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Abstract: This research attempts to examine the determination of employee contribution through employee 

engagement with employee motivation as an intervening variable. The objective of this research is to understand 

factors influencing the contribution of employees at PT Haeng Nam Sejahtera Indonesia to the corporate goals of 

continuous improvement and performance improvement. The research method is quantitative. The analysis 

technique is structural equation modeling (SEM) that is applied on quantitative data. The research sample involves 

289 employees. The research has obtained several results. Organizational culture has a negative effect on employee 

motivation. Job characteristics have a positive effect on employee motivation, but the effect is not significant. Job 

environment has a positive and significant effect on employee motivation. Employee motivation has a positive and 

significant effect on employee engagement. Employee motivation has proved to be intervening or mediation 

variable for the relationship of employee engagement with other variables.  

Keywords: employee engagement, employee motivation, job characteristic, job environment, 

organizational culture. 

 

以员工动机作为干预变量确定员工对员工敬业度的贡献 

  

摘要：本研究试图通过将员工动机作为干预变量的员工参与来检验员工贡献的决定。本

研究的目的是了解影响PT行南塞加特拉印度尼西亚员工对持续改进和绩效改进的企业目标的

贡献的因素。研究方法是定量的。分析技术是应用于定量数据的结构方程模型(扫描电镜)。

研究样本涉及289名员工。研究取得了多项成果。组织文化对员工积极性有负面影响。工作

特征对员工积极性有正向影响，但作用不显着。工作环境对员工积极性有积极而显着的影响

。员工激励对员工敬业度具有积极而显着的影响。员工动机已被证明是员工敬业度与其他变

量关系的干预或中介变量。 

关键词：员工敬业度、员工激励、工作特点、工作环境、组织文化。 

 
 

1. Introduction 

A company or an industry usually has several assets 

as its economic resources. These assets may take the 

forms of commodities, currencies, receivables, and 

many more. In other words, assets are always important 

for the survival of a company or an industry. One of the 

prominent assets for the life of a company is human 

resources, or precisely the employees. Like other 

assets, employees need to be managed well because 

employees can make positive contributions to the 

company’s business and performance. If a manager can 

manage employees well, then it is expected that 

employees can improve their commitment to the job 

through their job engagement. A manager must have 

the ability to analyze the demand, capacity, and 

limitation of employees in their jobs. This analysis 

enables a manager to ensure that employees can finish 

the job effectively, efficiently, and as expected by 

corporate guidelines [1]. 

All companies have the intention to grow, develop, 

and survive globalization. A company needs to have 

strategic strength to achieve these intentions. Employee 

engagement is one of the strategic assets that can be 

used by the company to boost its development [25]. A 
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company should create employee commitment by 

convincing employees to achieve corporate goals [26].  

It is not only possible for organizational culture to 

become one of the keys to success for an organization, 

but it is also possible that it can cause an organization 

to fail. According to Machado and Davim [2], 

organizational culture contains values, norms, and 

public trust in an organization. Organizational culture 

in a company is made up from employee values. An 

employee may profess many values, and organizational 

culture, therefore, can have great variability. 

Organizational culture is invisible, but it determines 

everything in the workplace. It was said by Akbar [3] 

that organizational culture, also known as corporate 

culture, is a factor that influences employee 

engagement. 

It was asserted by Beardwell and Thompson [4] that 

employees with positive job characteristic tend to show 

high job engagement. Job characteristics contain a few 

elements, such as job responsibility, job diversity, and 

job satisfaction. Meanwhile, Krishnan et al. [5] found 

that job characteristics have a positive effect on 

employee engagement. If employees are given job 

characteristics that suit their skills, then they tend to 

develop positive job motivation, which impacts job 

engagement positively.  

The job environment has a critical influence on 

employee motivation and employee performance. A 

convenient job environment can motivate employees to 

improve their work quality and quantity [6]. Employees 

can work peacefully, conveniently, and safely only 

when the physical and non-physical job environments 

are managed well enough to reduce the employees’ 

unpleasant feelings toward the job. The job 

environment includes anything around the employees 

at the workplace that is physical or non-physical. The 

physical job environment is anything visible around the 

employees at the workplace that can affect the job 

directly and indirectly [7]. The non-physical job 

environment comprises the tasks that require 

employees to communicate with fellow employees or 

superiors regarding compensation, job regulations, and 

corporate policy.  

