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Abstract. The evolution of technology led to rapid changes that affected both organizations and employees. 

Employability is a term used to describe a continuum process of fulfilling the skills and expertise that also 

changed rapidly. One’s behavior in crafting a job could lead to one’s employability. Organizational climate, 

which in this study was the creative climate, had a moderating role in affecting job creation toward 

employability. This study aimed to explain the role of job crafting in predicting employability in government 

institution X (H1). Moreover,  the creative climate played the moderating role between said variables. The 

quantitative approach was applied to this research, by distributing Employability Scale (α = 0.937), Job 

Crafting Scale (α=0.922), and Creative Climate Scale (α=0.950) to 129 employees of government institution X. 

The study showed that job crafting significantly predicted the employability (R2 = 56.7%; p = 0.000, p < 0.05). 

It can be concluded that job crafting had benefits for employees’ employability. On the other hand, the 

creative      climate moderating effect was lessened the prediction of job crafting to employability (p = 0.027, 

p < 0.05), thus this H2 was rejected. The lessening effect occurred because the study was conducted in 

bureaucratic environment, so that powerful and hierarchical climate was much common. 

Keywords: creative climate; employability; job crafting  

 

VUCA which stands for volatility, uncertainty, complexity, and ambiguity emerged in the 

work ecosystem, which was not limited to the private sector only, but also government 

institutions. In order to deal with VUCA in a disruptive era, one’s proactive and flexible 

characteristics were needed (Grant & Parker, 2009; Woodward, 2017) to initiate change and 

create opportunities, hence not solely on reactive reaction (Fugate & Kinicki, 2008). The fast-

paced adaptation to various possibilities to enhance perspectives was also needed (Ferrari, 

Sparrer, & Varga von Kibed, 2016). In addition, employees (including their skills, 

competencies, and capabilities) were capital for an organization to perform, particularly in 

a disruptive era. One’s incapability to maintain or improve skills and expertise required by 

the organization could lessen one’s value in the labor market. 

As a part of VUCA, the emergence of the COVID-19 pandemic has shown people’s 

vulnerability, and challenged people’s adaptive behavior. Especially in the working 

environment, the shifting work model from face-to-face interaction to technology-based 

interaction made the conventional communication skill needed to be adjusted, thus people 

had to adapt to this new model of work. The pandemic succeeded in making a massive lay-

off in most organizations in order to survive. For those who were unfortunate, they 
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struggled to get into a new job, particularly in this high-demand labor market environment. 

“The survivor” was forced to be able to survive by improving the skill to use the internet 

and/or technology to become technology-fluent, and adapting to work from home, all while 

juggling with domestic work that also requires attention, especially in massive lay-off 

circumstances. In sum, people were pushed to the edge. They were urged to be creative to 

stay productive (while also dealing with pandemic burnout) in order to maintain the 

employment (McDowell, et al., 2020; ILO-OECD, 2021), as 19.089 employees were 

unemployed in West Java alone (Fikri, 2020). 

Employability was a term to describe the continuously fulfilling, acquiring, or 

creating of work through the optimal use of efforts (Heijde & Heijden, 2006). Employability 

refers to one’s attitude toward competencies that have benefit to enhancing work 

performance, including occupational expertise, anticipation and optimization, personal 

flexibility, corporate sense, and balance (Heijde & Heijden, 2006). Employability could 

support current work performance and career development that represented some general 

and specific competencies for employees (Fugate & Kinicki, 2008; Heijde & Heijden, 2006). 

Hence, employability was necessary to retain the work. 

Nevertheless, according to the Human Development Index (HDI), human resource 

development in Indonesia had increased by 0.82 percent to 71.39 percent. Unfortunately, 

the HDI of Indonesia was relatively low compared to countries in one region such as 

Singapore, Malaysia, and Brunei Darussalam (Kompas, 2019). In addition, several 

industries in Indonesia were dominated by foreign labor rather than domestic labor, 

particularly the digital industry (Setyowato, 2018). Therefore, it was important for domestic 

labor to enhance skills, competencies, and capabilities in order to perform work and 

compete in the labor market, especially during the COVID-19 pandemic. 

The changing of work structure and method are due to the COVID-19 situation. 

Those transformations in the working environment relied on employee’s capabilities to 

meet the goal of the organization (Irfan & Qadeer, 2020). In doing so, one’s behavior to 

explore the new approach to finish the job consequently  benefits one’s skills and 

competencies enhancement (Grant & Parker, 2009), all of which were necessary to enhance 

one’s employability (Johansen, 2013). As a result, the transformations altered the rise of 

working style customization which made one’s capability in work robust. Terms that are 

commonly used to describe the phenomenon was job crafting. 

Tims et al. (2012) defined job crafting as one’s deliberate behavior to balance 

between demand of the job and resource of oneself. It consisted of increasing structural job 

resources, increasing social job resources, increasing the level of challenging job demands, 

and decreasing the level of hindering job demands (Tims et al., 2012). As only the bigger 

picture was given by the organization to fulfill the work, job crafting was becoming more 

common among employees. One’s ability to craft the job could lead to an effective work 

process and work engagement (Bakker et al., 2012; Berg et al., 2007; Bizzi, 2017). 

https://www.tokopedia.com/find/philodendron-mcdowell


Arezah & Himam  | |  The Employability of Government Institution 

 

    217 

Furthermore, employees who craft the job tend to be able to give meaning to work and lead 

to organization advantage (Wingerden, 2016). Hence, job crafting could lead to one’s 

employability.  

