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Article Info  ABSTRACT  
 

 This study aims to examine the mediating role of psychological well-being 
(PWB) in the relationship between perceived organizational support (POS) and 
work engagement (WE) among public sector employees. A total of 406 
respondents were drawn from BPJS Ketenagakerjaan staff across Indonesia. 
Data were analyzed using Partial Least Squares Structural Equation Modeling 
(PLS-SEM). The results reveal that POS significantly and positively affects both 
PWB and WE, while PWB has a dominant effect on WE. Mediation analysis 
confirms that PWB significantly mediates the effect of POS on WE, indicating 
that organizational support influences engagement more strongly when it 
enhances employees’ psychological well-being. Multi-group analysis further 
shows differing mechanisms between structural and non-structural positions: for 
structural employees, PWB serves as the primary pathway, whereas for non-
structural employees, POS has a more direct effect on WE. These findings 
emphasize the importance of organizational support that fosters psychological 
well-being to strengthen work engagement, while also contributing to theoretical 
development of engagement within Indonesia’s public sector context. 
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1. INTRODUCTION 

Human resource management has undergone significant transformation in the last decade, positioning 
employees not merely as a factor of production, but as strategic human capital that determines organizational 
sustainability (Fotaki et al., 2023; Vithana et al., 2023). This change demands that organizations not only have a 
workforce that meets technical specifications, but also individuals who are engaged, meaning fully involved, 
proactive, and highly committed to performance quality standards (Bakker & Albrecht, 2018; Mandala & 
Nurendra, 2020). Engagement has been recognized as one of the important predictors of organizational success, 
encompassing productivity, innovation, and the effectiveness of both public services and businesses (Saks, 2022; 
Turner, 2020). 

The construct of engagement is conceptually divided into two domains: employee engagement and work 
engagement. Employee engagement focuses on employes' emotional attachment to the organization, while work 
engagement emphasizes psychological attachment to daily work (Kosaka & Sato, 2020; Schaufeli & Bakker, 
2010). Work engagement can be defined as a positive psychological condition characterized by vigor, dedication, 
and absorption (Mazzetti et al., 2023; Schaufeli et al., 2006). This distinction is important because their 
determinants are different. Work engagement is more influenced by personal resources such as psychological 
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well-being, while employee engagement tends to be influenced by structural aspects of the organization (Ding & 
Wang, 2023; Lee & Jo, 2023). 

Despite its recognized significance, global data indicates that work engagement remains a critical issue. A 
2023 Gallup survey of 313,105 workers in 139 countries showed that only 23% of the workforce is engaged, while 
the rest fall into the disengaged or quiet quitting categories (Gallup, 2024; Harter et al., 2024). In Indonesia, the 
level of disengagement even reaches 74.72%, indicating that the majority of workers have not yet experienced 
optimal engagement (Andriani et al., 2023). Low engagement has serious implications, ranging from increased 
burnout and turnover intention to decreased organizational productivity (Darydzaky & Desiana, 2023; Vogel et 
al., 2022). Conversely, engaged employees have been proven to sustainably increase profitability, customer 
satisfaction, and organizational effectiveness (Kerdpitak & Jermsittiparsert, 2020; Mazzetti et al., 2023). 

Within the framework of the Job Demands–Resources (JD-R) model, it is stated that work engagement is 
influenced by the balance between job demands and resource availability, one of which is perceived 
organizational support (POS) (Bakker & Demerouti, 2017; Kurtessis et al., 2017). Perceived organizational 
support represents the extent to which employees believe the organization values their contributions and cares 
about their well-being (Eisenberger et al., 2020; Wargoputri et al., 2024). Recent literature indicates that perceived 
organizational support is positively correlated with engagement because it fosters a sense of fairness, appreciation, 
and emotional support (Alfes et al., 2019; Park & Kim, 2024). However, some studies report that this relationship 
is not always significant, particularly in the public sector with strict regulations and high bureaucracy (Husna & 
Budiono, 2022; Ortiz-Isabeles & García-Avitia, 2021). 

