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Abstract  

This investigation examines the impact of work engagement and 
gender on extra-role performance, as well as the influence of gender 
on work engagement. Additionally, it examines the moderating 
effect of gender on the relationship between work engagement and 
extra-role performance. The study population consisted of 300 
employees at a baby clothing manufacturing company in Bandung. 
Using Slovin's formula, a sample size of 291 individuals was 
determined. Moreover, they were taken using a simple random 
sampling technique. Unfortunately, after the survey, 258 responses 
were collected via an online questionnaire, yielding a response rate 
of 88.66%. Covariance-based structural equation modeling (SEM) 
with subgroup analysis was used to analyze the data. The analysis 
revealed that (1) higher employee engagement leads to better 
extra-role performance, (2) male employees exhibit higher 
engagement than female employees, (3) the extra-role performance 
between males and females is the same, and (4) gender does not 
moderate the relationship between work engagement and extra-
role performance. Based on these findings, company owners should 
address employee concerns and announce initiatives during formal 
meetings to express appreciation for increased work engagement, 
thereby fostering extra-role performance. 
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Abstrak 

Penelitian ini bertujuan untuk menyelidiki dampak keterlibatan kerja dan jenis kelamin terhadap 
kinerja peran ekstra, dan dampak jenis kelamin terhadap kinerja peran ekstra. Selain itu, 
penelitian ini menginvestigasi efek moderasi  gender  terhadap  hubungan antara keterlibatan 
kerja dengan kinerja peran ekstra. Populasi penelitian terdiri dari 300 pekerja di sebuah 
perusahaan manufaktur di Bandung yang memproduksi pakaian bayi. Dengan menggunakan 
rumus Slovin, ditetapkan ukuran sampel sebanyak 291 individu yang diambil melalui teknik 
pengambilan sampel acak sederhana. Sebanyak 258 tanggapan berhasil dikumpulkan melalui 
kuesioner daring, sehingga menghasilkan tingkat respons sebesar 88,66%. Analisis data 
dilakukan menggunakan model persamaan struktural berbasis kovarians dengan analisis 
subkelompok. Hasil analisis menunjukkan bahwa (1) keterikatan karyawan yang lebih tinggi 
berdampak pada kinerja peran ekstra yang lebih baik, (2) karyawan laki-laki menunjukkan 
tingkat keterikatan yang lebih tinggi dibandingkan karyawan perempuan, (3) kinerja peran 
ekstra pria dan wanita sama, dan (4) gender tidak memoderasi hubungan antara keterikatan 
kerja dan kinerja peran ekstra. Berdasarkan temuan tersebut, pemilik perusahaan sebaiknya 
menanggapi aspirasi karyawan dan mengumumkan berbagai inisiatif dalam rapat formal sebagai 
bentuk apresiasi atas peningkatan keterikatan kerja, sehingga dapat mendorong kinerja di luar 
peran.  

Kata kunci: Jenis Kelamin, Kinerja Ekstra Peran Keterlibatan Kerja, Perusahaan Manufaktur. 

 

Introduction 

In this highly competitive environment, all companies, including those in the manufacturing 

sector, must survive. In this sector, factory workers directly contribute to the production of 

finished goods at various stages. Therefore, they become its vital assets (Saxena, 2021) and 

internal stakeholders (Ranta & Ylinen, 2024). With their presence, the company can achieve its 

production goals (Saxena, 2021). Therefore, the human resources manager needs to manage 

them effectively, from planning and recruiting to selecting, placement, and orientation 

(Wardhana, 2023).  

 Ideally, workers should focus on the primary tasks. Besides, they need to perform 

additional functions as demanded (Trisninawati et al., 2023). This action is related to work that 

exceeds formal requirements not explicitly specified in the job description (Yap et al., 2009). This 

action is similar to organizational citizenship behavior (OCB) (Mihalca et al., 2025; Robbins & 

Judge, 2024; Wahda et al., 2020).  

