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INTRODUCTION 
 
 

The engagement of employee to the company is one of the 
most important components in order to realize the company's 
vision, mission, programs and targets. It also can increase 
productivity, performance and maintain the loyalty of all 
employees and especially the best employees owned by the 
company. To find out the level of employee engagement, PT. 
GMF AeroasiaTbk has conducted an Employee Effectiveness 
Survey starting from 2011 to 2019. The survey is con
every two years. The graph above is the result of employee 
engagement survey at PT. GMF Aeroasia which was carried 
out from 2011 to 2019. The value of employee engagement in 
2011 was 75.76%, in 2013 it was 74.7%, in 2015 it was 71%. 
From the results of the survey above shows a decrease in the 
level of employee attachment from 2011 to 2015. In 2017 the 
value of employee engagement increased from the previous 
year to 74.5%. However, the survey results in 2019 showed a 
very drastic reduction in employee engagement and lower than 
the results previous surveys namely 67.5%. 
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ABSTRACT 

The purpose of this study is to determine and analyze the influence of 
and compensation to the employee engagement of PT. Garuda Maintenance Facility Aeroasia Tbk 
which has an Aircraft Maintenance Engineer License. Source of data comes from primary and 
secondary data. Primary data is taken from the distribution of questionnaires, while secondary data 
from journals, company annual reports and books. Data distributed to 327 employees. The sampling 
technique uses simple random sampling. Data analysis used causal studies with multiple linear 
regression analysis, validity and reliability tests. The results of multiple regression analysis, partially 
and simultaneously on employee engagement variables. Of all the variables studied, compensation 
was the variable that had the most dominant influence on emp
suggests that there is a review and adjustment between the compensation given and the risk and 
workload of employees who have an Aircraft Maintenance Engineer License. With the compatibility 
between compensation and risk and workload, employees will feel fairness which results in peace of 
work and increased employee engagement. The results of multiple linear regression analysis, the 
results of the t test and f test show that leadership, career development and compensation ha
positive and significant effects both partially and simultaneously on the engagement of employees 
who have an Aircraft Maintenance Engineer License at PT. Garuda Maintenance Facility Aeroasia

Purba. This is an open access article distributed under the Creative
 in any medium, provided the original work is properly cited. 

The engagement of employee to the company is one of the 
most important components in order to realize the company's 
vision, mission, programs and targets. It also can increase 

and maintain the loyalty of all 
employees and especially the best employees owned by the 
company. To find out the level of employee engagement, PT. 
GMF AeroasiaTbk has conducted an Employee Effectiveness 
Survey starting from 2011 to 2019. The survey is conducted 

The graph above is the result of employee 
engagement survey at PT. GMF Aeroasia which was carried 
out from 2011 to 2019. The value of employee engagement in 
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Source: Employee Effectiveness Survey PT. GMF Aeroasia

Graph 1.1 Results of employee engagement surveys
 

LITERATURE REVIEW 
 
Leadership: According to Priyono (2010:119), leadership is a 
way of how a leader uses its influence to achieve 
organizational goals through good relations with subordinates. 
Furthermore, according to Wibowo 
basically the ability of leaders to influence, motivate, 
encourage and facilitate the activities of all human resources to 
provide the best commitment and contribution to achieve 
organizational goals. 
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Career development: According to Gunawan and Nur 
(2016:46), career development is an ongoing process of an 
individual through a series of levels that are formally designed 
by organizations or companies that have a focus on developing 
human resources in meeting organizational needs. Furthermore 
according to Zainal et al (2018:212). Career development is the 
process of increasing individual work skills achieved in order 
to achieve the desired career. 
 

Compensation: According to Farida E. (2018: 83), 
Compensation is a remuneration provided by an organization / 
company to employees who can be financial and non-financial, 
in a fixed period.  

 

That a good compensation system will be able to provide 
satisfaction for employees and enable companies to obtain, 
hire and retain employees. Furthermore according to Priyono 
and Marnis (2008:223) Compensation is all income in the form 
of money or goods directly or indirectly received by 
employees in return for services provided to the company. 
 
Employee engagement: According to Linda and Geoffrey 
(2012:7) employee engagement is a feeling of commitment, 
enthusiasm and energy which translates into a high level of 
persistence even with the most difficult tasks, exceeding 
expectations and taking initiative.According to Bakker, 
Schaufeli, Leiter and Taris (2010:2) employee engagement is 
employees who have high energy levels and are involved with 
enthusiasm in their work. 
 
