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Abstract

Objectives: This study examines whether psychological empowerment plays a role in job crafting and employee
well-being for workers who face horizontal educational mismatches. A horizontal educational mismatch could
be defined as a mismatch between the field of education and current occupation. This study shows that
horizontal educational mismatches which are increasingly commonplace in society, especially in Indonesia,
may affect the well-being of workers. Employee well-being describes the overall well-being of employees, such
as physical, psychological, and individual aspects.

Methods: The study’s respondents are 361 Indonesian workers with horizontal educational mismatches. The
study’s tools are employee well-being scale (EWBS), job crafting questionnaire (JCQ), and psychological
empowerment questionnaire (PEQ). The measuring tools were adapted into the Indonesian language, and data
was analyzed by Andrew F. Hayes’s simple regression mediation model no.4 PROCESS v4.0.

Results: The study reveals that psychological empowerment facilitates job crafting and employee well-being
for workers with horizontal educational mismatches. It also shows that employees who are psychologically
empowered are those who are supported in taking responsibility for enhancing their performance and their
contribution to the organization. As a result of the increased demand for productivity, employees must enhance
their skills and knowledge to achieve higher job demands instead of simply establishing opportunities for well-
being and self-development. That is, workers are given the abilities and resources required to compensate for
the shortages caused by the horizontal educational mismatch they face.

Conclusions: This study fills in a research gap by shedding light on the indirect effect a horizontal educational
mismatch might have on workers” competence and will-being.

Keywords: Employee well-being, horizontal educational mismatch, Indonesia, job crafting, psychological
empowerment, workers.
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1. Introduction

Discussing labor issues, especially in Indonesia, what comes to mind for the first time is the word unemployment. Data
released by the Badan Statistik Nasional (BPS - Statistics Indonesia, 2020) in February explained that there were around
6.88 million unemployed in Indonesia. This number increased by 60 thousand people when compared to the number of
unemployed in February 2019 ago. Unemployment that increases every year is caused by an imbalance between the
available employment opportunities and the number of people who need work. There is a shortage of applicants related to
their expertise against the skills that are the criteria for job openings (Franita & Fuady, 2019). Then, this makes the
competition in looking for work even higher among fellow job seekers. Finally, any work is carried out in order not to
become unemployed even though the work is not following the education achieved, which is commonly known as an
educational mismatch (Bender & Roche, 2013; Robst, 2007; Suryono & Pitoyo, 2013; Wardani et al., 2021; Wardani &
Fatimah, 2020; Wardani et al., 2022).

Educational mismatch in Indonesia, especially in Jakarta, has become a natural thing in the community. As already
known, Jakarta is the second-largest city in Southeast Asia as a metropolitan city, which means it is the center of business,
government, skyscrapers, and others (Silitonga, 2010). Then it is also known that 70% of money circulation in Indonesia is
in Jakarta (Dnl, 2013). This makes many people come to Jakarta to try their luck finding a job. Any job acted as subsistence
for themselves and their families.

Therefore, we find primarily within families, neighbors, or around us. Some people have jobs that do not fit with the
education they studied, like an engineering degree to work as a bank clerk, a scholar of public health working as a mechanic,
or a psychology graduate who turned into a hydroponic farmer like Faris who went viral two years ago because he has
succeeded in becoming a hydroponic vegetable farmer in his area, Yogyakarta (CapCapung, 2017).

Minister of Labor Muhammad Hanif Dhakiri says there are 63% of the total workforce in Indonesia have educational
backgrounds that are different from the work that occupied now, which means there are three or four out of ten people who
only match his current job (Rahmawati, 2017). Although educational mismatch is divided into two, horizontal educational
mismatch and vertical educational mismatch, this study only focuses on horizontal educational mismatch, which is the
mismatch between the type of education one has and the work currently occupied (Robst, 2007).

Problems related to educational mismatch in Indonesia, common among job seekers, are also a problem for job
providers. Pedulla (in Wardani & Fatimah, 2020) explains that this situation makes companies providing jobs, ultimately
dependent on the labor market, not matching the need to fill in where needed. With conditions like this, making employees
who experience a horizontal educational mismatch inevitably spend more effort than normal employees on the work they
do. They are required to learn things that have not become a habit before, starting from competencies, abilities, skills,
culture, and other things in the current workplace (Bender & Roche, 2013; Wardani & Fatimah, 2020; Wardani et al., 2022).

It is necessary to understand that this incident did not go well; of course, an impact will occur if an employee chooses
to work not by the Field of education taken. Mismatches in the labor force have resulted in low levels of employee
satisfaction, increased turnover in the Company, and lower earnings for each employee (Bender & Roche, 2013).
Furthermore, it will have an impact on employees who may experience job stress. This can happen because the employees
will undoubtedly face things that are different than before and the demands that have never felt or become firsts in this case
(Florentine & Prabowo, 1999). The burden of employees in adjusting it then has the potential to cause worse health, work
performance, and employee well-being, also known as employee well-being (Anwarsyah et al., 2012).

Employee well-being is a picture of the condition of employees in the workplace, which is seen not only from their
perspective regarding perceived job satisfaction or emotional exhaustion but also describes the overall well-being of
employees, such as physical, psychological, and individual aspects (Chou et al., 2014; Hakanen et al., 2019; Page & Vella-
Brodrick, 2009; Wardani et al., 2020; Wardani & Amelia, 2022; Wulandari & Wardani, 2021; Zheng et al., 2015). Page &
Vella-Brodrick (2009) further state that there are three dimensions in explaining employee well-being, namely subjective
well-being, workplace well-being, and psychological well-being. As previously explained, to see overall well-being must
be described through the quality of individual well-being, workplace well-being, and well-being in terms of the
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psychological aspects of the individual concerned (Page & Vella-Brodrick, 2013b). The health of the workforce is also
crucial to a business or organization. This is due to the fact that boosting employee performance depends heavily on
employee well-being (Russell, 2008), and vice versa when that wellbeing is high. Contribute to improving employee
performance in the workplace as well as employee well-being which also affects turnover in the Company, job satisfaction,
and absenteeism (Chou et al., 2014; Hakanen et al., 2019; Naruse et al., 2013; O’Donoghue et al., 2016; Sukandar &
Wardani, 2022).

When a company or organization knows that the way to improve employee performance is through increasing employee
well-being, improvement can happen because workers who have high employee well-being will work more passionately
more energetically, and will exert more effort and do positive things (Costa et al., 2014; Page & Vella-Brodrick, 2013b;
Wardani & Noviyani, 2020; Wardani et al., 2020). Therefore, the Company must take action to maintain the well-being of
its employees so that it continues to increase. As we know, changes in the Company will occur in the future due to global
competition, such as changes in culture or technology. With such circumstances, companies are required to have resources
that can compete and, of course, be able to adapt to upcoming changes as well as unpredictable conditions (Azmi &
Fajrianthi, 2018; Wardani, Kartikawati, et al., 2021). The ability of an employee to modify his work from a physical or
cognitive standpoint, while balancing job qualities and personal traits, is one factor that might affect employee well-being.
The concept of "job crafting" refers to this (Elbanawey, 2018).

