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Abstract: This study aims to determine the Antecedent of employee engagement among police 
officers in Tanjung Perak Police Station. The approach used in this research is quantitative with 
survey and correlation methods. The sampling technique used is purposive sampling which 
obtained by respondents as many as 146 employees of Police officers in Tanjung Perak Police Station 
which include all the population. The data analysis technique used in this research is descriptive 
statistics and inferential statistical analysis. Inferential statistical analysis using Structural Equation 
Modeling (SEM) approach using Smart PLS application. Furthermore, the measurement of the 
model (outer model). The test findings suggest that internal and external job transitions improve 
capital mobility. Movement capital boosts internal employability. Movement capital boosts external 
employability. Employee engagement and participation are negatively impacted by perceived 
external employability. 

Keywords: Police; Employee engagement; Movement capital; Job Transition; Employability; Smart 
PLS  

 

1. Introduction 

Police officers must deal with crime, their institution, legal duties, and citizen ambivalence. Their 
profession is demanding and complex (Meylan et al. 2009). Moreover, police officers often work under 
stressful conditions with a heavy workload and strict working time regulations. As public servants who 
serve the citizen, they should bear the responsibility for maintaining national security and social 
stability. Their successful of work are not only related to their organizations but also to the success or 
failure of governing the country (Liu et al. 2019). Gelderen and Bik (2016) research that conducted 
among policemen, the same context, identified work engagement as one of the most influential 
antecedents of their successful work. Thus, work engagement among police officers should be 
improved to help them operate more effectively and protect the citizens. 

Police officers are unique profession that requires a high level of work engagement (Liu et al. 2019) 
but these professionals struggle to sustain job transition and engagement. The difficulties of police 
employment have increased the projected in-service career transition for officers. Legal, IT, and security 
issues are addressed in these transition workshops. Other than that, police officers' mobility capital also 
an interesting antecedents that affects employee engagement (Forrier et al. 2009). 

Employee engagement research has grown popular in the management literature (Bakker 2011; 
Macey & Schneider 2008; Rich et al. 2010; Saks 2006). The literature defines employee engagement as 
"an individual employee's cognitive, emotional, and behavioral state directed toward desired 
organizational outcomes" (Shuck & Wollard 2010). Others see it as an excellent psychological condition 
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of motivation that affects discretionary efforts and organizational citizenship (Saks 2006). Employee 
engagement has been linked to job satisfaction, turnover, innovation, performance, and organizational 
success (Baumruk, 2006; Buckingham & Coffman 1999; Stumpf et al. 2013). 

Saks (2006) defined engagement as “a unique construct of cognitive, emotional and behavioral 
components associated with individual role performance.” This definition suggests that physical, 
emotional, and cognitive factors cause employee involvement (Kahn 1990; Schaufeli et al. 2002). Saks 
(2006) claims that social exchange theory (SET) explains employee engagement well. Saks (2006) 
believes employee involvement may repay employers. Based on their resources, workers may 
determine how engaged they want to be with their organization. Recent empirical research focuses on 
employee engagement. Employee engagement improves organizational success (Robertson & Cooper, 
2010; Akingbola & van den Berg 2019; Ali et al. 2020). Several research studies have examined the causes 
and effects of employee engagement (Saks 2006; Slåtten & Mehmetoglu 2011; Ruck et al. 2017; Saks 
2019). However, employee involvement antecedents and effects are seldom studied. (Ugargol and 
Patrick 2018; Anthony-McMann et al. 2017; Sahu 2017). Identifying the causes and effects of public 
sector employee engagement since disengaged workers may cause organizational issues, including 
turnover. Based on the description above, there are the urgency to conduct research related to the 
antecedents of employee engagement. 

