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Abstract

An organization requires to conduct some innovate busatsties, be passionate and
having a high commitment and loyal into the organiratibhas to achieve competitive advantage
in the global market through managing quality human ressuin the meantime COVID-19 has
left the globe in a situation of despondency. Human resauanagers are struggling to curb this
renunciation of employees and grappling with reduced employee engagement.afftike
objective is to test and to analyse a model of employeegengat theory in Indonesia. Survey
was conductedto 247 employeesog state owned enterprise who were selected using by
convenience sampling method. Primary data were callébt®ugh distribution a set questionare
via google form. Then data were analysed by structural equattbotel. The results show that
perceptionof organizational justice and perceived organizational supgrertthe antecedents
variabel of the work engagement and transformational ishigiehas big indirect effect through
the perception of organizational support on the work engagerieatstudy can be used as a
reference for similar studies to compare other intaedlaariables among business organization
and implementation some pragmatis implicaf@mnMinistry of manpower.

Keywords: employee work engagement, organizational justice, percengahizational support, andleadership

1. Introduction

The world continueso experience development and progréssall its aspects, includingn the
industrial environment, where new terms emerge, namelytiydi® and society 5.0. In its development,
companies in the world are required to compete fiercetyder to survive in their business. Pereira, Lima,
and Charrua-Sant¢2020)say that the industry

4.0 brings progress in improving services, equipment and psothughprove people's quality of life to
be happier, motivated, satisfied, and have more free. fithen, society 5.0 is defined as an era where a
human- centered society can increase economic devefdpend find solutions to solve social problems
using a system that integrates the virtual world aedehl world (Hendarsyah, 2019).

Adequate literacy skills must also be mastered becaugeshiosv elements of soft skills or individual
character developmeltn be ableto collaborate be adaptive, and innovative (Ellitan, 2020). This requires
all organizations to continuously adapt to changes and accdatengarious existing needs, including the
needfor a quality workforce.

Various organizations with various types of businessesdoni@sia compete and try to survive with
various strategies to adapt to industry 4.0 and society Bdrefore, new approaches to human resource
management are inevitable.

Industry trends are changing very rapidly in the era ofrttiestrial revolution 4.0, this results in very
heavy pressure for companies engaged in the printing sBotbr private and state owned. This is because
the market is no longer dependent on information presehntedgh print media, but through the internet,
online, virtual, andso on. Sothat the markefor printing services, especially general printingndonesia,
is experiencing a slump and ultimately affects production prudiuction incomefor the company,
especially as it is today when the covid-19 pandemic begapread, companies engaged in the security
and general printing business must make extra effokisep the production process running.

An organization puts forward a code of ethics and emplogbavior that is in line with Ellitan's

1IRP 73 43y s threfbrie ATl Ireg efvid A& @avantages of soft akilglividual character developeritpfeig
collaborative, adaptive, and innovati¥en the way to developing individual characters who haveitipsl
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in accordance with organizational values, of courseetlare obstacles. For example, the demonstration that
took placeat manufacturing Companies in Indonesia.

The demonstration activities disrupted production and matketitivities within the company and it is
the responsibility of the policy makers in the organiato review the system that has been running
within the organization. Demo impact on sales perforntlaele especially customer services. There was a
delay in the production schedule and product delivery, whidhtdemany complaints from customers.
These illustrated the negative psichology and dissdiiafacf employees in the organization. According to
Garg, Dar, and Mishra (2017), job satisfaction is the maynté& employee work engagement. Research by
Dewinda, Ancok, and Widyarini (2020) also states thatethera significant influence between job
satisfaction and employee work engagement. Demo actaity also illustrated the existence of a non-
physical work environment that is not good (unbalanced workarment), definitely also it described the
bad relationship between employees and their supericeedn@EO. The unfavorable work environment
canbetrigger into low (weak) employee engagement (Kusendi & Ispuy@18).

Actually demonstration phenomenon is very often carriedp@mployees or employee unions. These
can lead to strike activities, usually caused by sevemrajighnamely financial factors, physical factors,
psychological factors, and social factors (Jemadi & Hitiay@2012). Group cohesiveness is one of the
social factors that can trigger demonstrations by employeeaddition, the work engagement factor,
which is characterized by a desire to leave the orgdmizaas well as negative perceptions about the
organizatiorcanalso trigger demonstrations by employees.

