultimately improve both the
quality and quantity of their work outcomes (Chi
et al., 2023; Prayuningsih et al., 2024).
Conversely, low job satisfaction may reduce

employee productivity (Yunita et al., 2020). In
addition to enhancing performance, job
satisfaction also fosters positive perceptions of
the organization. When employees are satisfied
with compensation, the work environment, and
workplace relationships, they are more likely to
perceive that the organization cares about their
well-being (Mohiya, 2025; Asgari et al., 2020).
Therefore, job satisfaction becomes one of the
key predictors in developing perceived
organizational support (Awliva et al., 2024).

The fifth and sixth hypotheses indicate
that ethical leadership has a positive influence
on both job performance and perceived
organizational  support.  Leaders  who
demonstrate  ethical behaviors—such as
honesty, fairness, transparency, and concern for
their subordinates—are able to enhance
employees’ motivation and loyalty, which in turn
improves their performance (Phanniphong et al.,
2024; Nam et al., 2023). In addition, ethical
leadership  also  strengthens employees’
perceptions of organizational support, as
employees tend to view leaders’ behavior as a
reflection of the organization’s concern and
commitment to their well-being (Rezha & Dewi,
2025; Musenze & Mayende, 2025). Through fair
treatment and effective  communication,
employees are more likely to believe that the
organization values and appreciates their
contributions (Cheng et al., 2022).

The seventh hypothesis confirms that
perceived organizational support has a positive
effect on job performance. When employees feel
that they receive support, recognition, and
attention from the organization, they are more
likely to enhance their commitment and deliver
their best performance (Ucar & Kerse, 2022).
Organizational support also creates a sense of
psychological safety, enabling employees to
focus more effectively on achieving work targets
and to be more willing to develop innovation in
their tasks (Liu et al., 2020; Prabowo W & Muafi,

2021).
Furthermore, the eighth, ninth, and tenth
hypotheses indicate that perceived
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organizational support acts as a mediating
variable in the relationships between work
engagement, job satisfaction, and ethical
leadership on job performance. Employees who
demonstrate high work engagement, experience
job satisfaction, and are led ethically are more
likely to perceive organizational support, which
in turn enhances their performance (Kim & Lee,
2025; Sharma & Biswakarma, 2020). Perceived
organizational  support functions as a
psychological mechanism that strengthens the
influence of these variables on job performance
(Silva, 2025). Therefore, organizational support
becomes an important factor in optimizing
employees’  contributions  and  overall
productivity (Eva et al., 2020; Alobidyeen, 2024).

CONCLUSIONS AND RECOMMENDATIONS
The results of the study show that all
proposed hypotheses are supported. The
findings confirm that work engagement, job
satisfaction, and ethical leadership have a
positive effect on job performance. Employees
with high work engagement, job satisfaction, and
ethical leadership tend to demonstrate greater
work enthusiasm, dedication, and productivity.
In addition, these three variables are also found
to have a positive influence on perceived

REFERENCES

organizational ~ support, indicating  that
employees are more likely to perceive
organizational support when they are engaged
in their work, satisfied with their jobs, and led by
fair and transparent leaders. Other findings
indicate that perceived organizational support
has a positive effect on job performance.
Employees who feel valued, cared for, and
supported by the organization are more
motivated to deliver their best performance. This
study also reveals that perceived organizational
support is able to mediate the relationships
between work engagement, job satisfaction, and
ethical leadership on job performance.

Based on the research findings,
companies are recommended to enhance
employee work engagement by providing
opportunities for self-development, ensuring
effective communication, and creating a
supportive work environment that encourages
employees’ involvement in their tasks.
Organizations are also advised to maintain and
improve job satisfaction by offering fair
compensation, a  comfortable  working
environment, and harmonious  workplace
relationships, so that employees remain
motivated and productive.

Ahdiat, A. (2023). Perusahaan Makanan dan Minuman Kemasan Terbesar di Indonesia.