2. Literature Review & Hypothesis Development 

2.1. Job Transition 

Employment transition changes employment status and content significantly (Nicholson 1984). 
Job transitions might occur internally or outside (Forrier et al. 2015). According to McCall and 
Hollenbeck (2002) internal job transitions provide workers with additional experience, which boosts 
their career drive (affective). Employees will also adapt better to corporate changes (Karaevli & Hall 
2006). Internal work transitions provide employees with additional experience, which increases their 
willingness and capacity to adapt their behavior, ideas, and beliefs to meet environmental demands. 
Based on this, a hypothesis can be drawn, namely: 

H1: Internal job transition has a positive effect on movement capital 

Inter-organizational mobility affects human capital (knowing-how) and self-awareness 
(knowing-why), according to Colakoglu (2011). External job changes give employees extra experience 
to strengthen their cognitive talents and achieve work performance objectives. One method is 
company-provided training. Employees who face external job transfers will get more experience, 
boosting their career drive (affective). Based on this, a hypothesis can be drawn, namely: 

H2: External job transition has a positive effect on movement capital 

2.2. Movement Capital 

Movement capital improves mobility (Forrier et al. 2009; Trevor 2001). Forrier et al. (2009) argued 
that attitudes, skills, knowledge, and competencies impact job mobility, including human capital, 
social capital, self-awareness, and flexibility. De Fillipi and Arthur (1994) also Inkson and Arthur 
(2001) define career capital as knowing-how, knowing-why, and knowing-whom. Human capital is 
an employee's capacity to satisfy employment standards, which may affect career chances. This is 
connected to knowing how. Arthur and Inkason (2001) claim that social capital improves knowing-
how and knowing-whom. Having career-enhancing connections is career capital. Self-awareness 
guides job choices (McArdle et al. 2007) and suggests possibilities (Fugate et al., 2004). Movement 
capital motivates (Capellen & Janssens 2005). They know why to explore motivation and personal 
significance that boosts energy and proactivity (Suutari & Brewster 2003). According to McNeelly 
and Hall (2008) point out that adaptability is the desire and capacity to modify behavior, ideas, and 
thoughts in response to external pressures. O'Connell et al (2008) defines adaptability as the capacity 
to quickly adjust to change, which comprises competence and motivation (Morrison 2002). 
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2.3. Perceived Employability 

Employability covers individual-centered notions (Fugate et al.  2004). A network that refreshes 
job skills boosts employability (Tu et al. 2003). Career success may be boosted by confidence and 
optimism in one's capacity to apply abilities to various situations. According to Forrier et al. (2009) 
referes to mobility capital increases workers' employability. The individual power of movement 
capital stimulates and allows workers to utilize and extend employment prospects (Thijssen et al. 
2008) and promotes work eligibility (Wittekind 2010). Wittekind et al. (2010) claim that employee 
flexibility (job-hopping) and perceived internal employability are linked. Based on this, a hypothesis 
can be drawn, namely: 

H3: Movement capital has a positive effect on perceived internal employability 

Self-aware workers have high external employability, according to Forrier et al. (2009). The more 
workers have the drive (affective) to live their careers (self-awareness), the more they feel deserving 
and enthusiastic about acquiring other positions outside this organization. Silva et al. (2022) 
demonstrate how employee flexibility to corporate changes affects perceived external employability. 
Based on this, a hypothesis can be drawn, namely: 

H4: Movement capital has a positive effect on perceived external employability 

2.4. Employee Engagement 

Recently popular organizational behavior concepts and employee engagement are a 
commitment to work success. This is a solid emotional connection between workers and their 
company that motivates them to work hard (Risher 2010). Tritch (2003) says employee involvement 
increases contribution and commitment, reducing resignation. Steel and Landon (2011) claim that 
internal employability helps get employees to commit and advance in the organization. Gallup 
Management (Seijts & Crim 2006) found that 29% of workers are engaged. Employees are passionate 
and loyal to their organization. According to Blau (1968) in social exchange theory shows that 
employee engagement increases if employees believe they have the selling power to work at the 
current company and that there are career development opportunities. Furthermore, business loyalty 
is growing. Based on this, a hypothesis can be drawn, namely: 

H5: Perceived internal employability has a positive effect on employee engagement 

According to Pettman (1973) explain that employee turnover awareness is influenced by the 
perceived ease of relocating or the number of external alternatives viewed by workers. When some 
employment is available elsewhere, workers are more likely to switch (Anderson & Milkovich 1980). 
The employment market has made it easier to transfer positive experiences from alternate 
displacements, known as displacement cognitions (Griffeth & Horn 1988). De Cuyper et al. (2011) 
explain that when employees see higher job opportunities in other companies, the company fails to 
invest in the relationship between employees and managers, resulting in decreased employee 
commitment. Figure 1 presents a comprehensive research model of this research.  Based on this, a 
hypothesis can be drawn, namely: 

H6: Perceived external employability has a negative effect on employee engagement 

 

Figure 1. Research model. Dashed arrows indicate Movement Capital dimension relationships, and 
solid arrows indicate direct relationships. 
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3. Materials and Methods 

3.1. Design 

The study was conducted using a cross-sectional and ex post facto (non-experimental) 
methodology. It did not involve any manipulation of variables. The data collection was limited to a 
single group. 