Berg et al. (2008)explain that there are three dimensions in job crafting, namely increasing structural job resources,
which in this case refers to employees who actively develop themselves in the form of the latest abilities and knowledge
related to their work. Increasing social job resources, which are related to assessments given by colleagues or superiors in
the form of suggestions and criticism as self-learning, social support is formed harmoniously, as well as supervision
guidance (Akkermans & Tims, 2017; Arachie et al., 2021; Azmi & Fajrianthi, 2018; Hu et al., 2020; Nguyen et al., 2019;
Svicher et al., 2021; Tims et al., 2012, 2013), and finally increasing challenging job demand, which explains that more
challenging job demands will make employees take action to develop their knowledge and skills (Bakker et al., 2015;
Federici et al., 2021; Lumentut & Ambarwati, 2021; Wahyuni & Wardani, 2020; Wardani et al., 2023; Yoon et al., 2019)

The opportunity to shape one's workplace to suit one's unique qualities (job crafting), which is on the rise, should
ultimately be maintained along with an employee's wellbeing. However, the researcher later came to the conclusion that,
in addition to improving an employee's well-being by boosting the job skills he possessed, other factors can also have an
impact on employee wellbeing. As we know, employee well-being will lead the individual to develop a positive function
in themself. This positive function enables them to set goals and meanings in their life, be able to control their work
environment, and be able to build harmonious relationships with the people around them (Amaliah & Wardani, 2021;
Wardani & Amelia, 2022; Wardani & Noviyani, 2021). This situation is a manifestation of the construction motivation of
an employee who understands true competence so that employees consciously enhance their capabilities and demonstrates
the need for Power or independence. This is called psychological empowerment (Oktaviani & Dahesihsari, 2018; Siddiqui
et al., 2017; Spreitzer, 1995; Wardani, Kartikawati, et al., 2021; Wardani & Amaliah, 2020).

Then, the researcher realized that the actual psychological empowerment that an employee had in influencing employee
well-being was based on the proactive behavior representation of employees who had job crafting. In research conducted
by (Siddiqui et al., 2017), it was explained that job crafting positively affected psychological empowerment. Furthermore,
psychological empowerment is an intervention by superiors to subordinates. In this case, the boss gives responsibility to
subordinates or employees to assume a job that must be done well, and the result of feeling empowered by the employer
will increase motivation and confidence at work (Amaliah & Wardani, 2021; Wardani, Kartikawati, et al., 2021). Job
crafting behavior is required to deal with problems like this. Employees who have job crafting will show proactive behavior
in their work roles, such as taking advantage of opportunities, showing initiative, looking for challenging work assignments
and arranging additional work assignments according to company goals (Azmi & Fajrianthi, 2018). Then, proactive
behavior turns into part of the dimensions of psychological empowerment, namely meaning, competence, self-
determination, and impact.
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Psychological empowerment has an important role in employment, especially for workers. We know that in the future,
there will be changes in the work undertaken due to global competition. To deal with this, workers are required to be able
to overcome these problems by increasing psychological empowerment. Workers are required to instill a sense of
confidence in completing all tasks or work demands that are obtained. This confidence is obtained not without cause. This
confidence arises from workers who can understand their job roles and take the meaning of the work (Spreitzer, 1995).
Then, the sense of confidence arises from trust in the needed abilities and skills, as well as the confidence that comes from
continuing to develop oneself by honing the skills, abilities, and knowledge required to support work (Spreitzer, 1995).
This feeling of confidence can prevent workers from excessive work pressures.

Based on described above, researchers realized that employee well-being, job crafting, and psychological empowerment
are interconnected. Previous research only discussed the relationship between job crafting and employee well-being
(Wardani & Amaliah, 2020), but researchers saw that there is another variable that can act as a mediator between job
crafting and employee well-being, namely psychological empowerment. The mediator variable is a variable that has a
relationship between the independent variable and the dependent variable (Sari, 2016). In this case, it was explained that
psychological empowerment was a factor in influencing employee well-being and psychological empowerment was
influenced by job crafting.

Moreover, coupled with the presence of an employee who is a horizontal educational mismatch, education competencies
that owned different from the fieldwork performed make researchers think whether job crafting and employee well-being
will remain interconnected positively as previous studies, as well as the job of crafting and psychological empowerment
and employee well-being for employees who face horizontal educational mismatch. Furthermore, this study was conducted
to determine whether psychological empowerment as a mediator can indirectly improve employee well-being through
career competencies. This research is expected to provide an overview of the Company, especially related to the unique
characteristics of horizontal educational mismatch workers so that it can provide the right program to develop to improve
the skills of these workers so that they can adapt to future job changes so as to create confidence in the work they do.

2. Methodology

2.1 The Study Sample

This study used quantitative research methods, research design correlation, and mediators. The population in this study
included employees who face horizontal educational mismatch. Based on the Indonesian Minister of Manpower, there were
63% of the number of educational mismatch workers out of the total workforce in Indonesia. Based on a survey conducted
by the BPS - Statistics Indonesia (2020), the working population that faces horizontal educational mismatch in Indonesia
is quite large, namely 60.25% of the 131.06 million workers. In other words, there are 78 million workers who face
horizontal educational mismatch in the population, which means that there are three or four out of ten people face horizontal
educational mismatch in Indonesia. The researcher gets a sample of 880 respondents, but only 380 workers face horizontal
educational mismatch in Jakarta, Bogor, Depok, Tangerang, and Bekasi (JaBoDeTaBek), Indonesia.

Furthermore, in determining the minimum sample size in this study, the researcher used G*Power. G*Power is carried
out to calculate the research sample size needed to obtain statistical test results that have Power and are free from statistical
errors (Widhiarso, 2012). Based on the output of the sample size calculation using G*Power for correlation analysis, it
shows that the total sample size or sample size that researchers need is minimum of 71 respondents with two tail(s)
calculations, effect size |p| .523, error probability used .001 and .95 for Power (1-B error probability). Figure 3.1 below is
the result of the G*Power analysis conducted by the researcher. Then, the final results of the respondents obtained were
361 workers; 19 respondents had been declared invalid because of outliers. The respondents consisted of 185 (51.2%) male
workers and 176 (48.8 %) female workers. The sampling technique used in this study was accidental sampling. This
technique is used because of significant sources of data that researchers can obtain so that researchers determine which
sample to choose based on the data distribution that can be reached by google form.
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2.2 The Study tools

In collecting data, the researcher used a survey with three measuring tools. The three measuring tools were the employee
well-being scale (EWBS), developed by Zheng et al. (2015). The job crafting scale (JCS) was developed by Tims et al.
(2012), and the psychological empowerment questionnaire (JCQ) was developed by Spreitzer (1995). The validity of this
research measurement tool uses evidence regarding relationships with conceptually related constructs. The employee well-
being scale (EWBS) consists of 19 items, the job crafting scale (JCS) consists of 15 items, and the psychological
empowerment questionnaire (JCQ) consists of 12 impacts. Cronbach's alpha reliability can be seen in table 1.