Databoks.Katadata.Co.ld. https://databoks.katadata.co.id/produkkonsumen/statistik/6757786dc27
5823/10-perusahaan-makanan-dan-minuman-kemasan-terbesar-di-indonesia

Ahmad, R., Nawaz, M. R., Ishaq, M. I., Khan, M. M., & Ashraf, H. A. (2023). Social exchange theory:
Systematic  review and future  directions.  Frontiers in  Psychology,  13.
https://doi.org/10.3389/fpsyg.2022.1015921

Al H., H. & Ruiz-Palomino, P. & Williams, K. A., (2023). Ethical leadership, subordinates’ moral identity
and self-control: Two- and three-way interaction effect on subordinates’ ethical behavior, Journal of
Business Research, Elsevier, 165(C), https://doi.org/https://doi.org/10.1016/}.jbusres.2023.114044

Alexias, G., Papandreopoulou, M., & Togas, C. (2024). Work Engagement and Burnout in a Private
Healthcare Unit in Greece. Nternational Journal of Environmental Research and Public Health.
21(2). https://doi.org/10.3390/ijerph21020130

Alobidyeen, B. (2024). Journal of Digitovation and Information System Exploring Ethical Leadership, LMX,
and Their Impact on Perceived Organisational Support and OCB in the Jordanian Telecom Sector.
Journal of Digitovation and Information System, 04(01), 15-31.
https://doi.org/10.54433/JDIIS.2024100035

164


https://databoks.katadata.co.id/produkkonsumen/statistik/6757786dc275823/10-perusahaan-makanan-dan-minuman-kemasan-terbesar-di-indonesia
https://databoks.katadata.co.id/produkkonsumen/statistik/6757786dc275823/10-perusahaan-makanan-dan-minuman-kemasan-terbesar-di-indonesia
https://doi.org/10.3389/fpsyg.2022.1015921
https://doi.org/https:/doi.org/10.1016/j.jbusres.2023.114044
https://doi.org/10.3390/ijerph21020130
https://doi.org/10.54433/JDIIS.2024100035

E-ISSN: 2775 - 8907 Nurti Widayati
Justine Tanuwijaya

Amato, A., Murugavel, V., Medeiros, K., & Watts, L. L. (2024). An ethical leadership assessment center
pilot: Assessing and developing moral person and moral manager dimensions. Industrial and
Organizational Psychology, 233-251. https://doi.org/10.1017/iop.2024.7

Aruldoss, A., Berube Kowalski, K., Travis, M. L., & Parayitam, S. (2022). The relationship between work-
life balance and job satisfaction: moderating role of training and development and work
environment.  Journal of Advances in Management Research, 19(2), 240-271.
https://doi.org/10.1108/JAMR-01-2021-0002

Asgari, A., Mezginejad, S., & Taherpour, F. (2020). The Role of Leadership Styles in Organizational
Citizenship Behavior through the Mediation of Perceived Organizational Support and Job
Satisfaction. Innovar, 30(75), 87-98. https://doi.org/10.15446/innovar.v30n75.83259

Awliya, A. S., Matulessy, A., & Rini, A. P. (2024). International Journal of Social Science and Human
Research Job Satisfaction and Perception of Organizational Support with Work Engagement of
Gen Z Employees. International Journal of Social Science and Human Research, 07(10), 7729-
7732. https://doi.org/10.47191/ijsshr/v7-i10-46

Ayalew, E., Workineh, Y., Abate, A., Zeleke, B., Semachew, A., & Woldegiorgies, T. (2021). Intrinsic
motivation factors associated with job satisfaction of nurses in three selected public hospitals in
Amhara regional state, 2018. International Journal of Africa Nursing Sciences, 15, 100340.
https://doi.org/10.1016/}.ijans.2021.100340

Bahrami, Reihaneh, Joneghani, N., Bahrami, Rayehe, Joneghani, N., & Dustmohammadloo, H. (2023).
Self-Compassion, Work Engagement and Job Performance among Intensive Care Nurses during
COVID-19 Pandemic: The Mediation Role of Mental Health and the Moderating Role of Gender.
Healthcare (Switzerland), 11(13), 1-18. https://doi.org/10.3390/healthcare11131884

Chang, Y.-C., Yeh, T.-F., Lai, |.-J., & Yang, C.-C. (2021). Job Competency and Intention to Stay among
Nursing Assistants: The Mediating Effects of Intrinsic and Extrinsic Job Satisfaction. International
Journal ~ of  Environmental = Research and  Public  Health,  18(12), 6436.
https://doi.org/10.3390/ijerph 18126436

