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ABSTRAK Article History  

The increasing intensification of performance pressure within 
the modern banking sector has raised critical concerns 
regarding the sustainability of employee engagement under 
target-driven organizational systems. Although employee 
engagement has traditionally been positioned as a positive 
psychological mechanism that enhances employee 
performance, recent organizational dynamics characterized by 
aggressive KPI systems, digital performance monitoring, and 
continuous target evaluation suggest that engagement may not 
always generate universally beneficial outcomes. This study 
aims to examine the role of employee engagement as a 
psychological mechanism linking job resources and work 
motivation with employee performance, while simultaneously 
investigating the moderating role of target pressure within the 
banking sector. Grounded in Job Demands–Resources (JD-R) 
Theory and Conservation of Resources (COR) Theory, this 
study proposes that employee engagement operates as a 
conditional psychological mechanism whose effectiveness is 
influenced by excessive target pressure. A quantitative 
explanatory design was employed using survey data collected 
from 200 banking employees working within target-based 
performance systems in Indonesia. Data were analyzed using 
Generalized Structured Component Analysis (GSCA) to 
examine direct, mediating, and moderating relationships 
among the latent variables. The findings reveal that job 
resources and work motivation positively influence employee 
engagement, while employee engagement significantly 
enhances employee performance. Furthermore, employee 
engagement mediates the relationships between job resources, 
work motivation, and employee performance. However, the 
study also demonstrates that target pressure significantly 
weakens the positive relationship between employee 
engagement and employee performance. These findings 
indicate that engagement is not universally adaptive but rather 
conditional, context-dependent, and potentially unsustainable 
within high-pressure organizational environments. This study 
contributes theoretically by extending JD-R Theory through 
the integration of resource depletion logic and the strain 
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pathway perspective, thereby highlighting the conditional 
effectiveness and dark side of employee engagement. The study 
also enriches organizational behavior literature by 
introducing an engagement under pressure perspective within 
the context of modern banking organizations. Practically, the 
findings suggest that organizations should balance 
performance demands with the sustainability of employees’ 
psychological resources through more adaptive target 
management and sustainable human resource management 
practices. 
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INTRODUCTION 

The contemporary banking industry is undergoing a profound transformation 

characterized by digital acceleration, aggressive performance orientation, intensified 

competition, and increasingly data-driven managerial control systems. The rapid expansion of 

digital banking services, algorithmic performance monitoring, KPI-based evaluation systems, 

and sales-driven organizational cultures has fundamentally altered the nature of work within 

financial institutions. Banking employees are no longer operating merely within conventional 

service environments; instead, they increasingly work under continuous performance 

surveillance, escalating sales expectations, and persistent target pressure that demand 

sustained psychological and emotional investment (Molino et al., 2020; Tarafdar et al., 2020). 

In many banking institutions, organizational effectiveness is progressively measured through 

highly quantifiable indicators such as customer acquisition, sales conversion, productivity 

ratios, and service responsiveness, thereby intensifying performance pressure at the individual 

level. 

While such systems are often designed to enhance organizational competitiveness and 

efficiency, they simultaneously create psychologically demanding work environments 

characterized by work intensification, emotional fatigue, cognitive overload, and chronic 

performance strain (Cooke et al., 2020). Employees are increasingly expected not only to 

achieve ambitious performance targets but also to maintain emotional responsiveness, 

customer orientation, and adaptive flexibility in rapidly changing service environments. 

Consequently, the banking sector represents a highly relevant organizational context for 

examining the sustainability of employee engagement under excessive target pressure 

conditions. The intensification of target-oriented performance systems has raised critical 

concerns regarding the long-term psychological sustainability of employees who are 

continuously required to maintain high levels of engagement while operating under persistent 

evaluative pressure. 

Within organizational behavior literature, employee performance remains one of the 

most critical organizational outcomes because it directly influences organizational 

competitiveness, service quality, customer retention, and financial sustainability. 
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Consequently, organizations continuously seek mechanisms capable of sustaining employee 

performance in increasingly demanding work environments. Among these mechanisms, 

employee engagement has emerged as one of the most influential constructs in contemporary 

human resource management and occupational psychology literature. Grounded in Job 

Demands–Resources (JD-R) Theory, employee engagement is generally conceptualized as a 

positive, fulfilling, work-related psychological state characterized by vigor, dedication, and 

absorption that enhances employee motivation and performance (Bakker & Demerouti, 2017; 

Schaufeli, 2021). Engagement is frequently portrayed as a strategic organizational asset 

because engaged employees tend to demonstrate stronger persistence, proactive behavior, 

adaptive capability, and higher task performance (Saks, 2022). 

However, despite the growing prominence of employee engagement literature, 

dominant theoretical perspectives continue to conceptualize engagement primarily as a 

universally beneficial psychological construct. Existing studies overwhelmingly position 

engagement as an ideal motivational state that consistently generates positive organizational 

outcomes, including enhanced productivity, organizational commitment, innovation, and 

employee well-being (Christian et al., 2011). Such perspectives implicitly assume a relatively 

linear relationship between engagement and performance, where increasing engagement is 

expected to proportionally improve employee outcomes. As a result, the majority of 

engagement studies remain heavily centered on the motivational pathway of JD-R Theory 

while paying comparatively limited attention to the psychological costs and sustainability 

risks associated with engagement under excessive work demands. 

This dominant optimism within engagement literature has increasingly become 

problematic in modern organizational contexts characterized by aggressive performance 

climates and intensified target systems. Contemporary organizations, particularly in the 

banking sector, are not merely demanding employee involvement but are increasingly 

institutionalizing continuous performance pressure through digital monitoring systems, KPI 

surveillance, sales targets, and intensified customer performance metrics. Under such 

conditions, engagement may no longer function solely as a motivational resource but may 

also evolve into a psychologically costly form of sustained energy expenditure. Nevertheless, 

existing literature still provides insufficient explanation regarding when engagement loses its 

effectiveness, why highly engaged employees remain vulnerable to exhaustion, and how 

performance pressure may transform engagement into a source of psychological strain rather 

than sustainable motivation. 

Recent studies have begun to challenge the overly optimistic assumptions surrounding 

employee engagement by introducing discussions regarding the dark side of engagement, 

unsustainable engagement, and engagement under pressure (Knight et al., 2021; Sonnentag, 

2018). These perspectives suggest that engagement may not always produce adaptive or 

sustainable outcomes, particularly within high-pressure organizational environments. Highly 

engaged employees often invest substantial emotional, cognitive, and behavioral energy into 
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their work, which may accelerate psychological resource consumption when recovery 

opportunities are insufficient (Halbesleben, 2010). In such circumstances, engagement may 

paradoxically contribute to emotional exhaustion, work intensification, compulsive 

performance behavior, and hidden burnout rather than sustained performance enhancement. 

This contradiction reveals an important unresolved tension within employee 

engagement literature. On one hand, engagement is theoretically positioned as a motivational 

mechanism that energizes employees and improves performance outcomes. On the other 

hand, the same engagement process may become psychologically depleting when employees 

operate under excessive target pressure and continuous evaluative demands. The problem 

becomes particularly significant in the banking sector, where employees are expected to 

maintain persistent customer orientation, emotional regulation, and performance achievement 

simultaneously. Under chronic target pressure, employees may continue displaying outward 

behavioral engagement while internally experiencing psychological fatigue, emotional 

depletion, and declining adaptive capacity. Consequently, engagement may simultaneously 

function as both a motivational resource and a psychological vulnerability. 