 Scholars such as Rai et al. (2018), Daryanto et al. (2022), Stirpe et al. (2022), Lee and Jo 

(2023), Trisninawati et al. (2023), and Dirjo (2024) have investigated the relationship between 

employee engagement and extra-role performance. However, their results are contradictory. In 

their research, Rai et al. (2018), Daryanto et al. (2022), Stirpe et al. (2022), Lee and Jo (2023), and 

Dirjo (2024) demonstrate a positive inclination. Meanwhile, Trisninawati et al. (2023) find no 

relationship.  

 Gender as a factor in employee engagement has become a focus for previous scholars, 

including Adi and Fithriana (2021), Tian et al. (2021), Hanggarawati and Kismono (2022), Do and 

Pham (2024), and Siregar et al. (2024). Unfortunately, their results are unreliable. Tian et al. 

(2021), Hanggarawati and Kismono (2022), and Siregar et al. (2024) demonstrate that males 

have higher engagement than females. On the other hand, Gulzar and Teli (2018) find that females 

are more engaged in the workplace than males. Meanwhile, Adi and Fithriana (2021) and Do and 

Pham (2024) demonstrate that males exhibit the same level of engagement as females.  

 Additionally, extra-role performance by gender has attracted the attention of previous 

scholars, such as Lestari (2019), Aftab et al. (2021), Luksyte et al. (2023), and Ofobruku (2025). 
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However, their results are opposite. For example, Luksyte et al. (2023) and Ofobruku (2025) 

report that male employees exhibit the same level of extra-role performance as females. In their 

investigation from a teacher's perspective, Aftab et al. (2021) found that females have higher OCB 

than males. Unlike them, Lestari (2019) reported that male teachers exhibit higher OCB than 

female teachers.  

 The moderating effect of gender on the relationship between job engagement (JE) and 

extra-role performance (ERP) is rarely examined. In their investigation, Honnamane et al. (2024) 

test the impact of the interaction between gender and JE on ERP  and find a positive sign. In 

comparison, Mensah et al. (2025) use a subgroup analysis by gender to examine the moderating 

effect of gender on the relationship between job engagement and innovative work behavior 

(IWB). As a result, they find a positive impact of JE on IWB in the male and female groups. 

Therefore, gender does not act as a moderator.   

 Given these contradictions, this research aims to examine three matters. Firstly, the effect 

of employee engagement and gender on extra-role performance. Secondly, the moderating impact 

of gender on the relationship between employee engagement and extra-role performance. This 

study uses employees of LBLP, a baby-clothes manufacturer in Bandung, West Java, Indonesia.  

 

Theoretical framework and hypotheses 

The relationship between employee engagement and extra-role performance 

Social exchange theory holds that employees who receive support from the company are more 

engaged, which in turn leads to extra-role performance. The company's support is reflected in job 

training for specific tasks (Blau, 1964). For employees, engagement reflects their emotional, 

cognitive, and behavioral connection to the work. Employees with higher engagement are 

emotionally connected with supervisors and co-workers. They tend to work enthusiastically to 

achieve their company's objectives and goals (Kaldeen et al., 2021). Besides, this engagement 

reflects a positive attitude, strengthening their job commitment (Zagladi et al., 2015). Therefore, 

employees give their best to the company, including performing extra-role behaviors, as 

demonstrated by Rai et al. (2018), Daryanto et al. (2022), Stirpe et al. (2022), Lee and Jo (2023), 

and Dirjo (2024): a positive relationship between engagement and extra-role performance. Based 

on this information, this study proposes the first hypothesis:  

H1: Engagement positively affects extra-role performance.  

 

The relationship between gender and work engagement 

As a social identity, gender is usually associated with personal biological sex, i.e., females and 

males (Chrisler & Lamer, 2016). According to social role theory, differences in work engagement 

are primarily driven by societal expectations and the gendered division of labor. Men are 

traditionally socialized to be agentic (assertive, competitive) and assume breadwinner roles. On 

the other hand, women are socialized to be communal and shoulder a larger share of domestic 

and caregiving responsibilities (Eagly, 1987). Women are more responsible for family and chores 

than men; therefore, they find it challenging to engage with work (Banihani et al., 2013). However, 

men are goal-oriented people; hence, they can engage with work easily  (Islam et al., 2021). 

Without separating job engagement (JE) into dimensions, Tian et al. (2021) and Siregar et al. 