Chen, B., Wang, L., Li, B., & Liu, W. (2022). Work stress, mental health, and employee performance.
Frontiers in Psychology, 13. https://doi.org/10.3389/fpsyg.2022.1006580

Cheng, J., Zhang, L., Lin, Y., & Guo, H. (2022). Enhancing employee wellbeing by ethical leadership in
the construction industry: The role of perceived organizational support. Rontiers in Public Health,
10. https://doi.org/10.3389/fpubh.2022.935557

Chi, H., Vu, T. Van, Nguyen, H. V., & Truong, T. H. (2023). How financial and non - financial rewards
moderate the relationships between transformational leadership, job satisfaction, and job
performance How financial and non - financial rewards. Cogent Business & Management, 10(1).
https://doi.org/10.1080/23311975.2023.2173850

Chin, M., Lee, C., Ying, B., Sim, H., & Tuckey, M. R. (2024). Asia Pacific Management Review Comparing
effects of toxic leadership and team social support on job insecurity, role ambiguity, work
engagement, and job performance: A multilevel mediational perspective. Asia Pacific Management
Review, 29(1), 115-126. https://doi.org/10.1016/j.apmrv.2023.09.002

Dhaneesh, R. (2025). An analysis of stress burnout and work engagement of paternalistic leadership
using job demand-resource (JD-R) model. Rajagiri Management Journal, (December).
https://doi.org/10.1108/RAMJ-12-2023-0343

Dunlop, R., & Scheepers, C. B. (2025). The influence of female agentic and communal leadership on
work engagement: vigour, dedication and absorption. Management Research Review, 46(3), 437-
466. https://doi.org/10.1108/MRR-11-2021-0796

165


https://doi.org/10.1017/iop.2024.7
https://doi.org/10.1108/JAMR-01-2021-0002
https://doi.org/10.15446/innovar.v30n75.83259
https://doi.org/10.47191/ijsshr/v7-i10-46
https://doi.org/10.1016/j.ijans.2021.100340
https://doi.org/10.3390/healthcare11131884
https://doi.org/10.3390/ijerph18126436
https://doi.org/10.3389/fpsyg.2022.1006580
https://doi.org/10.3389/fpubh.2022.935557
https://doi.org/10.1080/23311975.2023.2173850
https://doi.org/10.1016/j.apmrv.2023.09.002
https://doi.org/10.1108/RAMJ-12-2023-0343
https://doi.org/10.1108/MRR-11-2021-0796

E-Jurnal Manajemen TSM, Vol. 6, No. 1 Maret 2026

Ergun, E., Tunca, S., Cetinkaya, G., & Selim, Y. (2025). Exploring the Roles of Work Engagement,
Psychological Empowerment, and Perceived Organizational Support in Innovative Work Behavior:
A Latent Class Analysis for Sustainable Organizational Practices. Sustainability, 17(4).
https://doi.org/10.3390/su17041663

Eva, N., Newman, A., Miao, Q., Wang, D., & Cooper, B. (2020). Antecedents of Duty Orientation and
Follower Work Behavior : The Interactive Effects of Perceived Organizational Support and Ethical
Leadership. Journal of Business Ethics, 0(0), 0. https://doi.org/10.1007/s10551-018-3948-5

Fikri, A., Ahadiat, A., & Hayati, K. (2022). Moderating Role of Agility in the Relationship between Perceived
Organizational Support and Perceived Supervisor Support for Organizational Change at PT PLN
(Persero). Asian Journal of Economics, Business and Accounting, 22(23), 77-88.
https://doi.org/10.9734/AJEBA/2022/v22i2330738

Gazi, A. ., Islam, A., Shaturaev, J., & Dhar, B. K. (2022). Effects of Job Satisfaction on Job Performance
of Sugar Industrial Workers: Empirical Evidence from Bangladesh. Sustainability, 14(21), 1-24;
https://doi.org/10.3390/su142114156

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2019). Multivariate data analysis Eighth edition.