This inconsistency in results opens up space for psychological well-being (PWB) as a mediating variable 
explaining the mechanism of the relationship between perceived organizational support and engagement (Ali et 
al., 2018; Perwira et al., 2021). Psychological well-being is defined as a state of psychological wellness that includes 
life satisfaction, positive relationships, autonomy, life purpose, and self-potential development (Lopes & Nihei, 
2021; Matud et al., 2019). Individuals with high psychological well-being possess resilience, energy, and optimism 
that enable more intense engagement in work (H.-Y. Chu & Chan, 2022; Mikus & Teoh, 2022). Previous research 
findings also confirm that organizational support first enhances psychological well-being, which then drives 
engagement, with psychological well-being acting as an active mechanism in this process (Ashfaq et al., 2023; Bai 
et al., 2023). Several cross-context studies support this argument. Ashfaq et al. (2023) found that perceived 
organizational support only significantly impacts engagement when accompanied by an increase in psychological 
well-being. Similar findings were reported by Bai et al. (2023) in the context of the Chinese workforce, stating 
that psychological well-being is an important mediator between organizational support and work engagement. 
However, other studies still found a direct influence of POS on engagement without mediation (Saks, 2019; Tang 
et al., 2023). This inconsistency suggests that the relationship between perceived organizational support and work 
engagement is not universal but contextual, making the testing of psychological well-being as a mediator relevant. 

In the Indonesian context, particularly in the public sector such as BPJS Ketenagakerjaan, the issue of 
engagement is becoming increasingly important. Internal observations indicate low levels of employee enthusiasm 
and absorption in daily work activities, consistent with Gallup data on high disengagement in Indonesia (Gallup, 
2024; Nursanti & Lestari, 2024). As a strategic national social security institution, the success of BPJS heavily 
relies on employee involvement in providing quality public services amidst high workloads and the demands of 
service digitalization (Estiningtyas & Nawangsari, 2022; Widiastuti, 2017). This condition makes BPJS 
Ketenagakerjaan the right context to test the role of psychological well-being mediation in the relationship 
between perceived organizational support and work engagement. 

Research studies that simultaneously integrate perceived organizational support, psychological well-being, 
and work engagement in the context of public organizations in Indonesia are still limited. Most previous research 
has focused on the private or health sectors, with simple cross-sectional designs that have not deeply explored 
psychological mechanisms. Additionally, research in Indonesia has focused more on the bivariate relationship 
between perceived organizational support and engagement without considering mediating factors, leaving the 
inconsistency in results unresolved. This condition highlights the need for a more comprehensive approach to 
understanding the dynamics of work engagement, particularly in the context of public organizations with complex 
bureaucratic characteristics (Hamid & Ashoer, 2021; Yokozawa & Anh Nguyen, 2024). 

This study aims to fill that gap by examining the role of psychological well-being in mediating the relationship 
between organizational support and work engagement in the BPJS Ketenagakerjaan environment. This 
organization serves as a relevant example because it operates on a national scale, faces the demands of service 
digitalization, and has high public expectations regarding service quality. Thus, the findings generated not only 
contribute to the development of engagement literature but also offer practical implications for formulating 
human resource management strategies in the public sector (Gulzar et al., 2020; Han, 2023; Kotzé, 2022). 



International Journal of Cultural and Social Science                                                                                      r 
 

Psychological Well-Being: the Invisible Bridge to Work Engagement (Sugiyanto) 
 

1317 

Based on the above description, this study aims to broadly expand understanding of work engagement as 
influenced by perceived organizational support through the mediation of psychological well-being at BPJS 
Ketenagakerjaan. 

 
2. RESEARCH METHODS 

This study uses a quantitative approach with a cross-sectional design, where data collection is conducted at 
a single point in time to examine the causal relationships and psychological mechanisms between variables. This 
approach was chosen because it is suitable for examining complex structural models by incorporating mediating 
variables within the context of public organizations (Creswell & David Creswell, 2018). The research respondents 
were 406 employees of BPJS Ketenagakerjaan, spread across Indonesia. The convenience sampling technique 
was used with inclusion criteria being active employee status and a minimum of five years of service. The 
questionnaire was distributed via Google Forms, which could only be accessed with a corporate email, ensuring 
that respondents were truly part of the organization. This research has obtained ethical approval in the form of 
an official letter from the university to the management of BPJS Ketenagakerjaan, ensuring that the study's 
implementation meets social research ethical standards. 