(2024) found that females have lower work engagement than males. 

Additionally, Hanggarawati and Kismono (2022) confirm that vigor and dedication, as 

two dimensions of job engagement (JE), are higher among males than among females. Meanwhile, 

absorption, as another dimension of JE, is similar for males and females. Overall, male 
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engagement is higher than female engagement. Based on this information, this study plans the 

second hypothesis:  

H2: Male gender positively affects work engagement.  

 

The relationship among gender, work engagement, and extra-role performance 

Eagly's (1987) social role theory explains that gender-based division of labor is a social 

phenomenon. In the Western community, male participation in higher authority and status and 

the disproportional female caregiving roles create the stereotype between males and females. 

Besides, this gender-based division of labor differs in the skills required. When gender 

stereotypes are prominent within a group, and certain tasks are culturally associated with gender, 

both directly shape the Behavior of members based on their expectations.  Lestari (2019) explains 

that males are expected to take on responsibility at the workplace; therefore, they perform 

beyond the requirements. Unlike them, females focus on household matters; hence, they only 

finish their tasks when required. In their study, Lestari (2019) found that male teachers exhibit 

higher levels of OCB dimensions than female teachers. The related dimensions are 

conscientiousness, sportmanship, civic virtue, courtesy, and altruism. Regarding gender 

moderating the association between work engagement and extra-role performance, Honnamane 

et al. (2024) found that the interaction between gender and JE positively affects individual OCB.  

Based on this information, this study plans the third and fourth hypotheses:  

H3: Males positively affect extra-role performance. 

H4: Gender moderates the relationship between work engagement and extra-role performance. 

 

The investigated model 

After formulating four hypotheses, the research model is presented in Figure 1. In this figure, 

gender is the observed variable; therefore, it is symbolized by the rectangle, as Ghozali (2017) 

explained. Meanwhile, engagement and extra-role performance are latent variables; hence, they 

are depicted as ovals, as described by Ghozali (2017). 

 

Source: Hypotheses Development  

Figure 1. 

Research Model 

 

Methods 

Sample and procedure 

The population of this study is 300 workers of LBLP. Furthermore, the total sample is 

calculated using the Slovin formula, as cited in Firdaus (2021), with a 1% margin of error. After 

utilizing this formula, the total sample obtained is 291. Moreover, simple random sampling is 

Males 
Work 

Engagement  

Extra-Role 

Performance 

H1 (+) 
H

2
 (+) 

H
4
(+) 

H
3
 (+) 
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used to select them. The random process is conducted using Excel's built-in random number 

generators. As the data collection method, this study uses a survey to collect responses and a 

5-point Likert scale (1-5) to measure reactions to indicators, ranging from disagreement to 

agreement, as described by Sugiyono (2022).  

The related survey was conducted in April 2025 and received responses from 258 

employees. Therefore, the response rate is (258/291) × 100% = 88.66%. Moreover, their 

classification is based on gender, age, education, and tenure (see Table 1). In this table, the 

largest group of employees is female (63.95%), aged between 20 and 29 (48.06%), holds a 

senior high school certificate as their highest level of education (58.14%), and has a tenure of 

one to five years (53.10%). For the smallest group, members are male (36.05%), aged 50 or 

older (2.33%), hold a master's degree (0.39%), and have 12 or more years of tenure (5.04%). 

 

Tabel 1.  
Respondents' Characteristics 

  Counts % of Total 

Gender   

Male 93 36.05% 

Female 165 63.95% 

Age   

< 20 years old 34 13.18% 

20 - 29 years old 124 48.06% 

30 - 39 years old 66 25.58% 

40 - 49 years old 28 10.85% 

> 50 years old 6 2.33% 

Education   

Elementary School 4 1.55% 

Junior High School 13 5.04% 

Senior High School 150 58.14% 

Undergraduate Vocational Program 31 12.02% 

Undergraduate Academic Program 59 22.87% 

Master 1 0.39% 

Tenure   

Below one year 78 30.23% 

One to five years 137 53.10% 

Six to twelve years 30 11.63% 

Above 12 years 13 5.04% 

 

