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Abstract

This study aims to analyze the influence of perceived organizational support and learning
agility on employee performance with work engagement as a mediating variable among
civil servants at the Regional Secretariat of Kuningan Regency. The research employed a
quantitative survey approach involving 117 respondents selected through proportionate
stratified random sampling, with data analyzed using mediation regression through the
causal step method. The findings indicate that perceived organizational support and
learning agility have a positive and significant effect on both work engagement and
employee performance. Furthermore, work engagement positively and significantly affects
performance and mediates the relationship between perceived organizational support and
learning agility with employee performance. These results highlight the importance of
organizational support and adaptive learning capabilities in strengthening work
engagement and enhancing public sector employee performance.
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INTRODUCTION

Employee performance is a crucial element Furthermore, performance reflects both
that serves as the foundation for the quality and quantity of work
organizational success in achieving its accomplished in  accordance  with
predetermined objectives (S. T. Rahayu et organizational standards (Buulolo et al.,
al., 2024). Performance refers to the 2021), as well as employees' ability to
outcomes of an individual's efforts in adapt and contribute to organizational
carrying out assigned responsibilities success (Pusparani, 2021).

(Wandi, 2022) and is assessed based on the
efficiency and effectiveness of
resourceutilization (Wau et al., 2021).
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Within the context of public service,
particularly in Regional Secretariats,
employee performance plays a strategic
role in determining the quality of public
governance (Abadi et al., 2023). Findings
from interviews indicate that civil servants
(ASN) at the Regional Secretariat of
Kuningan Regency generally demonstrate
satisfactory performance; however, none
have achieved the "very good" category
based on the ideal performance curve. This
condition  suggests that employee
performance has not yet reached its
optimal level, especially amid increasingly
dynamic work demands resulting from the
implementation of the Electronic-Based
Government System (SPBE) and ongoing
regulatory changes.

One factor influencing  employee
performance is perceived organizational
support (POS), which refers to employees’
perceptions of the extent to which the
organization values their contributions and
cares about their well-being (Rais &
Parmin, 2020). Positive organizational
support has been shown to enhance
employee performance (Abdullahi et al.,
2024; Ariarni & Afrianty, 2017), although
some studies have reported insignificant
relationships (Wahyuni, 2019). In addition,
learning agility plays an important role as
an adaptive capability that enables
individuals to learn effectively and respond
to change (Gravett & Caldwell, 2016;
Syahchari et al., 2021). Previous studies
have reported its positive effect on
employee performance (Aprilia & Hidayat,
2024); however, inconsistent findings have
also been documented (Khildani et al.,
2021).

These inconsistent findings indicate the
need to examine work engagement as a
mediating variable. According to Social

Exchange Theory (Blau, 1964),
organizational support represents
favorable treatment that employees
reciprocate  through  greater  work

involvement and commitment. Meanwhile,
Conservation of Resources (COR) Theory
(Hobfoll, 1989) posits that learning agility
functions as a personal resource that
fosters work engagement when individuals
face workplace demands. Accordingly, this
study aims to examine the effects of
perceived organizational support and
learning agility on employee performance,
with work engagement serving as a
mediating variable among civil servants at
the Regional Secretariat of Kuningan
Regency.

LITERATURE REVIEW AND HYPOTHESIS
DEVELOPMENT

Social Exchange  Theory, initially
introduced by Homans (1958), explains
that individuals engage in reciprocal
relationships, while Blau (1964) expanded
the theory by emphasizing the social
dimensions that foster trust, obligation,
and long-term commitment between
individuals and organizations. When
employees receive favorable treatment
from their organization, they feel
obligated to reciprocate by demonstrating
higher levels of performance (Saks, 2006;
Pamungkas et al., 2024). Within this
framework, perceived organizational
support becomes a critical factor in
enhancing employee performance because
positive organizational support promotes
work engagement characterized by vigor,
dedication, and absorption (Sulistiyani et
al., 2022). Therefore, Social Exchange
Theory provides the theoretical foundation
for proposing that perceived organizational
support influences employee performance
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through work engagement as a mediating
mechanism.