Harahap, S. M., Suryani, A., & Yamali, F. R. (2024). Pengaruh Komitmen Organisasi dan Kualitas Kerja
terhadap Kepuasan Kerja Serta Dampaknya pada Kinerja Karyawan PT. Indofood CBP Sukses
Makmur Cabang Jambi. J-MAS (Jurnal Manajemen Dan Sains), 9(2), 1557-1562.
https://doi.org/10.33087/jmas.v9i2.1949

Helmi, A. F., Widhiarso, W., Marvianto, R. D., & Ratna, A. (2020). The Fourth Dimensions of the Job
Demands-Resources (JD-R) Model of Work Engagement in Indonesian Context. Jurnal Psikologi,
47, 206-219. https://doi.org/10.22146/jpsi.56682

Hoang, G., Yang, M., & Trong, T. (2023). Ethical leadership in tourism and hospitality management: A
systematic literature review and research agenda. International Journal of Hospitality Management,
114(July), 103563. https://doi.org/10.1016/}.ijhm.2023.103563

Huang, Q., Wang, L., Huang, H., Tang, H., Liu, J., & Chen, C. (2025). Transformational leadership,
psychological empowerment, work engagement and intensive care nurses’ job performance: a
cross-sectional  study using structural equation modeling. BMC  Nursing, 24.
https://doi.org/10.1186/s12912-025-03685-7

Huang, R. (2025). Exploring the roles of self-determined motivation and perceived organizational support
in organizational change. European Journal of Management and Business Economics, 34(2), 193
210. https://doi.org/10.1108/EJMBE-03-2022-0056

lbrahim, B. A., & Hussein, S. M. (2024). Relationship between resilience at work, work engagement and
job satisfaction among engineers: a cross-sectional study. BMC Public Health, 1-10.
https://doi.org/10.1186/s12889-024-18507-9

Jeong, Y., & Kim, M. (2022). Effects of perceived organizational support and perceived organizational
politics on organizational performance: Mediating role of differential treatment. Asia Pacific
Management Review, 27(3), 190-199. https://doi.org/10.1016/j.apmrv.2021.08.002

Jia, L., & Zhang, P. (2025). The impact of psychological capital on job performance among government
employees in China. Scientific Reports, 15(8), 1-17. https://doi.org/10.1038/s41598-025-98045-5

Jimoh, A. L. (2025). The effect of employee engagement and job satisfaction on job performance: the role
of perceived organizational support. Journal of Management Development, 44(5), 700-710.
https://doi.org/10.1108/JMD-11-2024-0370

Kim, H., & Lee, Y. (2025). A Study on the Effect of Polychronicity, Job Performance, Work Engagement
and Turnover Intention of Hotel Employees. Global Business and Finance Review, 30(2), 1-16.
https://doi.org/ 10.17549/gbfr.2025.30.2.1

166


https://doi.org/10.3390/su17041663
https://doi.org/10.1007/s10551-018-3948-5
https://doi.org/10.9734/AJEBA/2022/v22i2330738
https://doi.org/10.3390/su142114156
https://doi.org/10.33087/jmas.v9i2.1949
https://doi.org/10.22146/jpsi.56682
https://doi.org/10.1016/j.ijhm.2023.103563
https://doi.org/10.1186/s12912-025-03685-7
https://doi.org/10.1108/EJMBE-03-2022-0056
https://doi.org/10.1186/s12889-024-18507-9
https://doi.org/10.1016/j.apmrv.2021.08.002
https://doi.org/10.1038/s41598-025-98045-5
https://doi.org/10.1108/JMD-11-2024-0370
https://doi.org/%2010.17549/gbfr.2025.30.2.1

E-ISSN: 2775 - 8907 Nurti Widayati
Justine Tanuwijaya

Kosec, Z., Sekulic, S., Wilson-Gahan, S., Rostohar, K., Tusak, M., & Bon, M. (2022). Correlation between
Employee Performance, Well-Being, Job Satisfaction, and Life Satisfaction in Sedentary Jobs in
Slovenian Enterprises. International Journal of Environmental Research and Public Health, 19(16),
10427. https://doi.org/10.3390/ijerph191610427

Leon, M. V. De, & Tubay, J. B. (2020). Ethical Leadership of Supervisors and Internal Social Capital in a
Financial Institution. International Journal of Economics and Business Administration, VIII (2), 291-
301.https://doi.org/ 10.35808/ijeba/462

