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ABSTRACT 
 
Companies need employees who not only have a high level of satisfaction and loyalty but 
are also followed by a positive attitude known as employee engagement. Employee 
engagement can be increased through appropriate job characteristics, full support from the 
company, and the provision of rewards and recognition to stimulate employee morale. This 
study aims to analyze the significant effect of the Job characteristics, Perceived 
Organizational Support, Reward, and Recognition variables on Employee Engagement 
among Bank BRI Mataram Branch permanent employees. This study uses a causal 
quantitative approach with 90 respondents as research respondents. And data analysis using 
SEM-PLS (Structural Equation Model – Partial Least Square) with SmartPLS version 3.0 
application. 
 
Keywords: Job Characteristic, Perceived Organizational Support, Reward, Recognition, 

Employee Engagement 
 

INTRODUCTION 
 

Based on banking research conducted by the Financial Services Authority in 2016, 
the banking industry in Indonesia is the financial services industry with the most significant 
assets in Indonesia. In addition, banks function as an intermediary institutions, especially in 
lending, having an essential role in the movement of the economy and facilitating economic 
growth. Therefore, companies need to plan HR development programs (e.g., training and 
education) whose main goals are to achieve better performance, increase competitive 
advantage, and maintain business for the long term (Gultom, 2016), especially in this era of 
the COVID-19 pandemic. According to Bakker and Leiter (2010), Organizations need 
employees who not only have a high level of satisfaction and loyalty but are also followed 
by a positive attitude known as engagement.  

Employees with high concentration show positive behavior during work so that 
whatever employees do leads to their best efforts to achieve corporate goals and success 
(Dicke, Holwerda, & Kontakos, 2007). Employee engagement is considered something that 
can motivate employees to improve higher performance than before. These strengths can be 
in the form of commitment, both to the company and to their work, as well as a sense of 
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belonging to the work, feelings of pride, an effort that is exerted more than usual, and 
enthusiasm in getting the job done (Endres & Smoak, 2008) 

According to Macey and Schneider (2008), employee engagement not only spurs 
individuals to contribute more but increases their loyalty to minimize their desire to leave 
the company voluntarily. Schaufeli and Bakker (2004) describe engagement as a positive, 
satisfying, and work-related state of mind characterized by vigor, dedication, and absorption. 
The employee engagement theory proposed by Schaufeli (2003) consists of three parts: 
vigor, dedication, and absorption. Vigor is employee engagement indicated by physical and 
mental strength when someone is doing work. Vigor is characterized by a high level of 
mental strength and resilience at work, optimal energy, the courage to make every effort, 
desire, willingness and willingness to try seriously at work to provide maximum results in 
any given job, persistent, not giving up easily, enthusiastic and continued in the face of 
adversity (Schaufeli & Bakker, 2003).  

Dedication is an employee's emotional attachment to his work. Dedication is 
described with passionate feelings when employees work, are proud of their work and the 
company they work for, stay inspired, and stay diligent until the end of the company without 
feeling threatened by the challenges they face. People who value dedication strongly identify 
with their work because it is a valuable, inspiring, and challenging experience. Usually, 
employees who have a high dedication feel enthusiastic and proud of their work and 
organization (Schaufeli and Bakker, 2003). Absorption is an employee's attachment 
described by the behavior of employees who give full attention to their work. Absorption is 
described as a state of employees who feel happy that they are totally immersed, highly 
concentrated, and serious in doing their work. When employees do their jobs, they tend to 
feel that time is passing quickly, so they find it difficult to let go or separate themselves 
from work. (Perrin, 2003; Schaufeli & Bakker, 2003). 

Absorption is an employee's attachment described by the behavior of employees who 
give full attention to their work. Absorption is described as a state of employees who feel 
happy that they are totally immersed, highly concentrated, and serious in doing their work. 
When employees do their jobs, they tend to feel that time is passing quickly, so they find it 
difficult to let go or separate themselves from work. (Perrin, 2003; Schaufeli & Bakker, 
2003). Absorption is an employee's attachment described by the behavior of employees who 
give full attention to their work. Absorption is described as a state of employees who feel 
happy that they are totally immersed, highly concentrated, and serious in doing their work. 
When employees do their jobs, they tend to feel that time is passing quickly, so they find it 
difficult to let go or separate themselves from work. (Perrin, 2003; Schaufeli & Bakker, 
2003). They tend to feel time flies, so they find it difficult to let go or separate from work. 
(Perrin, 2003; Schaufeli & Bakker, 2003). They tend to feel time flies, so they find it 
difficult to let go or separate from work. (Perrin, 2003; Schaufeli & Bakker, 2003). 