Variable Measures 

This study employs worker engagement and extra-role performance as endogenous variables, 

following Stirpe et al. (2022), and measures them using 9 and 6 indicators, respectively. The nine 

indicators of job engagement used by Stirpe et al. (2022) refer to the short-form Utrecht 

Engagement Scales developed by Schaufeli et al. (2006). Gender is measured using a dummy 

variable with males as the reference category, as noted by Hadianto and Mariana (2023). The 

indicators are presented in Table 2.  
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Data analysis 

As the data analysis technique, this research uses a covariance-based structural equation model 

(CBSEM). Before estimating this CBSEM, this study performs validity testing by comparing the 

loading factors and average variance extracted (AVEs) with 0.5. If they are higher than 0.5, the 

responses are considered valid (Junaidi, 2021). Meanwhile, reliability is assessed by comparing 

composite reliability and Cronbach's Alpha, with a threshold of 0.7. If they exceed 0.7, the 

response is considered reliable (Dash & Paul, 2021). 

Next, this CBSEM must pass specific goodness-of-fit measures, such as the standardized 

root mean square residual (SRMSR) between 0.05 and 0.10 (Schermelleh-Engel et al., 2003), as 

well as parsimonious normed and comparative fit indices (PNFI and PCFI) above 0.5, and a 

parsimonious goodness-of-fit index (PGFI) higher than 0.5 (Dash & Paul, 2021). Finally, the 

hypotheses are examined by comparing the p-values of the critical ratios for the hypothesis-

related coefficients at the 5% significance level. If this probability is lower than 5%, the 

hypothesis is recognized (Junaidi, 2021). In the moderating examination, subgroup analysis is 

used. The moderating effect is proven if the probability of the nested model comparison is lower 

than 5% (Arbuckle, 2022).  

 

Tabel 2. 
Variable Measurement of Worker Engagement and Extra-Role Performance 

Variable Indicators Source 

Gender Dummy variable with males as the reference category 
Hadianto and 
Mariana (2023) 

Extra-Role 
Performance 
(ERP)  

I assist absent co-workers in completing their tasks (ERP1). 

Stirpe et al. 
(2022) 

I take time to listen to co-workers' problems and fears (ERP2). 
I save and shield organizational property (ERP3). 
I assist others with heavy workloads (ERP4). 

I adhere to informal rules devised to maintain order (ERP5). 
My presence at work is above standard (ERP6). 

Work 
Engagement 
(ENG) 

I am glad when working intensely (ENG1) 

Stirpe et al. 
(2022) 

When getting up in the morning, I like going to work (ENG2). 

I am solid and energetic at my job (ENG3). 

When working, I am entirely involved (ENG4). 

At my work, I use energy entirely (ENG5). 

I focus on finishing my work (ENG6). 
I work enthusiastically (ENG7). 
My work is full of meaning and purpose (ENG8). 

I am gratified with my work (ENG9). 

Results and discussion 

Measurement Model Assessment 

After removing the inaccurate items, ENG2, ENG3, ERP1, and ERP2, which have a loading factor 

lower than 0.5: 0.425, 0.459, 0.452, and 0.4364, respectively, this study present Table 3, where, 

all loading factors higher than 0.5 for the rest items, ENG1, ENG4, ENG5, ENG6, ENG7, ENG8, 

ENG9, ERP3, ERP4, ERP5, EPRP6: 0.668, 0.636, 0.644, 0.710, 0.795, 0.696, 0.736, 0.609, 0.673, 

0.719, and 0.630. Therefore, their response is accurate, as evidenced by AVEs for ENG and ERP 

exceeding 0.5 (0.870 and 0.754, respectively). For reliability testing, composite reliability for ENG 

and ERP exceeds 0.7 (0.960 and 0.874, respectively), and Cronbach's Alpha for ENG and ERP 

exceeds 0.7 (0.866 and 0.751, respectively); hence, the responses are reliable.  
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Tabel 3.  
Measurement Model Assessment 

Indicator Loading factor AVE Composite Reliability Cronbach Alpha 

ENG1 0.668 

0.870 0.960 0.866 

ENG4 0.636 

ENG5 0.644 

ENG6 0.710 

ENG7 0.795 

ENG8 0.696 

ENG9 0.736 

ERP3 0.609 

0.754 0.874 0.751 
ERP4 0.673 

ERP5 0.719 

ERP6 0.630 

 