Three main instruments were used to measure the research variables. First, work engagement was measured 
based on the framework of Schaufeli et al. (2006), which includes vigor, dedication, and absorption. This scale 
was adapted into Indonesian by Kristiana et al. (2018), showing an item-total correlation validity of 0.71 and very 
high reliability (α = 0.95). The scale consists of 9 items with a seven-point Likert format (0 = never to 6 = always). 
An example item is "I am enthusiastic about my work”. Second, perceived organizational support (POS) was 
measured using the basic theory of Eisenberger et al. (1986), which emphasizes two aspects: recognition of 
contributions and concern for well-being. This instrument was adapted to the Indonesian context by 
Purwaningrum et al. (2022), with a reliability of α = 0.951 and loading factors between 0.647–0.826. The scale 
consists of 16 items with a five-point Likert response (1 = strongly disagree to 5 = strongly agree). An example 
item is "the company cares about my job satisfaction. " Third, psychological well-being (PWB) was measured 
using an instrument based on Ryff's (1989) theory, which includes six dimensions: self-acceptance, personal 
growth, positive relations with others, life purpose, environmental mastery, and autonomy. The Indonesian 
Language Adaptation Scale was developed by Permatasari and Suhariadi (2019), and was later retested by 
researchers on 98 employees. From the test results, two items were eliminated, leaving 16 final items with a 
reliability of α = 0.929, AVE = 0.506, and loading factors between 0.586–0.840. The instrument uses a five-point 
Likert scale (1 = strongly disagree to 5 = strongly agree). An example item is "I am generally able to handle 
situations that arise”. 

The adaptation process for the three instruments involved back-translation procedures and content 
validation thru expert judgment, ensuring the instruments are believed to have semantic equivalence and cultural 
relevance. This step strengthens the argument for construct validity while also confirming the suitability of using 
the scale in the Indonesian context. 

Data analysis was conducted using Partial Least Squares Structural Equation Modeling (PLS-SEM) with 
SmartPLS 4 software. This method was chosen because it can handle non-normal data distributions, complex 
models, and moderate sample sizes. With 406 respondents, this study has met the "10 times rule," which states 
that the minimum number of respondents should be ten times the largest number of indicators in the analysis 
path (Hair et al., 2019). The analysis was conducted in several stages. First, the outer model was evaluated through 
convergent validity testing (AVE > 0.50), discriminant validity (HTMT < 0.85), and internal reliability (Cronbach's 
α and ρc > 0.70). Second, the inner model was tested to check for multicollinearity (VIF < 10), the predictive 
power of the model (R-square), and predictive relevance (Q-square). Third, hypothesis testing was conducted 
using the bootstrapping method to estimate the significance of the paths. 

The analysis was expanded to specific dimensions of work engagement (vigor, dedication, absorption) to 
gain a multidimensional understanding. Additionally, multi-group analysis (MGA) was conducted to explore 
variations in structural relationships based on age group, gender, length of service, and job level. As a step to 
ensure the validity of comparisons between groups, the measurement invariance of composite models (MICOM) 
procedure was used, which includes three stages: configural invariance, compositional invariance, and equality of 
composite mean and variance (Henseler et al., 2016). This approach ensures that detected differences truly 
reflect substantive variation, not measurement artifacts. 
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3. RESULT AND ANALYSIS 
Table 1. Respondent Demographics 

Gender Amount Percent 
Male 200 49,26% 

Female 206 50,74% 
Age   

28 – 43 Years Old (Generation Y) 278 68,47% 
44 – 59 Years Old (Generation X) 128 31,53% 

Status   
Not Yet Married 96 23,65% 

Married 276 67,98% 
Widower/Widow 34 8,37% 

Length of employment   
5 – 10 years 155 38,18% 

11 – 20 years 150 36,95% 
> 21 years 101 24,88% 

Number of Children   
Not yet 115 28,33% 

1 person 72 17,73% 
2 person 124 30,54% 
3 person 73 17,98% 
4 person 19 4,68% 
5 person 3 0,74% 

Area of Work   
Headquarters 47 11,58% 

Banten Regional Office 20 4,93% 
Banuspa Regional Office 25 6,16% 

DKI Jakarta Regional Office 32 7,88% 
Jawa Barat Regional Office 37 9,11% 

Jawa Tengah & DIY Regional Office 27 6,65% 
Jawa Timur Regional Office 46 11,33% 
Kalimantan Regional Office 30 7,39% 

Sulama Regional Office 33 8,13% 
Sumbagsel Regional Office 28 6,90% 
Sumbagut Regional Office 47 11,58% 

Sumbariau Regional Office 34 8,37% 
Total 406 100,00% 

This research involved 406 employees of BPJS Ketenagakerjaan, who are spread across various work areas 
in Indonesia. The composition of respondents is relatively balanced in terms of gender and length of 
employment. Meanwhile, two-thirds of respondents are married (67.98%) and also belong to Generation Y 
(68.47%). Respondents were distributed across various organizational units, with the largest representation from 
Headquarters, North Sumatra, and East Java. This diversity in demographic characteristics strengthens the 
external validity of the data and ensures that the research results can comprehensively represent the organizational 
conditions. 