Conservation of Resources (COR) Theory
explains that individuals are motivated to
acquire, maintain, and protect valuable
resources in order to cope with workplace
demands (Hobfoll, 1989). When these
resources are effectively managed,
employees are more likely to experience
higher levels of engagement and work
effectiveness (Hobfoll, 2002). Learning
agility, as a personal resource, enables
individuals to adapt quickly and flexibly to
changing circumstances (Hamouche et al.,
2025). This  capability  strengthens
employees’ capacity to cope with
workplace challenges (Mousa &
Abdelgaffar, 2023). Within the COR
framework, work engagement represents
the outcome of effective resource
utilization and is characterized by vigor,
dedication, and absorption (Schaufeli &
Bakker, 2004). Consequently, work
engagement serves as the mechanism
through which learning agility enhances
employee performance (Imran et al.,
2020). Thus, COR Theory provides the
theoretical basis for proposing that
learning agility influences employee
performance through work engagement as
a mediating mechanism.

Employee performance refers to the extent

to which employees achieve work
outcomes in accordance with
predetermined standards or criteria,

reflecting their effectiveness in carrying
out organizational responsibilities
(Robbins, 2006). Employee performance is
influenced by individual capabilities,
internal organizational rewards, and
employees' level of job satisfaction, as
these factors collectively contribute to
improving the effectiveness and quality of
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task execution (Mardhiah et al., 2020).
Therefore, optimal employee performance
not only enhances job satisfaction and
individual development but also
strengthens organizational culture,
improves employee retention, and
supports the achievement of overall
organizational performance (Wulur &
Mandagi, 2023).

Perceived organizational support refers to
employees' beliefs regarding the extent to
which the organization values their
contributions and cares about their well-
being (Eisenberger et al., 1986).
Organizational support can be
demonstrated through various forms of
favorable treatment, including fairness,
recognition, respect, opportunities to
express opinions, appropriate
compensation, promotion opportunities,
access to information, and the provision of
facilities or assistance that facilitate task
accomplishment and improve employee
well-being (Diana & Frianto, 2021). High
levels of perceived organizational support
contribute to stronger social relationships,
increased affective and normative
commitment, greater job satisfaction,
enhanced performance, and improved self-
efficacy, organization-based self-esteem,
and work-family balance (Kurtessis et al.,
2016).

Learning agility is defined as an individual's
willingness and capability to acquire new
competencies in order to maintain or
improve job performance, even when
confronted with unfamiliar, challenging, or
rapidly changing situations (Lombardo &
Eichinger, 2000). Employees with high
learning agility typically demonstrate a
strong desire to learn, high initiative, and
openness to new perspectives, enabling
them to integrate flexible ways of thinking



Amara Aurelia’, Retno Kurniasih?

The Influence Of Perceived Organizational Support And Learning Agility On Employee Performance :

The Mediating Role Of Work

and behaving into their daily work
routines, which ultimately contributes to
organizational effectiveness (Syahchari et
al., 2021). Therefore, learning agility
represents an essential capability that
enables employees to perform their duties
and responsibilities effectively in dynamic
work environments (Surya & Yuniasanti,
2023).

Work engagement is defined as a positive,
fulfilling work-related state of mind
characterized by high levels of energy,
strong dedication, and full concentration
on one's work (Schaufeli & Bakker, 2004).
Employees with low work engagement tend
to exhibit pessimism toward their
responsibilities, lack enthusiasm for their
work, perform below expectations, fail to
meet job demands, and experience higher
rates of absenteeism (Cahyana & Prahara,
2021). In contrast, highly engaged
employees are more likely to display
positive work behaviors by voluntarily
exerting additional effort to accomplish
their tasks compared with those who are
less emotionally and cognitively involved in
their work (Bakker, 2011).

Based on the theoretical review presented
above, the hypotheses of this study are
formulated as follows:

H1: Perceived organizational support has a
positive effect on work engagement.

H2: Learning agility has a positive effect on
work engagement.

H3: Work engagement has a positive effect
on employee performance.

H4: Work engagement mediates the
positive effect of perceived organizational
support on employee performance.
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H5: Work engagement mediates the
positive effect of learning agility on
employee performance.

RESEARCH METHOD

This study employed a quantitative
approach using a survey method. The
research was conducted among civil
servants (ASN) at the Regional Secretariat
of Kuningan Regency. Data were collected
through the direct distribution of
questionnaires to respondents who met the
study criteria, namely active civil servants
working at the Regional Secretariat of
Kuningan Regency.