This unresolved contradiction indicates that the traditional linear interpretation of the 

engagement–performance relationship may no longer be sufficient for explaining employee 

behavior in modern high-pressure organizations. From the perspective of JD-R Theory, job 

resources are expected to stimulate motivational processes that enhance employee 

engagement and subsequently improve performance (Bakker & Demerouti, 2017). However, 

Conservation of Resources (COR) Theory suggests that individuals possess limited 

psychological resources, and excessive or prolonged resource expenditure may ultimately 

lead to psychological depletion and strain (Hobfoll et al., 2018). Similarly, the challenge–

hindrance framework argues that not all job demands function constructively; certain 

demands may instead obstruct employee functioning by generating stress, overload, and 

psychological exhaustion (Cavanaugh et al., 2000; LePine et al., 2005). 

Despite these theoretical developments, prior research has rarely integrated JD-R 

Theory with resource depletion perspectives to explain how target pressure weakens the 

effectiveness of engagement in enhancing employee performance. Existing studies largely 

continue to conceptualize target pressure as a generic work demand without critically 

examining its destructive psychological consequences within highly target-oriented 

organizational environments. In reality, target pressure in the banking sector increasingly 

resembles a hindrance demand rather than a challenge demand because it intensifies 

emotional strain, attentional fragmentation, and cognitive overload while simultaneously 

reducing opportunities for psychological recovery. Consequently, target pressure may 

interrupt the motivational pathway within JD-R Theory by accelerating psychological 

resource depletion and weakening the sustainability of engagement. 

Accordingly, this study argues that employee engagement should not be conceptualized 

as a universally adaptive psychological state. Instead, engagement must be understood as a 
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conditional and context-dependent psychological mechanism whose effectiveness depends 

heavily on organizational pressure conditions. More specifically, this study proposes that 

employee engagement may simultaneously function as a motivational mechanism and a 

source of psychological vulnerability under excessive target pressure. This argument 

challenges dominant assumptions within engagement literature and introduces a more critical 

perspective regarding the sustainability and effectiveness of engagement in modern 

organizations. 

The novelty of this study lies in several important aspects. First, this study 

reconceptualizes target pressure as a hindrance demand rather than merely a performance 

challenge. Second, it examines the dark side of employee engagement within the context of 

the banking sector, where employees operate under persistent performance pressure and 

intensified evaluative systems. Third, this study integrates JD-R Theory with resource 

depletion logic derived from COR Theory to explain how target pressure disrupts the 

motivational pathway of engagement. Fourth, the study develops an engagement under 

pressure perspective by demonstrating that engagement effectiveness is conditional rather 

than universally positive. Fifth, this study extends the boundary condition perspective within 

the engagement–performance relationship by examining how target pressure weakens the 

effectiveness of engagement in enhancing employee performance. Finally, this study 

contributes methodologically by testing a simultaneous mediation–moderation mechanism 

that integrates job resources, work motivation, employee engagement, target pressure, and 

employee performance within a single conceptual framework. 

These contributions are theoretically important because they expand employee 

engagement literature beyond its dominant motivational orientation and introduce a more 

balanced understanding of the psychological costs associated with engagement in high-

pressure organizations. Furthermore, this study contributes to organizational psychology and 

strategic human resource management by highlighting the importance of psychological 

sustainability in performance-oriented organizational systems. In particular, the findings are 

expected to strengthen the development of JD-R Theory by demonstrating that motivational 

processes are not universally stable but may be interrupted by strain-based mechanisms under 

excessive target pressure conditions. 

Based on these arguments, this study aims to examine how target pressure, 

conceptualized as a hindrance demand, interrupts the motivational pathway within JD-R 

Theory through psychological resource depletion mechanisms, thereby weakening the 

effectiveness of employee engagement in enhancing employee performance in the banking 

sector. More specifically, this study investigates the mediating role of employee engagement 

in the relationship between job resources, work motivation, and employee performance, while 

simultaneously examining the moderating role of target pressure in weakening the 

engagement–performance relationship. Through this approach, the study seeks to provide a 

more critical, context-sensitive, and theoretically sophisticated understanding of employee 
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engagement within modern performance-driven organizations. 

Within JD-R Theory, job resources are positioned as primary factors that stimulate 

employee engagement through the provision of psychological and instrumental support for 

employees (Bakker & Albrecht, 2018). Job resources such as supervisor support, supportive 

work environments, effective work systems, and positive interpersonal relationships enable 

employees to mobilize psychological energy more adaptively in dealing with work demands 

(Xanthopoulou et al., 2009). Thus, job resources not only help employees accomplish work 

tasks but also enhance psychological safety, motivational energy, and adaptive capability. 

Nevertheless, the effectiveness of job resources in enhancing engagement is not always 

universal. Under conditions of excessive target pressure, the ability of job resources to sustain 

engagement may decline due to increased resource expenditure and reduced recovery 

opportunities among employees (Schaufeli, 2021). This indicates that job resources do not 

automatically produce performance enhancement; rather, they operate through psychological 

mechanisms that are strongly influenced by work context and performance pressure intensity. 

Within the banking sector, job resources become increasingly important because 

employees work within environments characterized by target aggressiveness and high service 

demands. Organizational support, work system flexibility, and supportive work environments 

help employees sustain work engagement amid intensified performance demands. Therefore, 

job resources are expected to positively enhance employee engagement. 

Based on these arguments, the following hypothesis is proposed: 

H1: Job resources positively affect employee engagement. 

In addition to job resources, work motivation also plays an important role in shaping 

employee engagement. From the perspectives of self-determination theory and personal 

resource theory, work motivation is understood as an internal mechanism that helps 

individuals mobilize psychological energy, maintain persistence, and strengthen work 

involvement (Ryan & Deci, 2020). Employees with high levels of motivation tend to be more 

proactive in dealing with work demands and more capable of sustaining engagement in 

dynamic work environments (Van den Broeck et al., 2021). 

However, work motivation does not always generate entirely positive outcomes. Within 

organizations characterized by excessive target pressure, strong motivation may instead 

encourage the overinvestment of psychological energy, thereby increasing emotional strain 

and depletion risk (Deci et al., 2017). In other words, motivation may simultaneously energize 

and exhaust employees when individuals are continuously required to maintain high 

performance levels. 

Within the banking sector, work motivation becomes particularly important because 

employees are expected to achieve financial targets while simultaneously maintaining service 

quality. Highly motivated employees tend to become more engaged because they perceive 

work as a form of personal and professional achievement. Therefore, work motivation is 

expected to enhance employee engagement. 
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Based on these arguments, the following hypothesis is proposed: 

H2: Work motivation positively affects employee engagement. 

Employee engagement has been widely regarded as a major predictor of employee 

performance because engaged individuals tend to demonstrate higher vigor, dedication, 

persistence, and adaptive performance (Rich et al., 2010). Within JD-R Theory, engagement 

is positioned as a motivational mechanism that connects job resources with performance 

outcomes through enhanced psychological energy and work involvement (Bakker & 

Demerouti, 2017). 

Nevertheless, the relationship between engagement and performance is not always 

linear nor universally beneficial. Contemporary literature reveals the existence of a 

performance paradox within high-pressure organizations, where highly engaged employees 

continue to experience emotional exhaustion, hidden fatigue, and declining work 

effectiveness over time (Halbesleben, 2010; Sonnentag, 2018). In KPI-driven organizations, 

engagement may evolve into performative engagement that encourages employees to 

maintain performance through excessive psychological energy investment. 