Table 1. Reliability

Variables Items Alpha Cronbach
Employee Well-being 19 911
Job Crafting 15 .837
Psychological Empowerment | 12 .878

This study used confirmatory factor analysis (CFA) to fulfill the validity test based on evidence regarding internal
structure, which is looking for a number of items (indicators) that either explain a factor or, in this case, a construct. The
results of the CFA test on the employee well-being variable were CFI .916; TLI .89; and RMSEA .0724; the job crafting
variable was CFI .910; TLI .892; and RMSE .0676, and the psychological empowerment variable was CFIl .942; TLI .920;
and RMSEA .0756.

2.3 The Study Procedures

Respondents were instructed to fill out a well-being questionnaire via a google form link that had been sent through
various social media platforms such as WhatsApp, Instagram, Telegram, and line. We chat, etc. Links are sent through
groups or privately. Cover letters and informed consent became part of the questionnaire. Previously, in the cover letter,
the research objectives, characteristics, and criteria of research respondents were explained, respondents’ willingness to
participate in the study, the right to withdraw as research participants, permission to use data for research and publication,
guarantee the confidentiality of participants' identities, give giveaways, procedures for filling out questionnaires for each
participant. Section, and contact person of this research. The data obtained were analyzed and used for research and
publication purposes. A pilot test was carried out in this study before conducting field research to minimize errors.

2.4 The Statistical analysis Procedures

Basic assumption tests were performed before conducting a regression analysis. The basic assumption tests carried out
in this study are as follows: normality test, heteroscedastic test, homogeneity test, linearity test, and multicollinearity test.
Based on the results of the normality test, it was obtained that the Kolmogorov-Smirnov was .128 (p<.001). Furthermore,
the results showed that the data were not normally distributed. Therefore to minimize the distribution of abnormal data,
bootstrap was carried out. According to Field (2018), bootstrap is a method to overcome the abnormality of the data
obtained, while according to Hayes (2022), the bootstrap method is a method for viewing abnormally distributed data that
can be analyzed and intervened so that abnormal data can be ignored due to lack of data that does not normal has been
eliminated by bootstrap. Hayes (2022)also said that apart from ensuring that there were no outliers, box plots or normality
tests were carried out visually. Figure 1 below is a visualization of the normality of this research measuring instrument:
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Detrended Normal Q-Q Plot of TEWB.
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Figure 1: Normality

Furthermore, based on figure 2, it is known that the data is spread out and does not form a particular pattern. This means
that there is no heteroscedasticity, which means that the assumption of homoscedasticity is fulfilled.
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Figure 2: Heteroscedasticity

Regarding homogeneity, based on the results of the homogeneity test of the 361 respondents who were analyzed, the
Levene statistic value was 1,272 (p = .141). These results indicate that the research data is homogeneous and comes from
the same population. Furthermore, multicollinearity was also not detected as the tolerance value was .520 (>.10) witha VIF
index of 1.924 (<10.00). Afterward, for linearity test showed deviation from linearity indicates linearity (Mean square
35.714; F(23,24)=1,528; p = .059). Furthermore, after all these assumptions are met, a simple mediation regression analysis
using PROCESS V.4.0 model no.4 by Hayes analysis is carried out.

3. Results

The hypothetical descriptive analysis result obtained that job crafting (JC), psychological empowerment (PE), and
employee well-being (EWB) of horizontal educational mismatch workers was above the standard mean. The details of the
overall results obtained are in table 2.
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Table 2. Hypothetical Category Result

Scale | Xmin | Xmax | SD | MEAN | Categories | RANGE F %
Low 15-35 0 0
JC 15 75 10 |45 Moderate | 36-55 75 | 20.8
High 56-75 286 | 79.2
Low 12-28 0 0
PE 12 60 8 36 Moderate | 29-44 60 | 16.6
High 45-60 301 | 83.4
Low 19-44.3 0 0
EWB | 19 95 12,7 | 57 Moderate | 44.4-69.7 | 73 | 20.2
High 69.8-95 288 | 79.8

Based on table 2, EWB showed mean =57 (Xmax = 95; Xmin = 19; SD =12.7). There 73 (79.8%) respondents indicated
high, and 73 (20.2%) respondents in moderate level. Moreover, PE had mean = 36 (Xmax = 60; Xmin = 12; SD = 8). The
result showed 60 (16.6%) respondents in the moderate level and 301 (83.4%) respondents in the high range of PE.
Furthermore, JC had mean = 45 (Xmax = 75; Xmin = 15; SD = 10), the result indicated 75 (20.8%) respondents are in
moderate, and 286 (79.2%) respondents had high JC.

Hereinafter, to find out whether the psychological empowerment mediator variable has a role in the relationship between
variable X (job crafting) and variable Y (employee well-being), a simple mediation regression analysis was conducted using
PROCESS v4.0 Procedure for SPSS Model No. 4 by Andrew F. Hayes. Based on analysis, it is obtained the value of the
model's feasibility test or the value of F, the value of the regression coefficient or the value of t, the value of the coefficient
of determination and the regression equation. This analysis will also produce the value of the mediation through a single
intervening variable (M), namely psychological empowerment. The following are the results of the mediation regression
analysis which are summarized in the table 3.

