https://research.e-siber.org/SJAM,                                          
Vol. 1, No. 3, October-December 2023

[image: image1.png]SSN:2987 1069
fsg* Siber Journal of T -

7 Advanced Mulhdnscnplmary: -»‘fAM)

©+62 812 1046 7572 ® -siber.org & h il.com ® Jalan Marina Indah Raya No. 1 Pantai [ndah Kapuk, Kamal Mye n, Jakarta Utara, Indonesia





DOI: https://doi.org/10.38035/sjam.v1i3
Received: October 24th, 2023, Revised: November 13th, 2023, Publish: December 07th, 2023
https://creativecommons.org/licenses/by/4.0/
Analysis of Job Satisfaction and Work Engagement Impact on Productivity Mediated by Employee Performance: Empiric Study on Profit Organization
Tubagus Hedi Saepudin1, Didin Sjarifudin2, Fried Sinlae3  

1)Bhayangkara Jakarta Raya university, Indonesia, email: tubagus.hedi@dsn.ubharajaya.ac.id
2)Bhayangkara Jakarta Raya university, Indonesia, email: didin.sjarifudin@dsn.ubharajaya.ac.id 

3)Bhayangkara Jakarta Raya university, Indonesia, email: fried.sinlae@dsn.ubharajaya.ac.id
Corresponding Author: Tubagus Hedi Saepudin1
Abstract: The purpose of this paper is to increase understanding of the elements that influence employee performance and provide practical guidelines for organizations in an effort to improve the productivity and job satisfaction of their employees. This paper uses quantitative research methods with analysis techniques using SPSS 25, where the object of research in a profit organization in East Jakarta with a sample of 42 random sampling. The analysis test uses T test, F test, Pearson correlation. Based on the results that have been displayed, it can be seen that Job Satisfaction (X1) has a significant effect on Productivity (Y), Work Engagement (X2) is not affected by Productivity (Y), and the variable Employee Engagement (X3) has no effect on Productivity (Y). While simultaneously from the calculation results, Job Satisfaction (X1), Work Engagement (X2), Employee Performance (Z), simultaneously affect Productivity (Y), while the rest is influenced by other factors not examined. The results of this study make a real contribution to the object and also for other researchers who will continue or research in the future.
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INTRODUCTION


Current phenomena create new challenges and opportunities in human resource management and productivity management. In today's world of work, we continue to witness dramatic changes in the business environment, technology, and organizational dynamics. Information technology, globalization, and changing employee expectations have had a significant impact on the way companies operate and how employees interact with their work. These phenomena have created new challenges and opportunities in human resource management and productivity management. More and more companies are realizing that productivity does not only depend on physical actions or external factors, but is also strongly related to psychological aspects such as job satisfaction and work engagement. (Imonikhe, 2022). In this context, we see a phenomenon where organizations try to increase productivity through managing employee job satisfaction and work engagement as part of their management strategy. 

In an increasingly competitive and dynamic era, work productivity is a key factor in organizational success. Employee productivity has a significant impact on the end result of a company, and therefore, organizations in general are interested in understanding the factors that can influence and improve employee productivity (Gomathy, 2022). In an effort to achieve this goal, research on the impact of job satisfaction, work engagement, and employee performance has become an increasingly important topic in the field of human resource management. Job satisfaction is an individual's evaluation of their job, which includes positive or negative feelings and attitudes toward their job (Coughlan et al., 2014). Instead, work engagement reflects employees' level of attachment, motivation, and dedication to their work and the organization they work for (R. A. Roberts, 2020). Job satisfaction and work engagement are two psychological aspects that have been shown to have a significant effect on employee performance (Abdulrahman et al., 2022).

Previous research from (Yandi & Havidz, 2022) Studies have shown that employees who are satisfied with their jobs and feel engaged in their tasks tend to perform better. However, the question that still needs to be answered is how the relationship between job satisfaction, work engagement and employee performance can explain its impact on overall organizational productivity. Employee performance will be significant if companies ensure that the implementation of job redesign involves the employees concerned and increases their job satisfaction (Siengthai & Pila-Ngarm, 2016). In the study of (Mira et al., 2019) stated an insignificant relationship between HR practices and employee job satisfaction, but did not report any significant mediating role of employee job satisfaction between HR practices and employee performance. Another study from (J. A. Roberts & David, 2020). There are also studies from (Eliyana et al., 2019) with the finding that transformational leadership does not have a significant impact on work performance when intervened by organizational commitment, and also does not have a direct impact on work performance.