Research purposes: Based on the background and 
formulation of the problems outlined above, the purpose of the 
research to be carried out is to find out: 
 
 The effect of leadership on the engagement of employees 

who have an Aircraft Maintenance Engineer License at 
PT. Garuda Maintenance Facility Aeroasia Tbk 

 Effect of career development on the engagement of 
employees who have an Aircraft Maintenance Engineer 
License at PT. Garuda Maintenance Facility Aeroasia 
Tbk 

 The effect of compensation on the attachment of 
employees who have an Aircraft Maintenance Engineer 
License at PT. Garuda Maintenance Facility Aeroasia 
Tbk 

 Effect of leadership, career development and 
compensation together on the engagement of employees 
who have an Aircraft Maintenance Engineer License at 
PT. Garuda Maintenance Facility AeroasiaTbk 

 
Framework: Leadership, career development and 
compensation are variables that can affect employee 
engagement. So that the positive impact on employee 
performance and will certainly have an impact on the progress 
of the company. Anitha J. (2014) research journal results, 
leadership, career development and compensation have a 
significant effect on employee engagement 
 
 

Hypothesis: Hypothesis is a temporary answer or provisional 
estimation of a research problem that has been formulated 
based on the theories used and related to support the discussion 
of variables. Based on the formulation of the research problem, 
the hypotheses put forward include: 

 
 

Table 1.1 Framework 
 

H1: Leadership has a positive and significant effect on the 
engagement of employees who have  
 
an Aircraft Maintenance Engineer License 
H2: Career development has a positive and significant effect 
on the engagement of employees who have an Aircraft 
Maintenance Engineer License 
 
H3: Compensation has a positive and significant effect on the 
engagement of employees who have an Aircraft Maintenance 
Engineer License 
 
H4: Leadership, career development and compensation 
together have a positive and significant effect on the 
engagement of employees who have an Aircraft Maintenance 
Engineer License 
 

RESEARCH METHODS 
 
Types of research: The design of this study uses causal 
studies. In causal studies, researchers are interested in 
explaining one or more factors that cause problems. In other 
words, the intention of the researcher to conduct a causal study 
is to be able to state that the variable X causes the variable Y. 
So if the variable X is removed or changed in a certain way, 
the problem Y is solved. 
 
Population and Sample: The population of this study is 
aircraft technicians who have an Aircraft Maintenance 
Engineer License (AMEL) of PT. GMF AeroasiaTbk with 
1787 employees. The number of samples to be the object of 
research is determined based on the calculation of the Slovin 
formula, with a tolerable error rate of 5%.Based on the formula 
above, a minimum sample of 327 respondents can be drawn 
from the population. The selection of respondents will be done 
by simple random sampling which is a way of taking samples 
from a homogeneous population that is aircraft technicians 
who have an Aircraft Maintenance Engineer License. 
 
Method of collecting data: Primary data obtained by 
researchers through the filling out of the questionnaire by 327 
aircraft technician respondents who have an Aircraft 
Maintenance Engineer License (AMEL) at PT. GMF 
AeroasiaTbk. Secondary data researchers obtained from the 
official website of PT. GMF AeroasiaTbk, company Annual 
Report, company Sustainability Report and national and 
international scientific journals. The study was conducted at 
PT. GMF AeroasiaTbk located in Tangerang Soekarno-Hatta 
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Airport office area. The data collection technique is done by 
distributing questionnaires to 327 respondents who are aircraft 
technicians who have an Aircraft Maintenance Engineer 
License (AMEL). In order to avoid the use of paper and to 
utilize available technology and time efficiency, the 
distribution and filling of questionnaires was carried out using 
Google forms which were sent directly to all respondents using 
email and whatsapp applications. The measurement scale used 
in this study is a Likert scale with statements on a five-point 
scale with the following guidelines: (1) Strongly Disagree (2) 
Disagree (3) Neutral (4) Agree (5) Strongly Agree. 
 
