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ABSTRACT 

Employees are expected to have a high level of work engagement. However, there are conditions that might affect the 

level of employee engagement, e.g. conflicts between work and family life. When an employee is married, the role of 

the individual is divided between being an employee and being a wife or husband which can include the role as parents. 

This study aims to determine the level of job crafting, work family enrichment and work engagement among married  

employees. Participants in this study were 226 married employee, male and female, had worked for at least 1 year in a 

construction company in Indonesia. Data was collected using three questionnaires used in this study, which are: 

the Utrecht Work Engagement Scale (UWES) developed by Schaufeli, Salanova, González-Roma, and Bakker 

(2002), Work Family Enrichment Scale developed by Kacmar, Crawford, Carlson, Ferguson, and Whitten (2014), 

and Job Crafting Questionnaire developed by Slemp & Vella-Bodrick (2013). The results showed: 1) there is direct 

effect between job crafting to work family enrichment ; 2) there is  direct effect between job crafting to work 

engagement , 3) there is direct effect between work family enrichment to work engagement  , 4) there is a significant 

indirect effect between job crafting through work family enrichment to work engagement. This means job crafting 

strategies can be used by married employees to increase their engagement level. 
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1. INTRODUCTION

Organizations need to maintain employee 

engagement in order to display optimal 

performance.  Employees with high work engagement 

are aware of the business context and together with their 

peers improve performance for the benefit of the 

organization [1]. This attitude can be shown from their 

morale, discipline, and performance. Work 

engagement can increase commitment to the 

organization and improve employee performance  

[2]. Job resources, organizational commitment, and 

employee performance increase, work engagement will 

have a positive impact on company finances. 

Employees are expected to have a high level of work 

engagement. However, there are conditions that might  

affect the level of employee engagement, for example 

conflicts between work and family  

life. When an employee is married, the role of the 

individual is divided between being an employee and 

being a wife or husband which can include the role of 

father or mother. When this role is divided, conflicts will 

arise where individuals must be able to balance their roles 

and sacrifice one of the roles.  All roles that have 

demands that must be fulfilled, if one or all of the roles 

are not fulfilled, then it will bring up a negative 

thing. Individuals who work, then have families and 

children, are expected to perform both roles  as well [3]. 

The study of how important the balance between 

work and family roles is called work family enrichment . 

Work family enrichment is  considered important for 

employees and organizations because the positive 

relationship between work and family is important in the 

lives of employees, organizations, and human resources 

[4]. The existence of this positive relationship will lead 

to a positive and productive work 

environment. Organizations that pay attention to their 

employees in balancing roles between work and family  

can indirectly help employees in managing  

responsibilities between work and family [5]. The 

importance of work family enrichment , which is the 

balance between work and family able to 

improve outcomes related to individuals, families, and 

organizations [6]. 

Conditions of work family enrichment can be 

accomplished in several ways. One of them is 

through job crafting. Job crafting can be a strategy to 
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improve work family enrichment, for example through 

increasing job resources, and reducing job demands. Job 

crafting is the ability of employees to face job demand 

and increase job resources to optimize work and achieve 

their work goals. This can happen because employees 

who do job crafting can utilize their knowledge, skills , 

abilities and needs to adjust to accomplish their work [7]. 

Job crafting also has a positive effect on work 

engagement . This is in line with the findings of several 

experts which showed that job crafting is also able to 

predict employee performance. Employees with  

high work engagement are indeed active employees, who 

are able to change their work environment, and not just 

passive employees [8]. 

Employees who have high job crafting are able 

to redesign their work in a way that is personally 

meaningful. The combination of high job demands and 

resources can facilitate work engagement, and job 

crafting has the potential to change the way employees 

look at the meaning of their work and their work 

identities in various situation [9]. Job crafting involves 

limiting the tasks of work both physically and 

cognitively. Changes in task constraints can be said that 

employees change the form or amount of their activities 

while working, while changes in cognitive form can be in  

the form of how employees change their views of their 

work. Changes made by employees are considered 

important because it can improve and benefit the 

achievement of work. 

At present, there’s still little amount of studies that 

have examined the relationship between job 

crafting and family enrichment work , especially in  

Indonesia. Job crafting is a significant antecedent for 

work family enrichment [10]. Based on previous 

research, it also indicates that there will be a possible path 

of correlation between job crafting, work family  

enrichment and work engagement [8, 10]. Therefore, this 

research is interested in further studying how the 

relationship between job crafting, work family  

enrichment and work engagement for married  

employees, with the focus of work family enrichment as 

a mediator variable.  

