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Abstract:

This study seeks to elucidate the influence of organizational culture and
communication on employee engagement, mediated by job satisfaction among
employees of a manufacturing company. This research employs a quantitative
methodology. The population comprises all employees of manufacturing firms in
Central Java. The sampling method employed is purposive samplinggfihcluding a
total of 150 respondents. The data gathering instrument employs the Likert Scale.
The data analysis employed SEM-PLS and was executed §ing SmartPLS software
version 4.1.03. This research used the convergent validity test, composite
reliability test, Cronbach's alpha test, average variance extracted test, r-squared test,
and path coefficient analysis as its testing techniques. Data analysis results utilizing
statistical tests demonstrate that corporatgfilture and communication significantly
influence employee engagement, with job satisfaction serving as a mediating
factor.

Keywords:  job satisfaction, organizational culture, communication, employee engagement,
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1. Introduction

The intensifying rivalry in the commercial realm necessitates that organizations adapt to potential
developments. It is hoped that the company will have human resources to contribute to the
company. The human resources department plays a crucial role in attaining organizational
objectives. Consequently, effective management of human resources is essential for optimal
performance and the achievement of organizational objectives. Employee engagement needs
attention in Asian countries, which emphasize the importance of awareness of the productive
workforce at this time (Sarstedt et al., 2021). The current situation is that many employees still do
not want to play a further role with the company, and low employee engagement is still an
important consideration for organizations worldwide. Asia exhibits the highest degree of employee
engagement worldwide, with three nations securing the top three ranks in employee engagement
metrics (Teo, 2020).

Companies must able to invite employees, especially new employees, to adjust to
organizational culture. Organizational culture is a system of shared meanings among members that
distinguishes the organization from others, thereby motivating employee involvement. With
employee involvement, employees will be willing and happy to work together, both with leaders
and fellow co-workers.




A research result conducted by Dale Carnegie Indonesia (DCI) in 2016 showed that millennial
employees, or what is often called Generation Y (born in 1986-2000), were fully engaged with the
companies where they worked (Anwar, 2017). This is also in accordance with data from BPS in
2016, which shows that Generation Y occupies second place in the composition of the workforce
in Indonesia at 62.5 million people with a percentage of 39.02% (Anwar, 2017). Another result is
that only 25% of the millennial workforce is fully engaged. Other, more surprising data released
by Dale Carnegie Indonesia's Director of National Marketing, Joshua Siregar, research findings
indicated that 9% of millennial employees exhibited disengagement from the organization, while
a larger proportion, 66%, shown partial engagement.

Referring to the research results of Prasetyaningrum (2023) demonstrate that employee
involvement significantly impacts organizational culture and employee performance. Putri et al.
(2021) discovered that company culture factors significantly influence employee engagement.
Prawinda and Yulianti's (2022) the findings indicate that employer branding significantly and
positively affects employee engagement at PT. Bank X Surabaya, demonstrating that person-
organization fit and organizational trust are crucial in cultivating employee engagement.
Meanwhile, Ali et al. (2022) discovered that employee engagement substantially influences
employee performance. This research addresses a gap identified in prior studies and strives to
analyze the effects of employee involvement and communication on corporate culture. This
research aims to offer an overview for manufacturing companies in Central Java and all
stakeholders to enhance awareness of organizational culture concerning employee engagement
and communication for their millennial workforce.

This research uses a conceptual model
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Figure 1. Conceptual Framework
The hypothesis of this investigation is as follows:
H1: Organizational culture exerts a favourable and substantial influence dffBmployee engagement.
H2: Organizational culture exerts a favourable and substantial influence on job satisfaction.
H3: Communication exerts a favourable and substantial influence gfJemployee engagement.
H4: Communication exerts a favourable and substantial influence on job satisfaction.
HS5: Job satisfaction exerts a favourable and considerable influence on employee engagement.




2. Research Method

The study employs quantitative methodologies from primary data sources. The population in this
study comprises all employees of manufacturing firms in the Central Java province. The sampling
method employs purp@dve sampling. The questionnaire was administeredffjffline to 150
participants, employing a Likert scale ranging from 1 to 5 for answer evaluation. The data analysis
in this study employed the Structural Equation Model (SEM) - Partial Least Squares (PLS)
ff#thodology utilizing Smart-PLS software version 4.1.0.3. SEM-PLS analysis comprises a
measurement model, also known as the outer model, and a structural model, referred to as the inner
model (Ghozali & Kusumadewi, 2023).