Data analysis method Test research instruments: The 
research instrument is used to measure the value of variables to 
be studied. Instrument testing includes testing the validity and 
reliability of the instrument. To test the level of validity is an 
internal variable, which is to test whether there is a match 
between parts of the instrument as a whole. To measure it 
using item analysis, measurement in item analysis is by means 
of all existing scores then correlated using the product moment 
correlation formula. Reliability is actually a tool to measure a 
questionnaire which is an indicator of a variable or construct. 
A measurement may be reliable but invalid, but a measurement 
cannot be said to be valid if it is not reliable. Reliability test 
uses the Cronbach Alpha correlation formula. 
 
Descriptive analysis of variables: In this research the 
descriptive analysis used is descriptive analysis of percentages 
to find a description of each research variable. Descriptive 
percentage analysis is used to describe the percentage of each 
independent variable, namely the leadership variable, career 
development variable, compensation variable and the 
dependent variable, employee engagement. 
 
Classic assumption test: The classic assumption test aims to 
ensure there are no symptoms of classic assumption deviations 
such as multicollinearity, autocorrelation, heteroskedacity and 
normally distributed data. 
 
Hypothesis testing 
 
Multiple linear regression analysis: In this study, multiple 
linear regression analysis aims to determine the effect of 
leadership (X1), career development (X2) and Compensation 
(X3) on employee engagement (Y). 
 
T test (partial): T test is used to test the variables that 
influence between X1, X2, X3 on Y individually (partial). 
 
F test (simultaneous): The statistical test f basically shows 
whether all independent or independent variables included in 
the model have an influence together on the dependent variable 
 
Analysis of the coefficient of determination: The coefficient 
of determination (R²) basically measures how far the model's 
ability to explain variations in independent variables. The 
coefficient of determination is between zero and one. A small 
value (R²) means that the ability of independent variables in 
explaining the variation of the dependent variable is very 
limited. A value close to one means that the independent 
variables provide almost all the information needed to predict 
variations in the independent variable. 
 
Correlation between dimensions: Correlation between 
dimensions is used as a basis for knowing the dimensional 

relationship of the independent variable to the dependent 
variable 
 

RESEARCH RESULTS AND DISCUSSION 
 
Characteristics of Respondents: Characteristics of 
respondents in this study based on employment, education, 
years of service, position and license owned. The 
characteristics of the research respondents described as 
follows: 

 
Table 1.2 Characteristics of respondents 

 

 
 

Test results for validity and reliability: Validity test aims to 
determine the extent to which the gauges really measure what 
should be measured. An instrument is said to be valid if the 
instrument can be used to measure what should be measured. 
Data is said to be valid if the calculated r value is greater than 
the r table value.  
 
A questionnaire is said to be reliable or reliable if a person's 
answer to a question is consistent or stable from time to time. 
The reliability test criteria with the Alpha Cronbach formula 
are if r-count> r-table, then the measurement tool is reliable 
and vice versa, if r-count <r-table, then the measurement tool 
is not reliable. The results of validity and reliability tests are in 
table 1.3 below. 
 

Table 1.3 Test results for validity and reliability 
 

 
 

Results of descriptive analysis of variables: Descriptive 
analysis is presented using the average scale on each indicator 
(question) studied.  Descriptive analysis of leadership 
variables, career development, compensation and employee 
engagement can be seen in the table below: 

 

Table 1.4 Results of descriptive variable analysis 
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Classic assumption test results  
 

Normality test: Table 1.5 above is the result of normality test 
using the Kolmogrov Smirnov formula, the significance value 
is 0.200> 0.05, it can be concluded that the residual value is 
normally distributed. 
 

Table 1.5 Test results for normality 
 

 
 

Multicollinearity Test: Table 1.6 above is the 
multicollinearity test results whose results are the Tolerance 
value of Leadership variable (X1) of 0.490 greater than> 0.10, 
so there is no multicollinearity, the Career Development 
Tolerance (X2) value of 0.472 is greater than> 0.10, so there is 
no multicollinearity, the value of multicollinearity does not 
occur, the Career Development Tolerance (X2) value is 0.472 
greater than> 0.10. Compensation tolerance variable (X3) of 
0.519 is greater than> 0.10, it means that there is no 
multicollinearity VIF value of Leadership variable (X1) of 
2,040 is smaller than <10.00 so there is no multicollinearity, 
VIF value of Career Development variable (X2) 2.117 is 
smaller than <10.00 then multicollinearity does not occur, VIF 
value of Compensation variable (X3) is 1,928 smaller than 
<10.00 then it means there is no multicollinearity. 