The study population comprised all civil
servants at the Regional Secretariat of
Kuningan Regency. A total of 117
respondents  were selected using
proportionate stratified random sampling
to ensure proportional representation
across all strata. The research instrument
employed a five-point Likert scale ranging
from strongly disagree to strongly agree.
The study examined perceived
organizational support and learning agility
as the independent variables, work
engagement as the mediating variable, and
employee performance as the dependent
variable.

Data were analyzed using mediation
regression analysis based on the causal
step approach with the assistance of
statistical software. The analytical
procedures included validity and reliability
testing of the measurement instruments,
classical assumption tests (normality,
multicollinearity, heteroscedasticity, and
linearity), the coefficient of determination
(R?), the simultaneous significance test (F-
test), and the partial significance test (t-
test). Mediation analysis was subsequently
performed to examine the mediating role
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of work engagement in the relationships
between perceived organizational support
and employee performance as well as
between learning agility and employee
performance by assessing both direct and
indirect effects.

RESULT AND DISCUSSION

The findings revealed that perceived
organizational support had a positive and
significant effect on work engagement,
while learning agility also had a positive
and significant effect on work engagement
among civil servants (ASN) at the Regional
Secretariat of  Kuningan  Regency.
Furthermore, work engagement was found
to have a positive and significant effect on
employee performance. The results also
demonstrated that work engagement
mediated the effects of perceived
organizational support and learning agility
on employee performance.

Descriptive Analysis of Respondents’ Answers
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These findings indicate that higher levels
of perceived organizational support
enhanced employees’ work engagement,
whereas learning agility also contributed
positively  to strengthening  work
engagement among civil servants at the
Regional Secretariat of Kuningan Regency.
Moreover, work engagement significantly
improved employee performance. These

findings are consistent with Social
Exchange Theory, which emphasizes
employees' reciprocal responses to

organizational support, and Conservation
of Resources Theory, which explains the
role of personal resources in enabling
individuals to cope effectively with
workplace demands. Accordingly, work
engagement served as a psychological
mechanism through which perceived
organizational support and learning agility
translated into improved employee
performance in the public sector.

Tabel 1 Descriptive Analysis of Perceived Organizational Support

Frequency of Respondent Answers Index
Indicator Criteria
1 2 3 4 5 Total Score
X1.1 My organization 0 1 18 69 29 117 95,2 High
cares about  my 5 54 575 145 476
opinion.
X1.2 My organization 0 4 23 60 30 117 93,4 High
genuinely cares 0 8 69 240 150 467
about my well-being.
X1.3 My organization 0 1 26 69 21 117 92,2 High
takes my personal
goals and values into 0 2 78 276 105 461
serious
consideration.
X1.4 Support is available 0 1 26 60 30 117 94 High
from my organization @ 78 240 150 470
when I face
problems.
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X1.5 My organization 0 0 18 68 31 117 96,2 Tinggi
would forgive my
mistakes if | honestly
admitted to them.

0 O 54 272 155 481

X1.6 If given the chance, 1 15 27 44 30 117 87,6 High

my organization
would take 1 30 81 176 150 438

advantage of me.

X1.7 My organization 0 0 32 72 13 117 89,8 High

shows very little 0 0 96 288 65 449
concern for me.

X1.8 My organization is 0 1 18 69 29 117 95,2 High
willingto helpmeifl o 5 54 275 145 476
need specific
assistance.
Average 92,9

Tabel 2 Descriptive Analysis of Learning Agility
. Frequency of Respondent Answers  Index L.
Indicator 1 2 3 a 5  Total Score Criteria
X2.1 | actively seek 1 8 20 61 27 117 91,2 High

feedback about my 4 16 6o 244 135 456
skills and abilities.

X2.2 | do not like tasks 0 O 18 73 27 117 94,4 High
that require me to 0 0 45 292 135 472
learn new things.