Employee work engagement is a condition in which a persoa pasitive mind, so that he is able to
express himself physically, cognitively, and affectivaty doing work, including enthusiasm (vigor),
dedication and absorption (Schaufeli & Bakker, 2003).

All tables should be numbered with Arabic numerals. Hegalishould be placed above tables, left
justified. Leave one line space between the headidgtlze table. Only horizontal lines should be used
within a table, to distinguish the column headings fromkbdy of the table, and immediately above and
below the table. Tables must be embedded into the text@nslpplied separately. Below is an example
which authorsnayfind useful.

The purpose of this study was to produce a theoretical Inebdgork engagement of employees in
manufactur entities in Indonesia. Based on the resuttseaheoretical model test obtained, it can then be
stated the magnitude of the regression in the rekdtipnbetween variables, and also the amount of the
effective contribution received by each dependent variabletiiermdependent variables.

2. Resear ch Elabor ation

Data collection in this study was carried out using a questienitathe form of a Likert scale. The
Likert scale is a scale that measures self-reporbaté$ by providing various responses to a statement or a
series of statements (Croasmun & Ostrom, 2011). The Likert stml¢he most commonly used
measurement method, providing a convenient way of magsunobservable constructs (Jebb, Ng, &
Tay, 2021). The questionnaires this study included a lisbf respondents' self-identity, employee
engagement scale, perceived organizational justice staesformational leadership scale, group
cohesiveness scale, and perceived organizational supglert sc

Work engagement of employees to the organization and thesvin it, seen from the attitudes and
thoughts of employees to be committed to achieving @gtonal goals with enthusiasm and dedication.
Work engagement Employedn this study were identified baseoh scoreson the Utrecht Work
Engagement Scale (UWES) which were arranged based on the idimseolsemployee work engagement
according to Schaufelli and Bakker (2006), namely vigor, dedicadiwhabsorption. The higher the value
obtained, the higher the work engagement of employees,iemdersa, the lower the value obtained, the
lower the work engagemeat employees.

Group cohesiveness is a feeling of togetherness of indisidoaards all group members, where
individuals prioritize meaning, bonds, and common irstisramong group members over

personal interests. The group cohesion of employees irstilnity is known based on scores on the
Group Cohesion Questionnaires (GCQ) scale whlbasedon the dimensionsof group cohesion
according to Charles and De Paola (2000), namely the dimensidask cohesion and social cohesion.
The higher the value obtained, the higher the cohessgeaf the group of employees, and vice versa, the
lower the value obtained, the lower the cohesiveakiee groupf employees.

The scale usedo measure group cohesidn this study was adapted from the Group Cohesion
Questionnaires (GCQ) compiled by Carless and Paola (2000), battesl dimensions of group cohesion,
where there are dimensioaktask cohesion and social cohesion.

The scale used to measure transformational leadershiisistudy adapts the Multifactor Leadership
Questionnaire scale compiled by Avolio and Bass (2020) basetleodirnensions of transformational
leadership according to Bass and Riggio (2006), namely iéeainfluence, inspirational motivation),
intellectual stimulation (intellectuatimulation), and individualized consideration. YWWI-JTp-org

Employees' perceptions of organizational justice in thidysare known based on scores on the Justice
Measure. Items scale compiled by Colquitt (2001) based on the siomsrof perceived organizational
justice accordingto Muchinsky(2006), namely perceptionsf procedural justice, distributive justic&s
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well as interactional justice which includes perceptiodnsterpersonal justice and informational justice.
The higher the value obtained, the higher the percepfiarganizational justice for BUMN employees,
and vice versa, the lower the value obtained, twerdhe perceptioof organizational employees.

Perceived organizational support of employees in this stukgasn based on scores on the Survey
Perceived Organizational Support (SPOS) scale wictbased on the dimensionsof perceived
organizational support according to Rhoades and Eisenb@@@2), namely fairness, supervisor support,
and organizational rewards and working conditions (orgdoiratrewards & working conditions). The
higher the value obtained, the higher the perception gdnizational support for employees, and vice
versa, the lower the value obtained, the lower thegp¢ion of organizational suppdor employees.