Employee engagement is driven by several factors: job characteristics (True, 2012). 
Job characteristic is one part of the approach to analyzing and designing work that aims to 
develop work practices that motivate human resources (Noe et al., 2006). Research 
conducted by Whittington and Galpin (2010) states that one of the keys to the principle of 
engagement is that the level of employee engagement will increase if there is task 
enrichment in the work they do through an increasing variety of skills, and task significance, 
task identity, autonomy, and feedback. These five are identified as job characteristics 
dimensions (Hackman and Oldham, 1980). 

The greater this psychological state, the greater the motivation, performance, and job 
satisfaction of employees and the impact on lower levels of absenteeism and the tendency to 
leave the organization (Hackman and Oldham, 1980). In this case, job characteristics are the 
encouragement given to encourage employee engagement. Previous researchers stated that 
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job characteristics affected employee engagement. It follows research conducted by 
Mulyana, Sari, and Riksraka (2020), which indicated that job characteristics significantly 
increased employee engagement. 

Another factor that can affect employee engagement is perceived organizational 
support. According to Rhoades and Eisenberger (2002), perceived organizational support is 
defined as the employee's view of the extent to which the organization provides support to 
employees and the extent to which the organization is ready to assist when needed, in 
addition to perceptions of Perceived organizational support also has a relationship with 
employees' perceptions of the extent to which organizations value their contribution and the 
organization's concern for their well-being. The values and goals that exist in the company 
will be easier to achieve if there is perceived organizational support. 

Rhoades and Eisenberger (2002) indicate that there are three main dimensions of 
treatment perceived by employees as having a relationship with perceived organizational 
support, namely Fairness, supervisor support, organizational rewards, and job conditions. 
Fairness relates to measures regarding how the organization distributes resources (resources) 
among its employees. Supervisor support is employees' perception about the contribution in 
providing assistance and concern for superiors for their welfare. Then organizational support 
and job conditions refer to employees' opinions regarding organizational support in the form 
of salaries, promotions, opportunities for self-development, and employee working 
conditions. 

Several previous researchers stated that perceived organizational support affected 
employee engagement. It follows research conducted by Prawira (2019), which said that 
perceived organizational support significantly increased employee engagement. However, 
this is different from the study by Wahyni (2019) and Kartikasari (2018), which state that 
perceived organizational support does not significantly affect employee engagement. 

Seeing the current conditions with the COVID-19 pandemic is crucial to show how 
valuable employee engagement is for the company. This COVID-19 pandemic is the caused 
every country around the world, including Indonesia experience restrictions on activities, 
including in the banking sector, and this, of course, also has an impact on the BRI Mataram 
Branch bank, which is undoubtedly quite worrying because this pandemic has changed many 
daily habits. How to work, where employees work, health at risk, and so on. So that when a 
pandemic occurs, management must be more creative to maintain the level of employee 
engagement of Bank BRI Mataram Branch. It seems that before and during the pandemic, it 
has turned into an endemic. Bank BRI Mataram Branch employees still have a reasonably 
high engagement at the company where employees work. The behavior of employees who 
are still willing to give more effort to their work and can work effectively and efficiently in 
the work environment. 

This phenomenon shows that the role of employee engagement is valuable and a 
challenge for Bank BRI Mataram Branch to continue to maintain and even increase 
employee engagement so that employees can still have high enthusiasm and motivation at 
work so that company goals can be achieved. This research was conducted with the aim of: 
1) Analyze the significance of the effect of job characteristics on employee engagement on 

permanent employees of Bank BRI Mataram Branch. 
2) Analyze the significance of the effect of perceived organizational support on employee 

engagement on permanent employees of Bank BRI Mataram Branch. 
3) Analyze the significance of the effect of rewards on employee engagement for permanent 

employees of Bank BRI Mataram Branch. 
4) Analyze the significance of the effect of recognition on employee engagement on 

permanent employees of Bank BRI Mataram Branch. 
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LITERATURE REVIEW 
 
Employee Engagement 

According to Hughes and Rog (2008), employee engagement is a high emotional and 
intellectual relationship that employees have with their work, organization, manager, or co-
workers, which influences discretionary effort in their work. Employees with high 
engagement do not work only for salary or only for promotion but work on behalf of 
organizational goals (Kruse, 2012). Engaged employees have confidence in and support the 
organization's goals, have a sense of belonging, feel proud of the organization where they 
work, and desire to develop and survive in the organization (Bakker and Leiter, 2010). In 
addition, dynamic behavior positively impacts the organization, namely an increase in 
revenue (Nurofia, 2019). 