This study aims to examine Psychological Well-Being (PWB) as a mediator in the influence of Perceived 
Organizational Support (POS) on Work Engagement (WE). The evaluation of the outer model begins with 
testing the contribution of indicators to the construct. The POS construct indicators show loading values below 
0.70, namely POS12 (0.265), POS13 (0.345), POS2 (0.439), POS3 (0.323), POS5 (0.381), POS9 (0.415), and 
POS6 (0.395). Meanwhile, the PWB indicators also show outer values below 0.7, including PWB4 (0.425), 
PWB8 (0.437), PWB9 (0.485), PWB11 (0.404), PWB13 (0.365), PWB15 (0.118), and PWB16 (0.209), so they 
were eliminated to maintain convergent validity. After going through the elimination process, all indicators from 
each construct have outer loading values higher than 0.70. This value confirms that the indicators used are able 
to strongly represent the construct, in accordance with the recommendation (Hair et al., 2017). 
  



International Journal of Cultural and Social Science                                                                                      r 
 

Psychological Well-Being: the Invisible Bridge to Work Engagement (Sugiyanto) 
 

1319 

Table 2. Final Outer Loading Results 

Item Outer Loading  Item 
Outer 

Loading 
 Item Outer Loading 

WE1 0.918  POS1 0.874  PWB1 0.701 

WE2 0.941  POS10 0.856  PWB10 0.798 

WE3 0.921  POS11 0.893  PWB12 0.788 

WE4 0.884  POS14 0.888  PWB14 0.810 

WE5 0.889  POS15 0.896  PWB2 0.743 

WE6 0.918  POS16 0.900  PWB3 0.853 

WE7 0.909  POS4 0.857  PWB5 0.832 

WE8 0.774  POS7 0.859  PWB6 0.846 

WE9 0.847  POS8 0.879  PWB7 0.852 
The consistency of the construct is further ensured by excellent reliability results. The composite reliability 

values for all three constructs are above 0.90 (WE = 0.972; POS = 0.968; PWB = 0.942), far exceeding the 
minimum threshold of 0.70. Cronbach's alpha, which is above 0.90, confirms the internal stability of the 
instrument. Average variance extracted (AVE) also meets the criteria for convergent validity because all constructs 
have values above 0.50. Discriminant validity testing was conducted using HTMT and the Fornell-Larcker 
criterion. Table 4 shows that the HTMT values between POS and WE are 0.822, POS and PWB 0.884, and 
PWB and WE 0.898. These figures are still below the conservative threshold of 0.90, so it can be concluded that 
the constructs do not overlap excessively (Henseler et al., 2015). Additionally, the square root of the AVE for 
each construct is higher than the correlation with other constructs, strengthening the evidence for discriminant 
validity. The model was also tested using the standardized root mean square residual (SRMR), which yielded a 
value of 0.046, well below the threshold of 0.08 (Hair et al., 2017). This result indicates that the model has a 
good fit with the empirical data. 

Table 3. Reliability, AVE, and SRMR Results 
 Cronbach's 

Alpha 
Composite 
Reliability AVE SRMR 

WE 0.967 0.972 0.793 

0.046 POS 0.963 0.968 0.771 

PWB 0.931 0.942 0.646 
Table 4. HTMT Results 

 WE POS PWB 

WE    
POS 0.822   
PWB 0.898 0.884  

Evaluation of the inner model shows that the structural relationships between constructs can be strongly 
explained. The variance inflation factor (VIF) for all indicators is below the threshold of 10, indicating no 
symptoms of multicollinearity (Hair et al., 2022). Based on Table 5, the R-squared value indicates that POS 
explains 70.4% of the variance in PWB (0.704), while the combination of POS and PWB explains 75.5% of the 
variance in WE (0.755). Based on the classification, this figure falls into the substantial category. Additionally, 
the Q-square values of 0.702 for PWB and 0.630 for WE are greater than zero, indicating that the model has 
strong predictive relevance. Effect size analysis (F-square) shows differences in the contribution of each variable. 
POS has a very large influence on PWB (2.377), but its influence on WE is relatively small (0.076). Conversely, 
PWB makes a significant contribution to WE with an F-square of 0.509. This finding clarifies that psychological 
well-being is the dominant pathway through which perceived organizational support influences work engagement. 
In other words, organizational support does play a direct and important role, but the strongest contribution occurs 
when that support enhances employees' psychological well-being, which in turn fosters work engagement. 
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Figure 1. Model Test Diagram 