X2.3 lenjoylearningfrom 0 O 7 70 40 117 100,2 High
others. 0 0 21 280 200 501

X2.4 If one approach to 0 O 5 75 37 117 100 High
solving a problem o0 0 15 300 185 500

fails, | try another
approach.
X2.5 linteract withmany 0 2 11 56 45 117 100,2 High
people to learn how 0 4 33 224 240 501
to become more
effective and
efficient.
X2.6 People often come 0 3 31 53 30 117 92,2 High
to me when they
need help solving 0 6 93 212 150 461

problems.

X2.7  lcan easily 0O 0 22 71 24 117 94 High
remember new 0 0 66 284 120 470
information.

X2.8 0 1 6 75 35 117 99 High
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| am confident that |

can learn new 0 2 18 300 175 495
information.

X2.9 High
| know the best ;. 5 24 29 117
approach to learning
something new. 0 2 39 296 145 476 96,4

X2.10 |remain High

0 2 31 55 29 117

comfortable when
situations in my
work change. 0 4 93 220 145 476 952

X2.11 High
| am able to perform 0 0 17 80 20 117 g
well even in
changing situations. 0 0 51 320 100 471 94,2

X2.12 | enjoy changes in High
my work O 1 16 63 37 117

environment while
performing different
0 2 48 252 185 487
tasks. 97,4
Rata-rata 104,2

Tabel 3. Descriptive Analysis of Employee Performance
i Frequency of Respondent Answers  |ndex L.
Indicator 1 2 3 1 5 iml Score Criteria
Y.1 | complete mywork 0 O 2 53 62 117 105,6 High
according to the
established quality
standards. 0 O 6 212 310 528
Y.2 | make every effort 0 O 3 62 52 117 103,4 High

to minimize errorsin

carrying out - my 0 O 9 248 260 517

work.
Y.3 | am able to achieve 0 O 3 69 45 117 102 High
the established
work quantity 0 0 9 276 225 510
targets.

Y.4 | often exceed the 0 12 29 52 24 117 87,8 High

established work

quantity targets. 0 24 87 208 120 439

Y.5 I am able to 0 O 3 70 44 117 101,8 High
complete my work
on time. 0 O 9 280 220 509

Y.6 I do not 0 O 7 56 54 117 103 High

procrastinate on
tasks that are my
responsibility.

0 0 21 224 270 515
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Y.7 | use work resources 0 O 5 75 37 117 100 High
according to the 0 0 15 300 185 500
requirements of my

job.

Y.8 | strive to avoid 0 O 3 76 38 117 100,6 High
wasting work o 9 9 304 190 503
resources.

YO | am able to 1 4 5 69 38 117 98 High

complete my work 1 8 15 276 190 490
without  requiring
close supervision
from my supervisor.
Y.10 | take the initiative 0 O 8 80 29 117 97,8 High
to begin my work

0 0 24 320 145 489

without always
waiting for
instructions from my
supervisor.

Y11 | am able to work 0 O 2 57 58 117 104,8 High
collaboratively with 0 0 6 228 290 524
my colleagues to
complete tasks.

Y.12 | strive to maintain 0 O 3 40 74 117 107,8 High
good relationships
with my colleagues 0 0 9 252 370 539
in the workplace.

Average 101

Tabel 4 Descriptive Analysis of Work Engagement
Frequency of Respondent Answers Index

indi N

ndicator 1 2 3 2 5 ml Score Criteria

M.1 At work, | feel full of 0 1 20 57 39 117 97 High
energy. 0O 2 60 228 195 485

M.2 When working, | feel 0 0 21 61 35 117 96,4 High
strong and vigorous. 0 0 63 244 175 482

M.3 When | wake upin 0 1 13 57 46 117 99,8 High
the morning, | feel 0 2 39 228 230 499
enthusiastic  about
going to work.

M.4 | am enthusiastic O 1 16 67 33 117 96,6 High

about my work. 0O 2 48 268 165 483
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M.5 My workinspiresme. 0 0 25 56 36 117 95,8 High
0 0 75 224 180 479
M.6 | am proud of the 0 O 8 66 43 117 100,6 High
work | do. 0 0 24 264 215 503
M.7 | feel happy when | 1 2 12 69 33 117 96,4 High
work intensively. 1 4 36 276 165 482
M.8 | become immersed 1 9 33 55 19 117 86,6 High
in my work. 18 99 220 95 433
M.9 |feel carriedawayby 1 3 29 55 29 117 109,8 High
my work while | am
working. 1 6 87 220 145 549
Average 97,6
Based on Tables 1, 2, 3, and 4, the 2. Learning Agility
descriptive analysis results can be Respondents’ perceptions of learning