Sampling in this study used a non-probability samplingprtiegie with convenience sampling type.
According to Robinson (2014), convenience sampling is araodom way to ensure that the participants
in the research sample represent a cecaéygoryof population.

Primary data collection in this study was carried out byilliging questionnaires in the form of google
form to 247 employees who were selected randomly using purpsasivgling technigue with a minimum
working periodof 2 yearsand domiciledin Jakarta, Bogor, Tangerang and Bekasi.

3. Result and Findings
The results of the classical assumption test that beewe carried out are starting from the data adequacy test,

normality, validity and reliability test to the fiind goodness test of the research model showing thieensiras
good indicatorsso that the analysis for hypothesis testing tarcontinued.

WWw.ijrp.org
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Table 11}
Standardized Regression Weights: (Group number 1 - Default model)
Estimate S.E. CR P
w&‘f T <--- Transformational leadership 280,032 8,663  *Fx*
Work engagement <--- Group Cohgsian 160,059 -2,707 ,007
Work engagement -~ Pergeptlon of Qrganizationa 155 06 2498 012
Justice
Work engagement <--- Transformational leadership 012,049 ,247 805
Work engagement _ Perception of Organization 103 045 2268 023
support
SOBEL TEST
Input: Test statistic: Std. Error: p-value:
a [0.540 Sobel test:|-3.66586898  |{0.02489451  |{0.0002465 |
b |-0.169 | Aroian test:|-3.65975145  |(0.02493612  |(0.00025246 |
5,(0.032 Goodman test:|-3.6720173  [/0.02485282  |{0.00024064 |
sb|0A045 H Reset all “ Calculate J
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Based on the results of the hypothesis test in Tablg tLtns out that the variables of organizational
justice perception, perceived organizational support andipgmohesion are antecedertts work
engagement. The variable perception of organizationatguitithe strongest predictor variable on work
engagement, and the weakest predictor is the perceivetizatganal support variable. Transformational
leaderships not ableto explain work engagement.

Based on the results of the Sobel test, it turnshattthe p-value < 0.005 means that Transformational
Leadership mediates the relationship between Perc@ingahizational Support and Work Engagement.

Employee work engagement is a condition in which a penssna positive mind, so that he is able to
express himself optimally in doing work and can display emdbmrs (vigor), dedication (dedication), and
absorption of work (absorption) (Schaufeli & Bakker, 2003). elopagement is an important thing to study
because employees who have high work engagement witlupe good performance, and ultimately
organizational goalsanbe achieved (Satata, 2021).

According to Schaufeli (2012), employee work engagemiantonsidered the positive antithesi$
burnout, employees who are active with enthusiasm andéhpuesitive relationship with their work, will not
feel stressed and will see their work as a challenerefore, Engagement is characterized by the energy,
involvement, and efficacy of employees, where these ttitiegs are the direct opposite of the burnout
dimension, namely fatigue, cynicism, and reduced achievefiiasiach & Leiter, 2012).

Employees who have work engagement and are accompanigdobly self-efficacy will have good
personal initiative in doing work, which in turn leads to higmetividual performance (Lisbona, Palaci,
Salanova, & Frese, 2018). Bakker and Demerouti (2008) add thatales several reasons that employees
who are engaged with their work perform better than empsoyb® are not engaged. This can be seen from
the positive emotions that are often experienced by emgdogmployees have better health, employees can
create their own work resources and personal resoweddinally employees can indirectly "transmit" their
attachmentso other employees.

Noor, Robiansyah & Syaharuddin (2020) reveal that each dinmen§itihe perception of organizational
justice, namely the perception of distributive, procedwmad] interactional justice is a factor that can be an
artecedent for employee work engagement. This statement is seghpgrresearch by Roy & Tiwari (2020)
which reveals that there is a strong and positivdioelship between perceptions of organizational justice a
employee work engagement, aitdis also explained that perceptioms distributive, procedural, and
interactional justice are interrelated with each otherceptions of distributive and interactional justice have
more influence than perceptiooprocedural justice.