Several past studies had shown that job crafting behavior such as increasing the 

level of social and structural resources, skills related to the job, and the urge to improve the 

work could lead to employability (Brenninkmeijer & Hekkert-Koning, 2015; Wittekind et 

al., 2010). Research also found that job crafting was related to career success, employability, 

and perceived employability (Baik et al., 2018; Plomp et al., 2019; Irfan & Qadeer, 2020). 

Kaiser (2021) emphasized that one’s behavior on increasing the structural job resources, 

challenging job demands were significantly related to higher sustainable employability. 

The adjustment done by employees to fit between their capabilities and work demand 

through job crafting could be an effective way to obtain perceived employability. 

In today’s disruptive era when human resource has an important role for 

organizational success (Woodward, 2017), it is essential that the organization’s contribution 

include providing a constructive work environment for employees, or in other words, 

creating an effective organizational climate in the workplace. Organizational climate is 

commonly known as a manifestation of values and beliefs of one’s organizational culture 

seen through employees’ activity (Hunter et al., 2007; Schneider & Brief, 1996). To some 

extent, the organizational climate had taken a role in promoting or diminishing some sort 

of employees’ behavior in the workplace, especially job crafting behavior as organization 

and supervision both were shown to be significant for job crafting occurrence (Irfan & 

Qadeer, 2020).  Hence, organizational climate was beneficial for organizations (Amabile et 

al., 1996). Moreover, one’s organizational climate could be different depending on the 

outcome of the organization concerned. In the context of the government institution X, its 

responsibility was embodying the president's vision to promote Indonesia's economic 

growth without relying solely on commodities or natural products only, but on human 

resources through the implementation of creative economy (Bekraf, 2019). Its programmes 

were aimed to raise awareness and encourage Indonesian to carry out the act of creative 

economy. Thus, creativity in the workplace was one of the main concerns of government 

intuition X. 

Creative climate encompasses the employees’ workplace behavior in terms of ideas 

and innovation obtained (Çekmecelioğlu & Gunsel, 2013; Lin & Liu, 2012). It consisted of 

challenge/involvement, freedom, trust/openness, idea-time, playfulness/humor, conflict, 

idea-support, debate, risk-taking, and dynamism/liveliness (Ekvall, 1996). Furthermore, a 

creative climate could encourage and support employee work activities that include self-

learning, problem solving, motivations, and commitment (Ekvall, 1996; Isaksen & Ekvall, 

2010) that lead to organizational effectiveness (Wit & Beorkrem, 1989). In other words, an 

organization’s creative climate could encourage certain employee behavior that could help 

achieve organizational creativity and innovation. It would be even more beneficial for 
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organizations whose main concern is to endorse organizational creativity and innovation 

(Abdullah et al.,  2014). 

Since most of the work activity had taken place in an organizational context, the 

employee would be influenced by the organizational environment, which can be called an 

organizational climate. One’s organizational climate played an important role in 

employees’ attitude and behavior. Hence, when employees believe in the urge of creativity 

within their organization, they tend to be able to craft some aspects of their job. As far as 

we know, job crafting provided employees to balance its resources with demand of the job 

and it led to promote employability of employees (Brenninkmeijer & Hekkert-Koning, 2015; 

Wittekind et al., 2010). From past studies, the creative climate had taken place as a 

moderation between innovative activity and innovative performance. It was found that 

innovative activity could increase the innovative performance when the creative climate is 

at a high level (Cheng & Krumwiede, 2017). Recent studies also showed that participative 

organizational climate is related to higher employee’s job crafting (Kim et al., 2018; Shin & 

Hur, 2021), specifically on task crafting (Khan et al., 2022). The initiative climate that refers 

to self-starting behavior is encouraged within an organization and has a significant 

moderating effect toward job crafting behavior (Li et al., 2021). However, there was limited 

research to be found in government intuition context, in consideration of the bureaucratic 

structure that applied in the work process (Meier & Krause, 2019). Thus, we were motivated 

to investigate this phenomenon, considering the government institution X was fairly new 

as a government institution and had its urgency to encourage creative economy activity of 

Indonesian in which creativity itself cannot be diminished (Firdausy, 2017). Because we 

studied the government institution, we hypothesized that job crafting could predict the 

employability (H1); and a strengthening effect of the creative climate between job crafting 

and employability that had taken place in government institution X (H2). 

 

Method 

 

This research consisted of three variables, in which the employability as the dependent 

variable, the job crafting as the independent variable, and the creative climate as the 

moderator variable. Employability is defined as the attitude of employees to strive for 

various competencies in order to be able to grow, whether for themselves or for the 

organization. This variable consisted of five factors, which were occupational expertise, 

anticipation and optimization, personal flexibility, corporate sense, and balance (Heijde & 

Heijden, 2006).  
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Table 1. 

Blueprint of Employability Scale 

Variable Factor(s) Definition 

Employability Occupational 

Expertise 

Employees’ skills to do their scope of work 

Anticipation and 

Optimization 

Employees’ skills to encounter the unpredictable 

work circumstances 

Personal flexibility Adaptive skills for dealing with labor market, work 

load, and other work condition 

Corporate sense Participative relationship with leader, making it 

possible to assemble the integrated team in work 

Balance 

 

Adjustment to make the organization activity meets 

with the employees’ interest in working 

  

Job crafting was employee behavior to achieve effectiveness and efficiency of work in order 

to have meaningful work by making adjustments between the demands of the organization 

and the self-capacity, such as preferences, motives, social interests, and resources. It 

consisted of four factors, which were increasing structural job resources, increasing social 

job resources, increasing the level of challenging job demands, and decreasing the level of 

hindering job demands (Tims et al., 2012).  

 

Table 2. 

