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This study was to analyze the effect of perceived organizational
support on employee engagement and its impact on employee job
satisfaction. This type of research is explanatory research with a
quantitative approach. Hypothesis testing using the hierarchical regression
analysis method with the help of SPSS version 21. The results showed that:
there was a positive influence on perceived organizational support on
employee engagement. with the result Z = 0.628; t = 6,096; p <0.001; there
is a positive effect of perceived organizational support on employee
performance indicated by the result Y = 0.791; t = 12,022; p <0.001; There

is a positive influence on employee engagement on employee performance
as indicated by Y = 0.323; t = 2,766; p <0.01); and employee engagement
can be proven as a mediating variable on the effect of perceived
organizational support on the performance of administrative employees.
So, there is an effect of perceived organizational support on employee engagement and its impact on
employee job satisfaction. These findings are expected to evaluate employee performance and understand
the process of implementing policies for employees.

Copyright © Universitas Pendidikan Ganesha. All rights reserved.

1. Introduction

Perceived organizational support is defined as employees' perceptions of the organization about
how much an organization appreciates the contribution and care for the welfare of its employees (Ariarni
& Afrianty, 2017; Luh et al,, 2020; Mursidta, 2017; Pertiwi et al., 2019). Perceived Organizational Support
can also be seen as an organizational commitment to employees (Lase et al., 2020; Mujiasih, 2015). If the
organization generally appreciates the dedication and loyalty of employees as a form of employee
commitment to the organization, the employees generally also pay attention to how committed the
organization has to them. (Fatdina, 2015). Employees with a high level of perceived organizational
support are more maximal in providing their performance so that perceived organizational support will
result in remuneration in the form of a level of engagement with employees or employee engagement
(Mufarrikhah et al., 2020; Simatupang & Salendu, 2019). Organizational support plays a very important
role in indicating the company's willingness to pay attention to and reward employee performance in
helping the company succeed (Panuju & Mangundjaya, 2018). So, Perceived organizational support will
have a positive impact on employee engagement.

Employee engagement is the spirit of employees at work that occurs because employees direct their
energy to work in line with the company's strategic priorities (Afendi et al., 2020; Asih & Dewi, 2017; Kang
et al,, 2020; Pringgabayu & Kusumastuti, 2016). This spirit is formed because employees feel attached to
the organization so that it has a positive potential for the organization, namely an increase in income.
Factors that influence Employee Engagement include (1) Job resources which refer to the physical, social
and organizational aspects of the work that allow workers to meet work demands related to their physical
and mental health, (2) Salience of Job re-sources, namely how the worker deals with job demands and
fulfills these demands, and (3) personal resource which is a positive self-evaluation that will relate to a
person's feelings towards his or her ability to succeed in managing and giving influence the environment
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(Bakker et al,, 2014). So, Employee Engagement is an employee's attitude and behavior at work by
expressing himself in totality both physically, cognitively, affective, and emotionally. Employees find
meaning in work, pride in being part of the organization where they work, working to achieve the overall
vision and mission of an organization. Employees will go the extra mile and strive for the above work so
that what is expected is achieved in both time and energy. In other words, with Employee Engagement,
employees will show their best performance (Fajriah & Darokah, 2016). Performance is intended as the
level of success of the individual as a whole during a certain period in carrying out the task compared to
the standard of work results, targets, or targets or criteria that have been determined and have been set
together. (Ariarni & Afrianty, 2017; Sufriadi, 2018).

Perceived Organizational Support has an impact on increasing company commitment, attitudes
towards work such as job satisfaction and positive mood job involvement, work performance, the desire
to stay in the company, and reduce pressure at work and reduce withdrawal behavior, resulting in an
increase in company productivity. The higher the level of perceived organizational support, the level of
employee engagement also increases, and conversely the lower the level of perceived organizational
support, the lower the level of employee engagement. Perceived positive organizational support from
employees will make employees work better by prioritizing commitment to goals, Monitoring their
behavior to ensure that what is done is correct and in accordance with the goals to be achieved, and also
uses intelligence to make choices on how best to complete a task and making decisions to correct if
needed is an indication of high engagement employees. Many studies have been conducted to determine
the relationship between Perceived organizational Support, employee engagement, and employee
performance.