2. LITERATURE REVIEW

2.1. Work Engagement 

Work engagement is a situation where organizational 

members have positive feelings and emotions, 

enthusiasm, and full dedication to the company's tasks 

[11]. Work engagement is a combination of satisfaction 

and commitment, where satisfaction is in the emotional 

realm, while commitment is more on the efforts of 

individuals to pursue something that is expected through 

their work. Work engagement is a mental condition that 

effect the job [12].  Work engagement as a positive, 

satisfying state of mind, related to work that is 

characterized by enthusiasm, dedication, 

and appreciation. 

There are three dimensions of work engagement, 

namely: 1) Vigor, a very high motivation in individuals 

that will bring mental strength to carry out their work and 

solution to resolve problems when carrying out their 

work , 2) Dedication, a psychological feeling where the 

individual feels enthusiastic and happy about the 

challenges at work and willingness to complete it , 

3) Absorption, where individuals appreciate their work

when they concentrate and focus on their work to provide

optimal results [13].

2.2. Work Family Enrichment 

Work family enrichment is the experience of 

individuals in carrying out one role and can improve the 

quality of life in other roles [14]. Work family  

enrichment is a situation where families get something 

good out of roles as workers and get something good job 

also of its role in the family [15]. The concept of two-way  

and multidimensional work family enrichment as a way 

that the role of the family benefits from the role of work 

through developmental resources, positive influence, and 

psychosocial capital gained from involvement in work 

[16].  

Work family enrichment then defined as how the role 

of work benefits from the role of the family through 

developmental resources, positive influences, and gains 

in efficiency obtained from involvement in the 

family.  Two dimensions of work family enrichment , 

which are : a) Work-to-Family enrichment, is a state in  

which work can influence individuals to become better 

family members, and b ) Family-to-Work enrichment, is 

a condition where the family can influence individuals to 

become better employees [17]. 

2.3. Job Crafting 

Job crafting is described as the way employees take 

an active role in initiating changes in the physical, 

cognitive, or social features of their work. This is an 

informal process where workers use it to shape their work 

practices so that they are in line with their special 

interests and values. In this way, job crafting is a form of 

proactive behavior, more driven by employees than 

management [18].  

The job crafting aspect used in this study refers to the 

model from Wrzesniewski and Dutton [19]. They suggest 

that there are three forms of job crafting, namely: 1) Task 

crafting, referring to initiate changes in the number or 

types of activities a person completes on the job (e.g., 

introducing new tasks that are more in line with  

someone's skills or interests), 2) Relational crafting, 
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including how to interact with someone at work (e.g., 

making friends with people with similar skills or 

interests), 3) Cognitive crafting, including how someone 

'sees' their work, with a view to making it more 

meaningful in person (e.g., recognizing the effect of a 

person's performance on the success of the organization 

or community). 

2.4. Hypotheses 

Based on the explanation of the research framework 

above, the hypotheses in this study are: 

H1 : There is a direct effect between job crafting and 

work family enrichment.   

H2: There is a direct effect between job crafting and work 

engagement.   

H3 : There is a direct effect between work family  

enrichment and work engagement.   

H4 : There is an indirect effect between job crafting  

through work family enrichment on work engagement.  

3. METHODS

3.1. Participants 

Participants in this study were employees who were 

married, male and female. All respondents are employees 

who work at a national company in Indonesia. From the 

questionnaire distributed, 226 data 

were obtained, consisting of 27 women and 199 

men. The gender imbalance occurs because the field of 

work where data is collected is the field of construction 

work that is dominated by men.  

3.2. Data Collection 

Data collection in this study was conduct using three 

questionnaires. There are work engagement scale, work 

family enrichment scale, and job crafting scale. 

3.2.1. Work Engagement Scale 

Measurement of work engagement was adapted from 

the Utrecht Work Engagement Scale (UWES) measure 

developed by Schaufeli, Salanova, González-Roma, and 

Bakker [[12] . There are 17 items on this scale. The work 

engagement measurement tool has seven answer choices 

that are used to respond to each item of statement given 

to the participant. The answer scale choice used in this 

study is a ranking with a range of 0 ( never ) 

to 6 ( always / every day ) . The scale of work 

engagement in this study has the Alpha Cronbach 

reliability coefficient of 0.939. The results of the item 

validity test show the total aitem correlation index ranged 

from 0.271 to 0.780. 

3.2.2. Work Family Enrichment Scale 

Measurement of work family enrichment was adapted 

from the Work Family Enrichment Scale developed by 

Kacmar, Crawford, Carlson, Ferguson, and Whitten [17]. 