Structural Model Fit Assessment and Hypothesis Testing 

Table 4 presents the results of the model fit assessment, hypothesis testing, and multi-group 

analysis. The model demonstrates an acceptable level of fit, with an SRMSR value of 0.076, which 

falls within the recommended range of 0.05–0.10, indicating a satisfactory model fit 

(Schermelleh-Engel et al., 2003). Furthermore, the PGFI and PCFI values of 0.547 and 0.633, 

respectively, exceed the recommended threshold of 0.50, confirming that the proposed model 

adequately represents the observed data (Dash & Paul, 2021). 

 
Table 4.  
CBSEM Estimation Results for Fit Indices, Hypothesis Testing, and Gender Moderation Testing 

Model Fit Indices 
SRMSR 0.076 PGFI 0.547 PCFI 0.633 

Hypothesis 
Structural 

Relationship 
Group Estimate S.E. C.R. p-value Decision 

H1 ENG → ERP Overall 0.636 0.081 7.822 <0.001 Supported 

H2 
DMALE → 
ENG 

Overall 0.326 0.096 3.382 <0.001 Supported 

H3 
DMALE → 
ERP 

Overall 0.003 0.057 0.044 0.965 
Not 

Supported 

Hypothesis 
Structural 
Relationship 

Group Estimate S.E. C.R. p-value Decision 

H4 

ENG → ERP Male 0.692 0.156 4.432 <0.001 
- 

ENG → ERP Female 0.584 0.092 6.333 <0.001 

Nested Model Comparison 
(Male vs Female) 

DF CMIN p-value No 
moderation 

Measurement Weights  9 9.024 0.435 

 

Regarding the structural relationships, the results indicate that work engagement has a 

significant positive effect on extra-role performance (β1 = 0.636, p < 0.001), thereby supporting 

H1. Furthermore, gender (DMALE) has a significant effect on work engagement (γ1 = 0.326, p < 

0.001), supporting H2. In contrast, the direct effect of gender on extra-role performance is not 

statistically significant (γ2 = 0.003, p = 0.965); therefore, H3 is not supported. 
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 The multi-group analysis further examines whether gender moderates the relationship 

between work engagement and extra-role performance. The positive effect of work engagement 

on extra-role performance remains significant in both males (β1a = 0.692, p < 0.001) and females 

(β1b = 0.584, p < 0.001). However, the nested model comparison yields a non-significant result 

(p = 0.435), indicating measurement invariance between the two groups. Consequently, the 

strength of the relationship between work engagement and extra-role performance does not 

differ significantly across gender, suggesting that gender does not moderate this relationship. 

Therefore, H4 is not supported. 

 

Discussion 

This study supports the first hypothesis, which states that work engagement positively affects 

extra-role performance. This situation indicates that when employees are highly engaged, they 

appreciate the company by performing routine tasks and taking voluntary action, such as helping 

co-workers, offering innovative suggestions, and maintaining the company's reputation. Given 

this tendency, this study affirms the social exchange theory and the findings of Rai et al. (2018), 

utilizing the retail employees from India; Daryanto et al. (2022) and Dirjo (2024), using Gen-Z 

employees and civil servants from Indonesia, respectively; Stirpe et al. (2022), applying the 

employees in pharmaceutical companies from Italy; and Lee and Jo (2023), utilizing the 

employees in South Korean enterprises.  

 This study also affirms the second hypothesis, which states that males positively affect 

work engagement, indicating that male employees have higher workplace engagement than 

female employees, due to a stronger orientation toward the firm's goals. Given this result, this 

study confirms the social role theory and the finding of Tian et al. (2021) based on perceptions of 

employees from various Chinese enterprises. It is reinforced by Hanggarawati and Kismono 

(2022) based on perceptions of Baby Boomer and Generation X and Y employees from an 

Indonesian company. Regarding generation, they reveal that the job engagement level (JEL) of 

Baby Boomers (5.603) is higher than that of Generation X (5.258) and Generation Y (4.843). This 

positive relationship between males and this engagement is confirmed by Siregar et al. (2024), 

who studied hospital employees in Indonesia.  