Table 5. F-Square, R-Square, and Q-Square Values 

Variable R-square R-square adjusted Q-Square 
F-Square 

WE PWB 
WE 0.755 0.754 0.630   

PWB 0.704 0.703 0.702 0.509  

POS    0.076 2.377 
Path coefficient analysis shows all relationships are significant. POS has a positive effect on WE (β = 0.250; 

t = 4.692; p < 0.001), POS has a strong effect on PWB (β = 0.839; t = 42.229; p < 0.001), and PWB has a positive 
effect on WE (β = 0.649; t = 12.646; p < 0.001). These values confirm that the research hypothesis is empirically 
supported. Furthermore, the indirect effect indicates that POS significantly influences WE thru PWB (β = 0.544; 
t = 11.712; p < 0.001). The total effect of POS on WE reaches β = 0.794, indicating partial mediation, where 
POS not only directly increases WE but also more strongly thru PWB. 

Table 6. Path Coefficient Values 
Direct Effect β T-statistics P-values Description 

POS -> WE 0.250 4.692 0.000 Significant 

POS -> PWB 0.839 42.229 0.000 Significant 

PWB -> WE 0.649 12.646 0.000 Significant 
Table 7. Specific Indirect Effect Values 

Indirect Effect β T-statistics P-values Description 

POS -> PWB -> WE 0.544 11.712 0.000 Significant 
Table 8. Total Direct Effect 

Total Direct Effect β T-statistics P-values Description 

POS -> WE 0.794 36.261 0.000 Significant 

POS -> PWB 0.839 42.229 0.000 Significant 

PWB -> WE 0.649 12.646 0.000 Significant 
Work engagement was further analyzed into three main dimensions: vigor, dedication, and absorption, 

where its reliability remained well-maintained. Cronbach's alpha exceeded 0.87 overall, composite reliability was 
above 0.92, and AVE exceeded 0.64. However, discriminant validity tests revealed something interesting. The 
HTMT values between dedication to vigor reached 1.016, dedication to absorption was 0.973, and vigor to 
absorption was 0.951. These figures clearly exceed the conservative limit of 0.85 and even the moderate limit of 
0.90, so it can be concluded that respondents found it difficult to clearly distinguish between the three dimensions. 
Empirically, work engagement in this context appears unidimensional, although multidimensional analysis is still 
maintained to examine the details of each aspect's contribution. 

Table 9. HTMT Multidimensional Work Engagement 
Konstruk Absorption Dedication POS PWB Vigor 

Absorption      
Dedication 0.973     
POS 0.830 0.823    
PWB 0.904 0.882 0.884   
Vigor 0.951 1.016 0.795 0.889  
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The results of the structural path analysis show a consistent pattern. POS has a significant influence on all 
three aspects of work engagement, with the greatest impact being on dedication (β = 0.288; t = 4.981; p<0.001). 
Meanwhile, PWB plays a dominant role in influencing vigor (β = 0.689; t = 12.769; p<0.001). When tested 
further, the mediation path showed that PWB mediates the influence of POS on all dimensions of WE. The 
greatest mediation occurred on vigor with a coefficient of β = 0.578 (t = 11.727; p<0.001). In total, POS is the 
strongest driver of dedication (β total = 0.773), while PWB remains the primary predictor of vigor (β=0.689). 
These findings suggest distinct functions where organizational support primarily fosters loyalty and dedication, 
while psychological well-being fuels daily work energy. 