Table 3. Result of The Simple Mediation Regression Analysis (Model No. 4)

Consequent
| M (PE) Y(EWB)

Antecendet Coeff. | SE P Coeff. | SE p
X(JC) a | .560 031 <001 | (¢") | .365 | .067 <.001
M (PE) - - - b |.890 |.083 <.001
Constant | im | 14.96 1.860 <.001 | iy 14.39 | 3.226 <.001

R? = .480 R?= 516

F(1,359) = 331.833 F(2,358) = 190.619

The coefficient of determination explains the variation in the influence of the independent variable on the dependent
variable. The coefficient of determination is obtained by looking at the output R? or Adjusted R-Square, with mediation
analysis, the steps taken are to estimate the paths a, b, ¢ ', ¢, and ab. Line a is the path of a direct effect of the independent
variable on the mediator, b is the path of a direct effect of mediators on the dependent variable, ¢' is the path effects (direct)
independent variable on the dependent variable, the path c is the total value is an indirect relationship between the
independent variable on the dependent variable which the mediator mediates. Ab is the combined value of the relationship
between path a and path b. Here is the estimated mediation model described in figure 3:
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Psychological

Empowerment
(M)

a =.529 b =.8089
ab =.4533
Job Crafting | Employee Well-Being
) c=.8212(c’= (Y)

.3658)

Figure 3: The Simple Mediation Regression Model No. 4

The results showed that there was a positive relationship between psychological empowerment and employee well-
being, as indicated by the value (b) of .8089 (R =.718; R? = .516; p <.001). These results indicate that 51.6% of employee
well-being is influenced by psychological empowerment. Moreover, the results also indicated that job crafting has a positive
relationship with psychological empowerment with a value (a) of .529 (R =.6931 and R? =.480; p<.001). These results
indicate that job crafting affects psychological empowerment by 48%. Figure 3 shows that the direct relationship (c")
between job crafting and employee well-being is .3658 (p<.001) with a value of R =.718 and R? =.516. These results
indicated that job crafting is related to employee well-being, with 51.6% of employee well-being influenced by job crafting.
Moreover the total for this model (C) is .8212 (LLCI =.7139; ULCI = .9284; p<.001).

Furthermore, the model in figure 3 represents that psychological empowerment is a mediator in the relationship between
job crafting and employee well-being. As is known, this research shows that job crafting and employee well-being have a
significant relationship. However, job crafting will have a relationship with employee well-being if first through
psychological empowerment. This is indicated by the indirect effect (ab) value of .4533 (BootLLCI = .3242; BootULCI =
.5913). Based on the result analysis, the formulated mediation regression equation is as follows:

Y = constant + BX + BM

Each edition of the constant X (independent variable) and M (mediator) will also increase the value of Y (dependent
variable). And vice versa, if the values of the constants X and M decrease, the value of Y will also decrease. If the results
of this research analysis are applied to the regression equation formula based on the results obtained, are as follows

Y(EWB) = 14.3896 + .3658X(JC)+ .8089M(PE)

The regression coefficient for the job crafting variable is .3658, and the psychological empowerment variable is .8089.
The regression coefficient for job crafting and psychological empowerment are both positive.

Analysis of the inter-dimensional matrix correlation test was carried out in this study to determine that the employee
well-being variable (Y) with the greatest relationship was the psychological well-being dimension (Y3) with the
psychological empowerment variable (X1) being the competence dimension with the correlation value R = .653 (p<.001).
Based on the results of these data, it can be concluded that the condition of a prosperous individual can affect the ability of
each employee to do their job with the skills and knowledge required. Furthermore, the variable of employee well-being
(YY) with the least relationship was the dimension of life well-being (Y1), and the job crafting variable (X2) was the
dimension of increasing structural job resources with a correlation value of R = .241 (p<.001). Based on the results in the
table 4 below, it can be concluded that the ability of employees to perceive their life experiences will affect employees who
are actively developing themselves in the form of the latest abilities and knowledge related to their work.
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Table 4. Matrix Correlation

DIMENSIONS | 1 2 3 4 5 6 7 8 9 10
1. EWB_LS 1

2. EWB_WWB | .754™ 1

3. EWB_PWB 644" 8177 | 1

4.JC_Struk 2417 426" | 524 | 1

5. JC_Sos 443 496™ | 492 | 387 | 1

6. JC_Chall .390™ 521" | 528" | 509" | 461 |1

7.PE_M 448" 644 | 630" | 4717 | 4777 | 505 | 1

8.PE_C 386" 635" | .653™ | .479™ | .376™ | .543™ | 615" | 1

9. PE_SD 426" 563" | 589" | 491" | 318" | 518™ | .549™ | 779" | 1

10. PE_|I 361" 457" | 512" | 414" | .309™ | 561" | 512" | 515" | 533" | 1

4.  Discussion

Based on the results obtained in this study, the three variables showed a positive and significant relationship and
obtained results indicating that psychological empowerment can play a role as a mediator of the relationship between job
crafting and employee well-being which can be identified from the indirect effect value on path ab Figure 4.9 which is a
research mediation regression model. This value is obtained from the relationship between employee well-being and job
crafting, which has been mediated by psychological empowerment. If we look back, the job crafting variable with employee
well-being has a significant positive relationship even though it is not mediated by psychological empowerment (path c').
However, the value of the relationship effect is much smaller than the value when both are mediated by psychological
empowerment (c' < ¢). The results of the study show that employees who feel psychologically empowered consists of those
who encourage themselves to take responsibility for optimizing their performance and contributing to the organization.
Instead of just creating possibilities for well-being and self-development, employees must improve their skills and
knowledge to meet the higher job expectations as a result of the rising demand for productivity. Workers are provided with
the skills and resources they need to continue filling the gaps and shortages caused forth by the horizontal educational
mismatch they face. Workers with horizontal educational mismatches therefore have to learn previously considered
concepts like competence, capacity, skills, culture, and other components of contemporary workplaces in order to achieve
the company's goals.

According to Wardani & Amaliah (2020), psychological empowerment means encouraging and enabling workers to
take personal responsibility for improving the way they work and their contribution to the company. Empowerment also
provides opportunities for workers to play an active role independently in controlling their work simultaneously so that
they can continue to develop (Wardani, Kartikawati, et al., 2021; Wardani & Amalia, 2021). This self-development will
then impact job satisfaction obtained as a result of independent decision-making in the workplace (Spreitzer, 1995).

Afterward, the researcher found that job crafting and employee well-being had a positive and significant relationship.
This result is certainly in line with previous research. Lumentut & Ambarwati (2021) explain that problems are related to
employee well-being, namely work that is considered monotonous, social relationships with other people, and matters
concerning undeveloped abilities. Therefore, job crafting is a solution. In this case, Ryff (in Ramadhani et al., 2016) said
that the dimensions of job crafting have a role in avoiding existing pressures (employee well-being). Workers can do
increasing structural job resources, this makes workers carry out self-development, including skills and knowledge related
to their work so that it can support the completion of the tasks they face, and there will be no work fatigue due to the
mismatch of their abilities with the work demands that are obtained (Berg et al., 2008).

Moreover, employee well-being is one of the problems related to social relationships. By increasing social work
resources, employees will establish social relationships according to who and how it happens in the work environment
(Berg et al., 2008). Furthermore, an employee's claim for work to be more challenging (increasingly challenging demands)
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can avoid boredom in an employee's work (Azmi & Fajrianthi, 2018).