3.2. Participant 

In this study, the term "population" refers to the complete set of law enforcement personnel at 
Tanjung Perak Police Station, totaling 146 individuals located in Surabaya, East Java, Indonesia, as of 
April 2023. Utilizing a saturated sampling approach, this research involves a census of the entire 
population to facilitate generalization with minimal errors, aligning with the methodology described 
by Creswell (2013). Therefore, all 146 Tanjung Perak police officers constitute the sample for this 
survey. The sample was dominated by men. The sample consisted of 142 Policemen (97.3%) and 4 
Policewoman (2.7%). The participants’ ages were from 24 to 55 years. The detailed sample 
demographics are presented in Table 1 

Table 1. Characteristics Respondents’ summary. 

Characteristics Category Frequency (n) Percentage (%) 

Gender 
Male 142 97.3 

Female 4 2.7 

Working experience 

< 1 year 3 2.1 
1 – 5 years 132 90.4 

6 – 10 years 10 6.8 
> 10 years 1 0.7 

Age 

20 – 25 years 55 37.7 
26 – 30 years 55 37.7 
31 – 35 years 27 18.5 

> 35 years 9 6.2 

Education 

High School 99 67.8 
Diploma 15 10.3 
Bachelor 30 20.5 

Post-graduate 2 1.4 

3.3. Instrument Development 

Job Transition Scale used van der Heijden's (2002) 4 item for internal job transition (e.g., “I 
encountered diverse positional shifts across different departments within the police organization”; 
“There was an alteration in my current role or assignment, reflecting an internal reassignment within 
the organization.”) Cronbach’s alpha test for the internal job transition α = 0,828 and AVE = 0,658, 
Two item for external job transition (e.g., “In the context of policing, I underwent a transition to a 
higher position or rank outside the current institution.”) external job transition α = 0,935 and AVE = 
0,939. 

Movement Capital Scale consist of 4-dimension (Human Capital, Self-Awareness, Social 
Capital, Adaptability). The human capital index uses six Erdoan et al. (2004) items (e.g., “In the 
context of policing, I possess a diverse array of skills pertinent to my professional duties.”). The self-
awareness index uses 8 Jokinen et al. (2008) items (e.g., “I possess a keen awareness of my strengths 
and weaknesses, as well as a clear understanding of my personal needs and intentions.”). The social 
capital indicator uses 3 Verbruggen (2012) items (e.g.,” I am acquainted with individuals who are 
capable of providing assistance in my career advancement.”). The adaptability indicator uses 8 
Opperman (1994) item (e.g.,” I demonstrate the proficiency to adjust to shifting situations.”). 
Cronbach’s alpha test for the Movement Capital obtained values of α = 0,956 and AVE = 0,956. 
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Perceived Employability Scale used Nelissen et al. (2017) 5 items for Perceived Internal 
Employee (e.g.,” Within this organization, I am adept at securing employment opportunities that 
entail job descriptions differing from my current role.”). Cronbach’s alpha test for the Perceived 
Internal Employee α = 0,836 and AVE = 0,605, also 5 items for Perceived External Employee (e.g.,” I 
am confident in my ability to swiftly secure a similar position within a different organization.”) 
Cronbach’s alpha test for the Perceived External Employee α = 0,921 and AVE = 0,759. 

Employee Engagement Scale used Saleem et al. (2020) 4 items (e.g.,” I am highly engaged in this 
organization; This job is all consuming; I am totally into it.”) with Cronbach’s alpha test α = 0,801 and 
AVE = 0,630. 

3.4. Procedure 

An examination of scholarly literature was conducted to ascertain the most credible instruments. 
Following this, a Google Form, incorporating the aforementioned instruments, was developed. Upon 
the formulation of the questionnaire, it was disseminated via the Google form of the Tanjung Perak 
Surabaya Indonesia Police Station, facilitating access to a broad participant base. This questionnaire 
remained accessible from January to March 2023. 