PT Haeng Nam Sejahtera Indonesia (PT HSI) is a 

company that manufactures ceramic tableware. 

Although this company was established as recently as 

1989, it already pulls 90% of its market share from 

abroad. PT HSI has 1,700 (one thousand, seven 

hundred) employees. PT HSI developed a vision to 

become the number one manufacturer of ceramic 

tableware in the world. The company insists on 

achieving this vision, but it also realized that it should 

take care of its business and production properly. One 

of the critical components is managing the employees 

to ensure that they have a high commitment to the 

company and high motivation to achieve its corporate 

vision.  

PT HSI has many job characteristics in the 

production line. Therefore, the company needs a large 

number of employees to handle these jobs. In several 

work stations, specific skills are needed. Therefore, job 

characteristics are examined by the current research. 

Furthermore, some stations in the production process 

have different job environments. For instance, the work 

station for firing GK must work at temperature of 

400°C. The milling body work station has a relatively 

high noise level. Taking this into account, the job 

environment is thus examined as the independent 

variable of this research. 

PT HSI has an instrument to achieve the so-called 

kaizen or continuous improvement. This instrument is 

called a suggestion system. This instrument is used by 

the company to draw ideas and outputs from employees 

to improve productivity and to increase sustainable 

production efficiency. According to Ostrowski [8], a 

suggestion system is an instrument to assess and 

measure employees’ contribution to the company 

through employee engagement. As said by Ostrowski 

[8], the suggestion system is a way for employees to 

demonstrate their contribution, engagement, 

attachment, motivation, and commitment to the 

company. This suggestion system may not affect the 

main parts of the company, but at least it is proof that 

employees are attempting to build attachment to their 

job. This system is always positive because employees 

proactively attempt to contribute to the company. Fig. 1 

shows the recapitulation of the suggestion system level 

targeted by the company, starting in 2016. 

 

2. Theoretical Framework and 

Hypotheses Development 
 

2.1. Human Resources 

Human resource management (HRM) is a term 

known widely in the context of managerial activity in 

arranging jobs and assigning human resources to jobs. 

It was Beardwell and Thompson [4] who defined HRM 

as a set of policies used to build job relationships 

through job management and people management. 

Therefore, HRM is associated with few activities such 

as recruitment, selection, learning and development, 

appreciation, communication, employee engagement, 

teamwork, and employee performance management.  

According to Mondy and Martocchio [9], the 

concept of human resource management (HRM) 

concerns the use of individuals to achieve 

organizational goals. As such, the main function of 

HRM is the development of human resources, which 

involves activities such as training and development, 

career planning, organizational development, 

performance management, and performance 

assessment. 

  

2.2. Organizational Culture 
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Robbins and Judge [10] stated that the term 

“organizational culture” refers to a collective sense 

system shared by organization members that 

differentiates their organization from others. Moreover, 

McShane and Glinow [11] posited that an 

organizational culture comprises both shared values 

and shared assumptions. In the context of an 

organizational culture, shared values refer to the values 

professed by people within a given organization or 

work unit. Furthermore, shared assumptions refer to 

elements inherent within the deeper layer of an 

organization’s culture. Therefore, it can be said that an 

organizational culture consists of several dimensions, 

including innovation, stability, respect for others, an 

output-focused orientation, a focus on detail, a team-

oriented approach, and aggressiveness.  

  

2.3. Job Characteristics 

According to Hackman and Oldham [12], every job 

consists of five core aspects, which combine to offer a 

model of the job’s characteristics: 

1. Skill Variety: Related to whether the job 

requires an employee to perform various activities that 

involve the use of numerous skills and capacities.  

2. Job Identity: Indicated by whether the job 

requires an employee to perform all of the activities 

that have been identified.  

3. Task Significance: Determined by whether 

the job has a meaningful impact on the lives of other 

individuals. Such individuals can be fellow employees 

or neighbors who reside in close proximity to 

employees. If the job is important and meaningful for 

employees, they tend to feel satisfied. 