 This study rejects the third hypothesis. Therefore, no relationship between gender and 

extra-role performance. This condition means the same extra-role performance level between 

female and male employees in the workplace. It happens because female and male employees feel 

that the employer treats their extra efforts equally. Given this evidence, this study supports the 

findings of Luksyte et al. (2023) regarding private employees in Singapore, the United Kingdom, 

and the United States, as well as those of Ofobruku (2025) regarding public employees in Nigeria.  

 This investigation cannot prove that gender moderates the association between work 

engagement and extra-role performance. In the workplace, males and females have a high level 

of engagement with the company, leading to conduct outside the job requirements. Therefore, 

this research supports the findings of Mensah et al. (2025), which indicate that the relationship 

between job engagement and innovative work behavior (IWB) for females and males is the same, 

based on the perspectives of 159 banking employees in the Cape Coast metropolis, Ghana.  

Limitations 

Academically, this research has a limitation: using extra-role performance as the final 

endogenous variable and gender as the determinant of job engagement. Therefore, future 

scholars should include in-role performance as an additional endogenous variable and 
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incorporate other job engagement determinants, such as organizational commitment, leadership, 

and compensation, into their research models. 

Conclusion 

As stated in the introduction, this investigation aims to examine the association between job 

engagement and extra-role performance, and the impact of gender on both, using data from 258 

workers at a manufacturing company in Bandung. After investigating them, this study concludes: 

(1) a positive relationship between job engagement and extra-role performance, (2) males have 

a higher job engagement level than females, and (3) gender does not affect extra-role 

performance. Based on these facts, this study recommends that the company owner provide 

emotional support to employees by listening to their personal problems and seeking ways to 

address them. Additionally, the owner appreciates their efforts by acknowledging them in the 

formal meeting. 

 

References 

Adi, A. N., & Fithriana, N. (2021). Is the gender issue still relevant in the work engagement context? 
The International Journal of Accounting and Business Society, 29(1), 143–167. 
https://doi.org/10.21776/ub.ijabs.2021.29.1.7 

Aftab, N., Shah, S. A. A., & Khan, Z. (2021). The moderating effect of gender on the relationship 
between organizational commitment and organizational citizenship behavior in Pakistani 
university teachers. Cogent Psychology, 7, 1860480. 
https://doi.org/10.1080/23311908.2020.1860480 

Arbuckle, J. L. (2022). IBM SPSS Amos 29 User's Guide. Amos Development Corporation. 
Banihani, M., Lewis, P., & Syed, J. (2013). Is work engagement gendered? Gender in Management: 

An International Journal, 28(7), 400–423. https://doi.org/10.1108/GM-01-2013-0005 
Blau, P. M. (1964). Exchange and power in social life. John Wiley & Sons, Inc. 
Chrisler, J. C., & Lamer, S. A. (2016). Gender, Definitions of. In The Wiley Blackwell Encyclopedia of 

Gender and Sexuality Studies (1st ed., pp. 1–3). JohnWiley & Sons, Ltd. 
https://doi.org/10.1002/9781118663219.wbegss171 

Daryanto, D., Wiralaga, H. K., & Santoso, B. (2022). Extra-role Behavior in Generation Z employees: 
Reviewed from social support, resilience, and work engagement aspects. International 
Journal of Research and Review, 9(9), 262–273. https://doi.org/10.52403/ijrr.20220929 

Dash, G., & Paul, J. (2021). CB-SEM vs. PLS-SEM methods for research in social sciences and 
technology forecasting. Technological Forecasting and Social Change, 173, 121092. 
https://doi.org/10.1016/j.techfore.2021.121092 

Dirjo, A. (2024). Inclusive leadership towards employee in-role and extra-role performance with 
work engagement as a mediator. International Conference of Organizational Innovation, 
1094–1108. https://doi.org/10.47747/fmiic.v1i1.2128 

Do, T. T., & Pham, M. T. T. (2024). Exploring work engagement among young workers: The impact 
of gender, age, and experience. Multidisciplinary Reviews, 7, e2024194. 
https://doi.org/10.31893/multirev.2024194 

Eagly, A. H. (1987). Sex differences in social Behavior: A social-role interpretation (1st ed.). 
https://doi.org/10.4324/9780203781906 

Ghozali, I. (2017). Structural Equation Modeling: Concepts and Their Application by AMOS 24 (7th 
ed.). Badan Penerbit Universitas Diponegoro. 