The scale consist of 18 items. Work family 

enrichment scale has five answer choices that are used to 

respond to each item statement given to 

participants. Answer choices scale used in this study is 

a ranking of the range of 1 ( Strongly disagree ) 

to 5 ( Strongly agree ) . Based on the results of the 

reliability test, Alpha Cronbach's value for this scale was 

0.939. While the results of the item validity test show the 

total item aitem correlation index ranged from 0.634 to 

0.836. Therefore it can be concluded that the scale of 

work family enrichment has a good reliability. 

3.2.3. Job Crafting Scale 

Job crafting measurement was adapted from Job 

Crafting Questionnaire developed by Slemp & Vella -

Bodrick [20]. There are 19 items on this scale. The scale 

of job crafting has six choice answers are used to respond 

to every item statement given to participants   the range 

of 1 ( Almost never / a few times a month or less  ) 

to 6 ( always / every day ).  The job crafting scale in this 

study has an Alpha Cronbach reliability coefficient of 

0.903. The results of the item validity test show the total 

aitem correlation index ranged from 0.369 to 0.633. 

3.3. Data Analysis 

Hypothesis testing is conducted with simple 

mediation technique by PROCESS v3.4 through 

SPSS macros for Simple Mediation. Simple mediation is 

a design of mediation analysis that involves only one 

mediator variable. Mediation is said to occur if: 1) the 

independent variable correlates significantly with the 

mediator variable, 2) the independent variable correlates 

significantly with the dependent variable even though the 

mediator variable does not exist, 3) the mediator variable 

has a significant correlation with the variable dependent, 

4) the correlation of the independent variable with the

dependent variable will decrease if the mediator variable

correlation is added to the model.

4. RESULTS

4.1. Data Description 

Demographic description of the participants and the 

distribution of scores of each study variable can be seen 

through Table 1. 

Table 1. Data Description 

Min Max M SD 

JC 1 6 45 38.73 5.422 

WFE 19 45 39.69 4.766 

WE 19 45 83.10 11.89 

Age 24 58 40.53 9.16 

Tenure 0 32 14.71 9.47 

Number of 

children 
0 6 2.43 

1.17 

WFE = work family enrichment, JC = job crafting, WE 

= work engagement  
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Based on the results of data analysis  in Table 2, it  

is known that the majority of participant had very high 

scores in job crafting (85%). Only a small proportion 

have a moderate score (0.4%). There are no respondents 

who have very low and low scores. In the work family  

enrichment variable, scores are quite varied. Most 

respondents have high scores (50.9%) and very high 

(46%). A small proportion had a moderate score (2.7%) 

and a low score (0.4%). There are no respondents who 

have very low scores. The distribution of work 

engagement scores showed that the majority of 

participants have very high categorization scores 

(66.8%). The number of participants with high scores 

was 27.4% and those with moderate scores were only 

5.8%. There are no respondents who have very low and 

low scores. 

Table 2. Data Distribution 

Category JC WFE WE 

f %  f %  f %  

Very low 0 0 0 0 0 0 

Low 0 0 1 0.4 0 0 

Moderate 1 0.4 6 2.7 13 5.8 

High 33 14.6 115 50.9 62 27.4 

Very 

high 
192 85 104 46 151 66.8 

4.2. Hypothesis Testing 

Hypothesis test results produce the following data 

output as seen in Table 3.  

Based on the table above it can be seen that: 

a. There is a direct effect between job crafting and work

engagement (B = 0.708, p = 0.000), then Hypothesis

1 is accepted.

b. There is a direct effect between job crafting and work

family enrichment (B = 0.531, p = 0.000) so that

Hypothesis 2 is accepted.

c. There is a direct effect between work family

enrichment and work engagement (B = 0.542, p =

0.00), then Hypothesis 3 is accepted.

There is a job crafting effect on work engagement by 

controlling work family enrichment (B = 0.420, p = 

0.000).  

Table 3.  

Hypothesis Testing 

Independent 

Variables  

Dependent 

Variables  B Sig. 

JC WE 0.708 (c) 0,000 

JC WFE 0.531 (a) 0,000 

WFE WE 0.542 (b) 0,000 

JC*WFE WE 0.420 (c ') 0,000 

While the results of indirect effect analysis to see the 

mediation effect showed the magnitude of the coefficient  

B = 0.288 (p <0.05) with an effect size of B = 0.249 (p 

<0.05). Confidence interval (CI) of the indirect effect is 

significant (above 95%), with a lower limit and upper 

limit of the CI were 0.1881- 0.407 . Thus it can be 

concluded that work family enrichment has mediated the 

relationship between job crafting and work engagement 

among married employees. To see the results of the 

analysis more clearly can be seen in Figure 1 and Figure 

2.  