4. Autonomy: Measured by the freedom that 

employees have in terms of doing the job. Employees 

must be independent or able to exercise autonomy with 

regard to scheduling the job and deciding on the 

procedure that must be followed in relation to it.  

5. Feedback: Concerned with information about 

whether the job undertaken by employees has been 

effectively performed or not. In this context, employees 

should receive information about their effectiveness 

directly and clearly.  

 

2.4. Work Environment 

Riadi [13] stated that the work environment is 

composed of all the social, psychological, and physical 

environments within a given company that influence its 

employees’ achievement. Humans and their 

environments are closely linked, which means that 

humans cannot be separated from the environment in 

which they live or, in the work context, spend time. 

Moreover, humans will always take steps to adapt to 

the environment that surrounds them.  

Siagian [14] suggested there to be two types of 

work environments, namely the physical work 

environment, which refers to the physical 

characteristics of the workplace, and the non-physical 

work environment, which refers to the atmosphere of 

the workplace. More specifically, in terms of the latter 

type of environment, a pleasant work environment is 

marked by harmonious relationships between 

employees and management.   

 

2.5. Employee Motivation  

Kinicki and Fugate [12] highlighted the fact that the 

word “motivation” is derived from the Latin word 

“movere,” which can be directly translated as 

“moving.” In this context, motivation is said to refer to 

the psychological process “that underlies direction, 

intensity, and perseverance in behavior or thought” 

[12]. Relatedly, perseverance can be considered a 

measure of the length of time that employees have 

dedicated to focusing on their job. 

Furthermore, Kinicki and Fugate [12] stated the 

importance of Abraham Maslow’s theory of human 

motivation in this context. According to this theory, 

humans dedicate themselves to working on something 

because they consider it to be a necessity. In fact, there 

are several necessities that can be arranged in a 

hierarchy. Maslow [12] suggested that if the first 

necessity is fulfilled, then the second necessity will 

emerge. If the second necessity is then fulfilled, the 

third necessity will emerge and need to be fulfilled. 

This process continues until the fifth necessity.  

 

2.6. Employee Engagement  

Robbins and Judge [10] considered the concept of 

employee engagement to be related to the involvement, 

satisfaction, and enthusiasm of individuals with regard 

to their job. Employees with a high level of 

engagement tend to exhibit a high degree of enthusiasm 

when it comes to doing their job. Such employments 

also tend to perceive a deep relationship with their 

company. However, employees with a low level of 

engagement tend to exhibit a turnover intention. They 

generally continue to complete their work-related tasks, 

although their energy and attention are focused 

elsewhere.  

 Moreover, Kinicki and Fugate [12] categorized 

employee engagement as one of four key factors that 

influence employees’ posture in the workplace, 

especially in terms of how they relate to the manager 

tasked with overseeing their work. More specifically, 

employee engagement can be defined as the physical, 

cognitive, and emotional expressions of employees 

while at work. According to this definition, engaged 

employees can be said to “give their all at work” [12]. 

  

2.7. Hypothesis Development 

 

2.7.1. Effect of Organizational Culture on Employee 

Motivation  

Giantari and Riana [15] performed a path analysis 

on data derived from a sample of 52 individuals and 

found that the organizational culture exerts a positive 
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and significant effect on employee motivation. 

Liliyana, Hermina, and Zain [16] also conducted a path 

analysis, with their results indicating that the 

organizational culture has a significant effect on 

employee motivation.  

However, Hilmawan [17] conducted a regression 

analysis and determined that the organizational culture 

has a negative albeit insignificant effect on employee 

motivation. In his study, Warsito [18] used structural 

equation modeling (SEM) to analyze the data. The 

results of his research also indicated that the 

organizational culture has a negative albeit 

insignificant effect on employee motivation.   

 

2.7.2. Effect of Job Characteristics on Employee 

Motivation   

Syaiful [19] distributed a questionnaire to a sample 

of 60 respondents and then analyzed the gathered data 

using the partial least squares regression approach. The 

results of his research showed that the characteristics of 

people’s jobs exert a significant positive effect on their 

motivation as employees. In their study, which 

involved a sample of 137 respondents, Ananda and 

Sunuharyo [20] analyzed the gathered data by means of 

SEM facilitated by Analysis of Moment Structures 

(AMOS). The results of their research also indicated 

that job characteristics have a significant positive effect 

on employee motivation.  