A study from (Hewagama et al., 2019) relating to employee performance and job satisfaction in the hospitality field with the finding of developing job competencies, which then relates to service recovery performance and job satisfaction. From the above phenomena, to support this paper, these two variables are continued. Other variables in this study will be elaborated from proprietary studies (Govender et al., 2022; Priyadarshi et al., 2022) stated that the majority of workers at various banks were satisfied with their jobs after the merger. They are happy with various aspects of the job that may affect employee job satisfaction. Another study states Job engagement, defined as the emotional involvement an employee has with his or her job, has been found to have a positive influence on productivity (Abdulrahman et al., 2022). According to (Gomathy, 2022) in his research results found that job satisfaction, which is the level of satisfaction an employee has with his job, has also been found to have a positive impact on productivity.

In addition, high-performance work systems have been found to positively impact employee attitudinal outcomes such as work engagement, job satisfaction, and affective commitment, which in turn can increase productivity (Padamata & Vangapandu, 2023). It has also been found that total reward systems can have a positive impact on job satisfaction, employee productivity, and financial performance (Tarigan et al., 2022). In another study it was stated that Research has shown that job satisfaction and work engagement can mediate the relationship between human capital, work-life balance, and work discipline to work productivity (Widyastuti & Pogo, 2022). Overall, it is clear that job satisfaction and work engagement are important factors that can affect employee productivity, and organizations should strive to create a work environment that encourages these attitudes. More and more companies are realizing that productivity depends not only on physical actions or external factors, but is also strongly linked to psychological aspects such as job satisfaction and work engagement. In this context, we see a phenomenon where organizations try to increase productivity through managing employee job satisfaction and work engagement as part of their management strategy.

Although research has identified positive relationships between job satisfaction, work engagement, and employee performance, there are some knowledge gaps that need to be addressed. One gap is the lack of understanding of the mechanisms of how job satisfaction and work engagement affect productivity in more detail. There is a need to shed light on whether employee performance serves as a mediator in this relationship. In addition, there is little research that combines the concepts of job satisfaction, work engagement, employee performance, and productivity in one unified framework. Therefore, this study aims to fill the gap by providing a comprehensive analysis of how these factors relate to each other.

The novelty in this study is the comprehensive approach to understanding the relationship between job satisfaction, work engagement, employee performance, and productivity. We will present empirical evidence that strengthens these relationships and prove that employee performance acts as a mediator in the effect of job satisfaction and work engagement on productivity. In addition, this paper will also add to our understanding of how companies can optimize their productivity by focusing on the psychological aspects of employees. The results of this study will provide practical guidance for managers and organizational leaders in managing their human resources to achieve better productivity. This paper will also provide insights for future researchers who are interested in further exploring the relationship between psychological variables and organizational performance. As such, this study is expected to make an important contribution to the human resource management literature and influence better management practices in the ever-changing world of work.

The purpose of this paper is to increase understanding of the elements that influence employee performance and provide practical guidelines for organizations in an effort to improve the productivity and job satisfaction of their employees.
METHOD
This paper uses quantitative research methods with analysis techniques using SPSS 25, where the object of research in profit organizations in East Jakarta with a sample of 42 random sampling. The analysis test uses the T test, F test, Determination Correlation.
RESULTS AND DISCUSSION
Based on the data that has been collected, both from primary and secondary research, an overall picture of the research results is obtained. The data has been processed using information collected through data collection instruments. In accordance with the predetermined number of respondents, 42 questionnaires were distributed and all were returned. After the questionnaires were sorted, it was found that they met the criteria and could be analyzed. Then, data analysis and interpretation were carried out using SPSS 25.00 for Windows computer software to answer the research questions that had been formulated earlier. The research results provide insight into each variable studied, namely Job Satisfaction (X1), Work Engagement (X2), Employee Performance (Z) and Productivity (Y). This information will be further explained in the next data description section. The validity test results for each variable are as follows: [You can provide specific validity test results in this section if needed:
Tabel 1. Job Satisfaction Variable Validity Test Results (X1)
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	30
	1
	2.3
	2.4
	2.4

	
	34
	1
	2.3
	2.4
	4.8

	
	35
	1
	2.3
	2.4
	7.1

	
	36
	2
	4.7
	4.8
	11.9

	
	37
	2
	4.7
	4.8
	16.7

	
	38
	3
	7.0
	7.1
	23.8

	
	39
	1
	2.3
	2.4
	26.2

	
	40
	6
	14.0
	14.3
	40.5

	
	41
	3
	7.0
	7.1
	47.6

	
	42
	3
	7.0
	7.1
	54.8

	
	43
	5
	11.6
	11.9
	66.7

	
	44
	1
	2.3
	2.4
	69.0

	
	45
	2
	4.7
	4.8
	73.8

	
	46
	4
	9.3
	9.5
	83.3

	
	47
	4
	9.3
	9.5
	92.9

	
	49
	1
	2.3
	2.4
	95.2

	
	50
	2
	4.7
	4.8
	100.0

	
	Total
	42
	97.7
	100.0
	

	Missing
	System
	1
	2.3
	
	