summarized as follows:
1. Perceived Organizational Support

Respondents’ perceptions of perceived
organizational support were classified as
high, with a mean score of 92.9, indicating
that employees at the Regional Secretariat
of Kuningan Regency perceived a high level
of organizational support in carrying out
their duties. The highest-scoring item, X1.5
("My organization would forgive my
mistakes if | honestly admitted them") with
a score of 96.2, suggests the presence of an
organizational culture that emphasizes
openness and trust, allowing employees to
feel safe in being honest about their
mistakes. Similarly, the high scores for
X1.1 ("My organization cares about my
opinions”) and X1.8 ("My organization is
willing to help me when | need specific
assistance"), both scoring 95.2, reflect the
organization's concern for employees'
opinions and its willingness to provide
support whenever needed.

16

agility were classified as high, with a mean
score of 104.2, indicating that employees
at the Regional Secretariat of Kuningan
Regency possess strong adaptive
capabilities and a strong willingness to
learn. The highest-scoring items, X2.3 ("l
enjoy learning from others") and X2.5 ('l
interact with many people to learn how to
become more effective and efficient"),
both with a score of 100.2, highlight
employees' openness to social learning and
networking. Meanwhile, the high score for
X2.4 ("If one approach to solving a problem
fails, | try another approach”) (100.0)
reflects employees' flexibility in
responding to workplace challenges.

3. Employee Performance

Respondents’ perceptions of employee
performance were classified as high, with
a mean score of 101.0, indicating that
employees at the Regional Secretariat of
Kuningan Regency were able to perform
their duties effectively. The highest-
scoring items were Y.12 ("l strive to
maintain good relationships with my
colleagues in the workplace”) (107.8), Y.1
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("l complete my work in accordance with
the established quality standards")
(105.6), and Y.11 ("I am able to work
collaboratively with my colleagues to
complete tasks”) (104.8). These findings
highlight collaboration, work quality, and
interpersonal  relationships as  the
employees' primary strengths. Overall, the
results indicate that employee
performance is supported not only by
technical competence but also by
cooperative attitudes and a commitment
to maintaining high work standards, which
contribute to organizational effectiveness.

4. Work Engagement

Respondents’  perceptions of  work
engagement were classified as high, with
a mean score of 97.6, indicating that
employees at the Regional Secretariat of
Kuningan Regency exhibited a high level of
engagement with their work. The highest-
scoring item, M.9 ("l get carried away by
my work when | am working"), with a score
of 109.8, demonstrates employees' deep
absorption in their work activities. High

scores were also observed for M.6 ('l am
proud of the work that | do") (100.6) and
M.3 ("When | wake up in the morning, | feel
like going to work") (99.8), reflecting
employees' strong sense of pride and
intrinsic motivation toward their jobs.
These findings suggest that employees are
not only formally committed to their work
but also possess the energy, enthusiasm,
and pride that support productivity and
contribute to sustained organizational
performance.

Data Quality Assessment

Validity Test

The validity test results showed that the
calculated correlation coefficient (r-value)
for all questionnaire items was greater
than the critical r-table value of 0.1816 (df
=n -2 =115, a = 0.05). Therefore, all
questionnaire items measuring Perceived
Organizational Support, Learning Agility,
Employee  Performance, and Work
Engagement were considered valid and
appropriate for use in this study.

Tabel 5 Job Demands Validity Test Results

Correlation )
No Item Rtabel Information
Value
1 Perceived Organizational Support (X1.1) 0,701 0,1816 Valid
2 Perceived Organizational Support (X1.2) 0,688 0,1816 Valid
3 Perceived Organizational Support (X1.3) 0,761 0,1816 Valid
4 Perceived Organizational Support (X1.4) 0,632 0,1816 Valid
5 Perceived Organizational Support (X1.5) 0,588 0,1816 Valid
6 Perceived Organizational Support (X1.6) 0,654 0,1816 Valid
7 Perceived Organizational Support (X1.7) 0,723 0,1816 Valid
8 Perceived Organizational Support (X1.8) 0,674 0,1816 Valid
Tabel 6 Learning Agility Validity Test Results
Correlation ]
No Item Rtabel Information
Value
1 Learning Agility (X2.1) 0,633 0,1816 Valid
2 Learning Agility (X2.1) 0,674 0,1816 Valid
3 Learning Agility (X2.1) 0,696 0,1816 Valid
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Correlation )
No Item Rtabel Information
Value