Prakoso et al. [6] used the path analysis approach in 

a sample of 128 employees. They found that the job 

environment has a positive and significant effect on 

employee motivation.  

Furthermore, Ingsiyah et al. [21] analyzed research 

data with a multiple linear regression method and 

involved a sample of 35 employees. Their research 

showed that the job environment, either physical or 

non-physical, positively and significantly affects 

employee motivation.  

 

2.7.3. The Effect of Employee Motivation on Employee 

Engagement  

Rachmatullah et al. [22] conducted their research 

using the multiple linear regression method to analyze 

the data. The research sample consisted of 24 

employees (a saturated sample). Results of their 

research indicated that employee motivation has a 

positive and significant effect on employee 

engagement.    

Kari [23] implemented correlation and regression 

analyses. The sample involved 293 employees at State 

Polytechnic of Bandung. He found that employee 

motivation has a positive effect on employee 

engagement.  

 

2.7.4. Frame of Thought  

The following figure is the frame of thought of the 

current research. 

 
Fig. 1 Frame of thought (Processed data research, 2020) 

 

3. Research Method 
 

3.1. Sample of Research  

The research population is the employees at PT 

Haeng Nam Sejahtera Indonesia. Some of them are 

selected to fulfill the questionnaire. Two hundred 

eighty-nine employees have given their data that are 

ready for analysis.  

 
3.2. Operational Definition of Variables and 

Measurement 

Variable operationalization is elaborated as follows:  

 
Table 1 Variable operationalization (Processed data, 2020) 

Variable  Dimension Indicator 

Organizational Culture 

(X1) is a collective 

sense system held by 

organization members 

that differentiate their 

organization from the 

other [10] 

1. Innovation and  

Risk-Taking (X1.1) 

1. Suggestion System 

2. Stability (X1.2) 2. Knowledge about 

vision and mission 

3. Respecting 

others (X1.3) 

3. Mutual Respect 

4. Output 

Oriented (X1.4) 

4. Corporate Target 

 

5. Caring for 

detail (X1.5) 

5. Job Accuracy 

6. Team Oriented 

(X1.6) 

6. Team Cooperation 

7. Aggressiveness 

(X1.7) 

7. Positive Behavior 

Job Characteristic (X2) 

is an approach to 

design the job, which 

shows how the job is 

described into five core 

dimensions, such as 

skill variety, job 

identity, job 

significance, 

autonomy, and 

feedback [10] 

1. Skill Variety 

(X2.1) 

8. Employee Skill  

2. Job Identity 

(X2.2) 

9. Job Output  

3. Job 

Significance (X2.3) 

10. Target 

Achievement  

4. Autonomy 

(X2.4) 

11. Freedom in 

selecting work 

method  

5. Feedback 

(X2.5) 

12. Feedback from 

superiors 

Job Environment (X3) 

refers to physical and 

non-physical 

environments that 

influence employees, 

either directly or 

indirectly [24] 

1. Physical (X3.1) 13. Job facility 

2. Non-Physical  

(X3.2) 

14. Conducive job 

condition 

Employee Motivation 

(Y1) is the inherent 

strength of individuals 

that can influence 

direction, intensity, 

and perseverance to 

1. Physical and 

biological necessities 

(Y1.1) 

15. Salary rise 

2. Safety and 

security necessities 

(Y1.2) 

16. Medical benefits 
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behave on something 

voluntarily [11] 

3. Social 

necessity (Y1.3) 

17. Supports from 

HRD 

4. Appreciation 

necessity (Y1.4) 

18. Appreciation 

from superiors   

5. Self-

actualization 

(Y1.5)  

19. Being the best 

Employee Engagement 

(Y2) is about 

individuals' 

involvement, 

satisfaction, and 

enthusiasm for their 

job. Employees with 

high job engagement 

tend to have high 

enthusiasm in doing 

their job and feel that 

they have a deep 

relationship with their 

company [10] 

1. Vigor (Y2.1) 20. New work 

method 

2. Dedication 

(Y2.2) 

21. Willing to work 

outside the job 

description  

 

3. Absorption 

(Y2.3) 

22. Pride 

 

3.3. Data Analysis Method 

This research method is Structural Equation 

Modeling that is applied at a minimum error rate of α = 

5%. Primary data were taken from the questionnaire 

with the Likert Scale, and the form of data is ordinal. 