4. Results 

Structural equation modeling (SEM) via SmartPLS 3.2.9 was employed to evaluate the 
interrelations in the research model, as delineated by Hair et al. (2017). The choice of SmartPLS was 
predicated on its adherence to the variance-based SEM methodology, which exhibits reduced 
sensitivity to sample sizes in comparison to covariance-based SEM tools like AMOS (Analysis of 
Moment Structures), as noted by Bhattacherjee et al. (2008). This investigation probed the interplay 
among Job Transition, Movement Capital Scale, Perceived Employability, & Employee Engagement. 
Consequently, prior to examining the posited linkages, we scrutinized each construct's reliability and 
validity. 

4.1. Reliability and Validity 

Table 2 delineates the construct reliability and validity metrics. The factor loadings for each item 
surpassed the 0.70 benchmark. In a similar vein, the Cronbach’s alpha and composite reliability (CR) 
indices for each construct exceeded the advised threshold of 0.7. Furthermore, the average variance 
extracted (AVE) for each construct was above the recommended minimum of 0.5, as per Rasool et al. 
(2019). Reliability of all employed constructs was assessed, along with the ascertainment of 
convergent validity. We also evaluated discriminant validity, ensuring that the square root of the 
AVE for each construct exceeded the shared variance amongst constructs. Thus, the scale satisfied 
both reliability and validity criteria. 

Table 2. Reliability and Validity of the construct. 

Constructs Loading Alpha CR Fornell-Larcker AVE 

Internal Job Transition  0,828 0,885 0,811 0,658 

IJT1 0,856     
IJT2 0,814     
IJT3 0,807     
IJT4 0,764     
External Job Transition  0,935 0,969 0,969 0,939 

EJT1 0,971     
EJT2 0,968     
Movement Capital  0,956 0,960 0,716 0,513 

Human Capital     0,690 
HC1 0,802     
HC2 0,788     
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Constructs Loading Alpha CR Fornell-Larcker AVE 

HC3 0,805     
HC4 0,873     
HC5 0,865     
HC6 0,846     
Self-Awareness     0,586 
SA1 0,791     
SA2 0,606     
SA3 0,690     
SA4 0,807     
SA5 0,858     
SA6 0,780     
SA7 0,781     
SA8 0,784     
Social Capital     0,760 
SC1 0,872     
SC2 0,891     
SC3 0,853     
Adaptability     0,611 
AA1 0,870     
AA2 0,820     
AA3 0,789     
AA4 0,766     
AA5 0,754     
AA6 0,675     
Perceived Internal Employee  0,836 0,884 0,778 0,605 

PIE1 0,799     
PIE2 0,834     
PIE3 0,823     
PIE4 0,714     
PIE5 0,711     
Perceived External Employee  0,921 0,940 0,871 0,759 

PEE1 0,907     
PEE2 0,890     
PEE3 0,828     
PEE4 0,915     
PEE5 0,810     
Employee Engagement  0,801 0,871 0,794 0,630 

EE1 0,778     
EE2 0,649     
EE3 0,887     
EE4 0,842     
Note: IJT, Internal Job Transition; EJT, External Job Transition; HC, Human Capital; SA, Self-Awareness; SC, 
Social Capital; AA, Adaptability; PIE, Perceived Internal Employee; PEE, Perceived External Employee; EE, 
Employee Engagement; CR, composite reliability; AVE, average variance extracted. 

4.2. Hypotheses Testing 

Presented in Figure 2 is a structural equation model that delineates the interconnections among 
constructs such as, Movement Capital which has four dimension, they are Self Awareness, Human 
Capital, Social Capital, and Adaptability. Next variable is Perceived Internal and External 
Employability, culminating in Employee Engagement, as observed in a particular cohort, presumably 
police officers at the Tanjung Perak station. 
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Figure 2. Path coefficients of the research model. 