Regarding the matrix correlation test between these two variables, it was found that the dimension of increasing
challenging job demand on the job crafting variable had the strongest relationship with the psychological well-being
dimension of the employee well-being variable. This means, Ryff (in Ramadhan, Djunaedi, & Sismiati, 2016) explains that
the increase in demands for more challenging jobs will make workers develop their abilities and knowledge to adapt to the
higher job demands than before, this leads to conditions of well-being which are helpful as self-development (psychological
well-being).

Moreover this study, job crafting has a positive and significant relationship with employee well-being. Therefore,
horizontal educational mismatch workers must learn things that had formerly become effortless, such as competence,
capacities, skills, culture, and other elements of contemporary workplaces, as a way to fulfill the goals of the organization
(Wardani & Fatimah, 2020). Through carrying out so, it can prevent the stresses that are present or poor health caused by
the demands of the job that people must bear because they have never experienced it before (Florentine & Prabowo, 1999).

Hereafter, it could also be seen that job crafting and psychological empowerment had a positive and significant
relationship. This happens because, according to Arachie et al., (2021), job crafting is a bottom-up approach from superiors
to subordinates to encourage workers in terms of worker commitment to be more proactive, motivation, participation, and
also empowerment. Moreover, this approach helps make workers have a proactive role in redesigning their work to suit
their needs, skills, and abilities to the job demand, and this is the concept of employee empowerment (Arachie et al., 2021).
Furthermore, Wrzesniewski & Dutton (2001) said that when employees feel empowered, they will increase their motivation
as well as self-confidence in doing their work. This means that workers who have high psychological empowerment
obtained from the results of their work in terms of balancing the demands of their work according to their own personal
abilities and knowledge.

The correlation matrix test results found that the dimensions of meaning, competence, self-determination, and impact
on the psychological empowerment variable had the strongest relationship with the dimensions of increasing challenging
job demand on the job crafting variable. Increasing complex job demand is defined as an increase in demands for more
challenging jobs that will make workers develop their abilities and knowledge so that they can adapt to the higher job
demands than before. This then makes employees able to interpret work (Hu et al., 2020; Van den Broeck et al., 2010).
This is done to gain the trust of workers, so that workers can complete their work and can control actions to suit the work
(Spreitzer, 1995).

Furthermore, job crafting also had a positive and significant relationship to psychological empowerment, especially for
respondents with horizontal educational mismatch workers. As is known, workers who experience this are required to learn
things that have not become a habit before, starting from competencies, abilities, skills, culture, and other things in the
current workplace (Wardani et al., 2022; Wardani & Anwar, 2019; Wardani & Amaliah, 2020). Therefore, to be able to
survive, they must make adjustments to their work with their own characteristics independently so that they finally feel
empowered.

This study also found that psychological empowerment and employee well-being had a positive and significant
relationship. These results are consistent with previous research by (Wardani & Amelia, 2022), which explains that when
an employee is expected to be able to interpret the role of his work, were able to improve their ability to complete the work
or duties by the required skills and be able to create creativity or innovation in his work that to be more efficient, will reduce
the vulnerability of workers from conditions that can make themselves depressed about the demands of existing work
(employee well-being).

In the matrix correlation test, it was found that the psychological well-being dimension of the employee well-being
variable had a strong relationship with the competence dimension on the psychological empowerment variable. This shows
that a worker who feels confident that he can complete a job or task with the required skills and abilities means that the
worker can realize his/her potential so that it will lead to a well-being condition that is useful for self-development.

For horizontal mismatch education workers, they are asked to learn extra in increasing their skills, abilities and
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knowledge in order to be able to complete the work given (Wardani & Fatimah, 2020). Other than that, with a different
educational background from their Field of work, they must be able to adapt to a new atmosphere and be able to adapt their
work to their personal characteristics, this is done in order to avoid the pressure of workloads (Anwarsyah et al., 2012).

The variables of this study were employee well-being, job crafting, and psychological empowerment. Respondents
obtained in this study, namely horizontal educational mismatch workers, the proper selection of respondents is done by first
asking questions in the questionnaire, namely "is the work carried out by the educational background taken?", Otherwise
the respondent will be directed to the questions that have been provided. Still, if so, the respondent will stop there. Most of
the respondents who worked with the horizontal educational mismatch in this study had high employee well-being. This
occurs due to a different educational background from their Field of work. They must be able to adapt to a new atmosphere
and be able to adjust their work to their characteristics. This is done to avoid the pressure of workloads (Anwarsyah et al.,
2012).

Furthermore, in the employee well-being variable, it can be seen that most respondents have high psychological well-
being, this explains that horizontal mismatch has a well-being condition related to other people, this is because workers
choose to work not in accordance with their educational background so they won't become unemployed and can supply the
needs of family life (Anwar & Wardani, 2021; Arachie et al., 2021; Atika & Wardani, 2021; Hakanen et al., 2019;
Kurniawati, 2014; Wardani & Oktafiansyah, 2020). According to Ryff (2014), someone who has a good psychological
well-being is an individual who is able to survive when faced with bad experiences or unwanted situations, and is able to
avoid adverse emotional conditions from those bad experiences. A person with good psychological well-being is expected
to be able to establish good interpersonal relationships, be able to determine his own future, not depend on others, be able
to manage external environmental conditions, have clear life goals, and be able to develop themselves in a better direction,
especially in difficult circumstances unwanted (Ryff, 2014; Wardani, Jeanne, et al., 2021; Wardani & Astuti, 2019; Wardani
& Firmansyah, 2021).

Moreover, it is also known that most respondents in this study have high job crafting. This also shows that workers who
experience a horizontal educational mismatch are required to learn things that were not a previous habit, starting from
competence, ability, skills, culture, and other things in the current workplace to suit their work (Wardani & Fatimah, 2020).
Finally, most of the respondents in this study also had high psychological empowerment. This explains the psychological
empowerment that has been proven to be sustainable with effectiveness and innovation in work (job crafting) (Oktaviani
& Dahesihsari, 2018).

5. Conclusion

The study found that there is a positive relationship between psychological empowerment and employee well-being,
there is a positive relationship between job crafting and employee well-being, there is a positive relationship between job
crafting and psychological empowerment, and there is the role of psychological empowerment as a mediator of the
relationship between job crafting. Employee well-being who works in Indonesia are faced with a horizontal educational
mismatch. However, there are limitations in this study, namely the lack of control and supervision in distributing and filling
in data to respondents in this study, which can cause differences in perceptions between statement items and the lack of
additional characteristics such as salary in determining the right respondent.