	Total
	43
	100.0
	
	


Source: Researcher, SPSS 25


The results of the variable validity test showed that out of a total of 42 questionnaires distributed, all (100%) proved to be valid. This indicates that the next steps in the data analysis process can be continued.
Table. 2. Results of the Work Engagement Variable Validity Test
	Work Engagement

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	28
	1
	2.3
	2.4
	2.4

	
	32
	1
	2.3
	2.4
	4.8

	
	34
	3
	7.0
	7.1
	11.9

	
	35
	1
	2.3
	2.4
	14.3

	
	37
	2
	4.7
	4.8
	19.0

	
	38
	1
	2.3
	2.4
	21.4

	
	39
	4
	9.3
	9.5
	31.0

	
	40
	5
	11.6
	11.9
	42.9

	
	41
	3
	7.0
	7.1
	50.0

	
	42
	1
	2.3
	2.4
	52.4

	
	43
	4
	9.3
	9.5
	61.9

	
	44
	2
	4.7
	4.8
	66.7

	
	45
	1
	2.3
	2.4
	69.0

	
	46
	2
	4.7
	4.8
	73.8

	
	47
	3
	7.0
	7.1
	81.0

	
	48
	3
	7.0
	7.1
	88.1

	
	49
	3
	7.0
	7.1
	95.2

	
	50
	2
	4.7
	4.8
	100.0

	
	Total
	42
	97.7
	100.0
	

	Missing
	System
	1
	2.3
	
	

	Total
	43
	100.0
	
	


Source: SPSS 25

The results of the variable validity test showed that out of a total of 42 questionnaires distributed, all (100%) proved to be valid. This indicates that the next steps in the data analysis process can be continued.
Table 3. Employee Performance Variable Validity Test Results
	Employee Performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	25
	1
	2.3
	2.4
	2.4

	
	33
	1
	2.3
	2.4
	4.8

	
	34
	4
	9.3
	9.5
	14.3

	
	35
	3
	7.0
	7.1
	21.4

	
	37
	1
	2.3
	2.4
	23.8

	
	38
	1
	2.3
	2.4
	26.2

	
	39
	1
	2.3
	2.4
	28.6

	
	40
	7
	16.3
	16.7
	45.2

	
	41
	4
	9.3
	9.5
	54.8

	
	42
	1
	2.3
	2.4
	57.1

	
	43
	1
	2.3
	2.4
	59.5

	
	44
	1
	2.3
	2.4
	61.9

	
	45
	2
	4.7
	4.8
	66.7

	
	46
	5
	11.6
	11.9
	78.6

	
	47
	2
	4.7
	4.8
	83.3

	
	48
	2
	4.7
	4.8
	88.1

	
	49
	5
	11.6
	11.9
	100.0

	
	Total
	42
	97.7
	100.0
	

	Missing
	System
	1
	2.3
	
	

	Total
	43
	100.0
	
	


Source: SPSS 25

The results of the variable validity test showed that out of a total of 42 questionnaires distributed, all (100%) proved to be valid. This indicates that the next steps in the data analysis process can be continued.
Table 4. Productivity Variable Validity Test Results
	Productivity

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	30
	1
	2.3
	2.4
	2.4

	
	34
	1
	2.3
	2.4
	4.8

	
	35
	1
	2.3
	2.4
	7.1

	
	38
	4
	9.3
	9.5
	16.7

	
	39
	2
	4.7
	4.8
	21.4

	
	40
	7
	16.3
	16.7
	38.1

	
	41
	6
	14.0
	14.3
	52.4

	
	42
	4
	9.3
	9.5
	61.9

	
	43
	3
	7.0
	7.1
	69.0

	
	45
	4
	9.3
	9.5
	78.6

	
	46
	3
	7.0
	7.1
	85.7

	
	47
	1
	2.3
	2.4
	88.1

	
	48
	1
	2.3
	2.4
	90.5

	
	49
	3
	7.0
	7.1
	97.6

	
	50
	1
	2.3
	2.4
	100.0

	
	Total
	42
	97.7
	100.0
	

	Missing
	System
	1
	2.3
	
	

	Total
	43
	100.0
	
	


Source: SPSS 25

The results of the variable validity test showed that out of a total of 42 questionnaires distributed, all (100%) proved to be valid. This indicates that the next steps in the data analysis process can be continued.
Classical Assumption Test
Tabel 5. Multicollinearity Test Results
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	15.154
	5.758
	