Each question is tested for its validity and reliability, 

and the test is facilitated by the computer application of 

AMOS version 24. 

 

4. Result  
 

4.1. Respondent Characteristics 

The sample of this research involves 289 employees 

of PT Haeng Nam Sejahtera Indonesia. Three criteria 

are used to select sample members: gender, age, and 

educational background. The profile of sample 

members or respondents is shown in Fig. 3, 4, and 5.  

 
Fig. 2 Respondent characteristics by gender (Processed data, 2020) 

 

 
Fig. 3 Respondent characteristics by age (Processed data, 2020) 

 

 
Fig. 4 Respondent characteristics by educational background 

(Processed data, 2020) 

 

4.2. Validity and Reliability Tests 

Data from the questionnaire are then tested for its 

validity and reliability. Results of the tests are 

presented in the table.  

 
Table 2 Validity and reliability of research variables (Data 

processing by Amos version 24, 2020) 

Variable  
Validity Reliability  

Conclusion 
SLF ( > 0.5) Errors (ε) CR > 0.7 VE > 0.5 

X1 

X1.1 

X1.2 

X1.3 

X1.4 

X1.5 

X2 

X2.1 

X2.2 

X2.3 

X2.4 

X2.5 

X3 

X3.1 

X3.2 

Y1 

Y1.1 

Y1.2 

Y1.3 

Y1.4 

Y1.5 

Y2 

Y2.1 

Y2.2 

Y2.3 

 

0.63 

0.71 

0.76 

0.67 

0.75 

 

0.47 

0.54 

0.66 

0.74 

0.51 

 

0.79 

0.83 

 

0.54 

0.54 

0.74 

0.63 

0.50 

 

0.65 

0.72 

0.70 

 

0.09 

0.09 

0.08 

0.09 

 

 

0.16 

0.17 

0.18 

0.18 

 

 

0.12 

 

 

 

0.13 

0.15 

0.14 

0.13 

 

0.14 

0.13 

0.83 

 

 

 

 

 

0.73 

 

 

 

 

 

0.79 

 

 

0.73 

 

 

 

 

 

0.7 

 

0.5 

 

 

 

 

 

0.36 

 

 

 

 

 

0.66 

 

 

0.36 

 

 

 

 

 

0.4 

 

 

Reliable 

Valid 

Valid 

Valid 

Valid 

Valid 

Reliable 

Valid 

Valid 

Valid 

Valid 

Valid 

Reliable 

Valid 

Valid 

Reliable 

Valid 

Valid 

Valid 

Valid 

Valid 

Reliable 

Valid 

Valid 

Valid 

 

As shown by the table above, there are 20 

questionnaire items to be tested for their validity and 

reliability. The result shows that all items are valid and 

reliable, and these items can be used for the next 

process. The fulfillment of validity and reliability 

conditions is proved by Standard Loading Factor (SLF) 

that is greater than 0.5 (ᵡ > 0.5), with CR value ≥ 0.7 

and VE value ≥ 0.5. 

 

4.3. Description of Data  

Answers to the questionnaire are differentiated into 

several categories of value. Each category is shown in 

the following table.  

 
Table 3 Average value category (Data processing by Amos version 

24, 2020) 
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Average Value Category 

1.00 – 1.80 Very Bad 

1.81 – 2.60 Bad 

2.61 – 3.40 Medium 

3.41 – 4.20 Good 

4.21 – 5.00 Very Good 

      

Based on the category of average value, the value of 

each variable is described in the following table.  