Furthermore, the suggestion for the following research is researcher needs to be developed in a broader and deeper
direction regarding the factors that can affect employees’ well-being. Moreover, the Company and institution can provide
training or seminars related to the skills or needs needed. Therefore, as a way to meet the goals of the company, workers
with horizontal educational mismatch must learn things that were previously taken for granted, such as competence,
capacities, skills, culture, and other aspects of current workplaces. The workers can do self-development that can improve
the skills, abilities, and knowledge of workers in the company so that employees can adapt to job changes that will be
coming (job crafting) thus creating confidence in the work being performed (psychological empowerment).

138



I Am Mismatched, ... Laila Wardani et al.

6. Acknowledge

Part of the funding for this research was sponsored by Research and Community Service Centre, Universitas Mercu
Buana, Jakarta, Indonesia. We would like say thank you for the opportunity and the grants. Moreover, we would also like
to thank Universiti Malaysia Sabah for the opportunity and collaboration in International joint research. This study is part
of joint research with the #YukSkripsian collaboration research team. Several results from this project collaboration have
been published in books and journals related to the horizontal educational mismatch between workers' and workers' life in
the new normal era. Therefore, we also want to thank all of our collaboration research team #YukSkripsian for their
cooperation, extraordinary efforts, togetherness, and cohesiveness. Furthermore, we would like to thank all of our
respondents who were willing to participate and contribute to this research.

REFERENCES

Akkermans, J., & Tims, M. (2017). Crafting your Career: How Career Competencies Relate to Career Success via Job Crafting.
Applied Psychology, 66(1), 168-195. https://doi.org/10.1111/apps.12082

Amaliah, A., & Wardani, L. M. I. (2021). Psychological Capital, Psychological Empowerment, dan Employee Well-being.
Penerbit NEM.

Anwar, N., & Wardani, L. M. |I. (2021). Career Competencies For Millennials. Penerbit NEM.
https://play.google.com/store/books/details/Nuril_Anwar_CAREER_COMPETENCIES_FOR_MILLENNIALS?id=x_w7E
AAAQBAJ

Anwarsyah, W. |., Salendu, A., & Radikun, T. B. S. (2012). Hubungan antara job demands dengan workplace well-being pada
pekerja shift. Jurnal Psikologi Pitutur, 1(1), 2940.

Arachie, A. E., Agbaeze, E. K., Nzewi, H. N., & Agbasi, E. O. (2021). Job crafting, a bottom-up job characteristic of academics
with an embeddedness potential. Management Research Review, 44(7), 949-969. https://doi.org/10.1108/MRR-07-2020-0432

Atika, S., & Wardani, L. M. 1. (2021). Core Self Evaluation And Coping Stress. Penerbit NEM.
https://play.google.com/store/books/details/Sherly_Atika_ CORE_SELF_EVALUATION_AND_COPING_STRES?id=slY1
EAAAQBAJ

Azmi, L., & Fajrianthi. (2018). Hubungan antara kepemimpinan transformasional dengan job crafting pada pegawai di sektor
industri kreatif. Jurnal Psikologi Industri Dan Organisasi, 7(5), 16-29. http://url.unair.ac.id/cf758369

Bakker, A. B., Mufioz, A. R., & Vergel, A. I. S. (2015). Modelling job crafting behaviours: Implications for work engagement
Arnold B Bakker, Alfredo Rodriguez Mufioz and Ana | Sanz Vergel. Human Relations, 69(1), 169-189.

Bender, K. A., & Roche, K. (2013). Educational mismatch and self-employment. Economics of Education Review, 34, 85-95.
https://doi.org/https://doi.org/10.1016/j.econedurev.2013.01.010

Berg, J. M., Dutton, J. E., & Worzesniewski, A. (2008). What is Job Crafting and Why Does It Matter? =.
https://positiveorgs.bus.umich.edu/wp-content/uploads/What-is-Job-Crafting-and-Why-Does-it-Matter1.pdf

BPS - Statistics Indonesia. (2020). Februari 2020: Tingkat Pengangguran Terbuka (TPT) sebesar 4,99 persen. In Badan Pusat
Statistik. https://www.bps.go.id/pressrelease/2020/05/05/1672/februari-2020--tingkat-pengangguran-terbuka--tpt--sebesar-4-
99-persen.html

CapCapung. (2017). The Story of Inspiration from a Psychology Graduate so a Hydroponic Vegetable.

Chou, L.-F., Chu, C.-C., Yeh, H.-C., & Chen, J. (2014). Work stress and employee well-being: The critical role of Zhong-Yong.
Asian Journal of Social Psychology, 17(2), 115-127. https://doi.org/https://doi.org/10.1111/ajsp.12055

Costa, P. L., Passos, A. M., & Bakker, A. B. (2014). Team work engagement: A model of emergence. Journal of Occupational
and Organizational Psychology, 87(2), 414-436. https://doi.org/10.1111/joop.12057

Dnl. (2013, February). Jakarta Kuasai 70% Perputaran Uang, Sayangnya Kesenjangan Tinggi. Detik Finance.

Elbanawey, M. M. (2018). Proactive personality , job autonomy and career competencies as antecedents of job crafting among

139



Dirasat: Human and Social Sciences, Volume 51, No. 3, 2024

academicians in Zagazig University. Science Journal for Commercial Research, 3, 44-76.
https://doi.org/10.21608/sjsc.2018.111274
Federici, E., Boon, C., & Den Hartog, D. N. (2021). The moderating role of HR practices on the career adaptability—job crafting

relationship: a study among employee—manager dyads. International Journal of Human Resource Management, 32(6), 1339—
1367. https://doi.org/10.1080/09585192.2018.1522656

Field, A. (2018). Discovering Statistics Using IBM SPSS Statistics (J. Seaman (ed.); 5th ed.). SAGE Publications Ltd.

Florentine, & Prabowo, S. (1999). Hubungan Antara Skill Mismatch Dengan Stress Kerja Pada Karyawan PT X Florentine.
13(2), 4-5. https://doi.org/https://doi.org/10.24167/psiko.v13i2.259

Franita, R., & Fuady, A. (2019). Analisa pengangguran di Indonesia. Nusantara: Jurnal Ilmu Pengetahuan Sosial, 6(1), 88-93.