4 Learning Agility (X2.1) 0,510 0,1816 Valid

5 Learning Agility (X2.1) 0,596 0,1816 Valid

6 Learning Agility (X2.1) 0,525 0,1816 Valid

7 Learning Agility (X2.1) 0,591 0,1816 Valid

8 Learning Agility (X2.1) 0,553 0,1816 Valid

9 Learning Agility (X2.1) 0,577 0,1816 Valid

10 Learning Agility (X2.1) 0,654 0,1816 Valid

11  Learning Agility (X2.1) 0,683 0,1816 Valid

12 Learning Agility (X2.1) 0,386 0,1816 Valid

Tabel 7. Employee Performance Validity Test Results

Correlation .
No Item Rtabel Information
Value
1 Kinerja Pegawai (Y.1) 0,381 0,1816 Valid
2 Kinerja Pegawai (Y.2) 0,705 0,1816 Valid
3 Kinerja Pegawai (Y.3) 0,554 0,1816 Valid
4 Kinerja Pegawai (Y.4) 0,682 0,1816 Valid
5 Kinerja Pegawai (Y.5) 0,784 0,1816 Valid
6 Kinerja Pegawai (Y.6) 0,696 0,1816 Valid
7 Kinerja Pegawai (Y.7) 0,526 0,1816 Valid
8 Kinerja Pegawai (Y.8) 0,690 0,1816 Valid
9 Kinerja Pegawai (Y.9) 0,723 0,1816 Valid
10 Kinerja Pegawai (Y.10) 0,494 0,1816 Valid
11 Kinerja Pegawai (Y.11) 0,454 0,1816 Valid
12 Kinerja Pegawai (Y.12) 0,746 0,1816 Valid
Tabel 8. Work Engagement Validity Test Results
Correlation )
No Item Rtabel Information
Value
1 Work Engagement (Z.1) 0,621 0,1816 Valid
2 Work Engagement (2.1) 0,714 0,1816 Valid
3 Work Engagement (Z.1) 0,504 0,1816 Valid
4 Work Engagement (Z.1) 0,662 0,1816 Valid
5 Work Engagement (Z.1) 0,673 0,1816 Valid
6 Work Engagement (Z.1) 0,738 0,1816 Valid
7 Work Engagement (Z.1) 0,543 0,1816 Valid
8 Work Engagement (Z.1) 0,772 0,1816 Valid
9 Work Engagement (Z.1) 0,659 0,1816 Valid
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1. Reliability Test
The reliability of the questionnaire was
assessed using Cronbach's Alpha. A
research instrument was considered
reliable if its Cronbach's Alpha
coefficient was greater than 0.60.

> A research instrument was considered
reliable if its Cronbach's Alpha
coefficient was greater than 0.60.
This indicates that the instrument has
an acceptable level of internal
consistency and is therefore considered
reliable.

Tabel 9 Reliability Test Result

) Cronbach Alpha . .
Variabel . Critical Value Information
Coeficient

Perceived

Organizational 0,835 0,60 Reliable

Support

Learning Agility 0,831 0,60 Reliable

Employee Reliable
0,861 0,60

Performance

Work Reliable
0,837 0,60

Engagement

Classical Assumption Test

1.

Normality Test
The normality test shows a
significance value of 0.200, which is

greater than 0.05 (the significance
level, a), indicating that the data in
this study are normally distributed.

Tabel 10 Normality Test Result

Significant

Smirnov

Nilai Kolmogorov

Information

0,05 0,200

Distribution Normal

Uji Multikolinearitas

The multicollinearity test shows VIF
values of less than 10 and Tolerance

values greater than 0.10; therefore,
multicollinearity is not present in
this study.