Blueprint of Job Crafting Scale 

Variable Factor(s) Definition 

Job 

Crafting 

Increasing structural 

job resources 

Enhancing autonomy to fulfil work target 

uncomplicatedly, including the need to improve skills 

Increasing social job 

resources 

Enhancing relation and social support in order to 

finish work  

Increasing challenging 

job demands 

Conducting a few jobs, particularly the challenging 

one to boost work productivity 

Decreasing hindering 

job demands 

Reducing the difficult and high demand job in which 

can lead to work counterproductive 

 

The moderator variable in this research was creative climate. It emphasized creativeness      

and innovativeness as the main characteristics in the work environment that formed up by 

the attitudes and perception of employees towards the organization. The generating of new 

ideas was encouraged by its work environment. It consisted of ten factors, which were 

challenge/involvement, freedom, trust/openness, idea-time, playfulness/humor, conflict, 

idea-support, debate, risk-taking, and dynamism/liveliness (Ekvall, 1996). 
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Table 3. 

Blueprint of Creative Climate Scale 

Variable Factor(s) Definition 

Creative 

Climate 

Challenge/involvement Affective involvement towards organization’s 

vision 

Freedom Independency of employees at working 

Trust/openness Secure interpersonal relationship between 

employees 

Idea-time Time that spend to elaborate some new ideas 

Playfulness/humor Spontaneity in social interaction in work 

environment 

Lack of conflict A minimal tension between employees 

Idea support Presence of support towards new idea from 

employee 

Debate A different point of view while brainstorming is 

still considered 

Risk taking Taking risks in uncertain situations in working 

Dynamism/liveliness The atmosphere of the organization is dynamic and 

a lot of fun things happen 

 

Participants 

We operated a purposive sampling technique to determine the participant in this study. 

The participants needed were employees of government institution X that works at least six 

months. Employees who work at least six months tend to craft the job Lin, Law, & Zhou 

(2017) and tenure was also related to employability (Van Dam, 2004). Moreover, according 

to Undang Undang Republik Indonesia Nomor 13 Tahun 2003 Tentang Ketenagakerjaan, 

employees of six months working had already passed the probation term in the 

organization. 135 employees were participating in this current research but only 129 were 

meeting the criteria. 

 

Instrument and Data Collection 

The names of the scales were Employability Scale (Heijde & Heijden, 2006), Job Crafting 

scale (Sari, 2018), and Creative Climate scale (Moultrie & Young, 2009). Two of the three 

scales which were employability scale and creative climate scale were modified in order to 

obtain the fit scale for Indonesian. The content validity test was also needed. Eleven 

subjects-matter experts contributed to analyze the scales within Aiken’s V score. 

Employability scales consisted 0.5 – 0.925 score and concluded that two items cannot be 

included. Creative climate scales consisted 0.6 – 0.925 score and concluded that every item 

was included. Furthermore, the measurements had to be tested for its reliability. Along 

with 61 participants, it concluded that the employability scale (n=34 items, α = 0.937), the 
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job crafting scale (n=18 items, α=0.922), and the creative climate scale (n=29 items; α=0.950) 

were met the criteria (α > 0.09 (Anastasi & Urbina, 1997); rix > 0.3 Azwar, 2014). The data 

collected through an online site (Google Form) that could be accessed by employees of 

government institution X. The data collected on July 31 2019 to August 19 2019. 

 

Analysis and Interpretation Procedure 

The analysis procedure was initiated with assumption tests including normality, linearity, 

and multicollinearity. It followed a hierarchical regression technique to examine the 

contribution of each variable to the criteria variable. It was also beneficial to interpret the 

effect of moderator variables      within model research. 

 

Results 

 

This study was aimed to explain the role of job crafting toward employability. Table 4 

presented the demographic information of the 129 participants involved in this research. 

There was a slight difference between female and male employees involved. Most 

participants were 24-34 years old with more than three to five years of work experience. 

There was also a slight difference between temporary and permanent employees involved. 

 

Table 4. 

Participants’ Demographic Information 

Data 

Sex Female 48% (n=62) 

Male 52% (n=67) 

Age (years old) ≤ 23 8% (n=10) 

24-34 87% (n=112) 

35-45 5% (n=7) 

Tenure (years) ≤ 1  16% (n=21) 

> 1 – 3 63% (n=81) 

> 3 – 5 18% (n=23) 

> 5 3% (n=4) 

Employee Type Temporary 49% (n=63) 

Permanent 51% (n=66) 

 

Table 5 presented the description of the data. The hypothetical and empiric scores were 

used to examine the difference between the hypothetical condition and the actual condition 

of the participant. As data shown, the actual score of the data was higher than the 

hypothetical score for each variable.   
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Table 5. 

Data Description 

Vari-

abel 

N N of 

item 

Hypothetical Empiric 

Score Score 

Min Max Mean SD Min Max Mean SD 

1 129 34 34 170 102 22.67 93 170 131.41 15.60 

2 129 18 18 90 54 12 46 90 66.58 9.38 

3 129 29 29 145 87 19.33 62 145 106.62 17.05 

1: Employability; 2: Job Crafting; 3: Creative Climate 

 

Assumption testing was prerequisite to hypothesis testing. The normality test 

showed that the data distributed normally (p=0.200; p<0.05) followed with linearity test that 

the data was also linear for both job crafting (p=0.000; p<0.05) and creative climate (p=0.000; 

p<0.05). The multicollinearity test showed that job crafting (tolerance=0.703; VIF=1.422) and 

creative climate (tolerance=0.696; VIF=1.438) passed the criteria (tolerance>0.1; VIF<10). 