SEM diagram is a complex representation of a hypothesized model that aims to 
elucidate the relationships between different personal and job-related factors and how they 
might influence employability and engagement. The use of SEM suggests that the 
underlying research is examining the interplay of multiple variables to understand their 
potential causal relationships within a given theoretical framework. ach latent construct is 
connected to multiple observed variables, indicated by rectangles, with arrows pointing 
from the construct to the variable. This suggests that the constructs are theorized to 
influence these variables. The paths between constructs are also represented with arrows, 
indicating hypothesized directional relationships. Along these paths, and next to the arrows 
connecting latent constructs to observed variables, are numerical values, which are likely 
standardized path coefficients or factor loadings, reflecting the strength and direction of the 
relationships. Values close to 1 indicate a strong positive relationship, and values closer to 
0 indicate a weaker relationship. Several of the constructs also have numbers within the 
ovals, which could represent the construct reliability or variance explained, reflecting the 
internal consistency of the construct measurement. Moreover, some paths have plus or 
minus signs next to them, suggesting that the direction of the relationship (positive or 
negative) is being explicitly stated in the model. Further detailed explanation can be seen 
in Table 3. 

Table 3. Path Coefficients & Significance. 

H Path Original Sample t-statistic p-value Accept/Reject 

H1 IJT → MC 0,324 3,542 0,000 Accept 
H2 EJT → MC 0,324 3,865 0,000 Accept 
H3 MC → PIE 0,719 16,115 0,000 Accept 
H4 MC → PEE 0,567 12,464 0,000 Accept 
H5 PIE → EE 0,685 10,152 0,000 Accept 
H6 PEE → EE -0,150 2,368 0,018 Accept 

Note: H, Hypothesis; IJT, Internal Job Transition; EJT, External Job Transition; HC, Human Capital; SA, Self-
Awareness; SC, Social Capital; AA, Adaptability; PIE, Perceived Internal Employee; PEE, Perceived External 
Employee; EE, Employee Engagement. 

The empirical analysis establishes a significantly positive correlation between the internal job 
transition and the movement capital among police officers at the Tanjung Perak Police Station. 
Hypothesis 1 suggests a significant positive relationship between internal job transition and 
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movement capital, with a sample effect size of 0.324 and a T-statistic of 3.542, firmly supported by a 
p-value of 0.000. This correlation indicates that an increase in internal job transitions is associated 
with heightened movement capital, thereby validating Hypothesis 1. Hypothesis 2 posits a similarly 
significant positive effect of external job transition on movement capital, indicated by an identical 
effect size of 0.324 and a slightly higher T-statistic of 3.865, also with a p-value of 0.000. Similarly, 
external job transitions are positively correlated with movement capital, supporting Hypothesis 2. 
Hypothesis 3 presents a strong positive impact of movement capital on perceived internal 
employability, as reflected by a substantial effect size of 0.719, a notable T-statistic of 16.115, and a p-
value of 0.000. It means, movement capital shows a positive effect on perceived internal 
employability, affirming Hypothesis 3, and on perceived external employability, confirming 
Hypothesis 4. Hypothesis 4 reveals a significant positive effect of movement capital on perceived 
external employability, shown by an effect size of 0.567, a T-statistic of 12.464, and a p-value of 0.000. 
Additionally, a higher perceived internal employability positively impacts employee engagement, 
substantiating Hypothesis 5. Hypothesis 5 indicates a significant positive connection between 
perceived internal employability and employee engagement, with an effect size of 0.685, T-statistic 
of 10.152, and a p-value of 0.000. Contrarily, an inverse relationship is observed between perceived 
external employability and employee engagement, implying that lower external employability 
perceptions are linked to higher engagement, which also validates Hypothesis 5. Hypothesis 6, 
contrasting the previous findings, shows a significant negative relationship between perceived 
external employability and employee engagement, demonstrated by an effect size of -0.150, T-statistic 
of 2.368, and a p-value of 0.018. 

4.3. R-Square  

In the goodness of fit assessment, it is by looking at the R-square value generated through. Smart 
PLS estimation on each path. Based on data processing using the PLS method, the R- square is 
obtained as follows. 

Table 4. R-Square Results. 