	2.632
	.012

	
	Job Satisfaction
	.356
	.135
	.379
	2.639
	.012

	
	Work Engagement
	.207
	.132
	.261
	1.559
	.127

	
	Performance
	.079
	.125
	.105
	.630
	.532

	a. Dependent Variable: Productivity



Source: SPSS 25
From the results of the Multicollinearity Test, it is concluded that the regression model in this study does not contain multicollinearity.
Multiple Linear Regression Analysis
Table 5. Multicollinearity Test Results
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	15.154
	5.758
	
	2.632
	.012

	
	Job Satisfaction
	.356
	.135
	.379
	2.639
	.012

	
	Work Engagement
	.207
	.132
	.261
	1.559
	.127

	
	Performance
	.079
	.125
	.105
	.630
	.532

	a. Dependent Variable: Productivity



Source: SPSS 25
Based on the calculations in the coefficient table above, it can be identified that the regression equation is as follows:


Y = 15.154 + 0,356 X1 + 0,207 X2 + 0,079 Z
It can be explained as follows:
a. Constant Value a = 15,154, it means that if the variables of job satisfaction, work engagement, employee performance are zero then Productivity is negative by 15,154.

b. Regression coefficient of job satisfaction b1 = 0.356, it means that if job satisfaction increases by one, the productivity value will also increase by 0.356.
c. The work engagement regression coefficient b2 = 0.207, which means that if the value increases by one, the Productivity value will also increase by 0.356.

d. Coefficient of employee performance b3 = 0.079, it can be interpreted that if the value of employee performance increases by one, the value of productivity will also increase by 0.079.
T Test
Table 6. T test results
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	15.154
	5.758
	
	2.632
	.012

	
	Job Satisfaction
	.356
	.135
	.379
	2.639
	.012

	
	Work Engagement
	.207
	.132
	.261
	1.559
	.127

	
	Performance
	.079
	.125
	.105
	.630
	.532

	a. Dependent Variable: Productivity



Source: SPSS 25
Effect of Job Satisfaction (X1) on Productivity (Y)
Based on the coefficients table above, the t count value for the Job Satisfaction (X1) variable is 2.632, while the t table value for N = 42 is 1.660. So 2.632 > 1.660, then H0 is rejected and Ha is accepted, it can be stated that Job Satisfaction (X1) has a significant effect on Productivity (Y).
Effect of Work Engagement (X2) on Productivity (Y)

Based on the coefficients table above, the t count value for the Work Engagement (X2) variable is 5.282, while the t table value for N = 42 is 1.559. So 1559 < 1.660, then, it can be concluded that partially the Work Engagement (X2) variable is not affected by Productivity (Y).
Effect of Employee Performance (Z) on Productivity (Y)
Based on the coefficients table above, the t count value for the Employee Performance (Z) variable is 0.630, while the t table value for N = 42 is 1.660. So 0.630 < 1.660, it can be concluded that partially the Employee Engagement variable (X3) has no effect on Productivity (Y).
F Test
Table 7. T-test Results
	A N O V Aa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	268.048
	3
	89.349
	7.320
	.001b

	
	Residual
	463.856
	38
	12.207
	
	

	
	Total
	731.905
	41
	
	
	

	a. Dependent Variable: Productivity

	b. Predictors: (Constant), Performance, Job Satisfaction, Work Engagement




Source: SPSS 25
From the table above, the ANOVA test results show an F-count value of 7,320, which is greater than the F-table value. Therefore, it can be concluded that Job Satisfaction (X1), Work Engagement (X2), and Employee Performance (Z) together or simultaneously have a positive influence on Productivity (Y).
Coefficient of Determination 
Table 8. Model Summary
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.605a
	.366
	.316
	3.494

	a. Predictors: (Constant), Performance, Job Satisfaction, Work Engagement




Source: SPSS 25
From the table above, a joint test was conducted among the three variables, and based on the Model Summary table, an R Square value of 0.366 was obtained. This indicates that 36.6% of the variation in Job Satisfaction (X1), Work Engagement (X2), Employee Performance (Z), simultaneously affects Productivity (Y), while the rest is influenced by other factors not studied.
CONCLUSION
Based on the results that have been displayed, it can be seen that Job Satisfaction (X1) has a significant effect on Productivity (Y), Work Engagement (X2) is not affected by Productivity (Y), and the variable Employee Engagement (X3) has no effect on Productivity (Y).

While simultaneously from the calculation results, Job Satisfaction (X1), Work Engagement (X2), Employee Performance (Z), simultaneously affect Productivity (Y), while the rest is influenced by other factors not examined. The results of this study make a real contribution to the object and also for other researchers who will continue or research in the future.
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