The hypothesis testing using hierarchical regression technique revealed that the 

contribution regression was increasing by each model. As data showed, the regression of 

job crafting toward employability was 56.7% (p=0.000; p<0.05). In model 2 when the creative 

climate also regressed the employability, the contribution was increasing by 9.6% to 66.3% 

(p=0.000; p<0.05). In model 3, the interaction between job crafting and creative climate to 

regress the employability was also increasing by 1.3% to 67.6% (p=0.027; p<0.05).  

 

Table 6. 

Hypothetical Testing Result 

Model Predictor R R2 F p 

1 Job crafting 0.753 0.567 166.376 0.000 

2 Job crafting, creative climate 0.814 0.663 123.881 0.000 

3 JC, CC, JC*CC 0.822 0.676 86.917 0.027 

Criteria variable: Employability 

 

As data showed, the role of job crafting to predict the employability was significant. The 

interaction between job crafting and creative climate to regress the employability was also 

significant. It revealed that the moderating effect was conducted. Thus, the hypothesis was 

accepted. Furthermore, the moderating effect would be well-explained by scatter plot 

graphics. The creative climate was categorized into two conditions (Baron & Kenny, 1986) 

i.e high and low to examine its effect on job crafting regression toward employability. 
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Figure 1. 

Scatter Plot Graphic of the Moderating Effect of Creative Climate 

 

The green line (R2=0.398) indicated the regression of job crafting toward 

employability when the creative climate was in the high level whereas the blue line 

(R2=0.537) was the regression when the creative climate was in the low level. It was 

informed that the group who showed a high perception of the creative climate has a lower 

regression than the group who showed a low perception of the creative climate. It also could 

be seen that the lines were crossing and the position of the lines changed. It indicated that 

at the certain point of creative climates, the employability conditions of employees turn 

lower. As the p = 0.027 (p < 0.05), it informed that the moderating effect was occurred. 

Nevertheless, the effect was lessening the prediction of the job crafting to the employability, 

making it contradicted with the theory and the provided hypothesis. Hence, the hypothesis 

was rejected. The further explanation will be given on discussion below.  

 

Discussion 

 

This research was aimed to investigate the role of job crafting to predict the employability 

along with moderating effect of creative climate. This research had shown that job crafting 

could predict the employability (56.7%) of employees of government institution X. Job 

crafting behavior commonly proposed in order to master the work, to enhance the 



Arezah & Himam  ||  The Employability of Government Institution 

 224  

competencies, self-development (Berg, Dutton, & Wrzesniewski, 2007; Wrzesniewski & 

Dutton, 2001). By doing so, one’s ability in workplace included the skill, expertise, and 

competencies could increase (Heijde & Heijden, 2006). Hence, it led to the employability. 

From the past research, it also found that job crafting behavior such as increasing structural 

job resources and increasing social job resources affected the employability (Brenninkmeijer 

& Hekkert-Koning, 2015). The latest research also found that employees who craft their 

jobs, in which increasing the structural job resources, challenging job demands, were 

related to higher sustainable employability (Kaiser, 2021).  

Furthermore, the research around creative climate and innovation flourished. The 

creative climate provided the opportunity to enhance ideas and skills i.e managerial 

support, flexibility, risk-analysis, innovation that were needed to accomplish the job 

(Friedrich et al., 2011). Creative climate was found to predict innovative behavior, 

innovative organization, and organizational entrepreneurship (Abdullah et al., 2014; 

Beheshtifar, 2012; Cekmecelioglu & Gunsel, 2013; Purnama et al.,  2020). The latest research 

implied that organizational innovative climate had a significant role to higher individual 

improvisation on work (Su et al., 2022), which contributed to job crafting behavior that led 

to employability.  

While prior research has shown that organizational climate plays a significant role 

for employees’ learning behavior, research on the moderating effect of creative climate 

towards relationship between job crafting and employability is in its early stages. The 

moderating effect of creative climate was found to reinforce the innovative activity to 

innovative performance (Cheng & Krumwiede, 2017). In this pandemic era, crafting the job 

was certainly important to do work, especially for working from home. At the beginning of 

the promotion of the working from home policy, employees faced ”pandemic burnout” due 

to boundaryless work and life and were forced to adapt with these circumstances  (Vyas & 

Butakhieo, 2021). The major shift between the way of work needs a massive calibration from 

employees: how to maintain productivity in a contrasting work environment. The 

employees were forced to be creative at home, making it sufficient enough to conduct the 

work. They probably need to brainstorm with colleagues on how to get the work done while 

at home, building up a supportive and creative climate of work (Johnson, 2020). As a      

result, employees prefer to work from home than attend to office, due to an effective time 

that is spent before going to office and the opportunity to arrange work and      domestic 

tasks (Wigert et al., 2020; PwC, 2021; Apollo Technical, 2022). Hence, job crafting was      

meeting the demand to boost employability of employees     . 

Nevertheless, we found that the moderating effect of the creative climate lessened 

the prediction of job crafting toward employability, in which the contribution of this model 

was 1.3%. In contrast to previous research on the creative climate (Amabile et al., 1996; 

Cekmecelioglu & Gunsel, 2013; Isaksen & Ekvall, 2010), this current research was conducted 

at a non-profit government institution X. The outcome of the organization was successfully 
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promoting the creative economy activities in Indonesia. It was worth noting that 

government institution X was not aimed to perform the creative economy activities. 

Therefore, competencies such as creativity and innovation were needed, but were limited 

to work processes, i.e designing programs or problem solving within the work. The 

stimulation of creative climate that could affect the employability externally (openness 

initiative and perceived mobility) was only effective at some certain point, particularly not 

too high. 