Figure 1. Direct effect model 

The correlation test for each job crafting’s 

dimensions on each work engagement’s and total scores 

indicate that all dimensions of job crafting have 

significant correlation with work engagement 

scores. The cognitive crafting has the strongest 

correlation, whereas task crafting has the weakest 

correlation. The correlation test for each job crafting’s 

dimensions on each work family enrichment’s and total 

scores indicate that all dimensions of job crafting have 

significant correlation with work family enrichment  

scores. The cognitive crafting has the strongest 

correlation, whereas task crafting has the weakest 

correlation. The correlation test for each work family  

enrichment’s dimensions on each work engagement’s 

and total scores indicate that all dimensions of work 

family enrichment have significant correlation with work 

engagement scores. The work to family aspect has a 

stronger correlation to vigor. While the family to work 

has stronger correlation with dedication and absorption.  

The results indicate that there is a correlation between 

age and job crafting variables. It is also found that the 

age of the participants significantly correlated with work 

engagement, work family enrichment and job crafting  

scores. Participant’s work tenure also correlated with  

work engagement, work family enrichment and job 

crafting scores . The number of children also significantly  

correlated with all research variables. However, it should 

be noted that all of these correlations are weak. 

Figure 2. Indirect effect model 

Job Crafting  
Work 

Engagement 

c = 0.708, p = 0.000 

JC WE

WFE
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5. DISCUSSION

The results are in line with Kuntari's study [3] that

there is positive relationship between work family 

enrichment and work engagement . This can occur 

because employees are able to apply all the knowledge, 

experience, and skills that they have or will develop 

when they carry out their roles in work and family. Other 

results from Klerk, et al [21] show that the dimensions 

of work family enrichment are related to various work 

resources and work engagement dimensions , also to job 

satisfaction and career satisfaction. In addition, Wayne, 

et al [22]  reveals the care and support of families for 

employee, can make employees feel ease in the 

workplace. 

Greenhaus and Powell [14] establish instrumental and 

affective pathways where work and family resources 

introduce work family enrichment. In this dual track 

model, five types of resources resulting from 

participation in roles are identified: skills and 

perspectives, psychological and physical resources, 

social capital resources, flexibility, and material 

resources. The instrumental path shows that the resources 

that accumulate in role A (work or family) can directly  

influence high performance in role B (family or 

work). The affective pathway shows that the resources 

derived from role A produce a positive influence on role 

A, which in turn produces high performance in role B. In 

addition, through the instrumental and affective pathway, 

the resources obtained in role A ultimately influence the 

positive influence in role B, because of the effect of 

increasing performance in role B. According to this 

proposition, roles that are characterized by high 

performance and positive influence must be the most 

proximal factor in predicting work family enrichment. 

Theoretical reasons also show a positive relationship 

between work engagement and the two-track process that 

underlies work family enrichment. According to 

Greenhaus and Powell [14] the first instrumental path, 

knowledge, skills, and various resources in role A will 

directly improve performance in role B. Knowledge, 

skills, and various resources in the workplace are 

transferred and used in the domain family through 

experience high work engagement. Highly engaged 

employees are characterized by a strong identity with  

work and recognition of meaning and significance in the 

work. Highly engaged employees also welcome 

challenges and believe that they will continue to learn and 

experience personal growth [23]. Highly engaged 

employees believe that what they do at work is 

meaningful, so they can crystallize knowledge, skills and 

resources, which in turn are more easily transferred to 

their family domain. Likewise, according to Greenhaus 

and Powell's  [14] influencing pathways (knowledge, 

skills, and various resources in role A will lead to positive 

influences in both roles A and B), highly engaged 

employees are characterized by passion, energy, and 

mood who is happy while working. This mood can 

immediately extend to the family realm and facilitate the 

performance of family roles, which in turn will enhance 

the positive mood in the family realm. 

Conditions of work family enrichment can be 

accomplished in several ways. One of them is 

through job crafting . Rastogi & Chaudary [7] found that 

job crafting can be one of the methods to improve work 

family enrichment, for example through increasing job 

resources , and reducing job demands. Job crafting is the 

ability of employees to face job demands and increase job 

resources to optimize work and achieve their work goals 

[9]. This can happen because employees who do job 

crafting can utilize their knowledge, skills, abilities and 

needs to adjust to the work done. 