Table 10. F-Square, R-Square, Q-Square Values 
Konstruk R-square F-square POS F-square PWB Q-square Predict 
Absorption 0.694 0.061 0.364 0.581 
Dedication 0.697 0.081 0.328 0.595 
Vigor 0.721 0.036 0.506 0.578 
PWB 0.703 2.366 - 0.700 

Table 11. Path Coefficient Direct Effect 
Direct Effect β (O) T-statistik P-value 
POS → Absorption 0.250 4.002 0.000 
POS → Dedication 0.288 4.981 0.000 
POS → Vigor 0.184 3.210 0.001 
POS → PWB 0.839 42.037 0.000 
PWB → Absorption 0.613 9.996 0.000 
PWB → Dedication 0.579 10.490 0.000 
PWB → Vigor 0.689 12.769 0.000 

Multi-group analysis (MGA) testing shows a more diverse picture. In the gender group, the MICOM results 
showed that POS and PWB met the invariance criteria, while WE only partially did. However, cross-gender 
comparisons did not find significant differences, either directly or indirectly. In other words, men and women 
view and experience the patterns of relationships between variables in a relatively similar way. Almost the same 
results also emerged in the generational comparison. The POS construct passed the invariance test while the 
PWB did not, and WE returned partially. However, the difference in paths between Generation X and Y is also 
not significant. This indicates that despite employees being of different ages, their interpretation of organizational 
support, well-being, and engagement tends to be homogeneous. Meanwhile, analysis based on length of service 
yielded findings that require more cautious interpretation. The WE construct did not fully pass the invariance 
test when comparing Group 1 (5–10 years) with Group 2 (11–20 years), although other comparisons did pass. 
Further path analysis showed no significant difference in the effect of POS on PWB between groups. However, 
the meaning of support seems to differ in each career phase. For new employees with 5–10 years of experience, 
organizational support is seen as a form of recognition and security. For employees with 11–20 years of 
experience, support is interpreted more as a long-term benefit and appreciation for loyalty. Meanwhile, for those 
who have worked for more than 21 years (Group 3), organizational support is primarily understood in the context 
of psychological well-being and recognition of service. 

Table 12. Multi-group Analysis Gender 
Path Coefficient Male Female Difference p Description 

POS -> WE 0.264 0.234 0.030 0.792 Not significant 

POS -> PWB 0.808 0.868 -0.060 0.119 Not significant 

PWB -> WE 0.643 0.658 -0.016 0.882 Not significant 

POS -> PWB -> WE 0.519 0.572 -0.052 0.605 Not significant 

POS -> WE (Total) 0.783 0.805 -0.022 0.610 Not significant 

POS -> PWB (Total) 0.808 0.868 -0.060 0.119 Not significant 

PWB -> WE (Total) 0.643 0.658 -0.016 0.882 Not significant 
Table 13. Multi-group Analysis by Age (Generation) 

Path Coefficient Gen X Gen Y Difference p Description 

POS -> WE 0.248 0.257 0.008 0.957 Not significant 
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Table 14. Multi-group Analysis of Work Experience 

Path Coefficient Group A Group B Diff  P-value Description 

POS-->PWB Kel 1 Kel 2 -0,01 0,809 Not significant 

POS-->PWB Kel 2 Kel 3 0,083 0,128 Not significant 

POS-->PWB Kel 3 Kel 1 -0,073 0,211 Not significant 
The more obvious differences are seen in job groups. The structural job groups are head of division, head 

of branch, regional deputy head, regional deputy, and field deputy. The non-structural job groups are planners 
and functional positions. Most constructs meet the criteria for invariance, although some are only partially 
invariant. MGA analysis revealed that the POS path to WE was stronger for non-structural employees (β=0.322) 
compared to structural employees (β=0.078; p=0.037). Conversely, for structural employees, the POS path to 
PWB was much stronger (β=0.903) than for non-structural employees (β=0.799; p=0.005), and ultimately PWB 
became the main predictor of engagement (β=0.829; p=0.025). The POS→PWB→WE mediation effect was 
also greater in the structural group (β=0.749; p=0.005). This pattern illustrates that for non-structural employees, 
organizational support can directly foster engagement, while for structural employees, psychological well-being 
serves as the main bridge to transform support into work attachment. 