Additionally, the size and structure of an organization could affect the climate of 

the organization. The more bureaucratic an organization was, the more the climate oriented 

to scientific and technical, intellectual, job challenge, task, and industriousness (Payne & 

Mansfield, 1973). The bureaucratic organization was commonly known as powerful, 

hierarchical, inefficient, incompetent, wasteful, inflexible, unaccountable, and to be extreme 

inhumane (Olsen, 2008). These practices were common to be found in the public sector or 

administrative organization (Meier & Krause, 2019). The innovation within the public 

sector was dominated by higher managerial and less involvement of employees (Wilson, 

1989). In the public sector, employees had to face the political interest, the difficulty of 

finding the expertise-based human resource rather than position-based human resource, 

and the unclear performance-related and tenure-related compensation (Wirick, 2009). Thus, 

employees in the public sector had to be upright, trustworthy, and incorruptible. In 

contrast, the organization which had less bureaucratic practices had significantly higher on 

the climate of employee involvement, open-mindedness, orientation towards future, 

sociability, administrative efficiency, and readiness to innovate (Payne & Mansfield, 1973) 

which are also similar with creative climate factors. The  private sector focused on profit, 

effectiveness, efficiency and innovation (Wal et al., 2008). When innovation was 

diminished, i.e Nokia, the organization would miss the opportunity to succeed (Medium, 

2018).  

In conclusion, the demand of employability was accorded to the organization, 

particularly the process within the organization to achieve its outcome. Consequently, the 

creative climate which was expected to be able to stimulate employees’ employability i.e 

creativity and innovation was not applicable to organizations where creativity and 

innovation were not prerequisite to achieve its outcome.  

Nevertheless, this research had some limitations. This research did not distinguish 

between participants who had dynamic work responsibilities (high mobility and were 

required to interact directly with creative economy actors) and participants who only had 

daily responsibilities (office routines and administration). The meaning of employability 

may be found to be different, but it was not revealed in this research. 
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Conclusion 

 

This research informed that the job crafting had taken a role to predict the employability of 

employees in government institution X. It is worth noting that being able to be a competent 

employee is necessary in order to endure the fast-paced situation in the disruptive era. 

One’s behavior of crafting the job to accomplish the work led to one’s enhancement of 

employability. In addition, the employability has its type of demand that refers to the 

organization’s outcome and its process of work. Therefore, the suitable organizational 

climate to improve an employee's optimal process of work can be beneficial for the 

organization in order to accomplish its outcome. It can lead organizations to success, 

particularly in a disruptive era, not to mention the pandemic situation. 

 

Recommendation 

The role of job crafting that could predict the employability of employees can be examined 

in different organizational settings in diverse sectors, such as fintech, FMCG, 

manufacturing, and others. The lessening effect of creative climate toward prediction of job 

crafting to employability implies that organizational climate can give an effect to its 

employee and its outcome. As many studies implied, the organization’s values cascade 

towards leader/managerial influence which affects the work environment, hence the 

climate of organization (Cummings & Worley, 2014; Judge & Robbins, 2017; Kinicki & 

Fugate, 2016). Therefore, it is important for managers to express its value to make a 

conducive work environment in order to boost employees’ tendency to craft the job. It also 

allowed employees to find their rhythm, making it effective to finish their job by their own 

advantages.  

This pandemic was already making most of the people hit their rock bottom. For 

organization, by allowing employee to be creative in their      job, facilitate them to get the 

work done by their own competencies significantly      helped to increase their 

employability. In this covid-19 pandemic era, the adaptive skill, the agility, which is part of 

employability that can be boosted by job crafting behavior is not only important, but also 

necessary.  

 

Declaration 

Acknowledgement 

This research couldn’t be successful without the contribution of Alm. Fathul Himam, whose 

knowledge and attitude were inspiring. The employees of government institution X also 

played an important role in this research by voluntarily filling out the research scale. 

 

 



Arezah & Himam  | |  The Employability of Government Institution 

 

    227 

Funding 

There is no external funding in regard to this research. 

 

Author’s Contribution 

EA and FH conceptualized this research. The instrument writing was done by EA and 

validated by FH. The data was collected and analyzed by EA with the guidance of FH and 

SM. 

 

Competing interests 

There is no potential conflict of interest in this research. 

 

Orcid ID 

Ersaliya Arezah https://orcid.org/0000-0002-0471-6482  

Fathul Himam https://orcid.org/0000-0002-6234-7902 

 

References 

 

Abdullah, N., Shamsuddin, A., Wahab, E., & Hamid, N. (2014). Exploring the effect of 

climate for creativity on organizational inovativeness. International Conference on 

Engineering, Technology and Innovation, (1-5). 

Amabile, T., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work 

environment for creativity. Academy of Management Journal 39(5), 1154-1184. 

https://doi.org/10.2307/256995 

Anastasi, A., & Urbina, S. (1997). Psychological testing. Pentice Hall. 

Apollo Technical. (2022). Surprising working from home productivity statistics. Retrieved from 

Apollo Technical: https://www.apollotechnical.com/working-from-home-

productivity-statistics/ 

Azwar, S. (2014). Penyusunan skala psikologi Edisi II. Pustaka Belajar. 

Baik, Soo & Song, Hae-Deok & Hong, Ah. (2018). Craft your job and get engaged: 

sustainable change-oriented behavior at work. Sustainability. 10, 4404. 

https://doi.org/10.3390/su10124404. 