3. Results and Discussion
3.1. Respondent Characteristics

Table 1. Distribution of Respondent Attributes

Information Frequency Percentage
Gender
Male 48 32 %
Female 102 68 %
Age

18 - 20 Years 54 36 %
21 - 25 Years 66 44 %
> 25 Years 30 20 %
Length of Working

1 - 5 Tahun 72 48 %
> 5 Tahun 78 52 %

The data presented in Table 1 describes the distribution of respondents' characteristics with a total
number of respondents of 150 manufacturing company employees. The male respondents
numbered 48 individuals (32%), while the female respondents totaled 102 individuals (68%).
Furthermore, respondents aged 18-20 years amounted to 54 (36%), respondents aged 21-25 years
were the most dominant with 66 people (44%), then respondents aged over 25 years amounted to
30 people (20%). Respondents based on a work period of 1-5 years numbered 72 people (48%),
then respondents with a work period of more than 5 years were declared the most dominant,
numbering 78 (52%).

3.2. Convergent Validity Testing

In the convergent validity assessment, the test findings are deemed valid if the correlation
coefficient for each indication meets or surpasses 0.7 (Ghozali, 2014). At this testing phase, all
items are deemed genuine and can be observed in the subsequent model measurement assessment:
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Figure 2. Measurement Model Test Results
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3.3. Composite Reliability Tesﬁng,gonbach's Alpha and AVE

Composite Reliability testing is needed to see consistency between variables so that the value that
has been determined makes the variable pass the reliability test, namely exceeding 0.70 (Ghozali,
2014). Meanwhile, Cronbach's Alpha testing is part of the test used to strengthen reliability testing.
The Cronbach's Alpha test is considered acd@itable if the value exceeds 0.70 (Ghozali, 2014).
Construct validity assessment pertains to the Average Variance Extracted (AVE) value; an AVE
value exceeding 0.5 for each construct indicates satistactory validity (Marliana, 2020).

Table 2. Cronbach's Alpha & Composite Reliability Test Results

Cronbach’s Composite Average Variance

Variable Alpha  Reliability  Extracted (AVE)
Communication 0,820 0.882 0,651
Employee Engagement 0,894 0926 0,758
Job Satisfaction 0,880 0913 0,676
Organizational Culture 0919 0943 0,805

3.4. R-square Testing
According to Ghozali (2014), the R-square test results are said to strongly influence if the value is
more than 0.6. Additif#hal standard parameters pertain to the R-Square value criteria, specifically
indicating a value of 0.67 as strong, 0.33 as moderate, and 0.19 as weak (Musyaffi et al. E&p22).
The data in Table 3 indicates that the R-Square value falls within the moderate range. The R-
Ejuared value for the Employee Engagement (Y) variable is 0.542, indicating a significant impact
of the Organizational Cultu}(X1) and Communication (X2) variables on Employee Engagement.
It may be determine§Ejhat the variables Organizational Culture (X1) and Communication (X2)
account for 54.2% ofgEhe Employee Engagement variable, with the remainder impacted by
unobserved variables. The R-square value for the Job Saturation (Z) variable is 0.468, indicating




that it accounts for 46.8% of the variance in Employee Engagement, while other variables account
for the remaining 53.2%.

Table 3. R-Square Test Results

Variable R-square R-square adjusted Category
Job Satisfaction (Z) 0,468 0461 Moderate
Employee Engagement (Y) 0,542 0,532 Moderate