There are several studies that also support the influehqeerceptions of organizational justice
employee work engagement, howevernthere are differentsasldtted to the dimensions that exist in the
perception of organizational justice on employee work engager®zer, Ugurluoglu & Saygili (2017) claim
that an increase in the perception of organizationalkpidti turn significantly affects the level of employee
work engagement, the most significant influeréom the perceptiomf procedural justice, then followed
by the perception of distributive and interactional justideent, Lyu (2016) said that the three dimensions of
perceived organizational justice, namely perceptions afluistve, procedural, and interactional justice have
a positive effecton employee work engagement. Meanwhile, Alvi and Abb@€i12), show that the
perceptiorof distributive justice has a significant positive effeatemployee work engagement.

In addition, there are other factors that can affect eyeplovork engagement, one of which is the
leadership style possessed by leadersan organization. Accordingo Datche and Mukulu (2015),
transformational leadership style has a positive ioelahip with employee work engagement. This is also
supported by the research of Bui, Zeng, and Higgs (2017)rtretfarmational leadership has a significant
influence on employee work engagement, and therefore, teadltr transformational leadership styles can
redesign the work context so that work becomes moraingfal, and ultimately can reduce organizational
losses caused by unattached employees (Ghadi, Fernandpu&, @a13).

WWw.ijrp.org
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Leadership is considered an important and inevitable agpettte progress of an organization. Leaders
with a transformational leadership style create greatgagement in the work of their members resulting in
higher efficiency and satisfaction, thereby increasing overall levelof employee engagemeim the
organization (Singh, 2019). It is known that the transforonati leadership style shown by superiors in an
organization can make employees more attached to theizaan (Permadi, Musadieq, & Prasetya, 2018).
Therefore, it can be said that organizational leadaust have transformational attributes and have good
relationships and communication with employees becauserseaih transformational leadership styles can
inspire employeeto achieve the expected results, and this gives employeewiifidenceto do a job. and
the abilityto make decisions (Khan, Rehmat, Butt, Farooqi, & Asim, 2020).

Furthermore, Bernarto, Bachtiar, Sudibjo, Suryawan, Purwa&toAsbari (2020) revealed that
transformational leadership applied by leaders in an org#nizean increase the perception of employee
organizational support for the organization. Transforomati leadership can result in greater involvement in
employees' work (Toufaili, 2017) and make employees feel numeosted and valued by the organization,
and ultimately can increase employees' emotionalchatiant to the organization. Thids because
transformational leadership is known to have a sicguifi positive relationship with intrinsic motivation and
also employee performance (Khan, Rehmat, Butt, Farooqisiga A2020).

Transformational leaders are leaders who can motthgie employees to work for a common goal and
for higher self-actualization needs. Transformationadées can inspire group members with future
organizational goals and this can have an effect in the gages of forming cohesiveness group, namely
achieving a common goal (Pillai & Williams, 2004). Tramsfational leadershipcan affect group
cohesiveness, which in turn can increase the groupsntitin the organization (Garcia-Guiu, Moya,
Molero, & Moriano, 2016).

It is known that competitiorin organizationsis neededto achieve the vision and missiarf the
organization, where to develop these relationships rexqyairerocess of reciprocal relations between the
organization and employees. The employee's perception ofrdhaization where he works, describes the
opinion of the employee about the organization where dr&sy Organizational justice which consists of
dimensions of distributive, interpersonal, and informralqustice has a higher influence on individuals who
have a high level of work group cohesion (Andrews, Kacnrat, Blakely, 2008). Ismail, Baki, and Omar
(2018)also reveal that organizational justice felt by employees organizationcan contributeto the level
of group cohesiveness in the organization, where involvebaineen employees and their environment can
affect one aspedcif organizational behavior, namely group cohesiveness.

4. Conclusion

The model of this research provides a very large empiraaribution, all exogenous variables have a
significant effect on employee work engagement in ES@ printing business in Indonesia. Only one
variable namely transformational leadership has no impagtork engagement. It indicates that many of the
demonstrations that reveal are suspeaédbeing non- transformational leadership, the possibibity
transactional leadership, need further research.

This research provides insight and useful input for the dpretnt of business psychology. This research
is also expected to be a material for learning and appthii@@mployee engagement model and developing
the field of study in the field of Industrial and Organiaatl Psychology. The results of this study provide
some recomendationf®r considerationin formulating policies related to the managemehtemployee
engagement and placemeot directors or leadership positionsn State-Owned Enterprises (BUMN),
especially SOE# the field of printing security documents witiin operational permit from BINRI through
fit and proper test.
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