Bakker, A., Tims, M., & Derks, D. (2012). Proactive personality and job performance: the 

role of job crafting and work engagement. Human Relations 65(10), 1359-1378. 

https://doi.org/10.1177/0018726712453471 

Baron, R., & Kenny, D. (1986). The moderator-mediator variable distinction in social 

psychological research: conceptual, strategic, and statistical considerations. Journal 

of Personality and Social Psychology 51(6), 1173-1182. https://doi.org/10.1037/0022-

3514.51.6.1173 

Beheshtifar, M. (2012). Creative climate: A Vital role to promote organizational 

entrepreneurship. Science Series Data Report 4(6), 109. 

Bekraf. (2019). Bekraf. Retrieved from Tonggak Baru Ekonomi Kreatif Indonesia: 

http://www.bekraf.go.id/profil 

https://orcid.org/0000-0002-0471-6482
https://orcid.org/0000-0002-0471-6482
https://orcid.org/0000-0002-6234-7902
https://doi.org/10.2307/256995
https://www.apollotechnical.com/working-from-home-productivity-statistics/
https://www.apollotechnical.com/working-from-home-productivity-statistics/
https://doi.org/10.3390/su10124404.
https://doi.org/10.1177/0018726712453471
https://doi.org/10.1037/0022-3514.51.6.1173
https://doi.org/10.1037/0022-3514.51.6.1173


Arezah & Himam  ||  The Employability of Government Institution 

 228  

Berg, J., Dutton, J., & Wrzesniewski, A. (2007). What is job crafting and why does it matter? 

Regents of the University of Michigan , 1-8. 

Bizzi, L. (2017). Network characteristics: when an individual’s job crafting depends on the 

jobs. Human Relations 70(4), 436-460. https://doi.org/10.1177/0018726716658963 

Brenninkmeijer, V., & Hekkert-Koning, M. (2015). To Craft or Not to Craft: The 

Relationships Between Regulatory Focus, Job Crafting, and Work Outcomes. Career 

Development International 20(2), 147-162. https://doi.org/10.1108/cdi-12-2014-0162 

Cekmecelioglu, H., & Gunsel, A. (2013). The effects of individual creativity and 

organizational climate on firm inovativeness. Social and Behavioral Sciences 99, 257-

264. https://doi.org/10.1016/j.sbspro.2013.10.493 

Cheng, C., & Krumwiede, D. (2017). What is the role of organizational creative climate in 

open innovation? Organizational Creative Climate and Open Innovation. 

Cummings, T., & Worley, C. (2014). Organization development and change. Cengage learning. 

Ekvall, G. (1996). Organizational climate for creativity and innovation. European Journal of 

Work and Organizational Psychology 5 (1), 105-123. 

https://doi.org/10.1080/13594329608414845 

Ferrari, E., Sparrer, I., & Varga von Kibed, M. (2016). Simply more complex: asyst approach 

to VUCA. In O. Mack, & A. Khare, Managing in a VUCA World (pp. 22-38). Springer. 

https://doi.org/10.1007/978-3-319-16889-0_2 

Fikri, A. (2020, November 3). Ridwan Kamil: 500 Perusahaan PHK karyawan selama pandemi. 

Retrieved from https://bisnis.tempo.co/read/1401739/ridwan-kamil-500-

perusahaan-phk-karyawan-selama-pandemi 

Firdausy, C. (2017). Strategi pengembangan ekonomi kreatif di Indonesia. Yayasan Pustaka Obor 

Indonesia. 

Friedrich, T. L., Stenmark, C. K., & Mumford, M. D. (2011). Climate for creativity. In M. 

Runco, & S. Pritzker, Encyclopedia of Creativity: Second Edition (pp. 208-213). London: 

Elsevier. 

Fugate, M., & Kinicki, A. J. (2008). A dispositional approach to employability: development 

of a measure and test of implications for employee reactions to organizational 

change. Journal of Occupational and Organizational Psychology 81(3), 503–527. 

https://doi.org/10.1348/096317907x241579 

Grant, A., & Parker, S. (2009). 7 Redesigning work design theories: the rise of relational and 

proactive perspectives. The Academy of Management Annals, 3(1)317-375. 

https://doi.org/10.5465/19416520903047327 

Heijde, C., & Heijden, B. (2006). A competence-based and multidimensional 

operationalization and measurement of employability. Human Resource Management 

45 (3), 449-476. https://doi.org/10.1002/hrm.20119 

Hunter, S., Bedell, K., & Mumford, M. (2007). Climate for creativity: a quantitative review. 

Creative Research Journal 19 (1), 69-90. https://doi.org/10.1080/10400410709336883 

ILO-OECD. (2021). The impact of the COVID-19 pandemic on jobs and incomes in G20 economies. 

International Labour Organization. 

Irfan, S. M., & Qadeer, F. (2020). Employers investments in job crafting for sustainable 

employability in pandemic situation due to COVID-19: A lens of job demands-

https://doi.org/10.1177/0018726716658963
https://doi.org/10.1108/cdi-12-2014-0162
https://doi.org/10.1016/j.sbspro.2013.10.493
https://doi.org/10.1080/13594329608414845
https://doi.org/10.1007/978-3-319-16889-0_2
https://bisnis.tempo.co/read/1401739/ridwan-kamil-500-perusahaan-phk-karyawan-selama-pandemi
https://bisnis.tempo.co/read/1401739/ridwan-kamil-500-perusahaan-phk-karyawan-selama-pandemi
https://doi.org/10.1348/096317907x241579
https://doi.org/10.5465/19416520903047327
https://doi.org/10.1002/hrm.20119
https://doi.org/10.1080/10400410709336883


Arezah & Himam  | |  The Employability of Government Institution 

 

    229 

resources theory. Journal Of Business & Economics, 12(2), 124-140. 