3.5. Discussion

Organizational culture on emfloyee engagement

Hypothesis 1, which posits a positive and significant impact of gprporate culture variables on
employee engagement, is deemed acceptable. The findings indicate an original sample (OS) value
of 0.275 and a P-value of 0.002, less than 0.05. Numerous individuals continue to perceive
company culture as either ethereal or quantifiable, complicating the maintenance of the time and
resources invested in its development. Employee involvement is@ fundamental component in
establishing a robust business culture (Febrian & Solihin, 2024). The findings of this study are
corroborated by the research conducted by Madof#et al., (2022). Meanwhile, research by Asri &
Fangestu (2022) shows different resulff where the relationship between organizational culture
variables through motivation variables has no significant effect on employee engagement.
Organizational culture on job satisfaction
Hypothesis 2 examines the positive and considerable impfBt of company culture on work
satisfaction and is deemed acceptable. The findings indicate an original sample (OS) value 0of 0.241
and a P-value@)f 0.010, which is less than 0.05. Prior research yielded analogous findings,
indicating that the organizational culture variable exerted a favorable and significant influence on
the job satisfaction of PT personnel. PLN Kalabahi Rayon, Alor Regency (Awang et al., 2022).
Employee work satisfaction is intricately linked to perceptions of equity and the adequacy of
compensation relative to their performance outcomes for the organization. Employees with
elevated work passion and job satisfaction might enhance consumer service. In this instance,
organizations must cultivate a robust corporate culture to enhance employee performance.
Communication on employeeffingagement
Hypothesis 3, which examines the positive and significant impact offfhe communication variable
on employee engagement, is deemed acceptable. The results indicate an original sample (OS) value
0f0.239 and a P-value of 0.010, which is less than 0.05. Communication has a crucial part in social
contact and significantly impacts the workplace; when effective, it enhances employee
productivity in fulfilling their responsibilities. (Darmawan et al., 2020). This aligns with numerous
prior studie@gifidicating that communication substantially affects employee engagement. Research
by Madona et al. (2022) indicates that the communication variable significantly affects employee
engagement at the Ponorogo branch of the Anteraja expedition.
Communication on job satgFhction

Hypothesis 4 examines the positive and significant impact dffthe communication variable on
job satisfaction and is deemed acceptable. The findings indicate an original sample (OS) value of
0.493 and a P-value of 0.000 less than 0.05. Establishing effective organisational communication
can enhance job happiness, indicating Elat proficient communication influences employee
contentment. (Sugiono & Tobing, 2021). The findings of this study alighl with the outcomes of
earlier investigations conducted bygfuri & Susanti (2020), which stated that the communication
variable had a significant effect on teacher job satisfaction at SMK Negeri 3 Padang.




Job satisfaction on employee engagem@ht

Hypothesis 5, which examines the positive and significant impact of organizational culture
varfiibles on employee engagement variables, is deemed acceptable. The findings are evidenced
by the original sample (OS) value of 0.328 and a P-value of 0.000, which is less than 0.05. The
findiks presented derive from the scholarly investigation undertaken by Madona et al., (2022);
The organizational culture exerts a notable and substantial impact on the employee engagement
levels among the staff at the Ponorogo branch of the Anteraja expedition. This study further
corroborates earlier investigations carried out by Anugra and Saragih (2018), It was articulated
that the culture within an organization has a profound impact on the various factors associated with
employee engagement.

Conclusion

The results of research findings based on hypothesis testing showed that organizational culture and
communication variables positively and significantly influenced employee engagement.
Additional data indicate that work satisfaction, as a moderating element, greatly influences
employee engagement. The predominant associatiofjis evidenced by the communication variable
and the work satisfaction variable, indicated by the original sample value of 0.493, demonstrating
that the communication variable is the most critical component in fostering employee engagement.
Moreover, the t-statistical test findings indicate that the communication variable exerts the greatest
influence, with a value of 5.818. This research indicates that organizational culture and
communication characteristics, mediated by job satisfaction, enhance employee engagement in
manufacturing enterprises in Central Java.

5. Acknowledgi§@nt

We express our gratitude to the Director of Research, Technology and Community Service
(DRTPM) of the Ministry of Education, Culture, Research and Technology for facilitating this
research through the rookie lecturer research award scheme for the 2024 fiscal year.

Reference

Ali, R., Tijjang, B., Beddu, M., & Dinsar, A. (2022). Influence of Employee Engagement,
Organizational Culture and Employee Satisfaction on Employee Performance at PT
Pelabuhan Indonesia IV (Persero) Parepare Branch. International Journal of Multicultural
and Multireligious Understanding, 9(5), 162-167.
http://ijmmu.comhttp//dx doi.org/10.18415/ijmmu.v9i5.3697

Anugra, A. T., & Saragih, R. (2018). Pengaruh Budaya Organisasi Terhadap Employee
Engagement di PT. Asuransi Jasa Indonesia Cabang Bandung Ritel. Almana: Jurnal
Manajemen Dan Bisnis, 2(3), 100-107.