Research conducted by Petrou [8] shows that job 

crafting also has a positive effect on work 

engagement . This is in line with the findings of several 

experts who show that job crafting is also able to predict 

employee performance empirically [24]. According to 

Bakker & Bal [23] employees with high work 

engagement are indeed active employees, they are 

employees who are able to change their work 

environment, and not just passive employees. 

Job crafting can be said is potential to balance 

job demands with job resources   [25], both of which are 

factors that can influence the level of employee 

engagement. Where the demands of the job (job  

demands) cannot always be overcome with the resources 

owned by employees (personal resources) and the 

resources derived from the job (job  

resources). Employees can actively change their work so 

that it can be adjusted to their interests through selecting 

tasks and negotiating job content (task crafting), 

then improvising relationships with  

colleagues (relational crafting), and determining  

the meaning of their work (cognitive crafting). Thus, if 

employees have a high level of ability to crafting work 

in terms of their tasks, cognitive and relationships 

at work, the level of work engagement will also high. 

As explained above, job crafting is a process in which 

employees change their job features. Job characteristics 

theory suggests that people can be more motivated by 

designing their work. The job task itself will motivate 

employees, so challenging work will motivate more 

employees. Job crafting is built according to the job 

demands-resources model, which changes job 

characteristics (job demands and job 

resources. Employees can do job crafting on their work, 

both at the level of job demands, the level of work 

resources, or both [9]. The study found that if employees 

did job crafting, for example by asking for feedback, their 

experience of colleague support would be higher. Thus, 

employees can influence their own social work resources 

[26], which can lead to more colleague 

support. Moreover, employees who experience more 

colleague support can have higher levels of work 

engagement. This is in line with the motivation process 

where an increase in work resources leads to an increase 

in work engagement [26]. 
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Employees who make their social work resources will 

experience a higher level of work resources (i.e . 

colleague support) [9]. A meta-analysis [27] shows that 

job resources are positively related to work 

engagement. Employment resources, such as social 

support, should play the role of extrinsic and intrinsic 

motivation. Extrinsic motivation is a role because it  

contributes to achieving work goals and the role of 

intrinsic motivation is because it advances employee 

learning and development. Previous studies have shown 

that social support and performance feedback have 

positive outcomes on work engagement. Several studies 

have shown that there is a positive relationship between 

colleagues support and work engagement. Employees  

who redesign their work score higher job resources such 

as autonomy, job identity, and feedback [28]. In addition, 

these employees also scored higher on their welfare such 

as work engagement.  

Another explanation that shows 

a positive correlation between the two variables is 

through the linkage of work engagement with proactive 

behavior. According to Bakker & Leiter [2017] proactive 

behavior can be showed in an increase in one's 

work engagement. Proactive action, cognition, 

and attention can increase the personal resources. In 

addition, personal resources have the most influence on 

work engagement [29]. One form of proactive behavior 

is job crafting. Wrzwsniewski and Dutton [19] state that 

the emphasis of job crafting is on the proactive behavior 

of employees in making changes to the boundaries or 

scope of their work to find identity or meaning in their 

work.  

6. CONCLUS ION

The results showed that there are direct effect

between job crafting to work family enrichment,  job 

crafting to work engagement, and work family  

enrichment to work engagement. Work family  

enrichment has mediating effect on the relationship 

between job crafting to work engagement.  

6.1. Reccomendations 

Married employees need to proactively carry out job 

crafting strategies, for example through efforts to change 

work procedures. Job crafting is proven to have two 

benefits at the same time for employees, which can 

increase work family enrichment and also work 

engagement.The company can also help employees to 

improve work family enrichment and work engagement 

by reducing job demands and increasing job resources in 

the company, for example by increasing work culture so 

that there is better social support, or decrease the 

workload. 

6.2. Suggestion for Further Research 

Researchers are expected to narrow the characteristics 

of respondents in subsequent studies  so as to develop 

research results so that they are more varied and 

minimize the possibility of abnormality of research 

data. For example, further research is only devoted to 

married female employees, because according to Naidoo 

and Jano (2002) women who play a dual role tend to have 

an impact on their work lives and personal lives.  Future 

research can try to use Job Demand Resources modeling  

to see the big picture of how the interaction between 

organizational support and personal resources in the 

relationship between job crafting and work engagement, 

especially for married employees.  

REFERENCES 

[1] Pri, R., & Zamralita, Z. (2018). Overview of work

engagement on employees at PT EG (manufacturing

industry). Muara Journal of Social Sciences,
Humanities, and Art , 1 (2).