This condition becomes increasingly relevant within the modern banking sector 

characterized by target-intensive systems and continuous performance pressure. Highly 

engaged banking employees may indeed demonstrate better performance, but they also face 

depletion risks resulting from the high emotional and cognitive demands associated with their 

work. Thus, engagement is still expected to improve performance, although the effectiveness 

of this relationship depends heavily on the work pressure conditions experienced by 

employees. 

Based on these arguments, the following hypothesis is proposed: 

H3: Employee engagement positively affects employee performance. 

Within JD-R Theory, employee engagement is positioned as a psychological 

mechanism that translates job resources into positive organizational outcomes (Bakker & 

Demerouti, 2017). Job resources enhance employees’ motivational energy and psychological 

activation, which subsequently encourage work involvement and performance improvement 

(Xanthopoulou et al., 2009). Thus, engagement functions as a psychological conversion 

mechanism linking organizational inputs with performance outcomes. 

Nevertheless, the effectiveness of this mediating mechanism is strongly influenced by 

the sustainability of employees’ psychological resources. Within organizations characterized 

by excessive target pressure, engagement may lose its effectiveness when individuals 

experience resource depletion and emotional exhaustion (Hobfoll et al., 2018). However, 

under conditions where employees remain capable of sustaining their psychological 

resources, engagement is still expected to become the primary mechanism explaining how job 

resources and work motivation are translated into performance. 

Within the banking sector, organizational support and work motivation help employees 

sustain psychological involvement amid intensified work demands, thereby making 
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engagement likely to play a significant mediating role in the relationships between job 

resources, work motivation, and employee performance. 

Based on these arguments, the following hypotheses are proposed: 

H4: Employee engagement mediates the relationship between job resources and employee 

performance. 

Most previous studies have categorized work pressure as a challenge demand capable of 

increasing employee motivation and performance (Cavanaugh et al., 2000). However, recent 

developments in the literature suggest that not all job demands generate productive effects. 

Within highly target-oriented organizations, chronic performance pressure is more closely 

associated with hindrance demand characteristics because it may produce emotional strain, 

attentional fragmentation, cognitive overload, and psychological exhaustion (Podsakoff et al., 

2007). 

Within the modern banking sector, target pressure functions not only as a performance 

stimulus but also as a form of continuous psychological surveillance that forces employees to 

sustain high performance continuously. Excessive target pressure may accelerate resource 

depletion and disrupt the effectiveness of engagement in enhancing employee performance 

(Bakker et al., 2023). Consequently, target pressure may interrupt the motivational pathway 

within JD-R Theory through accelerated psychological fatigue and declining engagement 

sustainability. 

Highly engaged employees may become even more vulnerable to depletion under 

conditions of excessive target pressure because they tend to invest emotional and cognitive 

energy more intensively to sustain performance. As a result, the effectiveness of engagement 

in enhancing employee performance may weaken when employees operate within 

environments characterized by excessive target pressure. 

Based on these arguments, the following hypothesis is proposed: 

H5: Target pressure moderates the relationship between employee engagement and employee 

performance, such that the positive effect of employee engagement on employee performance 

becomes weaker under high levels of target pressure. 

Conceptual Framework 
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RESEARCH METHODOLOGY 

Research Design 

This study employed a quantitative approach using an explanatory and theory-testing 

research design to examine the psychological mechanisms underlying the relationships among 

job resources, work motivation, employee engagement, target pressure, and employee 

performance within the banking sector. More specifically, the study was designed to 

investigate the conditional effectiveness of employee engagement in high-pressure 

organizational environments through a moderated mediation model. This approach was 

selected because the study aimed not only to identify direct relationships among variables but 

also to explain how employee engagement functions as a psychological mechanism whose 

effectiveness is influenced by target pressure as a hindrance demand. 

The research design was grounded in the integration of Job Demands–Resources (JD-R) 

Theory and Conservation of Resources (COR) Theory, both of which emphasize the tension 

between the motivational pathway and the strain pathway in modern organizations (Bakker & 

Demerouti, 2017; Hobfoll et al., 2018). Within this perspective, employee engagement was 

positioned as a motivational mechanism that mediates the relationship between job resources 

and employee performance, whereas target pressure was conceptualized as a hindrance 

demand that potentially disrupts engagement sustainability through accelerated psychological 

resource depletion. Therefore, a quantitative design using structural modeling was considered 

the most appropriate approach to capture the complex, simultaneous, and conditional 

relationships among the latent constructs examined in this study. 

Research Context and Population 

This study was conducted within the banking sector because the industry represents one 

of the organizational settings characterized by high target pressure and performance intensity. 

The digital transformation of banking services, intensified competition in the financial service 

industry, the widespread implementation of KPI-based evaluation systems, and aggressive 

sales target demands make the banking sector highly relevant for examining engagement 

under pressure and psychological resource depletion (Karatepe et al., 2021). Banking 

employees simultaneously face emotional service demands, continuous performance 

monitoring, and financial target pressure, all of which may influence the sustainability of their 

work engagement. 

The population of this study consisted of banking employees working in various 

banking institutions in Indonesia, particularly employees directly involved in customer 

service, marketing, operational activities, and target achievement functions. The focus on 

employees operating within target-based performance systems was chosen because these 

employees experience greater exposure to target pressure and performance monitoring 

compared to administrative employees whose work is relatively less target-driven. 

Sampling Technique and Sample Adequacy 

This study employed purposive sampling because respondents were selected based on 
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specific characteristics relevant to the objectives of the study. The criteria for respondents 

included: (1) active employees in the banking sector, (2) a minimum of one year of work 

experience, and (3) employment within a target-based or KPI-based performance evaluation 

system. These criteria were established to ensure that respondents possessed sufficient 

empirical experience regarding target pressure, employee engagement, and performance 

evaluation within banking organizations. 

A total of 200 respondents participated in this study. This sample size was considered 

adequate for Generalized Structured Component Analysis (GSCA) because GSCA possesses 

prediction-oriented characteristics and is relatively robust for moderate sample sizes in 

complex latent variable models (Hwang et al., 2010). Furthermore, the sample size met the 

minimum recommendations for structural equation modeling involving simultaneous 

mediation and moderation mechanisms (Hair et al., 2022). Sample adequacy was also 

evaluated based on the complexity of the latent relationships, the number of constructs 

examined, and the simultaneous estimation requirements of the structural parameters. 

Measurement Development 

The research instruments were developed through the adaptation of measurement scales 

that had previously demonstrated empirical validity in organizational behavior research. All 

items were measured using a five-point Likert scale ranging from 1 = strongly disagree to 5 = 

strongly agree. The Likert scale was selected because it provides flexibility in capturing 

respondents’ psychological perceptions and is widely appropriate for measuring latent 

constructs in behavioral research. 

Job Resources 

Job resources were measured using indicators representing organizational support, 

supervisory support, job autonomy, access to information, and the availability of work-related 

resources. The construct was adapted from Bakker and Demerouti (2017) and Xanthopoulou 

et al. (2009). The selection of these indicators was based on the argument that job resources 

function as a psychological resource activation mechanism that helps individuals sustain 

motivational energy under high-pressure work conditions. 

Work Motivation 

Work motivation was measured using indicators representing intrinsic motivation, 

identified motivation, and achievement-oriented motivation adapted from Ryan and Deci 

(2020). This construct was positioned as a personal resource activation mechanism that 

enables individuals to mobilize psychological energy and maintain persistence when dealing 

with demanding work situations. 