 

Table 1.6 Multicollinearity test results 
 

 
 

Heteroscedasticity Test Graph 1.2 Heteroscedasticity test 
results Graph 1.2 is a Scatterplot method, the data points 
spread above and below or around the number 0, the points do 
not collect only above or below it, the spread of data points 
does not form a wavy pattern, widens then narrows and widens 
again, the spread of points data points are not patterned, with 
the above characteristics, it can be concluded that 
Heteroscedasticity does not occur. 
 

 
 

Graph 1.2 Heteroscedasticity test results 

Hypothesis testing  
 
Multiple linear regression analysis: The following is a 
summary table showing the multiple linear regression analysis 
of data processing in this study: 
 

Table 1.7 Multiple Linear Regression Analysis (3 variables) 
 

 
 
Table 1.7 above shows that among the three variables 
(leadership, career development and compensation) that have 
the greatest influence on employee engagement can be seen in 
the value of B or the highest regression coefficient generated 
by the compensation variable of 0.424 means that the greater 
the compensation provided by the company, the more high 
level of engagement of employees who have an Aircraft 
Maintenance Engineer License (AMEL). Next is the leadership 
variable also has a positive value of 0.128 which means that if 
leaders have good leadership, employee engagement will 
increase. Finally, career development variables have a value of 
0.114, which means that career development can increase the 
engagement of employees who hold an Aircraft Maintenance 
Engineer License (AMEL).  
Model testing is done using multiple linear regression analysis. 
Based on the hypothesis made, the following equation is 
obtained: 
 
Y= -0.781+0.128X1+0.114X2+0.424X3+0.05  
 
The interpretation of the multiple linear regression equation is 
as follows: 
 

 
 Constant = -0.781 means that if the leadership variable 

(X1), career development (X2) and compensation (X3) 
are fixed (no change or constant) then the consistency 
value of employeeattachment (Y) is -0.781. 

 The leadership variable regression coefficient (X1) of 
0.128 means that if each leadership variable is increased 
by 1 unit, the employee engagement variable will 
increase by 0.128 units. Positive coefficient means that 
there is a direct relationship between leadership and 
employee engagement. When the leadership of the 
leaders in this company is good, employees will be 
increasingly bound to the company. 

 The regression coefficient of career development 
variables (X2) of 0.114 means that if each career 
development variable is increased by 1 unit, the employee 
engagement variable will increase by 0.114 units. 
Positive coefficient means that there is a direct 
relationship between career development and employee 
engagement. When career development at this company 
is good the employees will be increasingly bound to the 
company. 

 The compensation variable regression coefficient (X3) of 
0.424 means that if each compensation variable is 
increased by 1 unit, the employee engagement variable 
will increase by 0.128 units. Positive coefficient means 
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that there is a direct relationship between compensation 
and employee engagement. When compensation in the 
company increases in accordance with the duties, 
responsibilities and risks of work, employees will be 
increasingly bound to the company. 

 

T test: If the value of sig <0.05 or t arithmetic> t table then 
there is the effect of variable X on the Y variable and if the sig 
value> 0.05 or t arithmetic <t table then there is no effect of 
the variable X on the Y variable. It is known that t table = 
1.967. 
 

Table 1.8 Test results t 
 

 
 

First Hypothesis Testing (H1): H1 Leadership Sig value (X1) 
is 0,000 smaller than <0.05. The value of t count 4.371 is 
greater than> t table 1.967. So it can be concluded that H1 is 
accepted which means there is an influence of Leadership (X1) 
on Employee Engagement (Y). 
Second Hypothesis Testing (H2): H1 The Sig Value of 
Career Development (X2) is 0.001 smaller than <0.05. T count 
value of 3,360 is greater than> t table of 1967. So it can be 
concluded that H2 is accepted which means there is an 
influence of Career Development (X2) on Employee 
Engagement (Y). 
 
Third Hypothesis Testing (H3): H1 Compensation Sig value 
(X3) is 0,000 less than <0.05. The value of t count 17.927 is 
greater than> t table 1.967. So it can be concluded that H3 is 
accepted which means there is an influence of Compensation 
(X3) on Employee Engagement (Y). 
 