An engaged employee is aware of the business context and works with colleagues to 
improve performance on the job for the benefit of the organization. Organizations must also 
work to develop and maintain engagement, which requires a two-way relationship between 
employer and employee (Robinson et al. 2004). Employee engagement has three aspects 
(Bakker et al., 2003): vigor, dedication, and absorption. 

Saks (2006) put forward factors that can trigger employee engagement, including Job 
Characteristics, Rewards and Recognition, Perceived Organizational & Supervisory Support, 
and Distributive and Procedural Justice. 
 
Job Characteristics 

Job characteristics can trigger a deep understanding of work, a sense of responsibility 
for the results, a sense of concern for the impact of work, and create positive norms for 
employees (Hackman & Oldham, 1980). Simamora (2006) states that the Job Characteristics 
Model is an approach to job enrichment. According to Robbins (2012), job characteristics 
are an attempt to identify the task characteristics of the job, how these characteristics are 
combined to form different positions, and their relationship to employee motivation, job 
satisfaction, and performance. 

According to Ivancevich and Donnely (1994), job characteristics are the job content 
perceived by employees as job holders. The employee's feelings are influenced by the level 
of cognitive ability, adaptability, and the extent of attention possessed by the employee. 
According to George & Jones (2013), job characteristics are part of job design which aims to 
identify the consequences of characteristics that can lead to intrinsic motivation in a job. 

Hackman and Oldham first put forward the concept of job characteristics in 1980. 
They explained that the job characteristics model is an approach to designing a job. The job 
characteristics model is an advanced stage of job design. This approach seeks to explain the 
work situation and procedure so that an appointment can run effectively for individuals 
using a contingency approach (Kreitner and Kinicki, 2007). 
 
Reward 

The reward is an activity in which the organization assesses the contribution of 
employees to distribute monetary and non-monetary rewards directly and indirectly in the 
organization's ability to pay legal regulations (Schuler, 1987). Rewards are all income in the 
form of money, goods directly or indirectly received by employees as rewards or services 
provided to the company (Hasibuan, 2007). Nitisemito (1996) states that a reward is a 
reward provided by the company to its employees which can be valued in money and has a 
tendency to be given regularly. 

The reward system aims to attract, retain and motivate quality employees and to 
maintain an internally fair and externally competitive pay structure (Moorhead & Griffin, 
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2013). Meanwhile, Ivancevich (2000) divides the objectives of the reward program into 
three main goals, including: 
1) Attract qualified people to join the organization 
2) Keeping employees coming to work 
3) Motivate employees to achieve high levels of performance 

Based on De Beer in Roberts (2005), some factors influence rewards, including: 
1) Payment, to identify satisfaction with their salary 
2) Promotion, the opportunities an organization offers for promotion 
3) Benefits, benefits such as retirement, medical coverage, and leave 
4) Personal, the respondent's feelings towards his work 
 
Recognition 

Recognition is giving an employee a certain status in an organization. It is a 
significant factor in employee motivation and job satisfaction so that employees will feel 
engaged (Maslach, 2001). Maslach also suggests that a lack of rewards and recognition can 
lead to burnout, so recognition is the right thing to do for engagement. Deeprose (1994) 
argues that employee motivation and productivity can be increased through effective 
recognition, which ultimately results in improved organizational performance. Freedman 
(1978) believes that when effective recognition is applied in an organization, a favorable 
work environment is generated that motivates employees to excel in their performance. 

According to Barton (2002), there are four forms of recognition that companies can 
give to employees as a form of appreciation for individual success or achievements, namely: 
1) Cash Award is the activity of giving an award in the form of money that has been 

determined or based on a percentage of the employee's salary. 
2) Spot Programs and recognition activities that have minimal costs and do not require 

extensive formal or administrative planning documents. 
3) Symbolic Award, a recognition program designed by the company to provide actual 

awards or memories. 
4) Verbal Recognition, verbal recognition (praise) directly addressed to individuals or 

teams. 
  