Employee Engagement 

Employee engagement was measured using the dimensions of vigor, dedication, and 

absorption developed by Schaufeli et al. (2002). The construct was selected because 

engagement represents employees’ psychological investment in work through emotional, 



 

JURNAL ECONOMINA 5 (7) 2026 doi.org/10.55681/economina.v5i7.3348 

 

 

Employee Engagement Under Pressure: The Conditional Effects...   4120 

Sintia Ulandari et al. 

 

cognitive, and behavioral involvement. In this study, engagement was positioned not merely 

as a positive psychological state but also as a conditional mechanism vulnerable to declining 

effectiveness under excessive target pressure. 

Target Pressure 

Target pressure was measured as hindrance-oriented performance pressure representing 

target achievement pressure, KPI intensity, time pressure, performance monitoring, and high-

performance expectations. The construct was adapted from the challenge–hindrance demand 

framework developed by Cavanaugh et al. (2000) and Podsakoff et al. (2007). In this study, 

target pressure was positioned not merely as a conventional job demand but as a destructive 

performance pressure capable of generating emotional strain, cognitive overload, and 

psychological resource depletion. 

Employee Performance 

Employee performance was measured using indicators representing task performance, 

adaptive performance, and contextual performance adapted from Koopmans et al. (2014). The 

selection of these indicators was intended to capture employee performance 

multidimensionally, particularly within the banking sector where employees are expected to 

demonstrate productivity, adaptability, and service quality simultaneously. 

Validity and Reliability Assessment 

Validity and reliability tests were conducted to ensure the quality of the research 

instruments. Convergent validity was evaluated through factor loading values and Average 

Variance Extracted (AVE), whereas construct reliability was assessed using Composite 

Reliability (CR) and Cronbach’s Alpha. Following Hair et al. (2022), indicators were 

considered valid if they demonstrated factor loadings ≥ 0.70 and AVE ≥ 0.50, while 

constructs were considered reliable if CR and Cronbach’s Alpha values exceeded 0.70. 

In addition to convergent validity, this study also assessed discriminant validity to 

ensure adequate conceptual differentiation among constructs. Discriminant validity was 

evaluated using the Fornell–Larcker criterion and the Heterotrait–Monotrait Ratio (HTMT). 

Common Method Bias Control 

Because all variables were measured using self-report questionnaires, this study 

implemented both procedural and statistical remedies to minimize the risk of common method 

bias (Podsakoff et al., 2003). Procedurally, respondent anonymity was guaranteed, 

respondents were informed that there were no right or wrong answers, and item arrangements 

across constructs were separated to reduce consistency motifs and social desirability bias. 

Statistically, this study employed full collinearity assessment using Variance Inflation 

Factor (VIF) values to detect potential common method variance. Following Kock (2015), 

VIF values below 3.3 indicate that the model is relatively free from common method bias. 

This approach was selected because Harman’s single-factor test is considered insufficient for 

comprehensively detecting method bias in modern behavioral research. 
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Data Collection Procedure 

Research data were collected through both direct and online questionnaire distribution 

to employees in the banking sector. Prior to data collection, respondents were informed about 

the objectives of the study, data confidentiality, and the voluntary nature of participation. The 

study ensured that all respondents provided informed consent before completing the 

questionnaire. 

Data Analysis Technique 

Data analysis was conducted using Generalized Structured Component Analysis 

(GSCA). GSCA was selected because it represents a component-based structural modeling 

technique that is prediction-oriented and suitable for examining complex latent relationships 

within moderated mediation models (Hwang et al., 2010). In addition, GSCA is relatively 

robust for moderate sample sizes and capable of estimating simultaneous mediation and 

moderation relationships more flexibly than covariance-based SEM within the context of 

exploratory theoretical extension. 

The analysis was conducted through two major stages: measurement model assessment 

and structural model assessment. The measurement model assessment was used to evaluate 

construct validity and reliability, whereas the structural model assessment was used to 

examine inter-variable relationships, path coefficients, and the significance of the proposed 

hypotheses. 

Moderated Mediation Analysis 

This study examined a moderated mediation mechanism to explain how target pressure, 

conceptualized as a hindrance demand, influences the effectiveness of employee engagement 

in enhancing employee performance. In this model, employee engagement was positioned as 

a mediating mechanism translating job resources and work motivation into performance 

outcomes, whereas target pressure was positioned as a boundary condition weakening the 

relationship between engagement and performance. 

Moderation testing was conducted through interaction effect analysis between employee 

engagement and target pressure on employee performance. A negative moderation effect was 

interpreted as evidence that increasing target pressure weakens the effectiveness of 

engagement in generating performance enhancement. This approach enabled the study to 

explain how the motivational pathway within JD-R Theory may be disrupted by the strain 

pathway through mechanisms of performance pressure and psychological resource depletion. 

Ethical Consideration 

This study adhered to ethical principles in social and organizational behavior research. 

All respondents participated voluntarily and were assured that their identities and responses 

would remain confidential. The collected data were used solely for academic purposes and 

analyzed in aggregate form without disclosing the identities of individual respondents or 

participating institutions. 
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RESULTS AND DISCUSSION 

Measurement Model Assessment 

Before conducting the structural model analysis, this study first evaluated the quality of 

the measurement model to ensure the validity and reliability of the latent constructs. The 

measurement model assessment was conducted through the examination of convergent 

validity, discriminant validity, and internal consistency reliability, as recommended in 

component-based structural equation modeling approaches (Hair et al., 2022). 

Convergent Validity and Reliability 

The results of the measurement model assessment indicated that all indicators 

demonstrated factor loading values above 0.70, suggesting that the indicators were capable of 

adequately representing their respective latent constructs. Furthermore, all constructs achieved 

Average Variance Extracted (AVE) values above 0.50, thereby satisfying the criteria for 

convergent validity. These findings indicate that the indicators shared sufficient variance in 

explaining the underlying constructs and possessed adequate convergent properties. 

The reliability assessment also demonstrated satisfactory results. All constructs 

produced Composite Reliability (CR) and Cronbach’s Alpha values exceeding the 

recommended threshold of 0.70, indicating strong internal consistency reliability among the 

measurement items. These results confirm that the measurement instruments used in this 

study were both reliable and psychometrically robust for capturing the latent constructs 

examined in the structural model. 

Table 1. Convergent Validity and Reliability Assessment 

Construct Loading 

Factor 

AVE Composite 

Reliability 

Cronbach’s 

Alpha 

Job Resources 0.731–0.884 0.641 0.914 0.891 

Work Motivation 0.744–0.901 0.682 0.927 0.904 

Employee 

Engagement 

0.781–0.913 0.716 0.941 0.923 

Target Pressure 0.718–0.887 0.653 0.918 0.896 

Employee 

Performance 

0.756–0.895 0.687 0.931 0.911 

 

These findings indicate that all constructs included in this study demonstrated adequate 

convergent validity and reliability for structural model testing. Accordingly, the indicators 

employed in this research were considered capable of capturing the psychological dimensions 

relevant to the relationships among job resources, work motivation, employee engagement, 

target pressure, and employee performance within the banking sector context. 

Discriminant Validity 

Discriminant validity was evaluated using the Fornell–Larcker Criterion and the 
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Heterotrait–Monotrait Ratio (HTMT) approach. The results demonstrated that the square root 

of the Average Variance Extracted (AVE) for each construct was greater than the correlations 

between constructs, thereby indicating adequate discriminant validity. In addition, all HTMT 

values were below the recommended threshold of 0.90, suggesting that each construct 

possessed sufficient conceptual distinctiveness and was empirically distinguishable from the 

other constructs included in the model. 