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3770645 

Isaksen, S., & Ekvall, G. (2010). Managing for innovatation: The two faces of tension in 

creative climates. Creativity and Innovation Management 19(2), 73-88. 

https://doi.org/10.1111/j.1467-8691.2010.00558.x 

Johansen, B. (2013, Januari-Februari). Navigating the VUCA World. (J. Euchner, 

Interviewer) 

Johnson, E. (2020, July 6). How To support employees while they work from home. Retrieved from 

Forbes: https://www.forbes.com/sites/forbestechcouncil/2020/07/06/how-to-

support-employees-while-they-work-from-home/?sh=5f81d4e17d94 

Judge, T., & Robbins, S. (2017). Organizational behavior. Pearson. 

Kaiser, E. (2021). Does job crafting increase sustainable employability? University Utrecht. 

Khan, S., Qammar, A., & Shafique, I. (2022). Participative climate, team job crafting and 

leaders' job crafting: A moderated mediation model of team performance. 

International Journal of Organization Theory & Behavior. 25(¾), 150—166. 

https://doi.org/10.1108/ijotb-05-2021-0082 

Kim, H., Im, J., Qu, H., & NamKoong, J. (2018). Antecedent and consequences of job 

crafting: An organizational level approach. International Journal of Contemporary 

Hospitality Management. 

Kinicki, A., & Fugate, M. (2016). Organizational behavior: A practical, problem-solving approach 

(Vol. 2). McGraw-Hill Education. 

Kompas. (2019, Juli 22). Bappenas: kualitas sumber daya manusia indonesia masih menengah. 

Retrieved from https://money.kompas.com/read/2019/07/22/111200026/bappenas--

kualitas-sumber-daya-manusia-indonesia-masih-menengah- 

Li, Y., Li, X., & Liu, Y. (2021). How does high-performance work system prompt job crafting 

through autonomous motivation: The moderating role of initiative climate. 

International Journal of Environmental Research and Public Health, 18(2) 1-15. 

https://doi.org/10.3390/ijerph18020384 

Lin, B., Law, K., & Zhou, J. (2017). Why is underemployment related to creativity and ocb? 

ocb? a task-crafting explanation of the curvilinear moderated relations. Academy of 

Management Journal 60(1). https://doi.org/10.5465/amj.2014.0470 

Lin, C., & Liu, F.-C. (2012). A Cross-level analysis of organizational creativity climate and 

perceived innovation: the mediating effect of work motivation. Creativity Climate and 

Innovation 15 (1), 55-76. https://doi.org/10.1108/14601061211192834 

McDowell, C., Herring, M., Lansing, J., Brower, C., & Meyer, J. (2020). Working from home 

and job loss due to the COVID-19 Pandemic are associated with greater time in 

sedentary behaviors. Front. Public Health. https://doi.org/10.3389/fpubh.2020.597619 

Medium. (2018, Juli 24). Why did Nokia fail and what can you learn from it? Retrieved from 

Medium: Multiplier: https://medium.com/multiplier-magazine/why-did-nokia-fail-

81110d981787 

Meier, K., & Krause, G. (2019). The scientific study of bureaucracy: An overview. Politics, 

Policy, and Organizations, 1-19.  https://api.semanticscholar.org/CorpusID:6579302 

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3770645
https://doi.org/10.1111/j.1467-8691.2010.00558.x
https://www.forbes.com/sites/forbestechcouncil/2020/07/06/how-to-support-employees-while-they-work-from-home/?sh=5f81d4e17d94
https://www.forbes.com/sites/forbestechcouncil/2020/07/06/how-to-support-employees-while-they-work-from-home/?sh=5f81d4e17d94
https://doi.org/10.1108/ijotb-05-2021-0082
https://money.kompas.com/read/2019/07/22/111200026/bappenas--kualitas-sumber-daya-manusia-indonesia-masih-menengah-
https://money.kompas.com/read/2019/07/22/111200026/bappenas--kualitas-sumber-daya-manusia-indonesia-masih-menengah-
https://doi.org/10.3390/ijerph18020384
https://doi.org/10.5465/amj.2014.0470
https://doi.org/10.1108/14601061211192834
https://doi.org/10.3389/fpubh.2020.597619
https://medium.com/multiplier-magazine/why-did-nokia-fail-81110d981787
https://medium.com/multiplier-magazine/why-did-nokia-fail-81110d981787
https://api.semanticscholar.org/CorpusID:6579302


Arezah & Himam  ||  The Employability of Government Institution 

 230  

Moultrie, J., & Young, A. (2009). Exploratory study of organizational creativity in creative 

organizations. Organizational Creativity in Creative Organizations 18(4), 299-314. 

https://doi.org/10.1111/j.1467-8691.2009.00536.x 

Olsen, J. (2008). The ups and downs of bureaucratic organization. Annual Review of Political 

Science 11 (1), 13-37. https://doi.org/10.1146/annurev.polisci.11.060106.101806 

Payne, R., & Mansfield, R. (1973). Relationships of perceptions of organizational climate to 

organizational structure, context, and hierarchical position. Administrative Science 

Quarterly 18 (4), 515. https://doi.org/10.2307/2392203 

Pemerintah Indonesia. (2003). Undang Undang Republik Indonesia Nomor 13 Tahun 2003 

Tentang Ketenagakerjaan. Pemerintah Indonesia. 