Research conducted by Fatoni et al., (2018) shows that Perceived organizational support, employee
engagement has a significant effect on employee performance, as well as employee engagement and
organizational commitment, have a significant effect on OCB, and OCB has a significant direct effect on
employee performance. Research conducted by Dai & Qin, (2016) shows the results of the research show
that: first, Perceived organizational support and employee engagement thas a significant positive
correlation, perceived organizational support has a positive direct effect on employee engagement
employees; second, Perceived organizational Support can also play a role in k employee engagement
employees through organizational identification. Research conducted by Iskandar & Juhana, (2014), it was
found that the results of competence and work environment had a simultaneous effect on job satisfaction
by 61.3 percent. Ratanjee and Emond (2013) stated that there are 8% of Indonesian workers who have
work engagement, while 15% are in the category of actively disengaged, which means workers are not
only unhappy at work, workers are also disappointed because their needs are not met so they decide to
leave. from the company, every day these workers have the potential to ruin what their engaged
coworkers achieve. The purpose of this study to analyze the effect of perceived organizational support on
employee engagement and its impact on job satisfaction of administrative staff at the Regional General
Hospital dr. Zainoel Abidin Banda Aceh.

2. Methods

This type of research is explanatory research with a quantitative approach. The population in this
study were all employees at the Regional General Hospital dr. Zainoel Abidin Banda Aceh totaling 2,456
people. Sampling using probability sampling techniques with the type of cluster sampling selected by lot
from each section or division of 62 people. The questions in this research instrument come from previous
research. The questionnaire was filled in by respondents and the results were measured using a Likert
scale. The data analysis technique used in this research is descriptive statistical analysis and hierarchical
regression analysis. Descriptive Statistical analysis is used to obtain frequency data, percentage, and an
average score of respondents' answers for each question item for each variable. Hierarchical Regression
Analysis (Ariarni & Afrianty, 2017) was used to test the influence of employee engagement variable
mediation in the relationship between perceived organizational support and employee performance.

3. Results and Discussions

Hierarchical Regression Analysis Test Results, this analysis is used to test all research hypotheses.
Testing the effect of mediation uses a testing basis that requires testing 3 sets of relationships, namely the
relationship between (1) perceived organizational support and employee engagement, (2) perceived
organizational support (POS) and employee performance, (3) employee engagement and employee
performance. Table 1 presents the results of the hierarchical regression analysis consisting of 3 models:
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Table 1. Results of Hierarchical Regression Analysis for Hypothesis Testing

Model 1 Model 2 Model 3
Variable Employee Engagement Employee Employee
Independent (2) Performance (Y) Performance (Y)
Perceived Organizational 0.628 0.791 0.696
Support
Adjusted R2 0.372 0.702 0.702
F 37,164 144,539 144,539
Employee 0.218 0.237
Engagement 0.323
Adjusted R2 0.234 0.720 0.732
A Adjusted R2 0.030 0.030
F 12,146 16.5 84,102

Significant at p <.01; p <.001
Source: Researcher Processed Primary Data, 2020

Based on the hierarchical regression test in Table 1, it can be seen that all the hypotheses in this
study are supported by the following detailed explanations:

First, Hypothesis 1 (H1) perceived organizational support has a positive and significant effect on
employee engagement. Model 1 in table 1 shows that perceived organizational support has a positive and
significant effect on employee engagement (Z = 0.628; t = 6.096; p <0.001). This means that hypothesis 1
(H1) is supported. Based on the results of hypothesis testing, it can be concluded that perceived
organizational support has an influence on employee engagement at the Regional General Hospital dr.
Zainoel Abidin Banda Aceh.

Second, Hypothesis 2 (H2) suspects that perceived organizational support has a positive and
significant effect on employee performance. Model 2 in table 1 shows that perceived organizational
support has a positive and significant effect on employee performance (Y = 0.791; t = 12.022; p <0.001).
This means that hypothesis 2 (H2) is supported. Based on the results of hypothesis testing, it can be
concluded that perceived organizational support has an influence on the performance of employees at the
Regional General Hospital dr. Zainoel Abidin Banda Aceh.