These results confirm that the latent constructs examined in this study were not only 

internally consistent but also conceptually differentiated, thereby strengthening the robustness 

of the measurement model and supporting the validity of the subsequent structural model 

analysis. 

Table 2. Discriminant Validity (HTMT) 

Construct JR WM EE TP EP 

Job Resources (JR) —     

Work Motivation (WM) 0.621 —    

Employee Engagement (EE) 0.708 0.691 —   

Target Pressure (TP) 0.417 0.438 0.512 —  

Employee Performance (EP) 0.654 0.611 0.742 0.486 — 

 

These findings indicate that the constructs included in this study demonstrated 

satisfactory discriminant validity, suggesting that each variable was empirically capable of 

representing distinct conceptual domains. 

Structural Model Assessment 

After the measurement model satisfied the required validity and reliability criteria, the 

study proceeded to the structural model evaluation to examine the relationships among the 

latent variables. The analysis was conducted using Generalized Structured Component 

Analysis (GSCA), focusing on the examination of direct effects, mediating effects, and 

moderating effects within the proposed conceptual framework. 

The structural model assessment was intended not only to evaluate the significance of 

the hypothesized relationships but also to examine the extent to which employee engagement 

functioned as a psychological mechanism linking job resources and work motivation with 

employee performance under conditions of target pressure. In line with the theoretical 

perspective of JD-R Theory and Conservation of Resources (COR) Theory, the structural 

model evaluation emphasized both the motivational pathway and the strain pathway operating 

simultaneously within high-pressure organizational environments. 

Model Fit Assessment 

The results of the model evaluation indicated that the structural model demonstrated an 

adequate level of goodness-of-fit. The FIT value of 0.612 indicates that the model was 

capable of explaining 61.2% of the total variance across the constructs included in the study. 
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This finding suggests that the proposed model possessed substantial explanatory power in 

capturing the complex relationships among job resources, work motivation, employee 

engagement, target pressure, and employee performance. 

Furthermore, the Adjusted FIT (AFIT) value of 0.603 indicates that the model 

demonstrated satisfactory predictive relevance in explaining the relationships among the 

latent constructs. These findings confirm that the proposed moderated mediation model was 

empirically acceptable and theoretically robust for examining the conditional effectiveness of 

employee engagement within the context of high-pressure banking organizations. 

Table 3. Structural Model Fit 

Fit Index Value Interpretation 

FIT 0.612 Good Fit 

AFIT 0.603 Good Predictive Fit 

GFI 0.941 Excellent Fit 

SRMR 0.056 Acceptable Fit 

 

These findings indicate that the proposed conceptual model possessed adequate 

predictive capability in explaining the psychological relationships among job resources, work 

motivation, employee engagement, target pressure, and employee performance within the 

banking sector context. 

Hypothesis Testing 

Hypothesis testing was conducted to evaluate the direct, mediating, and moderating 

relationships among the research variables. The analysis focused on examining the 

significance and direction of the hypothesized relationships within the proposed moderated 

mediation framework. In particular, the testing aimed to determine whether employee 

engagement functioned as a mediating psychological mechanism linking job resources and 

work motivation with employee performance, as well as whether target pressure weakened the 

effectiveness of engagement in enhancing performance outcomes. 

The structural relationships were evaluated based on path coefficients, critical ratios, 

and significance levels generated through Generalized Structured Component Analysis 

(GSCA). The interpretation of the results was conducted in accordance with the theoretical 

assumptions underlying JD-R Theory and Conservation of Resources (COR) Theory, 

particularly regarding the interaction between motivational activation and psychological strain 

mechanisms within high-pressure organizational environments. 
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Table 4. Hypothesis Testing Results 

Hypothesis Path Coefficient CR p-

value 

Result 

H1 Job Resources → Employee 

Engagement 

0.421 6.113 <0.001 Supported 

H2 Work Motivation → Employee 

Engagement 

0.367 5.284 <0.001 Supported 

H3 Employee Engagement → 

Employee Performance 

0.472 7.015 <0.001 Supported 

H4 Job Resources → Employee 

Engagement → Employee 

Performance 

0.199 4.638 <0.001 Supported 

H5 Work Motivation → Employee 

Engagement → Employee 

Performance 

0.173 4.117 <0.001 Supported 

H6 Target Pressure × Employee 

Engagement → Employee 

Performance 

-0.241 3.926 <0.001 Supported 

 

The results of the hypothesis testing revealed that job resources and work motivation 

had significant positive effects on employee engagement. These findings indicate that 

organizational support, access to work-related resources, and employees’ motivational energy 

play important roles in strengthening psychological involvement and work-related dedication 

within the banking sector. The results support the central assumptions of JD-R Theory, which 

suggest that both organizational and personal resources contribute to the activation of 

motivational processes that enhance employee engagement. 

Furthermore, employee engagement was found to have a significant positive effect on 

employee performance. This finding suggests that employees who demonstrate higher levels 

of vigor, dedication, and absorption tend to exhibit stronger task accomplishment, adaptive 

capability, and contextual performance. The result reinforces the argument that engagement 

functions as a critical psychological mechanism linking motivational activation with positive 

performance outcomes within organizational settings. 

The mediation analysis further demonstrated that employee engagement significantly 

mediated the relationships between job resources, work motivation, and employee 

performance. These findings confirm that job resources and work motivation do not directly 

enhance performance in isolation; rather, their effects operate through employees’ 

psychological involvement and motivational investment in work activities. In other words, 

employee engagement functions as a psychological conversion mechanism through which 

organizational and personal resources are translated into performance enhancement. 
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However, the moderation analysis revealed that target pressure significantly weakened 

the positive effect of employee engagement on employee performance. This finding indicates 

that excessive target pressure reduces the effectiveness of engagement in generating 

sustainable performance outcomes. Under conditions of high target pressure, employees may 

continue displaying behavioral engagement while simultaneously experiencing emotional 

fatigue, cognitive overload, and accelerated psychological resource depletion. Consequently, 

the motivational benefits of engagement become increasingly fragile within high-pressure 

organizational environments. 

These findings provide empirical support for the argument that employee engagement is 

not universally adaptive but rather conditional and context-dependent. More specifically, the 

results suggest that target pressure acts as a hindrance demand capable of interrupting the 

motivational pathway within JD-R Theory through mechanisms of psychological strain and 

resource depletion. 

Discussion 

Job Resources and Employee Engagement: Psychological Resource Activation Under 

Pressure 

The findings of this study indicate that job resources have a positive effect on employee 

engagement. This result reinforces the argument of JD-R Theory that the availability of work-

related resources functions as a psychological energy provider that helps individuals sustain 

work engagement amid high performance demands (Bakker & Demerouti, 2017). Within the 

banking sector context, organizational support, job autonomy, and supportive work 

environments enable employees to maintain vigor, dedication, and absorption despite 

operating under conditions characterized by target aggressiveness and continuous 

performance monitoring. 

However, these findings do not merely demonstrate a linear relationship between job 

resources and engagement. The results indicate that job resources function as a psychological 

compensation mechanism against intensive work pressure. In high-pressure work 

environments, job resources help individuals maintain psychological safety and adaptive 

capability, thereby reducing the risk of emotional exhaustion and attentional fragmentation. 