Tabel 11 Hasil Uji Multikolinearity

Nilai

Nilai

Variable Keterangan
Tolerance VIF
Perceived No multicollinearity was
o 0,427 2,343
Organizational Support detected
. . No multicollinearity was
Learning Agility 0,531 2,188
detected
No multicollinearity was
Work Engagement 0,442 2,264
detected
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3. Heterokedasticity Test
Heterokedasticty test shows a
significance value greater than
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0.05, so it can be concluded that
there is no heteroskedasticity.

Tabel 12 Hasil Uji Heterokedastisitas

Variable Significant Information
Perceived 0,937 No
Organizational heteroscedasticity
Support was detected
Learning Agility 0,385 No

heteroscedasticity
was detected
Work Engagement 0,888 No

heteroscedasticity
was detected

4. Linearity Test
Uji Linearitas Linearity Test
The linearity test showed that the
significance value of the Deviation
from Linearity was greater than

0.05, indicating that the
relationships among the variables in
this study were linear. Therefore,
the assumption of linearity was
satisfied.

Tabel 13 Linearity Test Result

Signifikansi
Variable deviation from Information
linearity

Perceived 0,475 Linear
Organizational

Support

Learning Agility 0,478 Linear
Work Engagement 0,737 Linear

Multiple Regression Analysis Test

Tabel 14 Results of Multiple Regression Analysis of X1 and X2 on Y (Value c)

Variable Coeffisient B Significant
Constant 24,937 0,000
Perceived Organizational
0,424 0,000
Support
Learning Agility 0,236 0,000
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Tabel 15 Results of Multiple Regression Analysis of X1 and X2 on M (value of a)

Variable Coeffisient B Significant
Constant 17,268 0,000
Perceived
Organizational 0,376 0,000
Support
Learning Agility 0,168 0,001

Tabel 16 Results of Multiple Regression Analysis of X1, X2, and Mon Y (b and c’ values)

Variable Coeffisient Significant
Constant 18,788 0,000
Perceived
Organizational 0,291 0,001
Support
Learning Agility 0,176 0,007
Work Engagement 0,356 0,003

Hypotesis Test

1. Coefficient Determination R?2
Tabel 17 Coefficient Determination R?
Model R Square Adjusted R Square
Perceived
Organizational
Support, Learning 0,558 1,940
Agility - Work
Engagement
Perceived
Organizational
Support, Learning
Agility, Work
Engagement -
Kinerja Pegawai

0,563 2,424

2. FTest
Tabel 18 F Test Result
Model F Result Signifikan
Perceived
Organizational
Support, Learning 72,052 0,000
Agility - Work
Engagement

21



INDONESIAN JOURNAL OF BUSINESS AND ECONOMICS Printed ISSN 2621-6167, e-ISSN 2621-4466
Vol. 9 Issue 1, Juni 2026 https://ijbe.uniku.ac.id/pub

Model F Result Signifikan

Perceived
Organizational
Support, Learning
Agility, Work
Engagement -
Kinerja Pegawai

48,620 0,000

3. TTest
Tabel 19 Hasil Uji T X1 dan X2 terhadap M
) Unstandardized
Variable . Calculated t-value
Coefficient
Perceived 0,376
Organizational 6,565
Support
Learning Agility 0,168 3,493
Tabel 20 Results of the T-Test of X1 and X2 against M
) Unstandardized
Variable . Calculated t-value
Coefficient
Work Engagement 0,356 3,043

Mediation Regression Analysis

Work Engagement (M)
a=0,376 b =0,356
a=0.000 a=0,000
Perceived Organizational Employee Performance
Support (X1) c=0,424 a = 0,000 ¥)
¢’ =0,291 a=0,001

Figure 1 Model Causal Step 1
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Work Engagement (M)

a=0,168 b=0,356
(X:0,00]. (1=0,000
L ing Agility (X2) Employee
earning Agility
c=0,236 o = 0,000 Performance (Y)
¢ =0,176 a =0,007

Figure 2 Model Causal Step 2

DISCUSSION AND RESEARCH RESULTS

1. Perceived organizational support has a
positive effect on work engagement.

Perceived organizational support variable
has a calculated t-value of 6.565 and a
significance level of 0.000. Since the
calculated t-value (6.565) exceeds the t-
table value (1.658) and the significance
level is below 0.05, it can be concluded
that perceived organizational support has a
positive and significant effect on work
engagement. The regression coefficient of
0.376 confirms that as the organizational
support perceived by employees increases,
the level of work engagement tends to rise.