Plomp, J., Tims, M., Khapova, S., Jansen, P., & Bakker, A. (2019). Psychological safety, 

jobcrafting, and employability: A comparison between permanent and temporary 

workers. Frontiers in Psychology, https://doi.org/10.3389/fpsyg.2019.00974 

Purnama, Y., Tjahjono, H., Elqadri, Z., & Prajogo, W. (2020). innovative work behavior: the 

role of self-efficacy and organizational climates. Complex, Intelligent, and Software 

Intensive Systems. (447-484). Spinger Link. 

PwC. (2021, January 12). It’s time to reimagine where and how work will get done. Retrieved 

from PwC’s US Remote Work Survey: https://www.pwc.com/us/en/library/covid-

19/us-remote-work-survey.html 

Sari, O. W. (2018). Peran efikasi diri dan komitmen karir terhadap kemampuan job crafting 

karyawan. Fakultas Psikologi UGM. Tidak Diterbitkan. 

Schneider, B., & Brief, A. (1996). Creating a Climate and Culture for Sustainable 

Organizational Change. Organizational Dynamics 24(4), 7-19. 

https://doi.org/10.1016/s0090-2616(96)90010-8 

Setyowato, D. (2018, April 5). Nadiem dukung pemerintah permudah masuknya pekerja asing. 

Retrieved from Katadata: https://katadata.co.id/berita/2018/04/05/nadiem-dukung-

pemerintah-permudah-masuknya-pekerja-asing 

Shin, Y., & Hur, W. (2021). Do organizational health climates and leader health mindsets 

enhance employees’ work engagement and job crafting amid the Pandemic? 

International Journal of Environment Research and Public Health. 18(22). 

https://doi.org/10.3390/ijerph182212123 

Su, X., Jiang, X., Lin, W., Xu, A., & Zheng, Q. (2022). organizational innovative climate and 

employees’ improvisational behavior: The mediating role of psychological safety 

and the moderating role of creative self-efficacy. SAGE Open, 12(4). 

https://doi.org/10.1177/21582440221132526 

Tims, M., Bakker, A., & Derks, D. (2012). Development and validation of the job crafting 

scale. Journal of Vocational Behavior 80(1), 173-186. 

https://doi.org/10.1016/j.jvb.2011.05.009 

Van Dam, K. (2004). Antecedents and consequences of employability orientation. European 

Journal of Wotk Organizational Psychology 13 (1), 29-51. 

https://doi.org/10.1080/13594320344000237 

Vyas, L., & Butakhieo, N. (2021). The impact of working from home during COVID-19 on 

work and life domains: an exploratory study on Hong Kong. Policy Design and 

Practice, 4(1), 59-76. https://doi.org/10.1080/25741292.2020.1863560 

https://doi.org/10.1111/j.1467-8691.2009.00536.x
https://doi.org/10.1146/annurev.polisci.11.060106.101806
https://doi.org/10.2307/2392203
https://doi.org/10.3389/fpsyg.2019.00974
https://www.pwc.com/us/en/library/covid-19/us-remote-work-survey.html
https://www.pwc.com/us/en/library/covid-19/us-remote-work-survey.html
https://doi.org/10.1016/s0090-2616(96)90010-8
https://doi.org/10.3390/ijerph182212123
https://doi.org/10.1177/21582440221132526
https://doi.org/10.1177/21582440221132526
https://doi.org/10.1177/21582440221132526
https://doi.org/10.1016/j.jvb.2011.05.009
https://doi.org/10.1080/13594320344000237
https://doi.org/10.1080/25741292.2020.1863560


Arezah & Himam  | |  The Employability of Government Institution 

 

    231 

Wal, Z., Graaf, G., & Lasthuizen, K. (2008). What’s Valued Most? Similarities And 

Differences Between The organizational values of the public and private sector. 

Public Administration 86 (2), 465-482. https://doi.org/10.1111/j.1467-9299.2008.00719.x 

Wigert, B., Agrawal, S., Barry, K., & Maese, E. (2020). The wellbeing-engagement paradox of 

2020. Retrieved from Gallup: 

https://www.gallup.com/workplace/336941/wellbeing-engagement-paradox-

2020.aspx 

Wilson, J. (1989). Bureaucracy: What government agencies do and why they do it.  Basic Books. 

Wingerden, J. v. (2016). Job crafting in organizations: what can it mean for your workplace? 

Unpublished. http://rgdoi.net/10.13140/RG.2.2.36255.36006 

Wirick, D. (2009). Public-sector project mangement. meeting the challanges and achieving results. 

Wiley. 

Wit, L. A., & Beorkrem, M. (1989). Climate for creative productivity as a predictor of 

research usefulness and organizational efectiveness in an R&D organization. 

Creativity Research Journal 2(2), 30-40. https://doi.org/10.1080/10400418909534298 

Wittekind, A., Raeder, S., & Grote, G. (2010). A longitudinal study of determinants of 

perceived employability. Journal of Organizational Behavior 31(4), 566-586. 

https://doi.org/10.1002/job.646 

Woodward, M. (2017, Juli 31). Psychology today. Retrieved from How to Thrive in a VUCA 

World: https://www.psychologytoday.com/intl/blog/spotting-

opportunity/201707/how-thrive-in-vuca-world 

Wrzesniewski, A., & Dutton, J. (2001). Crafting a job: Revisioning employees as active 

crafters of their work. Academt of Management Review 26(2), 179-201. 

https://doi.org/10.2307/259118 

 

 

https://doi.org/10.1111/j.1467-9299.2008.00719.x
http://rgdoi.net/10.13140/RG.2.2.36255.36006
https://doi.org/10.1080/10400418909534298
https://doi.org/10.1002/job.646
https://doi.org/10.2307/259118