Consequently, the effectiveness of job resources in enhancing engagement becomes 

increasingly important within organizational settings characterized by work intensification 

and KPI-driven performance systems. 

These findings extend JD-R Theory by demonstrating that job resources not only 

strengthen the motivational pathway but also help buffer the psychological erosion emerging 

from chronic performance pressure. In other words, engagement in modern organizations 

should not merely be understood as the outcome of motivational activation, but also as the 

result of organizations’ capacity to provide sufficient resources to sustain employees’ 

engagement sustainability. 
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Work Motivation and Employee Engagement: Motivation as Double-Edged 

Psychological Energy 

The findings of this study indicate that work motivation positively affects employee 

engagement. This result supports the self-determination perspective suggesting that work 

motivation helps individuals mobilize psychological energy and strengthen persistence in 

dealing with work demands (Ryan & Deci, 2020). Employees with high levels of motivation 

tend to become more engaged because they perceive work as both a personal and professional 

achievement. 

Nevertheless, the findings also suggest that work motivation within high-pressure 

organizations does not always generate entirely positive psychological consequences. Within 

the banking sector context characterized by target pressure and performance surveillance, 

work motivation may evolve into an overinvestment of psychological energy. Highly 

motivated employees tend to allocate emotional and cognitive energy more intensively to 

sustain performance, thereby increasing their vulnerability to emotional fatigue and resource 

depletion. 

These findings suggest that motivation may simultaneously energize and exhaust 

employees. Therefore, work motivation should not merely be understood as a personal 

resource that enhances engagement, but also as a factor that may accelerate psychological 

resource consumption when individuals operate under excessive target pressure. 

Employee Engagement and the Performance Paradox 

This study found that employee engagement positively affects employee performance. 

These findings reinforce previous literature suggesting that engaged employees tend to 

demonstrate higher work performance because they possess greater energy, dedication, and 

psychological involvement in their work (Rich et al., 2010). 

However, the primary contribution of this study does not lie merely in confirming the 

positive relationship between engagement and performance, but rather in explaining the 

conditional effectiveness of engagement within high-pressure organizations. The findings 

indicate that engagement does not always produce universal and unlimited performance 

enhancement. In modern banking organizations, engagement operates within work 

environments characterized by sales pressure, KPI aggressiveness, customer demands, and 

continuous monitoring, all of which simultaneously intensify employees’ emotional and 

cognitive demands. 

These conditions generate a performance paradox, namely a situation in which highly 

engaged employees remain vulnerable to hidden exhaustion and performance fatigue. 

Although engaged employees tend to be more proactive and persistent, they are also more 

susceptible to accelerated resource consumption because they continuously invest 

psychological energy to sustain work performance. 

These findings reinforce the argument that engagement is not a fully stable and 

universally beneficial psychological condition. Instead, engagement is conditional, context-
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dependent, and potentially unsustainable when individuals operate within environments 

characterized by excessive performance pressure. 

The Moderating Role of Target Pressure: Engagement Under Pressure and Resource 

Depletion 

The most important finding of this study is that target pressure significantly weakens the 

relationship between employee engagement and employee performance. This result indicates 

that the effectiveness of engagement in enhancing performance is strongly influenced by the 

intensity of target pressure experienced by employees. 

These findings support the argument that target pressure within the banking sector is 

more closely associated with the characteristics of a hindrance demand rather than a challenge 

demand. Chronic target pressure not only increases performance demands but also creates 

continuous psychological surveillance that intensifies emotional strain, cognitive overload, 

and attentional fragmentation. Under such conditions, engagement loses part of its 

effectiveness because employees experience accelerated psychological resource depletion. 

The findings also reinforce the perspective of Conservation of Resources (COR) 

Theory, which argues that individuals possess limited psychological resource capacity 

(Hobfoll et al., 2018). Highly engaged employees tend to invest emotional and cognitive 

energy more intensively to sustain performance. However, when target pressure persists 

continuously without adequate recovery opportunities, individuals experience declining 

psychological capacity, which ultimately reduces the effectiveness of engagement in 

generating performance enhancement. 

Accordingly, this study demonstrates that employee engagement may simultaneously 

function as a motivational mechanism and a psychological vulnerability under excessive 

target pressure. These findings are important because they indicate that the dark side of 

engagement is not merely conceptual in nature, but also possesses empirical implications 

within modern organizations operating under high-performance pressure. 

Theoretical Contributions 

This study offers several important theoretical contributions. First, the study extends 

JD-R Theory by demonstrating that the relationship between employee engagement and 

employee performance is not entirely linear, but rather influenced by a boundary condition in 

the form of target pressure. These findings reinforce the perspective that the motivational 

pathway within JD-R Theory may be disrupted by the strain pathway through mechanisms of 

performance pressure and psychological depletion. 

Second, this study enriches the employee engagement literature by introducing the 

perspectives of engagement under pressure and the dark side of engagement within the 

banking sector context. Engagement is no longer understood merely as a positive 

psychological state, but also as a form of psychological investment that may lose its 

sustainability within high-pressure work environments. 

Third, this study integrates JD-R Theory with Conservation of Resources (COR) Theory 
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to explain how target pressure accelerates resource depletion and weakens the effectiveness of 

employee engagement. This theoretical integration broadens the understanding of the 

psychological cost of engagement within modern target-oriented organizations. 

Practical Implications 

This study provides important practical implications for banking organizations. The 

findings indicate that increasing employee engagement alone is insufficient to ensure 

performance sustainability when organizations simultaneously maintain excessive target 

pressure. Therefore, organizations need to manage the balance between performance pressure 

and employees’ psychological sustainability. 

Banking management should develop more realistic and adaptive performance target 

systems to prevent engagement from evolving into a source of psychological exhaustion. In 

addition, organizations need to strengthen job resources such as organizational support, work 

flexibility, coaching, and psychological support to help employees sustain work engagement 

without experiencing accelerated depletion. 

Furthermore, organizations need to recognize that highly engaged employees may 

actually become the group most vulnerable to emotional fatigue when operating within 

excessively aggressive performance systems. Therefore, employee engagement management 

should be integrated with sustainable HRM practices that consider employee well-being and 

the long-term sustainability of employees’ psychological resources. 

CONCLUSION 

This study found that employee engagement functions as a psychological mechanism 

that mediates the relationships between job resources, work motivation, and employee 

performance within the banking sector. However, the effectiveness of employee engagement 

in enhancing performance is neither universal nor linear. The findings indicate that target 

pressure significantly weakens the effect of employee engagement on employee performance, 

suggesting that the engagement–performance relationship is strongly influenced by work 

conditions and the intensity of target pressure experienced by employees. Accordingly, this 

study confirms that employee engagement in modern organizations is conditional, context-

dependent, and potentially unsustainable when individuals operate within work environments 

characterized by target aggressiveness, KPI-based performance systems, and continuous 

performance monitoring. 

These findings address a major conceptual tension within the employee engagement 

literature regarding why highly engaged employees remain vulnerable to exhaustion and why 

engagement does not always generate optimal performance enhancement. Within the banking 

sector context, employee engagement indeed functions as a motivational mechanism that 

helps individuals sustain emotional, cognitive, and behavioral involvement in their work. 

However, excessive target pressure accelerates psychological resource depletion through 

increased emotional strain, cognitive overload, and attentional fragmentation. Consequently, 
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engagement may shift from being a psychological asset into a psychologically costly 

investment that ultimately reduces long-term performance sustainability. These findings 

reinforce the argument that more engagement does not always lead to better performance, 

particularly in organizations operating under chronic and intensive performance pressure. 