[2] Man, GS, & Hadi, C. (2013). The relationship

between perceived organizational support and work

engagement of private high school teachers

in Surabaya. Journal of Industrial and

Organizational Psychology , 2 (2), 90-99.

[3] Kuntari, CMISR (2015). Relationship between work-

family enrichment and work engagement among

female nurses. Jurnal Psikologi Ulayat:: Indonesian

Journal of Indigenous Psychology , 2 (1), 407-
417. DOI : 10.24854/jpu12015-35

[4] Dhamayantie, E. (2018). The role of social support in

positive work-family interactions and life 

satisfaction. EQUITY: Journal of Economics 

and Finance , 18 (2), 181-200. 

[5] Stoddard, M., & Madsen, SR (2007). Towards an

understanding of the link between work-family

enrichment and individual health. Journal

of Behavioral & Applied Management , 9 (1).

[6] Bhargava, S., & Baral, R. (2009). Antecedents and

Consequences of work- family enrichment among

Indian managers. Psychological

Studies , 54 (3), 213. DOI : 10.1007/s12646- 009-
0028-z.

[7] Rastogi, M. & Chaudary, R. (2018). Job crafting and

work family enrichment: the role of positive work

engagement. Personnel Review, 47 (1).

[8] Petrou, P., Demerouti, E., Peeters, M., Schaufeli, W.,

& Hertland, J. (2012) Crafting a job on a daily basis :

contextual correlates and the link to work

engagement. Journal of Organizational Behavior, 33
(8), 1120-1141.

[9] Tims, M., Bakker, A., & Derks, D. (2013). The impact

of job crafting on job demands, job resources and

well-being. Journal of Occupational Health
Psychology, 18 (2), 230-240.

[10] Lapiere, L., Li, Y., Kwan, H., Shao, P. (2018). A

meta-analysis of the antecedents of work family

Advances in Economics, Business and Management Research, volume 218

235

https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.24854%2Fjpu12015-35?_sg%5B0%5D=yZmfPRCXEyMGG1l9hhDve2pfWuEh2RucDDKDSsasmDMX2EG1wnfZukbkHVX7kBp19Gp28HPLypz9Au8C9n-O8zelKA.VFz8FWXZq_y4_bj0ZvQAEw8ZA8eQGtm1jQUPT8CD6nQWOF9QvMAhgdx9C5fK6xb6WX46_23IP-de86IXONVb0Q
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1007%2Fs12646-009-0028-z?_sg%5B0%5D=z8r0fhYS98Wl2KcXU5dwHu23klV5EsANscvMCTvCHuY0P1OBb4tV8jSQ9aHC310oh5SSrNbgGavthUjoGS97oG-t-Q.eC_dV7W8VbQYRHjM7OmahmkCreWg10Nfv3_hTvA_b12h1Wm1VTs1ioGMlpkCHy0ttqJLLOXlUh-hP-GBk8BhVw
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1007%2Fs12646-009-0028-z?_sg%5B0%5D=z8r0fhYS98Wl2KcXU5dwHu23klV5EsANscvMCTvCHuY0P1OBb4tV8jSQ9aHC310oh5SSrNbgGavthUjoGS97oG-t-Q.eC_dV7W8VbQYRHjM7OmahmkCreWg10Nfv3_hTvA_b12h1Wm1VTs1ioGMlpkCHy0ttqJLLOXlUh-hP-GBk8BhVw


enrichment. Journal of Organizational Behavior, 39 
(4).  

[11] Bakker, AB, Schaufeli, WB, Leiter, MP, & Taris,

TW (2008). Work engagement: An emerging concept

in occupational health psychology. Work & 

Stress , 22 (3), 187-200. DOI : 

10.1080/02678370802393649 

[12] Schaufeli, WB, Bakker, AB, & Salanova, M.

(2006). The measurement of work engagement with a

short questionnaire: A cross-

national study. Educational and Psychological 

Measurement , 66 (4), 701-716. DOI : 
10.1177/0013164405282471 

[13] Schaufeli, WB, Salanova, M., González-Romá, V.,

& Bakker, AB (2002). The measurement of

engagement and burnout: A two sample confirmatory

factor analytic approach. Journal of Happiness

Studies, 3 (1), 71-92. DOI :
10.1023/A:1015630930326

[14] Greenhaus, JH, & Powell, GN (2006). When work

and family are allies: A theory of work-family

enrichment. Academy of management review , 31
(1), 72-92. DOI : 10.5465/AMR.2006.19379625