Lertsukkheerat, T., Kongyoungyune, R., & Channuwong, S. (2025). Journal of Information Systems
Ethical Leadership, Ethical Organizational Culture, and Their Impact on Organizational
Effectiveness in Modern Online Platform Businesses. Journal of Information Systems Engineering
and Management, 10(3), 1070-1081. https://doi.org/10.52783/jisem.v10i3.6641

Li, Z., Liu, J., Li, H., Huang, Y., Xi, X., Li, Z., Liu, J., Li, H., Huang, Y., & Xi, X. (2023). Primary Healthcare
Pharmacists’ Perceived Organizational Support and Turnover Intention: Do Gender Differences
Exist? Primary Healthcare Pharmacists’ Perceived Organizational Support and Turnover Intention:
Do Gender Differences Exist? Psychology Research and Behavior Management, 1578.
https://doi.org/10.2147/PRBM.S406942

Liu, X., Jing, Y., & Sheng, Y. (2020). Work from home or o ce during the COVID- pandemic: The di erent
chain mediation models of perceived organizational support to the job performance. Frontiers in
Public Health, 3(3), 1-10. https://doi.org/10.3389/fpubh.2023.1139013

Loan, L. T. M. (2020). The influence of organizational commitment on employees’ job performance: The
mediating role of job satisfacton. Management Science Letters, 3308-3312.
https://doi.org/10.5267/j.ms|.2020.6.007

Mahmood, F., Ariza-Montes, A., Saleem, M., & Han, H. (2023). Teachers’ teleworking job satisfaction
during the COVID-19 pandemic in Europe. Current Psychology, 42(10), 8540-8553.
https://doi.org/10.1007/s12144-021-02355-6

Mangku, J., Saputra, D., Riana, I. G., Putra, M. S., Bagus, |., & Surya, K. (2023). Perceived organizational
support, work engagement, and employee well-Being. World Journal of Advanced Research and
Reviews, 19(3), 1154-1164. https://doi.org/ https://doi.org/10.30574/wjarr.2023.19.3.1925

Mohammed, Z. S. (2023). The Influence of Ethical Leadership on Employee Prosocial Behavior-The
Mediating Role of Moral Identty. OTS Canadian Journal, (12), 1-11.
https://doi.org/10.58840/httfs283

Mohiya, M. (2025). The effect of social media on employee engagement: the mediating role of job
satisfaction and perceived organizational support. Humanities and Social Sciences
Communications, 1-15. https://doi.org/10.1057/s41599-025-04849-1

Moreno-martinez, M. (2025). The Associated Factors of Work Engagement, Work Overload, Work
Satisfaction, and Emotional Exhaustion and Their Effect on Healthcare Workers: A Cross-Sectional
Study. Healthcare, 13(2), 162. https://doi.org/10.3390/healthcare 13020162

Muktamar B, A. (2023). The role of ethical leadership in organizational culture. Jurnal Mantik, 7(1), 77-85.
https://doi.org/10.35335/mantik.v7i1.3635

Musenze, I. A., & Mayende, T. S. (2025). Ethical leadership (EL) and innovative work behavior (IWB) in
public universities: examining the moderating role of perceived organizational support (POS).
Management Research Review, (December). https://doi.org/10.1108/MRR-12-2021-0858

Nam, N. D., Phuong, L. C., Thi, L., & Phuong, T. (2023). The impact of personality traits on the ethical
leadership, job performance and job satisfaction of public servants — A case study of the Northern
public sector of Vietnam. CTU Journal of Innovation and Sustainable Development, 15(2), 103-
115. https://doi.org/10.22144/ctu.jen.2023.025

167


https://doi.org/10.3390/ijerph191610427
https://doi.org/%2010.35808/ijeba/462
https://doi.org/10.52783/jisem.v10i3.6641
https://doi.org/10.2147/PRBM.S406942
https://doi.org/10.3389/fpubh.2023.1139013
https://doi.org/10.5267/j.msl.2020.6.007
https://doi.org/10.1007/s12144-021-02355-6
ttps://doi.org/%20https:/doi.org/10.30574/wjarr.2023.19.3.1925
https://doi.org/10.58840/httfs283
https://doi.org/10.1057/s41599-025-04849-1
https://doi.org/10.3390/healthcare13020162
https://doi.org/10.35335/mantik.v7i1.3635
https://doi.org/10.1108/MRR-12-2021-0858
https://doi.org/10.22144/ctu.jen.2023.025