Construct R-Square % 

Movement Capital (MC) 0,284 28,4 
Perceived Internal Employability (PIE) 0,516 51,6 
Perceived External Employability (PEE) 0,321 32,1 

Employee Engagement (EE) 0,404 40,4 
In the path between the Internal and External Job Transition variables on Movement capital, an 

R-square value of 0.284 is obtained which means that the diversity of employee perceptions of 
Movement capital can be explained by their perceptions of the Internal and External Job Transition 
variables of 28.4%. Meanwhile, on the path between the Movement capital variable and Perceived 
Internal Employability, an R-square value of 0.516 is obtained, which means that the diversity of 
perceptions of Perceived internal employability can be explained by employee perceptions of the 
Movement capital variable of 51.6%. In the path between the Movement capital variable and 
Perceived External Employability, an R-square value of 0.321 is obtained, which means that the 
diversity of perceptions of Perceived external employability can be explained by employee 
perceptions of the Movement capital variable of 32.1%. Finally, on the path between Perceived 
Internal and External Employability of Employee engagement, an R- square value of 0.404 is 
obtained, which means that the diversity of respondents' perceptions of Employee engagement can 
be explained by their responses to the Perceived Internal and External Employability variables of 
40.4%. 

5. Discussion 

Hypothesis 1 is in line with the theory of Wittekind et al. (2010) that internal job transition is one 
of the factors that affect movement capital. This is driven by other factors such as career and skill 

Preprints (www.preprints.org)  |  NOT PEER-REVIEWED  |  Posted: 9 January 2024                   doi:10.20944/preprints202401.0653.v1

https://doi.org/10.20944/preprints202401.0653.v1


 9 

 

development, which is the quality of development provided by the company that is more relevant 
than the number of days an employee participates. Internal job transitions must be able to distinguish 
whether employees experience upward or lateral displacement. Forrier et al. (2016) argue that there 
are differences in the impact between the two types on movement capital. When employees 
experience lateral displacement in the company, employees can use their movement capital, thereby 
increasing their movement capital. However, if an employee experiences an upward movement in a 
different division, the employee cannot use all of the movement capital that was previously owned 
due to different needs in the new division. In the respondents of Police officers in Tanjung Perak 
Police Station's millennial employees, the largest average is the displacement of different employees 
but still in the same field, this is a lateral movement so that it has a positive effect on employee capital 
movement. 

Hypothesis 2 is in line with the research of Groot & van den Brink (2000) explaining that human 
capital theory states that the resources used by employees differ from one company to another. This 
is interpreted as knowledge, skills, and abilities that are not easily transferred to other organizations 
(Nicholson 1984).  When an employee changes company but works for a different company than 
before, the employee cannot use all the knowledge, skills, and abilities at the company where the 
employee is currently working. However, when employees experience a transfer from the same 
company, the knowledge, skills, and abilities in the previous company can be used in the company 
where they work today. 

Hypothesis 3 is in line with previous research, namely when individuals feel that they have an 
increasing career, they will feel worthy to work in the company where they work (Kalyal et al. 2010). 
The higher the movement capital, which consists of human capital, self-awareness, social capital, and 
adaptability, the employees of Police officers in Tanjung Perak Police Station will feel more confident 
that they have high internal employability perceived by employees. Companies offer internal 
opportunities to employees by increasing strong capital movements to bind talented workers to the 
organization (Dries & Peppermans 2008; Abbas et al. 2023). If employees have low movement capital, 
Police officers in Tanjung Perak Police Station will develop their movement capital so that employees 
can increase their movement capital. In accordance with the results of research from Nelissen et al. 
(2007) that career development becomes a paradox for companies. With the career development 
obtained, it will increase the movement capital of employees. 

Hypothesis 4 is in line with previous research, perceived internal employability can reduce 
employees' desire to change companies (March & Simon 1958; Kammeyer-Mueler et al. 2005; Steel 
and Landon 2011). The results of the current study state that there is an influence between the 
employee's perception of eligibility to get another job and the intention to change companies. The 
perceived retention effect of internal workability depends on factors such as the employee's career 
goals, fit of people in the job or adaptability (Forrier et al. 2009). In addition, different forms of future 
opportunities, for example, upward or lateral, can influence different decisions on intention to move 
(Nellisen et al. 2017). 

Hypothesis 5 is in line with previous research. Factors that influence employee engagement are 
salary, individual recognition, flexible work schedules, and career advancement (Atapattu & 
Huybers 2022). There are several factors that increase employee engagement, such as senior behavior, 
challenges, partner relationships, etc. Engaged employees tend to be in control of their work 
situations (Gupta & Sharma 2016; Moodley 2012) states that they are happier, more productive, 
competitive and provide higher level of customer service than others (Nienaber & Martins 2015). 
Employees with high SPEs are proactive, focus on career advancement (Coetzee et al. 2015) and 
experience fewer BO symptoms (Lu et al. 2016). 