Anwar, F. (2017). Engagement Tenaga Kerja Milenial Indonesia Hanya 25%. YoungsterId.
https://youngster.id/headline/engagement-tenaga-kerja-milenial-indonesia-hanya-25/

Asri, D. H., & Fangestu, L. (2022). Analisis Pengaruh Organizational Culture, Job Satisfaction,
Job Characteristic, Job Environment & Organizational Commitment Terhadap Employee
Engagement Dengan Motivation Sebagai Mediasi Pada Hotel Berbintang Empat di Kota
Batam. SEIKO: Jowrnal of Management &  Business, 5(2), 560-571.
https://doi.org/10.37531/sejaman.v5i2.2702

Awang, M. Y., Gorang, A. F., & Allung, Y. M. (2022). Analisis Pengaruh Budaya Organisasi,
Karakteristik Kerja, dan Stres Kerja, Terhadap Kepuasan Kerja dan Kinerja Karyawan PT.
PLN (Persero) Rayon Kalabahi Kabupaten Alor. Jurnal Administrasi Bisnis (JAB), 12(1), 1—-
4. http://www .ifpri.org/themes/gssp/gssp htm%0Ahttp://files/171/Cardon - 2008 - Coaching




d’équipe.pdf%0Ahttp://journal.um-
surabaya.ac.id/index.php/JKM/article/view/2203%0Ahttp://mpoc .org. my/malaysian-palm-
oil-industry/%0Ahttps://doi.org/10.1080/23322039.2017

Darmawan, D., Sunan, U., Surabaya, G., & Timur, J. (2020). The Quality of Human Resources ,
Job Performance and Employee Loyalty. International Journal of Psychosocial
Rehabilitation, 24(3), 2580-2592. https://doi.org/10.37200/LJPR/V2413/PR201903

Febrian, W. D., & Solihin, A. (2024). Analysis of Improving Organizational Culture Through
Employee Engagement, Talent Management, Training and Development Human Resources.
Siber Journal of Advanced Multidisciplinary, 14, 185-195.
https://creativecommons.org/licenses/by/4.0/

Ghozali, 1. (2014). Structural Equation Modeling Metode Alternatif dengan Partial Least Squares
(PLS). Universitas Diponegoro.

Ghozali, I., & Kusumadewi, K. A. (2023). Partial Least Squares : Konsep, Teknik dan Aplikasi
Menggunakan Program SmartPLS 4.0 Untuk Penelitian Empiris (Edisi 1). Yoga Pratama.

Madona, O. B. J. A., Farida, U., & Purwaningrum, T. (2022). Pengaruh Budaya Organisasi,
Komunikasi dan Kepemimpinan Transformasional Terhadap Employee Engagement
Karyawan Ekspedisi Anteraja Cabang Ponorogo Oki. ISOQUANT: Jurnal Ekonomi,
Manajemen Dan Akuntansi, 6(2),262-280. https://doi.org/10.21608/pshj.2022.250026

Marliana, R.R.(2020). Partial Least Square-Structural Equation Modeling Pada Hubungan Antara
Tingkat Kepuasan Mahasiswa dan Kualitas Google classroom Berdasarkan Metode Webqual
4.0. Jurnal Matematika, Statistika Dan Komputasi, 16(2), 174-186.

Musyaffi, A. M., Khairunnisa, H., & Respati, D. K. (2022). Konsep Dasar Structural Equation
Model-Partial Least Square (SEM-PLS) Menggunakan SmartPLS. Pascal Books.

Prasetyaningrum, D. (2023). Enhancement of organizational culture and employee performance
through employee engagement and organizational citizenship behavior. International Journal
of Social Science and Business, 7(1),588-597.

Prawinda, K. S., & Yulianti, P. (2022). Faktor-Faktor Yang Mempengaruhi Kebangkitan
Employee Engagement di Perbankan. Jurnal llmiah Manajemen, Ekonomi, & Akuntansi
(MEA), 6(2), 1227-1250.

Putri, N. E., Nimran, U., Rahardjo, K., & Wilopo, W. (2021). The Impact of Organizational
Culture on Employee Engagement and Organizational Citizenship Behavior. Proceedings of
the International Conference on Economics, Business, Social, and Humanities (ICEBSH
2021), 570(Icebsh), 456-463. https://doi.org/10.2991/assehr k.210805.072

Sari, R., & Susanti, D. (2020). Pengaruh Komunikasi Vertikal dan Lingkungan Kerja Terhadap
Kepuasan Kerja Guru. Jurnal Ecogen, 3(4), 549-561.

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2021). Partial Least Squares Structural Equation
Modeling. In Handbook of market research (pp. 587-632). Springer.