Perceived Organizational Support 

Eisenberger, Armeli, Rexwinkel, Lynch, and Linda (2001) argue that perceived 
organizational support is an experience of good or bad intentions on corporate policies, 
norms, procedures, and actions that can affect employees. Furthermore, the opinion of 
Rhoades and Eisenberger (2002) regarding perceived organizational support is a person's 
belief that their work and contributions are valued and supported, and the organization cares 
about their welfare. Then Allen et al. (2003) argue that perceived organizational support is a 
person's belief about how the organization appreciates the contribution and cares about the 
welfare of its employees. 

A similar opinion from Robbins (2002) that perceived organizational support is the 
level of employee confidence regarding the organization's concern in appreciating the 
contributions and welfare of its employees. Robbins and Coulter (2012) argue that perceived 
organizational support is the level of employee confidence about how much the organization 
cares about the welfare of its members and how their contribution is assessed. 

Based on the theory of organizational support from Eisenberger et al. (1986) in Hans 
(2018), there are three main categories of employee perceptions that can shape perceived 
organizational support, namely: 
1) Procedural Justice 
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Procedural justice is used to determine how to distribute resources among 
employees (Greenberg, 1990). Shore and Shore (1995) also stated that the number of 
cases related to equity in the distribution of resources has a substantial cumulative effect 
on perceived organizational support (POS). It shows that the organization has a concern 
for the welfare of employees. 

2) Boss Support 
In addition to acting as a representative of the organization responsible for 

directing, superiors also evaluate employee performance. Through these responsibilities, 
employees can see how much the organization's contribution is, whether it is employee-
oriented or not beneficial to employees. In addition, the evaluations are given by 
employees to the organization also contribute to perceived organizational support (POS). 

3) Organizational Awards and Working Conditions 
Shore and Shore (1995) argue that recognition of human resources positively 

contributes to perceived organizational support (POS). 
 
Conceptual Framework 

The following is a picture of the conceptual framework of the research that 
summarizes the research model carried out: 

 

 
 

Figure 1. Conceptual Framework 
 
H1: Job Characteristics significantly positively affect employee engagement at Bank BRI 

Mataram Branch. 
H2: Perceived organizational support significantly positively affects employee engagement 

at Bank BRI Mataram Branch. 
H3: Reward significantly positively affects employee engagement at Bank BRI Mataram 

Branch. 
H4: Recognition significantly positively affects employee engagement at Bank BRI 

Mataram Branch. 
 

RESEARCH METHODS 
 

This research uses quantitative methods and includes causal associative analysis 
(cause and effect). A causal associative study aims to analyze the relationship between one 
variable and another or how one variable affects other variables (Sugiyono, 2016). 

The research will be carried out at the Mataram Branch of BRI. This study's 
respondents were all male and female permanent employees at Bank BRI Mataram Branch, 
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totaling 90 people. All employees with the status of permanent employees receive more 
complete facilities and benefits compared to employees with a position other than permanent 
employees. The Data Collection is Questionnaires.Each item used is adjusted to the object of 
research. For example, the questionnaire on employee engagement was taken from Siswono 
(2016), job characteristics were taken from Saputra (2015), the perceived organizational 
support variable was taken from Sari and Dewi (2017), and the reward variable was taken 
from Robert (2005). The recognition variable was taken from Tamara (2018). 

Data Analysis with Partial Least Square (PLS) approach. Ghozali (2012) states that 
PLS is a factor of indeterminacy of a powerful analytical method because it does not assume 
that the data must measure at a particular scale and the number of samples is small. The PLS 
approach is used with the consideration that, according to (Wiyono, 2011) 
 

RESULTS 
 

R-Square value to measure how much other variables influence the endogenous 
variable. The R-Square results of more than 0.67 in the structural model indicate the effect 
of exogenous variables on endogenous variables in the excellent category. The R-Square 
value of 0.33 to 0.67 is included in the medium category, while the R-Square value of 0.19 
to 0.33 is included in the weak category. The following is the R-Square value obtained in 
this study. 

 
Table 1. Recapitulation of R-Square . values 

Latent Variable R-Square 
Employee Engagement (Y) 0.893 

 
From the table above, it can be seen that the R-Square value for the variable job 

characteristics, perceived organizational support, reward, and recognition on employee 
engagement is 0.893, which means that the employee engagement variable can be explained 
by the job characteristics, perceived organizational support, reward and recognition variables 
of 89,3 percent. In contrast, the rest is explained by other variables outside the study. 
 
Hypothesis Testing  

Determine the significance of the effect of job characteristics, perceived 
organizational support, reward, and recognition on employee engagement, it can be seen 
through the T-Statistics and P-Values values from the SmartPLS output after Bootstrapping. 
Determine the direction of the correlation variable can be seen through the value of the path 
coefficient. The results of hypothesis testing can be seen in the tables showing this study's 
path coefficients, T-Statistics, and P-Values. 