Hypothesis 6 is in line with research by Kalyal et al. (2010) which states that employability is a 
subjective perception of whether employees' experience allows them to find new jobs in other 
companies; Such uncertainty affects their job involvement (Kalyal et al. 2010; Berntson et al. 2006). 
Employees with high employability tend to experience more psychological stress than employees 
with low employability have different perceptions about their involvement with it; when employees 
have higher employability in other companies, the negative correlation to employee engagement is 
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stronger than between employees with a lower perceived employability or employees with a 
perceived good workability in the company. Employees with low employability are fortunate enough 
to keep their jobs, regardless of the psychological pressure caused by their professional activities, so 
they tend to maintain their job involvement (employee engagement) (Ekowati et al. 2023; Bufquin et 
al. 2021). 

6. Conclusion 

In the realm of occupational research, it has been deduced from empirical evidence that internal 
job transitions significantly bolster movement capital among officers. Similarly, transitions to 
external roles manifest comparable positive effects. Further, movement capital exerts a substantial 
impact on the officers' self-assessed internal and external employability. In the domain of workplace 
engagement, an interesting dichotomy emerges: while the perception of internal employability 
positively correlates with increased engagement, perceptions of external employability inversely 
affect such engagement levels. These findings offer a nuanced understanding of the interplay 
between job mobility, perceived employability, and resultant employee engagement. 

The study's findings elucidate the complex dynamics of job transition and employee 
engagement within the police force. Internal job transitions that foster career development and skill 
enhancement significantly contribute to an officer's movement capital, reinforcing their adaptability 
and commitment to the organization. Perceived employability, both internal and external, plays a 
dual role, with internal perceptions bolstering engagement and external perceptions potentially 
diminishing it due to the allure of opportunities outside the current institution. These insights suggest 
a nuanced relationship between an officer's career development within the force, their perception of 
external opportunities, and their overall engagement and loyalty to their organization. This 
highlights the importance of internal growth opportunities for maintaining high levels of employee 
engagement, while also recognizing the potential disengagement risks posed by external 
employability 

The theoretical benefits of this study lie in its contribution to the understanding of employee 
engagement within law enforcement, particularly regarding the roles of job transition and movement 
capital. It extends existing theories by contextualizing them in the unique environment of police 
work. Practically, the findings offer insights for police departments in managing and enhancing 
officer engagement through career development strategies. It underscores the significance of internal 
transitions and movement capital in boosting job satisfaction and commitment, which are essential 
for maintaining a motivated and efficient police force.  

Increasing work engagement through establishing employability can be encouraged by 
providing training to all lines of the organization. Training design must be more adapted to 
workplace realities and consider the characteristics of organizational members more inclusively. 
Recommended training includes digitalization for operational positions, communicating career 
development for managerial positions (Guillaume and Loufrani-Fedida, 2023) and strengthen the 
professional identity through increasing internal motivation to improve their desire to engage in their 
work (Liu et al. 2019). This study thereby provides a foundation for future research and practical 
applications in similar high-stress public service sectors. 

7. Limitations and Future Research 

The study's limitations include a narrow demographic focus, restricting findings to police 
officers at a specific station, which may not be representative of broader populations. The cross-
sectional design also limits causal interpretations, and the singular sector examination overlooks 
potentially distinct dynamics in different organizational settings. To address these gaps, future 
research should employ a longitudinal approach, encompass a diverse range of participants from 
various sectors, including management levels, and explore additional factors influencing employee 
engagement to enhance the robustness and transferability of the findings.  

Subsequent inquiries should broaden the participant spectrum, extending beyond factory 
settings to include managerial positions, which would enrich the existing corpus of knowledge 
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concerning the antecedents of employee engagement with a more granular approach. Additionally, 
considering the vast array of factors influencing employee engagement, future studies are advised to 
pinpoint and scrutinize other variables that directly impact organizational engagement. Lastly, while 
current investigations are confined to business entities, it is imperative that forthcoming research 
encompasses governmental sectors to affirm and extend the applicability of these findings. 
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