Gulzar, S., & Teli, M. R. (2018). Gender and work engagement: A study of academic staff in higher 
education. Arabian Journal of Business and Management Review, 8(2), 1000346. 

Hadianto, B., & Mariana, A. (2023). Gender, financial literacy, internal control locus, and economic 
well-being: The employee viewpoint. Owner: Riset & Jurnal Akuntansi, 7(4), 3621–3629. 
https://doi.org/10.33395/owner.v7i4.1855 



Jurnal Manajemen Strategi dan Aplikasi Bisnis 
Vol 9, No. 2, 2026. 139-150.  https://doi.org/10.36407/jmsab.v9i2.1855 

 

148 
 

Hanggarawati, U. B., & Kismono, G. (2022). Gender and generational gaps in government 
organizations: Do they affect work engagement? Jurnal Siasat Bisnis, 26(1), 1–22. 
https://doi.org/10.20885/jsb.vol26.iss1.art1 

Honnamane, P. S., Sreekanth, K., & Girish, G. P. (2024). Moderating role of gender on work 
engagement, task performance, and organizational citizenship behavior in Indian IT Sector. 
International Journal of Religion, 5(6), 753–758. https://doi.org/10.61707/hnw26s68 

Islam, M. N., Furuoka, F., & Idris, A. (2021). Influence of gender diversity on employee work 
engagement in the context of organizational change: Evidence from Bangladeshi employees. 
International Journal of Asian Business and Information Management, 12(3), 1–19. 
https://doi.org/10.4018/IJABIM.294099 

Junaidi, J. (2021). AMOS Application and Structural Equation Modeling. UPT Universitas 
Hasanuddin Press. 

Kaldeen, M., Thelijjagoda, S., & Samsudeen, S. N. (2021). The role of employee engagement on 
knowledge management and worker productivity: A case study in Sri Lanka. Journal of Asian 
Finance, Economics, and Business, 8(4), 507–515. 
https://doi.org/10.13106/jafeb.2021.vol8.no4.0507 

Lee, D. Y., & Jo, Y. (2023). The job demands-resource model and performance: The mediating role 
of employee engagement. Frontiers in Psychology, 14, 1194018. 
https://doi.org/10.3389/fpsyg.2023.1194018 

Lestari, R. W. (2019). The difference in teachers' organizational citizenship behavior by gender. 
Acta Psychologia, 1(2), 149–154. https://doi.org/10.21831/ap.v1i2.43141 

Luksyte, A., Unsworth, K. L., Avery, D. R., Cordery, J. L., & Seah, J. (2023). Gender differences in the 
relationship between presenteeism and extra-role behaviors. Journal of Organizational 
Behavior, 44(6), 957–972. https://doi.org/10.1002/job.2651 

Mensah, R. D., Boateng, R., & Andoh, R. K. P. (2025). Job resources, employee engagement, and 
innovative work behavior of bank employees: Does sex matter? Golden Ratio of Human 
Resource Management, 5(1), 15–32. https://doi.org/10.52970/grhrm.v5i1.419 

Mihalca, L., Ratiu, L., Helm, C., Brendea, G., & Metz, D. (2025). The relationship of job 
characteristics with in-role and extra-role performance: The mediating effect of job crafting. 
Baltic Journal of Management, 19(2), 163–182. https://doi.org/10.1108/BJM-05-2023-
0191 

Ofobruku, G. (2025). The moderating role of gender in the impact of motivation on job 
performance among employees of correctional centers. International Journal of Economics, 
Commerce, and Management, 13(2), 212–230. https://ijecm.co.uk/wp-
content/uploads/2025/02/13213.pdf 