E-Jurnal Manajemen TSM, Vol. 6, No. 1 Maret 2026

Nagshbandi, M. M., & Kabir, I. (2025). The future of work: work engagement and job performance in the
hybrid workplace. Learning Organization, (December), 5-26. https://doi.org/10.1108/TLO-08-2022-
0097

Nilasari, B. M., & Suwandi, N. (2025). Affective Commitment: The Mediating Role of Job Satisfaction (A
Study on Five Star Hotel in Surabaya). JBMP (Jurnal Bisnis, Manajemen Dan Perbankan), 11(2),
387-408. https://doi.org/10.21070/jbmp.v11i2.2074

Paais, M., & Pattiruhu, J. R. (2020). Effect of Motivation, Leadership, and Organizational Culture on
Satisfaction and Employee Performance. Journal of Asian Finance, Economics and Business, 7(8),
577-588. https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577

Phanniphong, K., Wiroonrath, S., Niangchaem, L., & Na-nan, K. (2024). Exploring the moderating role of
job stress on the relationship between ethical leadership and employee job performance. Journal
of Infrastructure, Policy and Development, 8(8), 1-22. https://doi.org/10.24294/jipd.v8i8.4338

Prabowo, W. M., & Muafi, M. (2021). Pengaruh Transformational Leadership dan Perceived
Organizational Support terhadap Job Performance: Peran Mediasi Work Engagement. Telaah
Bisnis, 22(2), 73-86. https://doi.org/10.35917/tb.v22i2.199

Prayuginingsih, H., Fauzi, N. F., Nandaka, A. D., & Nugroho, J. W. (2024). Effect of Motivation and
Compensation on Performance of Jember Regency Paddy Farmer through Job Statisfaction as
Intervening Variable. Jurnal Penelitian IPTEKS, 9(1), 18-25.
https://doi.org/10.32528/penelitianipteks.v9i1.1497

Priesmann, J., Minch, J., Tillmanns, M., Ridha, E., Spiegel, T., Reich, M., Adam, M., Nolting, L., &
Praktiknjo, A. (2024). Artificial intelligence and design of experiments for resource adequacy
assessment in power systems. Energy Strategy Reviews, 53(March), 101368.
https://doi.org/10.1016/j.esr.2024.101368

Reimann, L.-E., Binnewies, C., Ozimek, P., & Loose, S. (2024). | Do Not Want to Miss a Thing!
Consequences of Employees’ Workplace Fear of Missing Out for ICT Use, Well-Being, and
Recovery Experiences. Behavioral Sciences, 14(1), 8. https://doi.org/10.3390/bs14010008

Rezha, B., & Dewi, I. G. A. M. (2025). The Effect of Ethical Leadership and Perceived Organizational
Support on Job Satisfaction Mediated by Psychological Empowerment. International Research
Journal  of  Management, IT and  Social  Sciences, 12(3),  92-107.
https://doi.org/10.21744/irjmis.v12n3.2513

Rivaldo, Y., & Nabella, S. D. (2023). Employee Performance: Education, Training, Experience and Work
Discipline. Quality - Access to Success, (March). https://doi.org/10.47750/QAS/24.193.20

Santka, E. F. (2025). 10 Pemimpin Pasar Makanan Kemasan di Indonesia pada 2025.
Databoks.Katadata.Co.ld.https://databoks.katadata.co.id/produkkonsumen/statistik/683022a3b27
43/10-pemimpin-pasar-makanan-kemasan-di-indonesia-pada-2025

Santika, E. F. (2025). Pengeluaran Terbesar Warga RI untuk Makanan dan Produk FMCG pada 2025.
Databoks.Katadata.Co.ld.https://databoks.katadata.co.id/produkkonsumen/statistik/678a1931a6a
0d/pengeluaran-terbesar-warga-ri-untuk-makanan-dan-produk-fmcg-pada-2025

Santika, E. F. (2025). Pertumbuhan FMCG Indonesia Tertinggi di Asia Tenggara per Awal 2025.
Databoks.Katadata.Co.ld.https://databoks.katadata.co.id/ekonomimakro/statistik/685927479bdd3/
pertumbuhan-fmcg-indonesia-tertinggi-di-asia-tenggara-per-awal-2025

Sekaran, U., & Bougie, R. (2020). Research Methods for Business.