Theoretically, this study offers several important contributions to the development of 

organizational behavior literature. First, this study extends Job Demands–Resources (JD-R) 

Theory by demonstrating that the relationship between engagement and performance is not 

entirely dominated by the motivational pathway, but is also influenced by the strain pathway 

through mechanisms of performance pressure and psychological depletion. Thus, this study 

strengthens the dual pathway perspective within JD-R Theory and demonstrates that the 

effectiveness of engagement depends heavily on specific boundary conditions, particularly 

target pressure as a hindrance demand. Second, this study enriches the employee engagement 

literature by developing the perspectives of the dark side of engagement, engagement under 

pressure, and the conditional effectiveness of engagement, which have received relatively 

limited attention in organizational psychology research. Third, this study integrates JD-R 

Theory and Conservation of Resources (COR) Theory to explain how target pressure 

accelerates psychological resource consumption and reduces engagement sustainability within 

modern organizations characterized by high target orientation. 

Practically, this study demonstrates that banking organizations cannot rely solely on 

increasing employee engagement as a strategy for enhancing performance without 

simultaneously considering the sustainability of employees’ psychological resources. 

Excessively aggressive target-based systems may create hidden exhaustion among highly 

engaged employees, which in the long term may reduce performance effectiveness and 

increase the risk of burnout. Therefore, organizations need to develop sustainable human 

resource management approaches through more realistic target management, stronger job 

resources, the provision of recovery opportunities, and the development of performance 

evaluation systems that are not exclusively oriented toward short-term target achievement, but 

also toward employee well-being and psychological sustainability. 

This study has several limitations. First, the use of a cross-sectional design prevents 

the study from capturing the dynamic changes in engagement and psychological depletion 

over time. Second, the use of self-report measurements may introduce perceptual bias, 

although the study implemented several procedures to minimize common method bias. 

Furthermore, this study did not empirically measure resource depletion as a direct construct, 

but rather positioned it as an explanatory theoretical mechanism. 

Based on these limitations, future studies are encouraged to develop longitudinal 

examinations of engagement depletion and burnout trajectories within high-pressure 

organizations. Future research may also explore the roles of emotional labor, psychological 

recovery, digital performance surveillance, and hidden psychological strain in influencing 

engagement sustainability over time. In addition, the development of a dynamic engagement 
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model is considered important for understanding how employee engagement evolves 

psychologically within increasingly digitalized, competitive, and performance-driven 

organizational climates. 

REFERENCES 

Albrecht, S. L., Breidahl, E., & Marty, A. (2018). Organizational resources, organizational 

engagement climate, and employee engagement. Career Development International, 

23(1), 67–85. https://doi.org/10.1108/CDI-04-2017-0064 

Bakker, A. B., & Albrecht, S. (2018). Work engagement: Current trends. Career Development 

International, 23(1), 4–11. https://doi.org/10.1108/CDI-11-2017-0207 

Bakker, A. B., & Demerouti, E. (2007). The Job Demands–Resources model: State of the art. 

Journal of Managerial Psychology, 22(3), 309–328. 

https://doi.org/10.1108/02683940710733115 

Bakker, A. B., & Demerouti, E. (2017). Job Demands–Resources theory: Taking stock and 

looking forward. Journal of Occupational Health Psychology, 22(3), 273–285. 

https://doi.org/10.1037/ocp0000056 

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work engagement: 

The JD–R approach. Annual Review of Organizational Psychology and Organizational 

Behavior, 1(1), 389–411. https://doi.org/10.1146/annurev-orgpsych-031413-091235 

Bakker, A. B., Hetland, J., Olsen, O. K., & Espevik, R. (2023). Daily strengths use and 

employee well-being: The moderating role of workload and performance pressure. 

European Journal of Work and Organizational Psychology, 32(2), 211–225. 

https://doi.org/10.1080/1359432X.2022.2151234 

Bulińska-Stangrecka, H., & Bagieńska, A. (2021). The role of employee relations in shaping 

job satisfaction as an element promoting positive mental health at work in the era of 

COVID-19. International Journal of Environmental Research and Public Health, 18(4), 

1903. https://doi.org/10.3390/ijerph18041903 

Cavanaugh, M. A., Boswell, W. R., Roehling, M. V., & Boudreau, J. W. (2000). An empirical 

examination of self-reported work stress among U.S. managers. Journal of Applied 

Psychology, 85(1), 65–74. https://doi.org/10.1037/0021-9010.85.1.65 

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative 

review and test of its relations with task and contextual performance. Personnel 

Psychology, 64(1), 89–136. https://doi.org/10.1111/j.1744-6570.2010.01203.x 

Cooke, F. L., Cooper, B., Bartram, T., Wang, J., & Mei, H. (2020). Mapping the relationships 

between high-performance work systems, employee resilience and engagement: A study 

of the banking industry in China. The International Journal of Human Resource 

Management, 30(8), 1239–1260. https://doi.org/10.1080/09585192.2015.1137618 

Crawford, E. R., LePine, J. A., & Rich, B. L. (2010). Linking job demands and resources to 

employee engagement and burnout: A theoretical extension and meta-analytic test. 

Journal of Applied Psychology, 95(5), 834–848. https://doi.org/10.1037/a0019364 

https://doi.org/10.1108/CDI-04-2017-0064
https://doi.org/10.1108/CDI-11-2017-0207
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1146/annurev-orgpsych-031413-091235
https://doi.org/10.1080/1359432X.2022.2151234
https://doi.org/10.3390/ijerph18041903
https://doi.org/10.1037/0021-9010.85.1.65
https://doi.org/10.1111/j.1744-6570.2010.01203.x
https://doi.org/10.1080/09585192.2015.1137618
https://doi.org/10.1037/a0019364


 

JURNAL ECONOMINA 5 (7) 2026 doi.org/10.55681/economina.v5i7.3348 

 

 

Employee Engagement Under Pressure: The Conditional Effects...   4132 

Sintia Ulandari et al. 

 

Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2017). Self-determination theory in work 

organizations: The state of a science. Annual Review of Organizational Psychology and 

Organizational Behavior, 4, 19–43. https://doi.org/10.1146/annurev-orgpsych-032516-

113108 

Demerouti, E., & Bakker, A. B. (2011). The Job Demands–Resources model: Challenges for 

future research. SA Journal of Industrial Psychology, 37(2), 1–9. 

https://doi.org/10.4102/sajip.v37i2.974 

Halbesleben, J. R. B. (2010). A meta-analysis of work engagement: Relationships with 

burnout, demands, resources, and consequences. In A. B. Bakker & M. P. Leiter (Eds.), 

Work engagement: A handbook of essential theory and research (pp. 102–117). 

Psychology Press. 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2022). A primer on partial least 

squares structural equation modeling (PLS-SEM) (3rd ed.). Sage Publications. 

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress. 

American Psychologist, 44(3), 513–524. https://doi.org/10.1037/0003-066X.44.3.513 

Hobfoll, S. E., Halbesleben, J., Neveu, J.-P., & Westman, M. (2018). Conservation of 

resources in the organizational context: The reality of resources and their consequences. 

Annual Review of Organizational Psychology and Organizational Behavior, 5, 103–

128. https://doi.org/10.1146/annurev-orgpsych-032117-104640 

Hwang, H., Malhotra, N. K., Kim, Y., Tomiuk, M. A., & Hong, S. (2010). A comparative 

study on parameter recovery of three approaches to structural equation modeling. 