 
Table 2. Recapitulation of Path Coefficient Values, T-Statistics and P-Values 

Variable Relationship Coefficient T-Statistics P-Values Decision 

Job Characteristics -> Employee 
Engagement 

0.301 3.855 0.000 Received 

Perceived Organizational Support-> 
Employee Engagement 

0.131 2.118 0.035 Received 

Rewards-> Employee Engagement 0.416 3.635 0.000 Received 
Recognition-> Employee Engagement 0.229 3.041 0.002 Received 
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H1: The more appropriate the job characteristics in an organization, the higher the 
employee engagement will be. The path coefficient value of the job characteristic on 
employee engagement is 0.301 with a P-value of 0.000, which is smaller than 0.05, which 
means that the job characteristic variable has a significant positive effect on the employee 
engagement variable. In other words, job characteristics have a positive influence and  have 
a substantial impact on employee engagement at Bank BRI Mataram Branch. So the first 
hypothesis is accepted. 

H2: The better the perceived organizational support in an organization, the higher the 
employee engagement will be. The path coefficient value of perceived organizational 
support on employee engagement is 0.131 with a P-value of 0.030, which is smaller than 
0.05, which means that the perceived organizational support variable has a significant 
positive effect on the employee engagement variable so that the second hypothesis is 
accepted. 

H3: The more appropriate the rewards received by employees in an organization, the 
higher the employee engagement will be. The value of the path coefficient of reward on 
employee engagement is 0.416 with a P-Value of 0.000, which is smaller than 0.05, which 
means that the reward variable has a significant positive effect on the employee engagement 
variable so that the third hypothesis is accepted. 

H4: The more appropriate the recognition that employees receive in an organization, 
the higher the employee engagement will be. The value of the path recognition coefficient 
on employee engagement is 0.229 with a P-Values of 0.002, which is smaller than 0.05, 
which means that the recognition variable has a significant positive effect on the employee 
engagement variable so that the fourth hypothesis is accepted. 
 

DISCUSSION 
 
Influence Job Characteristics on Employee Engagement 

Job characteristics have a significant influence on employee engagement variables. It 
means that if the employees of Bank BRI Mataram Branch have the appropriate job 
characteristics, then employee engagement of Bank BRI Mataram Branch employees will be 
higher, and vice versa. Conversely, if the job characteristics are low, employee engagement 
in Bank BRI Mataram Branch will also be lower. 

This study is in line with the results of research conducted by Ulandari and Yolanda 
(2019), which stated that job characteristics had a positive effect on employee engagement 
in sales at BJ Home Jogjakarta, and research conducted by Putra and Raharso (2019). Their 
research results showed that job characteristics positively affected employee engagement 
with airline employees from Indonesia. If the job characteristic is related to employee 
engagement, Riggio (2002) and May, Gilson, and Harter (2004) state that job enrichment 
makes employees feel a better attachment to the organization. Based on his empirical 
studies, Saks (2006) found that job design that fulfills five job dimensions (skill variety, task 
identity, task significance, autonomy, 

Wollard & Shuck (2010) suggest that work arrangements that support employees to 
maximize their skills and knowledge can make employees feel more engaged than before 
and engaged in the organization. Employees recognize that the characteristics of the work 
that match their abilities have given them many benefits. For example, employees feel that 
there is almost no difficulty in interpreting their work, and ideally, the work they do, which 
causes them to feel emotionally involved with their work, does not even rule out expanding 
opportunities for employees to do more work than they should. 
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Influence Perceived Organizational Support on Employee Engagement 
Perceived organizational support has a significant effect on the employee 

engagement variable. It means that if the employees of Bank BRI Mataram Branch have 
good perceived organizational support, then employee engagement of Bank BRI Mataram 
Branch employees will be higher, and vice versa. Conversely, if the perceived organizational 
support is low, then employee engagement of Bank BRI Mataram Branch employees will 
also be lower. 

This study is in line with the results of research conducted by Alkasim and Prahara 
(2019); Hermawan (2017) states that perceived organizational support has a significant 
positive relationship with employee engagement. Susanti & Margareta (2013), whose 
research results say that employees with good perceived organizational support become 
more attached to their organization. 