2. Learning agility has a positive effect on
work engagement.

Learning agility variable has a calculated t-
value of 3.493 and a significance level of
0.001. The calculated t-value (6.565)
exceeds the t-table value (1.658), with a
significance level below 0.05. The positive
regression coefficient (0.168) indicates
that learning agility has a positive and
significant effect on work engagement.
This demonstrates that higher levels of
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learning agility lead to increased employee
work engagement.

3. Work engagement has a positive effect
on employee performance.

Work engagement variable has a calculated
t-value of 3.043 with a significance level of
0.003. Since the calculated t-value (3.043)
exceeds the t-table value (1.658) and the
significance level is below 0.05, it can be
concluded that work engagement has a
positive and significant effect on employee
performance. The regression coefficient of

0.356 confirms that higher work
engagement leads to improved
performance.

4. Work engagement mediates the
relationship between perceived
organizational support and employee
performance.

Work engagement variable (M) can mediate
the relationship between perceived
organizational support (X1) and employee
performance (Y) if the significance values
for paths a, b, and c are less than 0.05.
Based on the model results, the
significance values are a = 0.000, b = 0.000,
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and ¢ = 0.000; since these are all below
0.05, the condition for work engagement to

mediate the relationship  between
perceived organizational support and
employee performance is met. The

significance value for ¢’ is 0.001 (less than
0.05), indicating that work engagement

acts as a partial mediator in the
relationship between perceived
organizational support and employee

performance. This means that perceived
organizational support influences
employee performance not only through
work engagement but also directly; while
work engagement helps explain part of this
influence, it is not the sole pathway of
influence.

5. Work engagement mediates the
relationship between learning agility
and employee performance.

Work engagement variable (M) mediates
the relationship between learning agility
(X2) and employee performance (Y) if the
significance values for a, b, and c are less
than 0.05. Based on the model results, the
significance values are a = 0.001, b = 0.000,

and c¢ = 0.000—all below the 0.05
threshold—thereby satisfying the
conditions for work engagement to

mediate the relationship between learning
agility and employee performance. The
significance value for ¢’ is 0.007 (less than
0.05), indicating that work engagement
acts as a partial mediator in the
relationship between learning agility and
employee performance. This implies that
learning agility not only enhances
employee performance through work
engagement but also drives performance
directly. Consequently, work engagement
accounts for only a portion of the impact
of learning agility on employee
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performance, while a direct effect

remainsC

CONCLUSION

Based on the findings, it can be concluded
that perceived organizational support has a
positive effect on work engagement, and
learning agility also has a positive effect on
work engagement. Furthermore, work
engagement was found to have a positive
effect on employee performance. The
results also demonstrate that work
engagement mediates the relationships
between perceived organizational support
and employee performance, as well as
between learning agility and employee
performance. These findings suggest that
employees' perceptions of organizational
support and their ability to learn and adapt
to new situations are important factors in
enhancing work engagement and,
ultimately, employee performance.
Accordingly, Hypotheses H1, H2, H3, H4,
and H5 were supported.

IMPLICATION

Continuous efforts to improve employee
performance at the Regional Secretariat of
Kuningan Regency should focus on
strengthening perceived organizational
support and enhancing learning agility to
foster greater work engagement.
Strengthening a supportive organizational
culture can be achieved through employee
feedback forums, mentoring and coaching
programs, as well as technical and
psychosocial support services that promote
employees' sense of security and
appreciation. These initiatives are
expected to enhance employees’ work
motivation and organizational
commitment, ultimately leading to
improved employee performance.
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In addition, learning agility can be
enhanced through  knowledge-sharing
workshops, internal networking programs,
and problem-solving simulations designed
to strengthen employees' flexibility and
adaptive capabilities. Implementing a
clear and transparent performance-based
reward system is also essential to reinforce
work motivation. High levels of work
engagement, fostered by organizational
support and adaptive learning capabilities,
are expected to improve employee
performance, strengthen collaboration,
and cultivate a productive and sustainable
work culture within the Regional
Secretariat of Kuningan Regency.
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