 
Table 4 Description of variable value (Data processing by Amos 

version 24, 2020) 

Variable  Average Value Category 

X1 4.11 Good 

X1.1 4.21 Very Good 

X1.2 4.12 Good 

X1.3 4.09 Good 

X1.4 4.06 Good 

X1.5 4.11 Good 

X2 4.09 Good 

X2.1 4.05 Good 

X2.2 4.02 Good 

X2.3 4.11 Good 

X2.4 4.07 Good 

X2.5 4.17 Good 

X3 4.20 Good 

X3.1 4.18 Good 

X3.2 4.22 Very Good 

Y1 4.08 Good 

Y1.1 4.10 Good 

Y1.2 4.16 Good 

Y1.3 4.08 Good 

Y1.4 4.03 Good 

Y1.5 4.06 Good 

Y2 4.04 Good 

Y2.1 4.01 Good 

Y2.2 4.08 Good 

Y2.3 4.02 Good 

 

The average value of respondents' answers to the 

questionnaire is mostly in the good category, with 

some answers in a very good category. There are no 

answers in medium, bad, and very bad categories. The 

highest average value is shown by the variable of job 

environment (X3). 

 

4.4. Data Analysis 

After the model's validity and reliability are tested, 

the next process is to build the model covering 

variables that have fulfilled validity and reliability 

conditions. The structural model containing latent 

constructs is illustrated in the following figure. 

 

Fig. 4 Full model (Data processing by Amos version 24, 2020) 

 

It is required by Structural Equation Modeling 

(SEM) that a goodness-of-fit test should be conducted 

on the model. The result of the goodness-of-fit test is 

explained in the following table:  

 
Table 5 Goodness-of-fit test on structural model (Data processing 

by Amos version 24, 2020) 

Goodness-of-

Fit Type 
Requirement 

Estimated 

Value 

Goodness-

of-Fit Level 

Absolute 

Goodness-of-Fit 

Chi-Square  

P-Value 

RMSEA 

RMR 

GFI 

 

Small value 

P > 0.05 

RMSEA < 0.08  

RMR < 0.05 

GFI > 0.09 

 

282.777 

0.000 

0.052 

0.019 

0.910 

 

Poor Fit 

Poor Fit 

Good Fit 

Good Fit 

Good Fit 

Incremental 

Goodness-of-Fit  

NFI 

CFI 

IFI 

AGFI 

 

NFI > 0.09 

CFI > 0.09 

IFI > 0.09 

AGFI > 0.09 

 

0.844 

0.924 

0.926 

0.882 

 

Marginal Fit 

Good Fit 

Good Fit 

Good Fit 

 

Regarding the data in the table above, the research 

model has been considered fit. The next process can be 

done, which is analyzing the effect of exogenous and 

endogenous latent constructs. 

 

5. Discussion 
The analysis of each construct is presented in the 

following table. 

 
Table 6 Regression weight (Group number 1 – Default model) 

(Data processing by Amos version 24, 2020) 
   Estimate S.E. C.R. P Label 

Y1 <--- X1 -.057 .087 -.659 .510 par_19 

Y1 <--- X2 .073 .165 .443 .658 par_20 

Y1 <--- X3 .243 .098 2.472 .013 par_21 

Y2 <--- X1 .011 .091 .124 .901 par_22 

Y2 <--- X2 .391 .184 2.128 .033 par_23 

Y2 <--- X3 .134 .097 1.381 .167 par_24 

Y2 <--- Y1 .343 .101 3.399 *** par_27 

 

The Regression Weight obtained through AMOS 

has enabled the researcher to know the relationship 

between exogenous and endogenous latent constructs. 

 

5.1. The Effect of Organizational Culture on 

Employee Motivation  

The analysis shows that the effect of organizational 

culture on employee motivation at PT Haeng Nam 

Sejahtera Indonesia is not significant. The C.R. value 

of organizational culture confirms this result for -0.659 

≤ 1.967 with a P-value of 0.510 > 0.05. This result 

signifies that organizational culture harms employee 

motivation.  

 

5.2. The Effect of Job Characteristic on Employee 

Motivation  
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The analysis result indicates that the effect of job 

involvement on employee motivation at PT Haeng 

Nam Sejahtera Indonesia is not significant. This result 

is proved by the C.R. value of job characteristic for 

0.443 ≤ 1.967 with a P-value of 0.658 > 0.05. Based on 

this result, it can be said that job characteristics 

positively affect employee motivation, but the effect is 

not significant.   