Table 15. Feasibility of MICOM by Department Group 

Konstruk 
Step-2 (compositional 

invariance) 
Step-3 (Composite Equality)  

Permutation p-value Results  

OC CP p Mean Variance   

WE 1.000 1.000 0.710 0.777 0.866 Passed 
Partial 

Invariance POS 1.000 1.000 0.100 0.007 0.225 Partial 

PWB 1.000 1.000 0.150 0.430 0.170 Passed 
Table 16. Multi-group Analysis by Department 

Path Coefficient Non Struk Struktural Difference p Description 

POS -> WE 0.322 0.078 -0.244 0.037 Significant 

POS -> PWB 0.799 0.903 0.104 0.005 Significant 

PWB -> WE 0.577 0.829 0.252 0.025 Significant 

POS -> PWB -> WE 0.461 0.749 -0.288 0.005 Significant 

POS -> WE (Total) 0.783 0.827 -0.044 0.301 Not significant 

POS -> PWB (Total) 0.799 0.903 -0.104 0.005 Significant 

PWB -> WE (Total) 0.577 0.829 -0.252 0.025 Significant 

Multi-group analysis confirms that most demographic characteristics do not cause significant variation in 
model relationships except at the job level. At this point, organizations need to understand that the engagement 
patterns formed are different, with non-structural employees responding more quickly to organizational support 
in improving engagement, while structural employees require solid psychological well-being for support to be 
truly internalized in the form of work involvement. 

 
Discussion  

The relationship between perceived organizational support (POS) and work engagement (WE) shows that 
organizational support is an important work resource that fosters employees' emotional connection to their work. 
Although the direct path from POS to WE in the empirical model is relatively small, its significance still confirms 
that employees who feel valued and supported will express higher levels of vigor, dedication, and absorption, as 
also understood within the Job Demands Resources framework and work engagement studies (Ortiz-Isabeles & 
García-Avitia, 2021; Schaufeli, 2018). This is consistent across various industrial contexts, including the service 
sector, education, and government, where positive organizational support has been shown to reduce burnout and 
disengagement, while simultaneously increasing affective loyalty (Maan et al., 2020; Tang et al., 2023). Thus, 
although the direct effect of POS is small, it still serves as an initial trigger for engagement that is subsequently 
reinforced by other psychological mechanisms. 

Furthermore, this study confirms that psychological well-being (PWB) is a dominant mediator bridging the 
influence of perceived organizational support on work engagement. This model shows that perceived 
organizational support enhances employees' psychological well-being, which then triggers more stable and deeper 
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work engagement. This aligns with Organizational Support Theory and JD-R, which position psychological well-
being as a personal resource that strengthens employees' motivation and capacity to engage (Eisenberger et al., 
2016, 2020). In other words, the path of psychological well-being mediation is not merely additive, but rather 
becomes a core mechanism, as confirmed by recent empirical studies in various public and private organizations 
(Taneu & Yuliasesti DS, 2023; Zhang, 2024). This finding also contributes theoretically by showing that 
psychological well-being is not merely a passive consequence, but an active mechanism that transforms support 
into attachment. 

Empirical results on organizational support for psychological well-being show that tangible organizational 
support including fairness, recognition, and a sense of being respected is able to improve the quality of employees' 
psychological well-being. This support acts as a buffer against work stress, emotional burden, and burnout, which 
are common experiences in modern organizations (Hati & Syahrizal, 2023; Rahmi & Cucuani, 2022; Tsachouridi 
& Nikandrou, 2022). In the context of public service, management attention and support provide a sense of 
psychological safety, making employees feel valued in achieving both personal and professional goals (Dara et 
al., 2025). This context confirms that organizations that balance work demands with internal support tend to have 
employees who are more psychologically well-being, and consequently, more committed to their work. 

The relationship between psychological well-being and work engagement highlights the important role of 
psychological factors in maintaining engagement. Employees in a psychologically healthy condition are more 
capable of maintaining vigor, dedication, and deep absorption in their work. According to the literature on 
positive organizational psychology, PWB is viewed as a motivational engine that sustains work engagement, in 
both private and public organizational contexts (Knight et al., 2017; Wati & Aulia, 2021). Especially in the post-
pandemic condition, the balance between work demands and personal recovery space, such as through flexible 
work arrangements, has been proven to support higher engagement by reducing burnout (Chu et al., 2022). This 
finding reinforces the view that well-being is a key prerequisite for sustained engagement. 

Multidimensional work engagement (vigor, dedication, absorption) shows different responses to 
psychological mechanisms. This research confirms that vigor is often the most responsive aspect to psychological 
resources, reflected in daily performance (Mazzetti et al., 2023). However, there is also empirical evidence that 
in homogeneous organizational contexts, these three aspects tend to intertwine, making it difficult to separate 
them purely (Freire et al., 2019; Kristiana et al., 2018). This has theoretical implications that although aspectual 
distinctions remain important for intervention, work engagement should be viewed as a unified construct 
influencing performance. Thus, an effective organizational support design will drive improvements in all three 
aspects, with vigor as an early signal of improvement. 