F Test: If the value of sig <0.05 or f arithmetic> f table then 
there is the effect of variable X simultaneously on the Y 
variable. If the value of sig> 0.05 or f arithmetic <f table then 
there is no effect of variable X simultaneously on the Y 
variable. 2.6322.  
 

Table 1.9 F Test results 
 

 
 

From table 1.9 above it is known that the significance value for 
the influence of X1, X2 and X3 simultaneously on Y is equal 
to 0,000 <0.05 and the value of f arithmetic 369,464> f table 
2.6322, so it can be concluded that H4 is accepted which 
means that there are influences of variables X1, X2 and X3 
simultaneously simultaneous with respect to the variable Y. 
 

Table 1.10 Coefficient of determination 
 

 
 

Coefficient of determination: The coefficient of 
determination (R2) essentially measures how far the model's 
ability to explain variations in independent variables. The 
coefficient of determination is between zero and one. A small 
value (R²) means that the ability of the independent variables 
in explaining the variation of the dependent variable is very 
limited. Table 1.10 shows Adjusted R Square of 0.772, this 
implies that the variables X1, X2 and X3 simultaneously 
influence the Y variable by 77.2%. 
 

Table 1.11 Correlations between dimensions 
 

 
 

Correlation between dimensions: To be able to assess 
whether there is a relationship between the dimensions of the 
leadership variables (X1), career development (X2),  
compensation (X3) and employee engagement (Y), data 
processing is done using the SPSS version 22 program. 
 

The correlation matrix in table 1.11 above can be described 
as follows: 
 

Leadership variable (X1): The strongest relationship 
dimension is the guidance dimension (X1.4) towards the clear 
and promising direction dimension (Y1) on the employee 
engagement variable because it has a coefficient value of 0.627 
and has a "strong" relationship. 
 

Career development variables (X2): The strongest dimension 
of the relationship is the dimension of the role of the leader in 
career development (X2.3) to the dimension of belief in the 
leader (Y2) on the employeeengagement variable because it 
has a coefficient value of 0.674 and has a "strong" relationship. 
 

Compensation variable (X3): The strongest dimension of the 
relationship is the direct financial dimension (X3.1) of salaries 
and benefits (Y6) on the employee engagement variable 
because it has a coefficient value of 0.622 and has a "strong" 
relationship. 
 

DISCUSSION 
 

Leadership: The role of leaders in supporting the career 
development of all subordinates has a positive and significant 
effect on employee engagement. The results of this study are in 
line with previous studies, namely: 
 

 Tubagus Maulana and Ella JauvaniSagala (2019) stated 
that leadership had a positive and significant effect on 
employee engagement. 

 Antony S. (2019) states that leadership has a positive and 
significant effect on employee engagement. 
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 Hammam Ridho Haqqy and Ade Irma Susanty (2018) 
state that leadership has a positive and significant effect 
on employee engagement. 

 

Career Development 
 

The role of leaders in supporting the career development of all 
subordinates has a positive and significant effect on employee 
engagement. 
 

The results of this study are in line with previous studies, 
namely: 
 

Sanad Salem Ahmed Saleh Altehrebah, Maha Mohammed 

Yusr and Maruf GbadeboSalimon (2019) stated that there is a 

significant relationship between career development and 

employee engagement.  
 Ine Nurwulandari and Suwatno (2017) state that career 

development has a positive effect on employee 
engagement. 

 Charles Bohlen Purba and Bagus Supriyono (2019) stated 
that the career development is a significant effect on 
employee engagement. 

 

Compensation 
 

Compensation in accordance with the risks, burdens and 
responsibilities has a positive and significant impact on 
employee engagement. 
The results of this study are in line with previous studies, 
namely: 
 
 Mai Ngoc Khuong and Nguyen Hoang To Uyen (2016) 

stated that Compensations and Benefits, Positively Affect 
Employee Job Engagement. 

 Maha Ahmed Zaki Dajani (2015) states that 
Compensationaffect significantly to employee engagement. 

 Shaheen Ahmed, Fais Bin Ahmad and MohdHasanur 
Raihan Joarder(2016) states that Compensation positively 
influences employees' engagement and performance. 
 

Leadership, career development and compensation: 
Leadership, career development and compensation 
simultaneously have a positive and significant effect on 
employee engagement.  
 