 

5.3. The Effect of Job Environment on Employee 

Motivation  

The analysis shows that the job environment 

significantly affects employee motivation at PT Haeng 

Nam Sejahtera Indonesia. This result is explained by 

the C.R. value of job environment for 2.472 ≥ 1.967 

with a P-value of 0.013 < 0.05. Regarding this result, it 

can be said that the job environment has a significant 

effect on employee motivation.  

 

5.4. The Effect of Employee Motivation on 

Employee Engagement  

The analysis indicates that employee motivation has 

a significant effect on employee engagement at PT 

Haeng Nam Sejahtera Indonesia. This result is 

confirmed by C.R. value of employee motivation for 

3.399 ≥ 1.967 with P value of *** (0.001) < 0.05. 

Regarding this result, it can be said that the increase in 

employee motivation is always followed by an increase 

in employee engagement. This situation signifies that 

high employee engagement is associated with high 

employee contribution.  

 

5.5. Direct and Indirect Effects 

All effect relationships have been analyzed to 

understand the influence of different variables. These 

relationships are both direct and indirect. The results of 

this analysis can help PT HSI to determine the needed 

strategies for improving its employee engagement. The 

analysis also establishes the effect that different 

variables have, and the results of these calculations are 

presented in the following table. 

 
Table 7 Effect level across variables (Data processing by Amos 

version 24, 2020) 

Path Intervening Direct Indirect Total 

X1 → Y1  -0.075  -0.075 

X2 → Y1   0.072   0.072 

X3 → Y1  0.269   0.269 

Y1 → Y2  0.336   0.336 

X1 → Y2 Y1  -0.075 x 0.336 -0.025 

X2 → Y2 Y1   0.072 x 0.336  0.024 

X3 → Y2 Y1  0.269 x 0.336  0.090 

 

Based on the contents of Table 7, short explanations 

of the factors affecting employee motivation are given 

as follows:  

- The effect that employee motivation (Y1) has on 

employee engagement (Y2) is greater than the effect 

that organization culture (X1) has on employee 

motivation (Y1) with a difference of 0.336 > -0.075. 

This signifies that employee motivation (Y1) functions 

as the mediating/intervening variable in the relationship 

between organization culture and employee 

engagement. 

- The effect that employee motivation (Y1) has on 

employee engagement (Y2) is greater than the effect 

that job characteristics (X2) have on employee 

motivation (Y1) with a difference of 0.336 > 0.072. 

This demonstrates that employee motivation (Y1) 

functions as the mediating/intervening variable in the 

relationship between job characteristics and employee 

engagement. 

- The effect that employee motivation (Y1) has on 

employee engagement (Y2) is greater than the effect 

that the work environment (X3) has on employee 

motivation (Y1) with a difference of 0.336 > 0.269. 

This confirms that employee motivation (Y1) functions 

as the mediating/intervening variable in the relationship 

between the work environment and employee 

engagement. 

 

6. Conclusion 
The researcher expects that the results of this study 

will provide useful information for the management 

team at PT HSI. It was found that the work 

environment (X3) is the only variable with a significant 

effect on employee motivation. There is a direct 

correlation between employee engagement and 

employees contributing to the company. Meanwhile, 

organization culture (X1) has a negative effect on 

employee motivation, which is something that the 

management team at PT HIS should be concerned 

about. Although job characteristics (X2) have a 

positive effect on employee motivation, it is not 

significant.  

 

6.1. Suggestion 

The recommendation for PT HSI is to improve their 

work environment, which includes both physical and 

non-physical elements of the workplace. A favorable 

work environment may increase motivation, which 

could result in strengthening employee engagement and 

their contribution to corporate performance. A 

suggestion system could be used as a tool for 

measuring the anticipated contribution level. The 

number of people that participate in the suggestion 

system will determine the extent of employee 

contribution to corporate performance.  

 

6.2. Limitations 

This research is limited to three variables. For future 

research, other relevant variables should be added. This 

study is also limited to one company, but a variety of 

other companies could be used. In the future, the 

questionnaire designed to determine the extent of 

employee motivation should be more specific. 
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