Rai, A., Ghosh, P., Chauhan, R., & Singh, R. (2018). Improving in-role and extra-role performance 
with rewards and recognition: Does engagement mediate the process? Management 
Research Review, 41(8), 902–919. https://doi.org/10.1108/MRR-12-2016-0280 

Ranta, M., & Ylinen, M. (2024). Employee benefits and company performance: Evidence from a 
high-dimensional machine learning model. Management Accounting Research, 64, 100876. 
https://doi.org/10.1016/j.mar.2023.100876 

Robbins, S. P., & Judge, T. A. (2024). Organizational Behavior (19th ed.). Pearson Education Inc. 
Saxena, K. (2021). Human resource management: A material asset of the company. International 

Journal of Advanced Research in Commerce, 4(2), 72–76. 
https://www.inspirajournals.com/home/viewdetails/?id=3034 

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with 
a short questionnaire: A cross-national study. Educational and Psychological Measurement, 
66(4), 701–716. https://doi.org/10.1177/0013164405282471 

Schermelleh-Engel, K., Moosbrugger, H., & Müller, H. (2003). Evaluating the fit of structural 
equation models: Tests of significance and descriptive goodness-of-fit measures. Method of 
Psychological Research Online, 8(2), 23–74. 

Siregar, F. H., Dwitama, N. V., Syafrizaldi, S., Hasmayni, B., & Yuris, E. (2024). The review of work 
engagement and psychological well-being based on the gender of the employees in Medan 
Baru Eye Hospital. Tabularasa: Jurnal Ilmiah Magister Psikologi, 6(1), 1–10. 
https://doi.org/10.31289/tabularasa.v6i1.2825 

https://doi.org/10.36407/jmsab.xxxx.xxxx


Rio Novrizal Huda Pratama et al.  

Gender, Job Engagement, and Extra-Role Performance 

149 
 

Stirpe, L., Profili, S., & Sammarra, A. (2022). Satisfaction with HR practices and employee 
performance: A moderated mediation model of engagement and health. European 
Management Journal, 40, 295–305. https://doi.org/10.1016/j.emj.2021.06.003 

Tian, G., Pu, L., & Ren, H. (2021). Gender differences in the effect of workplace loneliness on 
organizational citizenship behaviors mediated by work engagement. Psychology Research 
and Behavior Management, 14, 1389–1398. https://doi.org/10.2147/PRBM.S329959 

Trisninawati, T., Ariana, S., & Helmi, S. (2023). The influence of perceived organizational support 
on extra-role and intra-role performance mediated by employee engagement. Financial 
Engineering, 1, 128–136. https://doi.org/10.37394/232032.2023.1.12 

Wahda, W., Mursalim, M., Fauziah, F., & Asty, A. (2020). Extra-role behavior improvement model: 
organizational learning culture, trust, and justice approach. International Journal of 
Engineering Business Management, 12, 1–12. https://doi.org/10.1177/1847979020963774 

Wardhana, A. (2023). Manajemen Sumber Daya Manusia di Era Digital 4.0 (1st ed.). Penerbit 
Eureka Media Aksara. 

Yap, J. E., Bove, L. L., & Beverland, M. B. (2009). Exploring the effects of different reward programs 
on in‐role and extra‐role performance of retail sales associates. Qualitative Market Research: 
An International Journal, 12(3), 279–294. https://doi.org/10.1108/13522750910963809 

Zagladi, A. N., Hadiwidjojo, D., Rahayu, M., & Noermijati, N. (2015). The role of job satisfaction and 
power distance in determining the influence of organizational justice on turnover 
intention. Procedia - Social and Behavioral Sciences, 211, 42–48. 
https://doi.org/10.1016/j.sbspro.2015.11.0 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 



Jurnal Manajemen Strategi dan Aplikasi Bisnis 
Vol 9, No. 2, 2026. 139-150.  https://doi.org/10.36407/jmsab.v9i2.1855 

 

150 
 

 
Declarations 

 
Funding.  
The authors received no financial support for the research and publication of this article. 
 
Availability of data and materials 

Data sharing is possible upon request. 

 

Competing interests 

The authors reported no potential conflicts of interest. 

 

 
 
 

https://doi.org/10.36407/jmsab.xxxx.xxxx