[15] Cucuani, H., & Fitriyani, E. (2017). Relationship of

family supportive supervisor behavior at work with

work family enrichment in working

women. Marwah: Journal of Women, Religion

and Gender , 16 (1), 1-12. DOI :

10.24014/marwah.v16i1.3562

[16] Carlson, DS, Kacmar, KM, Wayne, JH, &

Grzywacz, JG (2006). Measuring the positive side of

the work – family interface: development

and validation of a work – family enrichment

scale. Journal of Vocational Behavior , 68 (1), 131-
164. DOI : 10.1016/j.jvb.2005.02.002

[17] Kacmar, KM, Crawford, WS, Carlson, DS,

Ferguson, M., & Whitten, D. (2014). A short and

valid measure of work-family enrichment. Journal

of Occupational Health Psychology , 19 (1),

32. DOI : 10.1037/a0035123

[18] Grant, A. & Ashford, S. (2008). The dynamics of

proactivity at work. Research in Organizational
Behavior, 28, 3-34.

[19] Wrzesniewski, A. & Dutton, J. (2001). Crafting a job

: revisioning employees as activate crafters of their

work. The Academy of Management Review, 26 (2),
179-201.

[20] Slemp, G.R., & Vella-Bodrick, D.A. (2013). The job

crafting questionnaire: a new scale to measure the

extent to which employees engage in job crafting.
International Journal of Wellbeing, 3 (2).

[21] Klerk, MD, Nel, JA, & Koekemoer, E.

(2015). Work-to-family enrichment: Influences of 

work resources, work engagement and satisfaction 

among employees within the South African  

context. Journal of Psychology in Africa , 25 (6), 
537-546. DOI: 10.1080/14330237.2015.1124606 

[22] Wayne, JH, Randel, AE, & Stevens, J. (2006). The

role of identity and work – family support in work –

family enrichment and its work-related  

consequences. Journal of Vocational 

Behavior , 69 (3), 445-461.  DOI : 

10.1016/j.jvb.2006.07.002 

[23] Bakker, AB, & Bal, PM (2010). Weekly

engagement and performance work: a study among

starting teachers. Journal of Occupational and

Organizational Psychology , 189-206. DOI :
10.1348/096317909X402596

[24] Albana, H. (2019). The relationship between job

crafting and employee performance mediated by

work engagement in terminal teluk lamong,
Surabaya. Jurnal Ilmu Manajemen, 7 (1).

[25] Bakker, A. & Leiter, M.(2017). Strategic and

proactive approaches to work engagement.

Organizational Dynamics, 46, 67-75

[26] Xanthopoulou, D., Bakker, AB, Demerouti, E., &

Schaufeli, WB (2009). Reciprocal relationships

between job resources, personal resources, and work

engagement. Journal of Vocational Behavior , 74 (3),
235-24 DOI : 10.1016/j.jvb.2008.11.003

[27] Halbesleben, J. (2010). A meta-analysis of work

engagement: relationship with burnout, demands,

resources, and consequences. Work Engagement :
Handbook of Essential Theory and Research.

[28] Hakanen, JJ, Bakker, AB, & Schaufeli, WB

(2006). Burnout and work engagement among

teachers. Journal of School Psycholoy , 495-513.
DOI : 10.1016/j.jsp.2005.11.001

[29] Ayu, D., Maarif, M., & Sukmawati, A. (2015).

Relationship between job demands, job resources and

personal resources to work engagement. Jurnal 
Aplikasi Bisnis dan Manajemen, 1 (1).