Third, Hypothesis 3 (H3) suspects that employee engagement has a positive and significant effect
on employee performance. Model 3 in table 1 shows that employee engagement has a positive and
significant effect on employee performance (Y = 0.323; t = 2.766; p <0.01). This means that hypothesis 3
(H3) is supported. The results of hypothesis testing can be concluded that employee engagement has an
influence on employee performance at the Regional General Hospital dr. Zainoel Abidin Banda Aceh.

Fourth Based on the results of mediation testing conducted by researchers, it is known that
employee engagement mediates the relationship between perceived organizational support and employee
performance. Based on the results of the analysis of the effect of mediation, it was found that there was an
effect of mediation/mediation on employee engagement in the relationship between perceived
organizational support on employee performance, meaning that hypothesis 4 (H4) is supported. The
better the perceived organizational support for the organization, the more it can affect employee
engagement so that it can improve employee performance.

Discussion

Based on the research results that have been described, this study found several findings. First, the
effect of Perceived Organizational Support on Employee Engagement is shown by the results of Z = 0.628;
t=6,096; p <0.001 indicates that there is a significant influence between perceived organizational support
on employee engagement in regional public hospital employees, dr. Zainal Abidin. Perceived
organizational support or perceived organizational support is defined as employees' perceptions of the
organization about how much an organization appreciates the contribution and care for the welfare of its
employees (Ariarni & Afrianty, 2017; Luh et al., 2020; Mursidta, 2017; Pertiwi et al., 2019). Perceived
Organizational Support can also be seen as an organizational commitment to employees (Lase et al., 2020;
Mujiasih, 2015). If the organization generally appreciates the dedication and loyalty of employees as a
form of employee commitment to the organization, the employees generally also pay attention to how
committed the organization has to them. (Fatdina, 2015). Employees with a high level of perceived
organizational support are more maximal in providing their performance so that perceived organizational
support will result in remuneration in the form of a level of engagement with employees or employee
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engagement (Mufarrikhah et al.,, 2020; Simatupang & Salendu, 2019). Organizational support plays a very
important role in indicating the company's willingness to pay attention to and reward employee
performance in helping the company succeed(Panuju & Mangundjaya, 2018). So, Perceived organizational
support will have a positive impact on employee engagement. Thus, Perceived Organizational Support is
organizational support that is viewed with global conviction about the extent to which organizations
assess contributions, pay attention to welfare, listen to complaints, pay attention to life and consider goals
achieved, and can be trusted in treating employees fairly.

This research is in line with the results of research conducted by Alkasim & Prahara, (2019) shows
that there is a significant positive relationship between perceived organizational support and employee
engagement. The acceptance of the hypothesis in this study shows the coefficient of determination (R2) of
0.375, the perceived organizational support variable shows a 37.5% contribution to employee
engagement, and the remaining 62.5% is influenced by other factors, namely job characteristics, reward &
recognition, received supervisor support. Research conducted by Mufarrikhah et al., (2020) shows that
the results of perceived organizational support have a positive role in employee work engagement (F
value = 152.442; p = <0.005). Meanwhile, the effective contribution made by perceived organizational
support can predict work engagement by 33.8%. This means that perceived organizational support is
proven to have a role in the high and low level of employee work engagement.

Second, the influence of Perceived Organizational Support on employee performance. Based on the
test results, the results show Y = 0.791; t = 12,022; p <0.001, the results show that Perceived
Organizational Support has a significant effect on employee performance. Perceived organizational
support felt by employees affects behavior in carrying out their obligations and responsibilities. Perceived
Organizational Support has an impact on increasing company commitment, attitudes towards work such
as job satisfaction and positive mood job involvement, job performance, the desire to stay in the company,
and reduce pressure at work. Perceived positive organizational support from employees will make
employees work better by prioritizing commitment to goals, monitoring their behavior to ensure that
what is done is correct and in accordance with the goals to be achieved, and also uses intelligence to make
choices on how best to complete a task and making decisions to correct if needed is an indication of high
engagement employees. Performance is intended as the level of success of the individual as a whole during
a certain period in carrying out the task compared to the standard of work results, targets or targets or
criteria that have been determined and have been set together (Ariarni & Afrianty, 2017; Sufriadi, 2018).