Hakanen, J. J., Ropponen, A., Schaufeli, W. B., & De Witte, H. (2019). Who is Engaged at Work?: A Large-Scale Study in 30
European  Countries.  Journal  of  Occupational and  Environmental  Medicine, 61(5), 373-381.
https://doi.org/10.1097/JOM.0000000000001528

Hayes, A. F. (2022). Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach
(T. D. Little (ed.); Third Edit). The Guilford Press. https://www.ptonline.com/articles/how-to-get-better-mfi-results

Hu, Q., Taris, T. W., Dollard, M. F., & Schaufeli, W. B. (2020). An exploration of the component validity of job crafting.
European Journal of Work and Organizational Psychology, 29(5), 776-793.
https://doi.org/10.1080/1359432X.2020.1756262

Kurniawati, I. D. (2014). Masa kerja dengan jobengagement pada karyawan. Jurnal limiah Psikologi Terapan, 2(2), 311-324.
https://doi.org/https://doi.org/10.22219/jipt.v2i2.2005

Lumentut, F. J. E., & Ambarwati, K. D. (2021). Job Crafting Dan Employee Well-Being Pada Karyawan Generasi Y Di Indonesia.
Jurnal EMPATI, 10(1), 1-14. https://doi.org/10.14710/empati.2021.30415

Naruse, T., Sakai, M., Watai, I., Taguchi, A., Kuwahara, Y., Nagata, S., & Murashima, S. (2013). Individual and organizational
factors related to work engagement among home-visiting nurses in Japan. Japan Journal of Nursing Science, 10(2), 267-272.
https://doi.org/10.1111/jjns.12003

Nguyen, H. M., Nguyen, C., Ngo, T. T., & Nguyen, L. V. (2019). The effects of job crafting on work engagement and work

performance: A study of Vietnamese commercial banks. Journal of Asian Finance, Economics and Business, 6(2), 189-201.
https://doi.org/10.13106/jafeb.2019.vo0l6.n02.189

O’Donoghue, A., Conway, E., & Bosak, J. (2016). Abusive Supervision, Employee Well-Being and 1l1-Being: The Moderating
Role of Core Self-Evaluations. In Emotions and Organizational Governance (Vol. 12, pp. 3-34). Emerald Group Publishing
Limited. https://doi.org/10.1108/S1746-979120160000012001

Oktaviani, M., & Dahesihsari, R. (2018). Psychological Empowerment Pada Agen Perubahan: Studi Kasus Dalam Organisasi
Sektor Publik. Journal of Psychological Science and Profession, 2(2), 153. https://doi.org/10.24198/jpsp.v2i2.21192

Page, K. M., & Vella-Brodrick, D. A. (2009). The ‘What’, “Why’ and ‘How’ of Employee Well-Being: A New Model. Social
Indicators Research, 90(3), 441-458. https://doi.org/10.1007/s11205-008-9270-3

Page, K. M., & Vella-Brodrick, D. A. (2013). The Working for Wellness Program: RCT of an Employee Well-Being Intervention.
Journal of Happiness Studies, 14(3), 1007-1031. https://doi.org/10.1007/s10902-012-9366-y

Rahmawati, L. (2017, September 12). Menaker: Angkatan Kerja Indonesia hadapi masalah “mismatch.” Antara News.
https://www.antaranews.com/berita/652224/menaker-angkatan-kerja-indonesia-hadapi-masalah-mismatch

Ramadhani, T., Djunaedi, & S, A. S. (2016). Kesejahteraan psikologis (psychological well-being) siswa yang orang tuanya
bercerai. Jurnal Bimbingan Konseling, 5(1), 108-115. https://doi.org/https://doi.org/10.21009/INSIGHT.051.16

Robst, J. (2007). Education and job match: The relatedness of college major and work. Economics of Education Review, 26(4),
397-407. https://doi.org/https://doi.org/10.1016/j.econedurev.2006.08.003

Russell, J. E. A. (2008). Promoting Subjective Well-Being at Work. Journal of Career Assessment, 16(1), 117-131.
https://doi.org/10.1177/1069072707308142

Ryff, C. D. (2014). Psychological well-being revisited: advances in the science and practice of eudaimonia. Psychotherapy and

140


https://doi.org/10.21608/sjsc.2018.111274
https://doi.org/10.1097/JOM.0000000000001528
https://doi.org/10.1177/1069072707308142

I Am Mismatched, ... Laila Wardani et al.

Psychosomatics, 83(1), 10-28. https://doi.org/10.1159/000353263

Sari, D. S. A. (2016). Peran Quality of Work Life (QWL) Sebagai Mediator dalam HubunganPsychological Capital (PsyCap)
dengan Organizational Citizenship Behavior (OCB)Pada Pegawai Negeri Sipil (PNS) di Kabupaten Buleleng. Prosiding
Konferensi Nasional Peneliti Muda Psikologi Indonesia 2016, 85-93.

Siddiqui, H., Raza, F., & Imran, T. (2017). Psychological Empowerment of University Academicians through Job Crafting in a
Challenging Environment. Global Management Journal for Academic & Corporate Studies, 7(2), 151-159.

Silitonga, D. P. Y. (2010). Tahapan Perkembangan Metropolitan Jabodetabek Berdasarkan Perubahan pada Aspek Lingkungan.
Journal of Regional and City Planning, 21(3), 197-214.

Spreitzer, G. M. (1995). Psychological, Empowerment in the Workplace: Dimensions, Measurement and Validation. Academy of
Management Journal, 38(5), 1442-1465. https://doi.org/10.2307/256865

Sukandar, N., & Wardani, L. M. I. (2022). Well-being Pekerja Hospitality: Evaluasi Diri & Iklim Organisasi. Penerbit NEM.
https://play.google.com/store/books/details/Nandar_Sukandar_Well_being_Pekerja_Hospitality?id=98BSEAAAQBAJ

Suryono, P., & Pitoyo, A. J. (2013). Kesesuaian Tingkat Pendidikan Dan Jenis Pekerjaan Pekerja Di Pulau Jawa: Analisis Data
Sakernas Tahun 2010. Jurnal Bumi Indonesia, 2(1), 59-68.

Svicher, A., Fabio, A. Di, Svicher, A., & Svicher, A. (2021). Job Crafting : A Challenge to Promote Decent Work for Vulnerable
Workers. Frontiers in Psychology, 12(May), 1-6. https://doi.org/10.3389/fpsyg.2021.681022

Tims, M., Bakker, A. B., & Derks, D. (2012). Development and validation of the job crafting scale. Journal of Vocational
Behavior, 80(1), 173-186. https://doi.org/10.1016/j.jvb.2011.05.009

Tims, M., Bakker, A. B., & 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. https://doi.org/10.1037/a0032141

Van den Broeck, A., De Cuyper, N., De Witte, H., & Vansteenkiste, M. (2010). Not all job demands are equal: Differentiating
job hindrances and job challenges in the Job Demands—Resources model. European Journal of Work and Organizational
Psychology, 19(6), 735—759. https://doi.org/10.1080/13594320903223839

Wahyuni, 1., & Wardani, L. M. I. (2020). Job Crafting On Millenial Generation (Patent No. 000205021). KEMENTERIAN
HUKUM DAN HAK ASASI MANUSIA REPUBLIK INDONESIA. https://pdki-
indonesia.dgip.go.id/detail/EC00202034352?type=copyright&keyword=000205021

Wardani, L.M.l.,, & Amalia, W. N. (2021). Psychological Capital, Job Insecurity, dan Burnout. Penerbit NEM.
https://play.google.com/store/books/details/Laila_Meliyandrie_Indah_Wardani_Psychological_Capi?id=cyxEEAAAQBAJ

Wardani, L.M.1., & Amelia, L. (2022). Career Competencies: Mediator Psychological Empowerment dan Employee Well-Being
di Era New Normal. Penerbit NEM.