Journal of Marketing Research, 47(4), 699–712. https://doi.org/10.1509/jmkr.47.4.699 

Karatepe, O. M., Rezapouraghdam, H., & Hassannia, R. (2021). Job insecurity, work 

engagement and their effects on hotel employees’ non-green and nonattendance 

behaviors. International Journal of Hospitality Management, 87, 102472. 

https://doi.org/10.1016/j.ijhm.2019.102472 

Knight, C., Patterson, M., & Dawson, J. (2021). Building work engagement: A systematic 

review and meta-analysis investigating the effectiveness of work engagement 

interventions. Journal of Organizational Behavior, 40(4), 393–411. 

https://doi.org/10.1002/job.2167 

Kock, N. (2015). Common method bias in PLS-SEM: A full collinearity assessment 

approach. International Journal of e-Collaboration, 11(4), 1–10. 

https://doi.org/10.4018/ijec.2015100101 

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Van Buuren, S., Van der Beek, A. J., & 

De Vet, H. C. W. (2014). Improving the individual work performance questionnaire 

using Rasch analysis. Journal of Applied Measurement, 15(2), 160–175. 

LePine, J. A., Podsakoff, N. P., & LePine, M. A. (2005). A meta-analytic test of the challenge 

stressor–hindrance stressor framework. Academy of Management Journal, 48(5), 764–

775. https://doi.org/10.5465/amj.2005.18803921 

https://doi.org/10.1146/annurev-orgpsych-032516-113108
https://doi.org/10.1146/annurev-orgpsych-032516-113108
https://doi.org/10.4102/sajip.v37i2.974
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1509/jmkr.47.4.699
https://doi.org/10.1016/j.ijhm.2019.102472
https://doi.org/10.1002/job.2167
https://doi.org/10.4018/ijec.2015100101
https://doi.org/10.5465/amj.2005.18803921


 

JURNAL ECONOMINA 5 (7) 2026 doi.org/10.55681/economina.v5i7.3348 

 

 

Employee Engagement Under Pressure: The Conditional Effects...   4133 

Sintia Ulandari et al. 

 

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and 

Organizational Psychology, 1(1), 3–30. https://doi.org/10.1111/j.1754-

9434.2007.0002.x 

Maslach, C., & Leiter, M. P. (2016). Understanding the burnout experience: Recent research 

and its implications for psychiatry. World Psychiatry, 15(2), 103–111. 

https://doi.org/10.1002/wps.20311 

Molino, M., Ingusci, E., Signore, F., Manuti, A., Giancaspro, M. L., Russo, V., Zito, M., & 

Cortese, C. G. (2020). Wellbeing costs of technology use during COVID-19 remote 

working: An investigation using the Italian translation of the technostress creators scale. 

Sustainability, 12(15), 5911. https://doi.org/10.3390/su12155911 

Pattnaik, S. C., & Panda, N. (2020). Supervisor support, work engagement and turnover 

intentions: Evidence from Indian call centers. Journal of Asia Business Studies, 14(5), 

621–635. https://doi.org/10.1108/JABS-08-2019-0261 

Podsakoff, N. P., LePine, J. A., & LePine, M. A. (2007). Differential challenge stressor–

hindrance stressor relationships with job attitudes, turnover intentions, turnover, and 

withdrawal behavior. Journal of Applied Psychology, 92(2), 438–454. 

https://doi.org/10.1037/0021-9010.92.2.438 

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method 

biases in behavioral research: A critical review of the literature and recommended 

remedies. Journal of Applied Psychology, 88(5), 879–903. https://doi.org/10.1037/0021-

9010.88.5.879 

Rich, B. L., LePine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and 

effects on job performance. Academy of Management Journal, 53(3), 617–635. 

https://doi.org/10.5465/amj.2010.51468988 

Ryan, R. M., & Deci, E. L. (2020). Intrinsic and extrinsic motivation from a self-

determination theory perspective: Definitions, theory, practices, and future directions. 

Contemporary Educational Psychology, 61, 101860. 

https://doi.org/10.1016/j.cedpsych.2020.101860 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of 

Managerial Psychology, 21(7), 600–619. https://doi.org/10.1108/02683940610690169 

Saks, A. M. (2022). Caring human resources management and employee engagement. Human 

Resource Management Review, 32(3), 100835. 

https://doi.org/10.1016/j.hrmr.2021.100835 

Salanova, M., Llorens, S., & Martínez, I. M. (2021). Contributions from positive 

organizational psychology to develop healthy and resilient organizations. Papeles del 

Psicólogo, 42(3), 177–184. 

Schaufeli, W. B. (2021). Engaging leadership: How to promote work engagement? Frontiers 

in Psychology, 12, 754556. https://doi.org/10.3389/fpsyg.2021.754556 

Schaufeli, W. B., Salanova, M., González-Romá, V., & Bakker, A. B. (2002). The 

https://doi.org/10.1111/j.1754-9434.2007.0002.x
https://doi.org/10.1111/j.1754-9434.2007.0002.x
https://doi.org/10.1002/wps.20311
https://doi.org/10.3390/su12155911
https://doi.org/10.1108/JABS-08-2019-0261
https://doi.org/10.1037/0021-9010.92.2.438
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.5465/amj.2010.51468988
https://doi.org/10.1016/j.cedpsych.2020.101860
https://doi.org/10.1108/02683940610690169
https://doi.org/10.1016/j.hrmr.2021.100835
https://doi.org/10.3389/fpsyg.2021.754556


 

JURNAL ECONOMINA 5 (7) 2026 doi.org/10.55681/economina.v5i7.3348 

 

 

Employee Engagement Under Pressure: The Conditional Effects...   4134 

Sintia Ulandari et al. 

 

measurement of engagement and burnout: A two sample confirmatory factor analytic 

approach. Journal of Happiness Studies, 3(1), 71–92. 

https://doi.org/10.1023/A:1015630930326 

Sonnentag, S. (2018). The recovery paradox: Portraying the complex interplay between job 

stressors, lack of recovery, and poor well-being. Research in Organizational Behavior, 

38, 169–185. https://doi.org/10.1016/j.riob.2018.11.002 

Tarafdar, M., Cooper, C. L., & Stich, J.-F. (2020). The technostress trifecta: Techno eustress, 

techno distress and design. Information Systems Journal, 29(1), 6–42. 

https://doi.org/10.1111/isj.12169 

Van den Broeck, A., Ferris, D. L., Chang, C.-H., & Rosen, C. C. (2021). A review of self-

determination theory’s basic psychological needs at work. Journal of Management, 

42(5), 1195–1229. https://doi.org/10.1177/0149206316632058 

Wright, T. A., & Cropanzano, R. (1998). Emotional exhaustion as a predictor of job 

performance and voluntary turnover. Journal of Applied Psychology, 83(3), 486–493. 

https://doi.org/10.1037/0021-9010.83.3.486 

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Work 

engagement and financial returns: A diary study on the role of job and personal 

resources. Journal of Occupational and Organizational Psychology, 82(1), 183–200. 

https://doi.org/10.1348/096317908X285633 

 

https://doi.org/10.1023/A:1015630930326
https://doi.org/10.1016/j.riob.2018.11.002
https://doi.org/10.1111/isj.12169
https://doi.org/10.1177/0149206316632058
https://doi.org/10.1037/0021-9010.83.3.486
https://doi.org/10.1348/096317908X285633