Advances in Economics, Business and Management Research, volume 218

236

https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1080%2F02678370802393649?_sg%5B0%5D=659Tv-454trj8K0DqBPP0jWquubXapQHakVsNBb8L40DF1R0AzpwOrg2oP0w-pRcHYhx5hi7sdG9EeYWruY0CBLU7w.2ZzVV209Q9ia9meON1K_y-wOwV_13KpWN_YOPDHxj3vxdxPvG6fSfvmFMLffuiDG6vqR6qPrF-QWu-_WPPa3Yw
https://doi.org/10.1177%2F0013164405282471
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1023%2FA%3A1015630930326?_sg%5B0%5D=tk_rfPN2bBSSNpWR3vkY-bKqOIe2vIvzY1Jm49SarUjGBSljVk9-7Rx4UTSrKF74ocaG2c5ip5aWgJoKLwduSAdG3Q.if92IzJKpx6k3qHJeYz73gh9Kcq9OjapwCCu-1QKJYZgs2c_gysRfvQGaCIZ3y6hvYZ2J18B17EWDzbxFTjGXw
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.5465%2FAMR.2006.19379625?_sg%5B0%5D=Ha47rSKrnO-4GH2wq9CbxKWZqY4cztOo-89R_9bp6pnZ87INB_NyjcuVW1Oa46Nzl1lkeFSe_1XjZMHK9D0tVLUyyA.xjvRdmZB5g2rshkCHzFqRBX3MTKF48ICVD20E-933wALPT6xJ_0Q8TE0iTcNfky0c6cH-2UBGMbQ0GlG3G-ezQ
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.24014%2Fmarwah.v16i1.3562?_sg%5B0%5D=VF5BMgI9lHb96-nhEcvJqTSxJgn_5b1ASqELhwzWy7e6iHKsBaX5tOe4N1oAtSfmaSbpifRURbFnw4zyvsuObQKsdQ.ywxamQEXSEtqg_sQ4SAiqxrLZ6tj36V4jUmyFwFxAKnR1jxO8yz1DnyoytYCo2vEmfA6RkZ-GaWaX2BUIHzolg
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1016%2Fj.jvb.2005.02.002?_sg%5B0%5D=HuXsH2qGN0YfKYRYCMTIb8VrWzN2O40EB7gEVF-suepTUAH_NxtZB7DlQFQnXzxrzoa2qLXJLHEct4u2T1lKP4m3Ng.uGs2Njief99MlIISKPXSCszNb6mxHWL08BM6JoU2KZYqbl-ZnErlcHUazc92O0FbTS_QhYo8uvc_weEgFf-ASQ
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1037%2Fa0035123?_sg%5B0%5D=YOBa6TR5AGxEz8mJjnKGo4va57Mh-Sprabcel_dkoKBBV_k2YcuDIeu0Kodk424F0BLzkzGkee_EKd8trWqJK7sCBg.453ugf7eaTauUA3U-dseT-E-BKbH9VYouLj8Y1v2HjnNTE3T76de_rSMoYhxxO18ZxKo4mk-qlBnQTCeee_wpw
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1080%2F14330237.2015.1124606?_sg%5B0%5D=RhrQKAtKy_nCWpUbBHJDzLuyXxx-66h-pV-w0IQL3r_suaA7XuxCJaIHLO3jVozWpIue66Lnc8Dvq-ZuBhdkX2FnvQ.p9TtB0v2YVtmqKmmXj3NkpWWAQ8kTVspehuKj-wf2SQ5DvPggXxHPbUUZP4FNmlJltOsPDrsxMdMIyDQvwucMA
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1016%2Fj.jvb.2006.07.002?_sg%5B0%5D=1VLdU82fKMTFocIhoPZ38OKxACQLSGsx05OCh6W9Ey-1HAlJJ86awAKmqeUPNH4W_Yb4e7k1hANLDrQPN-0Jk8FC_g.97SN78l3AwDay2jIi629AM3wDUmsA4Xzx-a-6S4tA8djBJaqFHXnMmCNoA1eGAOKtl9nhlarDRUYAZ3XOIf2uQ
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1348%2F096317909X402596?_sg%5B0%5D=1uGdAfoJ7FONGGAzk23UhB82hXFgKzPj8vQSHas9BiPl0XG6B8FX6U8qgTtAK1mG_ZgiMrNPOTUzMnEihpxt61IGzg.JmDudHbAZX0evkCbFSnhRqASrOF-74a147E9noQjduqdP20Mf4ZZIQ2yYuU8cZD3-4R0Aeyx0j6Zpes4bbDMFQ
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1016%2Fj.jvb.2008.11.003?_sg%5B0%5D=zng_yvXYDr4KlgSs25EO4gATa2gKBUZIdI4RY5fKz08UuMsFm9__0HIFnHjas3ZkAyWRuhsNw_lgN7V40DHwrD-GPw.b9dmE-OhcON3p6H-A4BsPqz_Zjli3tsvOGlt-rEXsPOtq4cTEvqbPk13A_PpcFiqV9EvPIDfUPNKPawSAi-FSA
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1016%2Fj.jsp.2005.11.001?_sg%5B0%5D=cwIe0EthP4AO_rwvngsUxo2XkySFgqzzsYGJSLdt_l3ELv55AwRQaMV9dO5ld7YEHjrJLm9fy_DnIXty7rho2676rw.AlES9It8cu0GOUiTnPX_dmsp2JDST1TmyHoZjqvydYtmhNLWnBsS1EqAROX6qnl2gQjQ5O5QV0gYzR9lnkDMXg