Research conducted by Fatoni et al.,, (2018) shows that Perceived organizational support, employee
engagement has a significant effect on employee performance, as well as Employee Engagement and
organizational commitment, have a significant effect on OCB, and OCB has a significant direct effect on
employee performance. Research conducted by Dai & Qin, (2016) shows the results of the research show
that: first, Perceived organizational support and employee engagement thas a significant positive
correlation, perceived organizational support has a positive direct effect on employee engagement
employees; second, Perceived organizational Support can also play a role in k employee engagement
employees through organizational identification.

Third Effect of employee engagement on employee performance. The test results show that Y =
0.323; t = 2,766; p <0.01). Then the results of hypothesis testing can be concluded that employee
engagement has a positive and significant effect on employee performance at the Regional General
Hospital dr. Zainoel Abidin Banda Aceh. Employee engagement is an employee's enthusiasm for work that
occurs because employees direct their energies to work in line with the company's strategic priorities
(Afendi et al., 2020; Asih & Dewi, 2017; Kang et al., 2020; Pringgabayu & Kusumastuti, 2016). This spirit is
formed because employees feel attached to the organization so that it has a positive potential for the
organization, namely an increase in income. Factors that influence Employee Engagement include (1) Job
resources which refer to the physical, social and organizational aspects of the work that allow workers to
meet work demands related to their physical and mental health, (2) Salience of Job re-sources, namely
how the worker deals with job demands and fulfills these demands, and (3) personal resource which is a
positive self-evaluation that will relate to a person's feelings towards his or her ability to succeed in
managing and giving influence the environment (Bakker et al., 2014). So, Employee Engagement is an
employee's attitude and behavior at work by expressing himself in totality both physically, cognitively,
affective, and emotionally. Employees find meaning in work, pride in being part of the organization where
they work, working to achieve the overall vision and mission of an organization. Employees will go the
extra mile and strive for the above work so that what is expected is achieved in both time and energy. In
other words, with Employee Engagement, employees will show their best performance (Fajriah &
Darokah, 2016). Performance is intended as the level of success of the individual as a whole during a
certain period in carrying out the task compared to the standard of work results, targets, or targets or
criteria that have been determined and have been set together (Ariarni & Afrianty, 2017; Sufriadi, 2018).
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Fourth Based on the results of the mediation test conducted by researchers, it is known that
employee engagement mediates the relationship between perceived organizational support and employee
performance. Based on the results of the analysis of the effect of mediation, it was found that there was an
effect of mediation/mediation on employee engagement in the relationship between perceived
organizational support on employee performance, meaning that hypothesis 4 (H4) is supported. The
better the perceived organizational support for the organization, the more it can affect employee
engagement so that it can improve employee performance. Perceived positive organizational support
from employees will make employees work better by prioritizing commitment to goals, (Luh et al,, 2016;
Wardani & Anwar, 2019). Engagement is the key, both a leader or an employee must strive to have smart
engagement, leading to enthusiasm, motivation, and productivity, without causing fatigue. So, based on
the results of the research that Perceived Organizational Support and employee engagement greatly
impacted the performance of employees at the regional general hospital dr. Zainoel Abidin Banda Aceh.

4. Conclusion

Research and data analysis that has been carried out to employees at the Regional General Hospital
dr. Zainoel Abidin Banda Aceh regarding the effect of perceived organizational support on employee
engagement and its impact on performance, it can be concluded from the results of the study that
Perceived Organizational Support and employee engagement greatly impact the performance of
employees at the regional public hospital dr. Zainoel Abidin Banda Aceh. The higher Perceived
Organizational Support will have an impact on increasing employee engagement of employees which
directly affects career performance.
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