Wardani, L.M.1., & Anwar, M. S. (2019). The role of quality of work life as mediator: Psychological capital and work engagement.
Humanities and Social Sciences Reviews, 7(6), 447—463. https://doi.org/10.18510/hssr.2019.7670

Wardani, L.M.1., & Astuti, S. W. (2019). Gambaran Kesejahteraan Psikologi Generasi Milenial Pengguna Media Digital Di
Jakarta Selatan. Southeast Asia Psychology Journal, 7(1), 1-14.

http://www.cseap.edu.my/sapj/index.php/journal/singleJournal/136

Wardani, L.M.1., Depati, M. C. D., Sombuling, A., & Risnawati, E. (2022). Active Coping Style and Pharmacist ’ s Burnout
during Pandemic COVID-79 : Core Self-Evaluation as a Mediator. 6(3), 1283-1296.

https://doi.org/10.53730/ijhs.v6n3.12107

Wardani, L.M.1., & Fatimah, S. (2020). Kompetensi Pekerja dan Efeknya Terhadap Work Engagement: Riset pada Pekerja dengan
Horizontal Education Mismatch. Jurnal Psikologi Sosial, 18(1), 73-85. https://doi.org/10.7454/jps.2020.09

Wardani, L.M.1., Jeanne, Y., Mardhiyah, M., Komarudin, A., Istigomah, & Rozi, F. (2021). Core self-evaluation as a mediator
for social support and psychological well-being: A study of indonesian migrant domestic worker candidates. Kasetsart Journal
of Social Sciences, 42(3), 637-644. https://doi.org/10.34044/j.kjss.2021.42.3.27

Wardani, L.M.1., Kartikawati, M. S., Syaputra, R. D., & Sekarini, D. A. (2021). Job Crafting Di Era New Normal. Penerbit NEM.

Wardani, L.M.I., & Noviyani, T. (2020). Employee Well-being as mediator of correlation between Psychological Capital and

141


https://pdki-indonesia.dgip.go.id/detail/EC00202034352?type=copyright&keyword=000205021
https://pdki-indonesia.dgip.go.id/detail/EC00202034352?type=copyright&keyword=000205021
http://www.cseap.edu.my/sapj/index.php/journal/singleJournal/136
https://doi.org/10.53730/ijhs.v6n3.12107

Dirasat: Human and Social Sciences, Volume 51, No. 3, 2024

Psychological ~Climate. Journal of Educational, Health and Community Psychology, 9(2), 47-63.
https://doi.org/10.12928/jehcp.v9i2.14357

Wardani, L.M.l., & Noviyani, T. (2021). Well-Being Pekerja Psychological Capital Dan Psychological Climate. Penerbit NEM.

Wardani, L.M.I., & Oktafiansyah, D. (2020). Employer Branding and Work Engagement in Non-Bank Financing Company.
Jurnal Psikologi, 19(2), 152-173. https://doi.org/10.14710/jp.19.2.152-173

Wardani, L.M.1., Sekarini, D. A., Syaputra, R. D., Kartikawati, M. S., Dawanti, R., Mulia, D. D. A., & Malek, M. D. A. (2021).
Career of horizontal education mismatch workers: Career competency, job crafting, and work engagement. Journal of
Education and Learning (EduLearn), 15(3), 414-424. https://doi.org/10.11591/edulearn.v15i3.19866

Wardani, L.M.l., Wulandari, S., Triasti, P., & Sombuling, A. (2020). The Effect of Psychological Capital on Work Engagement:
Investigating the Moderating Effect of Gender and Job. 83(17220), 535-542. https://doi.org/10.5220/0008591705350542

Wardani, L.M.I, Wulandari, S. C., Triasti, P., & Sombuling, A. (2020). The Effect of Psychological Capital on Work Engagement:
Employee Well-Being as a Mediator. Test Engineering and Management, 83(may-june 2020), 17220-17229.

Wardani, L M 1, Apriliani, A., Riskinanti, K., Dearly, D., & Sharif, S. B. (2023). The Role of Employee Well-Being as A
Moderator : Job Crafting and Work Engagement. 8(1), 22-38.

Wardani, L.M.I, & Amaliah, A. (2020). The role of psychological empowerment as mediator between psychological capital and
employee well-being. Journal of Critical Reviews, 7(13), 291-296. https://doi.org/10.31838/jcr.07.13.49

Wardani, L.M.I, & Firmansyah, R. (2021). Work-Life Balance Para Pekerja Buruh. Penerbit NEM.

Wardani, L.M.I, Sekarini, D. A., Kartikawati, M. S., & Syaputra, R. D. (2022). Pekerja Horizontal Educational Mismatch
Bagaimana dengan Karier Kompetensinya? Latar Belakang Pendidikan # Bidang Pekerjaan. Penerbit NEM.

Widhiarso, W. (2012). Memperkenalkan Program G * Power untuk Mengkalkulasi Berapa Ukuran Sampel untuk Penelitian
Aplikasi Kasus. https://widhiarso.staff.ugm.ac.id/files/Program G Power untuk Melihat Power Uji Statistik.pdf

Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a Job: Revisioning Employees as Active Crafters of Their Work. The Academy
of Management Review, 26(2), 179-201. https://doi.org/10.2307/259118

Wulandari, S. C., & Wardani, L. M. I. (2021). Employee Well-Being Hubungannya Dengan Psychological Capital Dan Work
Engagement. Penerbit NEM.

Yoon, K. H., Kim, B. Y., & Eom, J. G. (2019). The effects of job crafting on career success of multinational corporations’
employees. Journal of Asian Finance, Economics and Business, 6(4), 213-225.
https://doi.org/10.13106/jafeb.2019.v0l6.n04.213

Zheng, X., Zhu, W., Zhao, H., & Zhang, C. (2015). Employee well-being in organizations: Theoretical model, scale development,
and cross-cultural validation. Journal of Organizational Behavior, 36(5), 621-644.
https://doi.org/https://doi.org/10.1002/job.1990

142


https://doi.org/10.12928/jehcp.v9i2.14357
https://doi.org/10.13106/jafeb.2019.vol6.no4.213
https://doi.org/https:/doi.org/10.1002/job.1990