The results of this study are in line with previous studies, 
namely: 
 
 Aisyah Geovani Suryaningrum and Anita Silvianita (2018) 

state that leadership, career development and compensation 
have a positive effect on employee engagement. 

 LaminSanneh and Saud A. Taj (2015) states that 
Leadership, career development and compensation are 
significant contributions to employee engagement. 

 Anitha J. (2014) states that Compensation, Leadership and 
Career development are significantly affected to employee 
engagement. 

 
Conclusion & Suggestion 
 
Conclusion 
 
Based on the results of research and research discussions that 
leadership, career development and compensation have a 
positive and significant impact on the engagement of 
employees who have an Aircraft Maintenance Engineer 

License (AMEL) either partially or simultaneously. 
So that researchers can conclude that: 
 
 Leadership that motivates and helps overcome obstacles 

faced by subordinates positively and significantly 
influences the engagement of employees who have an 
Aircraft Maintenance Engineer License. 

 The career development of all subordinates supported by 
their leaders has a positive and significant effect on the 
engagement of employees who have an Aircraft 
Maintenance Engineer License. 

 Compensation in accordance with risks, burdens and 
responsibilities, has a positive and significant effect on 
the engagement of employees who have an Aircraft 
Maintenance Engineer License. 

 Leadership, career development and compensation have a 
positive and significant effect on the engagement of 
employees who have an Aircraft Maintenance Engineer 
License. 

 Leadership that motivates performance improvement and 
helps the difficulties of subordinates, career development 
of subordinates supported by superiors and compensation 
according to risk and workload, simultaneously has a 
positive and significant effect on the engagement of 
employees who have an Aircraft Maintenance Engineer 
License. 

 

Suggestion 
 
Employees who have an Aircraft Maintenance Engineer 
License are company assets that must be cared for and 
maintained, because the company has invested substantially in 
developing its competence and the role of the licensee which is 
significant in the operation of aircraft maintenance to ensure 
airworthiness.  
Based on the results of this study the researchers suggest that 
to increase the engagement of employees who have an Aircraft 
Maintenance Engineer License (AMEL) as follows: 
 
 Management of PT. GMF AeroasiaTbk can instruct 

leaders to establish good relations and communication 
with all subordinates and motivate them to improve 
performance, productivity and cooperation and help the 
difficulties faced by their subordinates by carrying out 
routine briefings with two-way communication and 
openness both formal and non-formal formal. With the 
two-way communication and openness, all subordinates 
will feel comfortable to give their views or complaints, 
so that the leaders can know with certainty what are the 
difficulties of their subordinates. And in the end the 
leaders can find the right solution for the problems 
faced by their subordinates. 

 Management of PT. GMF AeroasiaTbk can instruct 
leaders to be able to provide clear information related to 
the career paths of all their subordinates and to support 
the career development of all their subordinates by 
providing direction related to what must be achieved to 
improve their careers and conduct good guidance to 
their subordinates. To explain the development and 
career paths of their subordinates, leaders can carry out 
one-on-one sharing seasons or briefings. 

 Management of PT. GMF AeroasiaTbk can reviewand 
adjust compensation provided with the risk and 
workload of employees who have an Aircraft 
Maintenance Engineer License. With the compatibility 
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between compensation and risk and workload, 
employees will feel fairness which results in peace of 
work and increased employee engagement. 

 To the next researcher in order to carry out further 
research related to other variables that can affect 
employee engagement. 

 

REFFERENCES 
 
Aisyah Geovani Suryaningrum dan Anita Silvianita. 2018. 

AnalisisFaktor-faktor Employee Engagement Tenaga 
Keperawatan dan Penunjang Medik di Rumah Sakit 
Muhammadiyah Bandung. SOSIOHUMANITAS, VOL. 
XX Edisi 1 

Anitha J. 2014. Determinants of employee engagement and 
their impact on employee performance. International 
Journal of Productivity and Performance Management, 
Vol. 63 Issue: 3, pp.308-323. 

Antony S. 2019. Pengaruhlingkungankerja, kepemimpinan, 
kompensasi dan pelatihankerja pada keterikatankaryawan 
hotel bintang4  diBatam..JurnalEkonomi & Ekonomi 
Syariah Vol 2 No 1, Januari 2019 

Bakker, Schaufeli, Leiter dan Taris. 2010. Work Engagement. 
New York. Psychology Press. 