Sugiono, E., & Tobing, G.1. L. (2021). Analisis Pengaruh Kepemimpinan, Budaya Organisasi dan
Komunikasi Terhadap Kepuasan Kerja Serta Dampaknya Terhadap Kinerja Karyawan.
Jurnal Manajemen Strategi Dan Aplikasi Bisnis, 4(2), 389-400.
https://doi.org/10.36407/jmsab.v4i2.413

Teo, D. (2020). Asia has highest level of Employee Engagement. https://hrmasia.com/asia-has-
highest-level-of-employee-engagement/




IJEBAR Pemilia

ORIGINALITY REPORT

24, 22, 20«

o2

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

jurnal.polibatam.ac.id

Internet Source

.

3%

journal.privietlab.org

Internet Source

=

(K

jurnal.stie-aas.ac.id

Internet Source

e

(K

pasca.unila.ac.id

Internet Source

-~

(K

Hurriyati Ratih, Tjahjono Benny,
GafarAbdullah Ade, Sulastri, Lisnawati.
"Advances in Business, Management and
Entrepreneurship”, CRC Press, 2020

Publication

e

(K

ij.lafadzpublishing.com

Internet Source

(K

link.springer.com

Internet Source

=

(K

Submitted to IAIN Salatiga

Student Paper

(K




e-journal.stie-kusumanegara.ac.id

Internet Source

(2

—_
o

jurnal2.untagsmg.ac.id

Internet Source

(K

—
—

www.iiste.org

Internet Source

(K

—_
N

Dung Thi Phuong Nguyen, Lien Thi Huong
Nguyen, Anh Thi Mai Nguyen, Long Le Thanh
Phan. "Factors affecting the readiness for ESG
reporting in Vietnamese enterprises”,
Problems and Perspectives in Management,
2024

Publication

(K

Putri Ramadhona, Erlina Erlina, Habibullah
Jimad. "Effect of Emotional Intelligence and
Transformational Leadership on Employee
Performance Mediated by Employee Job
Satisfaction", International Journal of
Economics, Business, and Entrepreneurship,
2022

Publication

(K

Submitted to Swiss School of Business and
Management - SSBM

Student Paper

(K

Vebina Desi EkaWati, M. Havidz Aima,
Ikramina Larasati Hazrati. "The The Influence
of Organizational Culture and Work

(K



Environment on Employee Performance with
Job Satisfaction as Mediation (Case Study on
West Jakarta Mayor's Office Employees)",
European Journal of Business and
Management Research, 2021

Publication

—
(@)

www.yrpipku.com

Internet Source

(K

—_
N

dspace.umkt.ac.id

Internet Source

(K

—_
(00)

ejournal.undiksha.ac.id

Internet Source

(K

RN
O

jurnal.narotama.ac.id

Internet Source

(K

infeb.or

Internet Sourcge 1 %
I Gusti Gede Ngurah Bimantya Dyananta

<l
Arya, Wayan Gede Supartha. "Role of Job
Satisfaction in Mediation of Organizational
Communication on Hotel Employee
Performance", European Journal of Business
and Management Research, 2022
Publication
jurnal.ibik.ac.id

{nternet Source <1 %

repository.uir.ac.id



Internet Source

<1%

dinastipub.or

Internet Soﬁce g <1 %
www.e-journal.trisakti.ac.id

Internet Sou;ce <1 %

Suharno Pawirosumarto, Purwanto Katijan 1
S 1 n < %

arjana, Rachmad Gunawan. "The effect of

work environment, leadership style, and
organizational culture towards job
satisfaction and its implication towards
employee performance in Parador Hotels and
Resorts, Indonesia", International Journal of
Law and Management, 2017
Publication

agbioforum.org <1
Internet Source %
ejournal.unp.ac.id

Ithernet Source p <1 %
journal.unj.ac.id

{nternet Source J <1 %
kuey.net

InternZt Source <1 %
rsglobal.pl

Integrnet Sourcep <1 %




umpirump.edu.my <1 o

Internet Source

Dian Siska Pratiwi, Rifdah Abadiyah. "Intrinsic <1 o
Motivation on Organizational Commitment
with Employee Engagement as Intervening
Variable in a Shipping Company During the
COVID-19 Pandemic", KnE Social Sciences,

2022
Publication
ljmmu.com 1
Internet Source < %
Exclude quotes Off Exclude matches Off

Exclude bibliography On



IJEBAR Pemilia

PAGE 1

PAGE 2

PAGE 3

PAGE 4

PAGE 5

PAGE 6

PAGE 7