Shakeel, F., Kruyen, P. M., Thiel, S. Van, Shakeel, F., Kruyen, P. M., & Thiel, S. Van. (2019). Ethical
Leadership as Process: A Conceptual Proposition Ethical Leadership as Process: A Conceptual
Proposition. Public Integrity, 21(6), 613-624. https://doi.org/10.1080/10999922.2019.1606544

168


https://doi.org/10.1108/TLO-08-2022-0097
https://doi.org/10.1108/TLO-08-2022-0097
https://doi.org/10.21070/jbmp.v11i2.2074
https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577
https://doi.org/10.24294/jipd.v8i8.4338
https://doi.org/10.35917/tb.v22i2.199
https://doi.org/10.32528/penelitianipteks.v9i1.1497
https://doi.org/10.1016/j.esr.2024.101368
https://doi.org/10.3390/bs14010008
https://doi.org/10.21744/irjmis.v12n3.2513
https://doi.org/10.47750/QAS/24.193.20
https://databoks.katadata.co.id/produkkonsumen/statistik/683022a3b2743/10-pemimpin-pasar-makanan-kemasan-di-indonesia-pada-2025
https://databoks.katadata.co.id/produkkonsumen/statistik/683022a3b2743/10-pemimpin-pasar-makanan-kemasan-di-indonesia-pada-2025
https://databoks.katadata.co.id/produkkonsumen/statistik/678a1931a6a0d/pengeluaran-terbesar-warga-ri-untuk-makanan-dan-produk-fmcg-pada-2025%23
https://databoks.katadata.co.id/produkkonsumen/statistik/678a1931a6a0d/pengeluaran-terbesar-warga-ri-untuk-makanan-dan-produk-fmcg-pada-2025%23
https://databoks.katadata.co.id/ekonomimakro/statistik/685927479bdd3/pertumbuhan-fmcg-indonesia-tertinggi-di-asia-tenggara-per-awal-2025
https://databoks.katadata.co.id/ekonomimakro/statistik/685927479bdd3/pertumbuhan-fmcg-indonesia-tertinggi-di-asia-tenggara-per-awal-2025
https://doi.org/10.1080/10999922.2019.1606544

E-ISSN: 2775 - 8907 Nurti Widayati
Justine Tanuwijaya

Sharma, D. R., & Biswakarma, G. (2020). Mediating Role of Job Satisfaction in the Relationship Between
Organizational Support and Job Performance Support, Job Satisfaction, and Job Performance -
Brief Review. European Business & Management, 6(4), 84-94.
https://doi.org/10.11648/j.ebm.20200604.13

Shiundu, T., W. (2024). Ethical Leadership and Its Implication on DecisionMaking in Organizations: A
Literature  Review. Journal of Human Resource& Leadership, 8(1), 59- 67.
https://doi.org/10.53819/81018102t30131

Stankevi, A., & Ru, D. (2025). The impact of remote work on job satisfaction, engagement and individual
work performance. Evidence-Based HRM, (December). https://doi.org/10.1108/EBHRM-04-2024-
0114

Susanto, P., Hoque, M. E., Jannat, T., Emely, B., Zona, M. A., & Islam, M. A. (2022). Work-Life Balance,
Job Satisfaction, and Job Performance of SMEs Employees: The Moderating Role of Family-
Supportive Supervisor Behaviors. Frontiers in Psychology, 13.
https://doi.org/10.3389/fpsyq.2022.906876

Szilvassy, P., & Sirok, K. (2022). Importance of work engagement in primary healthcare. BMC Health
Services Research, 1-11. https://doi.org/10.1186/s12913-022-08402-7

Thomas, A., & Gupta, V. (2021). Social Capital Theory, Social Exchange Theory, Social Cognitive Theory,
Financial Literacy, and the Role of Knowledge Sharing as a Moderator in Enhancing Financial Well-
Being: From Bibliometric Analysis to a Conceptual Framework Model. Frontiers in Psychology,
12(May), 1-16. https://doi.org/10.3389/fpsyq.2021.664638