Charles Bohlen Purba and Bagus Supriyono. 2019. The Effect 
of Organizational Culture, Career Development and 
Worklife Balance on Pt Xyz Employee Engagement. Saudi 
Journal of Economics and Finance. Scholars Middle East 
Publishers, Dubai, United Arab Emirates 

Farida E. 2018. Telisik Manajemen Sumber Daya Manusia. 
Edisipertama. Jakarta. Penerbit Mitra Wacana Media. 

Hammam Ridho Haqqy dan Ade Irma Susanty. 2018. Analisis 
Fakto-faktor Penentu Employee Engagement di PT. INTI 
Bandung. e-Proceeding of Management : Vol.5, No.3 
Dsember 2018 | Page 3745 

Ine dan Suwatno. 2017. Pengaruh Komunikasi Internal, 
Pengembangan Karir, Dan Penghargaan Intrinsik 
Terhadap Keterikatan Karyawan Pada Hotel Berbintang 
Di Kota Subang. JurnalIlmu Manajemen & Bisnis-Vol 8 
No 2 September 2017 

Korn Ferry 2016. Engaged Performance Framework. 
Copyright Korn Ferry Hay Group 

Lamin Sanneh and Saud A. Taj. 2015. Employee engagement 
in the public sector: a case study of Western Africa. 
International Journal of Human Resource Studies. 2015, 
Vol. 5, No. 3 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Linda and Geoffrey. 2012. Unleashing Your Organization’s 
Potential Through Employee Engagement. San Francisco. 
John Wiley & Sons Ltd. 

Maha Ahmed Zaki Dajani. (2015). The Impact of Employee 
Engagement on Job Performance and Organisational 
Commitment in the Egyptian Banking Sector. Journal of 
Business and Management Sciences, 2015, Vol. 3, No. 5, 
138-147. 

Mai Ngoc Khuong and Nguyen Hoang To Uyen. (2016). 
Factors Affecting Employee Job Engagement towards 
Aircraft Maintenance Organizations. Journal of 
Economics, Business and Management, Vol. 4, No. 4, 
April 2016 

Priyono dan Marnis. 2008. Manajemen Sumber Daya 
Manusia. Taman Sidoarjo. Zifatama Publisher 

Priyono. 2010. Manajemen Sumber Daya Manusia. Taman 
Sidoarjo. Zifatama Publisher 

Sanad Salem Ahmed Saleh Altehrebah, Maha Mohammed 
Yusr and Maruf Gbadebo Salimon. 2019. Factors 
Influencing employee Engagement: A study of Sana'a 
University. International Journal of Modern Trends in 
Business Research (IJMTBR). Volume: 2 Issues: 9  

Shaheen Ahmed, Fais Bin Ahmad and Mohd Hasanur Raihan 
Joarder. 2016. HRM Practices-Engagement-Performance 
Relationships: A Conceptual Framework for RMG Sector 
in Developing Economy. Mediterranean Journal of Social 
Sciences. MCSER Publishing, Rome-Italy. Vol 7 No 4 July 
2016. 

Sekaran and Bougie. 2017. Metode Penelitianuntuk Bisnis. 
Edisi 6-buku 1. Penerbit Salemba Empat. 

Sugiyono, 2016. Cara Mudahmenyusun Skripsi, Tesis dan 
Desertasi. Bandung. Penerbit Alfabeta. 

Tubagus dan Ella. 2019.  Pengaruhkepemimpinan dan 
kompensasiterhadap employee engagement pada UMKM 
menengah di Jawa Barat. e-Proceeding of Management: 
Vol.6, No.2 Agustus 2019 | Page 2510 

Wibowo. 2016. Kepemimpinan: Pemahaman Dasar, 
Pandangankonvensional, Gagasankontemporer.  Depok. 
Penerbit PT. Raja Grafindo Persada,  

Zainal et al. (2018). Manajemen Sumber Daya 
Manusiauntukperusahaan : Dari Teorike Praktik. Depok. 
PT. Raja Grafindo Persada. 

 

 

12561                                      International Journal of Current Research, Vol. 12, Issue, 07, pp.12555-12561, July, 2020 

******* 