Multigroup analysis (MGA) reveals interesting differences based on job level. The results show that non-
structural employees respond more quickly to organizational support with increased engagement, while structural 
employees are more dependent on psychological well-being as a mediator of support into engagement (de Moraes 
et al., 2023; Malik & Malik, 2021). This finding can be explained by role overload theory, where structural 
employees face management demands and subordinate expectations, making psychological stability more 
important for their engagement (Groulx et al., 2024). Conversely, non-structural employees, whose positions are 
relatively more operational, require more direct support to feel engaged. This confirms the need for different 
intervention strategies based on job level. Deeper still, MGA shows that structural leaders are not only recipients 
of support, but also agents who channel well-being to the team. This condition aligns with the literature that 
leaders caught between management demands and team expectations are vulnerable to stress that disrupts mental 
health, thus management support serves as a buffer against this pressure (Octavia et al., 2022; Wittmers & Maier, 
2023). This sensitivity increases with age and seniority, demonstrating the dynamic that the need for support is 
actually greater at high levels of responsibility. Thus, differences in organizational roles influence how support 
and well-being contribute to work engagement. 

The implications of this research for public organizations like BPJS Ketenagakerjaan are twofold. 
Theoretically, this research strengthens the POS PWB WE model by confirming that psychological well-being 
is a dominant and universal mediator, but with path differentiation at the job level. This is a major novelty claim 
that adds to the understanding in the global literature. Practically speaking, BPJS needs to strengthen the 
organizational support architecture that delivers welfare, through clear roles, fair processes, access to resources, 
and systematic mental health programs. Interventions for non-structural employees should emphasize tangible 
support such as recognition and coaching, while for structural employees, channels for psychological recovery, 
decision-making consultation, and communities of practice need to be provided. Thus, perceived organizational 
support not only reduces stress but also fosters sustainable engagement, ultimately enhancing the quality of public 
service and institutional competitiveness in the era of modern organizational change. 

The limitations of this study lie in the use of a cross-sectional design, which limits the ability to draw causal 
conclusions between variables, making the relationships between constructs more associative than cause-and-
effect. Additionally, the data was obtained through a single questionnaire using the self-report method, which has 
the potential to introduce respondent perception bias and common method bias. The results of the 
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multidimensional work engagement analysis also show overlap between the vigor, dedication, and absorption 
aspects, so the interpretation of the multidimensional results needs to be done carefully because empirically it 
tends to be unidimensional in this population. Another limitation is the lack of significant differences found 
between gender and generational groups, eventhough the sample structure is more dominated by Generation Y, 
resulting in less even representation of intergenerational heterogeneity. Further research is suggested to use a 
longitudinal design to confirm causal relationships, incorporate mixed measurement methods such as interviews 
or observations to minimize bias, and expand the sample across sectors and cultures to make the findings more 
generalizable. In addition, other antecedent factors of work engagement also need to be researched on other job 
demands such as workload, emotional load, and other cognitive loads. Likewise, the impact factors of work 
engagement on the organization, such as performance and burnout. 

 
4. CONCLUSION 

This study shows that perceived organizational support significantly influences work engagement, both 
directly and through psychological well-being as a mediator. This mediation path is proven to be more dominant 
than the direct influence of perceived organizational support on work engagement, confirming that psychological 
well-being is a core mechanism in strengthening work engagement. Additionally, the multidimensional results 
show that the vigor aspect is more responsive to psychological well-being, although empirically the three 
engagement aspects tend to overlap and are perceived as a relatively unidimensional construct. The theoretical 
contribution of this research lies in strengthening the Job Demands Resources (JD-R) model and Organizational 
Support Theory with empirical evidence from the Indonesian public organizational context. This research 
clarifies that PWB is not only an outcome, but also an active personal resource that transforms organizational 
support into work energy and engagement. The finding of path differentiation based on job title also expands the 
literature by adding a new perspective that structural and non-structural positions have different engagement 
mechanisms. Overall, this study enriches academic understanding of the relationship between perceived 
organizational support, psychological well-being, and work engagement, while also confirming the importance of 
psychological well-being as a foundation for work engagement in high-demand organizations. Thus, these results 
not only address the research gap regarding the role of psychological well-being mediation but also provide a 
scientific basis for developing more adaptive human resource management models in the public sector and other 
sectors with similar characteristics. 
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