Tri, R., Safariningsih, H., & Sari, O. H. (2025). The Implementation of Work-Life Balance, Organizational
Culture, Rewards, and Career Development on Employee Engagement. Greenation International
Journal of Tourism and Management, 3(1), 76—88. https://doi.org/10.38035/qijtm.v3i1.355

Ucar, H., & Kerse, G. (2022). Relationship between perceived organizational support, job crafting, and
job performance. Ekonomski Vjesnik, 35(2), 287-299. https://doi.org/10.51680/ev.35.2.5

Weng, T., Shen, Y., & Kan, T. (2023). Talent Sustainability and Development: How Talent Management
Affects Employees’ Intention to Stay through Work Engagement and Perceived Organizational
Support with the Moderating Role of Work - Life Balance. Sustainability, 15(18).
https://doi.org/10.3390/su151813508

Yao, J., Qiu, X., Yang, L., Han, X., & Li, Y. (2022). The Relationship Between Work Engagement and Job
Performance: Psychological Capital as a Moderating Factor. Frontiers in Psychology, 13(February),
1-8. https://doi.org/10.3389/fpsyq.2022.729131

Yunita, Kumbara, V. B., & Neldi, M. (2020). Pengaruh Persepsi Karyawan Tentang Penilaian Kinerja dan
Kompensasi Finansial Terhadap Kepuasan Kerja Karyawan PT. Semen Padang. Jurnal Ekonomi
Manajemen Sistem Informasi, 2(1), 61-80. https://doi.org/10.31933/JEMSI

Zahari, N. (2023). Antecedents of Work Engagement in the Public Sector: A Systematic Literature Review.
Review of Public Personnel Administration. https://doi.org/10.1177/0734371X221106792

Zhang, H., Chee, V., Hoe, W., & Ping, L. (2024). Heliyon The association between burnout, perceived
organizational support, and perceived professional benefits among nurses in China. Heliyon,
10(20), €39371._https://doi.org/10.1016/j.heliyon.2024.e39371

Zhang, L., Han, L., Liang, X., Wang, R., Fan, H., Jia, Y., Li, S., & Jiang, X. (2025). The relationship
between transformational leadership and work engagement among intensive care unit nurses: the
mediating function of organizational climate. BMC Nursing, 1-11. https://doi.org/10.1186/s12912-
025-03057-1

169


https://doi.org/10.11648/j.ebm.20200604.13
https://doi.org/10.53819/81018102t30131
https://doi.org/10.1108/EBHRM-04-2024-0114
https://doi.org/10.1108/EBHRM-04-2024-0114
https://doi.org/10.3389/fpsyg.2022.906876
https://doi.org/10.1186/s12913-022-08402-7
https://doi.org/10.3389/fpsyg.2021.664638
https://doi.org/10.38035/gijtm.v3i1.355
https://doi.org/10.51680/ev.35.2.5
https://doi.org/10.3390/su151813508
https://doi.org/10.3389/fpsyg.2022.729131
https://doi.org/10.31933/JEMSI
https://doi.org/10.1177/0734371X221106792
https://doi.org/10.1016/j.heliyon.2024.e39371
https://doi.org/10.1186/s12912-025-03057-1
https://doi.org/10.1186/s12912-025-03057-1

E-Jurnal Manajemen TSM, Vol. 6, No. 1 Maret 2026

Zhenjing, G., Chupradit, S., Ku, K. Y., Nassani, A. A., & Haffar, M. (2022). Impact of Employees’
Workplace Environment on Employees’ Performance: A Multi-Mediation Model. Frontiers in Public
Health, 10. https://doi.org/10.3389/fpubh.2022.890400

Zhu, L., Wang, H., Xu, Y., Ma, S., & Luo, Y. (2023). The Effect of Work Engagement and Perceived
Organizational Support on Turnover Intention among Nurses: A Meta-Analysis Based on the Price
- Mueller  Model.  Journal  of  Nursing  Management,  2023(Figure  1).
https://doi.org/10.1155/2023/3356620

170


https://doi.org/10.3389/fpubh.2022.890400
https://doi.org/10.1155/2023/3356620

	Reliability Test
	Goodness of Fit Test Results