A good level of perceived organizational support can create a sense of responsibility 
for employees. Employees will feel responsible and not only that. He will also feel obliged 
to repay his commitment to the organization by showing behavior that can support achieving 
organizational goals (Ucar and Otken, 2010). Employees who are effectively committed to 
the organization by feeling responsible for contributing to its welfare will help the 
organization achieve its goals. Employees then reciprocate through affective commitment 
and show extra effort in their work (Ucar and Otken, 2010). 

 
Influence Rewards on Employee Engagement 

The reward has a significant effect on the employee engagement variable. It means 
that if employees of Bank BRI Mataram Branch receive appropriate tips, then employee 
engagement of Bank BRI Mataram Branch employees will be higher, and vice versa. On the 
other hand, if the rewards received are not suitable, then employee engagement of Bank BRI 
Mataram Branch employees will also be lower. It is in line with research conducted by 
Siswanto, Maulidiah, and Masyhuri (2021) that there is a significant positive relationship 
between rewards and employee engagement. In addition, the study by Dwiyanti and Dudija 
(2021) showed that rewards and engagement have a substantial connection with employees. 

According to Gallup (2008), employees who are not engaged with the companies 
involved make the company lose its productivity. Therefore, poor employee engagement is a 
serious problem, and many companies feel they have failed to address this and how it can 
lead to better organizational performance (Brown and Reily, 2013). So companies should 
look for ways so that the level of employee engagement can be stable and even increase, and 
one of them is by using a way of giving rewards or awards (Brown and Reily, 2013). A 
distinction is a form of remuneration given to an employee for the work done, both financial 
and non-financial. Studies show that reward programs that focus on engagement can also 
help create a more positive work culture and climate that enhances teamwork and teamwork 
and reduces complaints about internal pay equity (Scott, McMullen & Royal, 2010). 
 
Influence Recognition on Employee Engagement 

Recognition has a significant effect on employee engagement variables. It means that 
if the employees of Bank BRI Mataram Branch have received appropriate recognition, then 
employee engagement of Bank BRI Mataram Branch employees will be higher, and vice 
versa. Conversely, if the award is not proper, then employee engagement of Bank BRI 
Mataram Branch employees will also be lower. It is in line with research conducted by Hary 
and Hermawan (2014), whose study found that recognition had a significant positive effect 
on employee engagement at Sanata Dharma University employees. 

According to McBain (2007), one of the driving factors for employee engagement is 
recognition, so managers have an essential role in providing credit and feedback on 
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employee performance to create employee engagement. Recognition at work can motivate, 
give a sense of accomplishment when something is accomplished, and make employees feel 
valued for their work. Credit not only increases individual employee engagement but has 
also been shown to increase productivity and loyalty to the company, which leads to higher 
retention so that employee turnover can be minimized. In addition to communicating 
appreciation and motivation to recognized employees, the act of acknowledgment also sends 
a message to other employees about what success looks like. 

 
CONCLUSION 

 
1) Job characteristics have a positive and significant effect on employee engagement at 

Bank BRI Mataram Branch. It shows that the more appropriate the employee's job 
characteristics, the higher the employee engagement with the company. On the other 
hand, if the employee's job characteristics are low, employee engagement in the company 
will decrease. 

2) There is a positive and significant effect of perceived organizational support on employee 
engagement at Bank BRI Mataram Branch. This shows that the better the perceived 
organizational support of employees, the higher the employee engagement with the 
company. On the other hand, if employees' perceived organizational support is low, then 
employee engagement in the company will be low. 

3) Reward's positive and significant effect on employee engagement at Bank BRI Mataram 
Branch. This shows that the more appropriate the Reward received by employees, the 
higher the employee engagement with the company. On the other hand, if the Rewards 
given to employees are low, employee engagement in the company will decrease. 

4) There is a positive and significant recognition effect on employee engagement at Bank 
BRI Mataram Branch. This shows that the more appropriate the recognition received by 
employees, the higher the employee engagement with the company. On the other hand, if 
employee recognition is low, employee engagement in the company will decrease. 
 

LIMITATIONS AND FUTURE RESEARCH DIRECTIONS 
 
1) Research respondents were limited to employees with permanent status at Bank BRI 

Mataram Branch. This research will likely show different results if applied to employees 
with outsourcing or contract status or even at other BRI Bank branches in West Nusa 
Tenggara. 

2) This research can be developed by adding open-ended questions for each question item 
on the questionnaire. It aims to obtain more accurate information with natural filling, 
which will enrich research data on job characteristics, perceived organizational support, 
rewards, recognition, and employee engagement. 
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