DAFTAR LAMPIRAN

Lampiran 1. Daftar Penelitian Terdahulu

No Nama Peneliti Judul Penelitian Hasil Penelitian
1 (William & Kahn, Psychological Conditions of | Employee Engagement
1990) Personal Engagement and | sebagai komitmen karyawan
Disengagement at Work. secara pribadi dengan peran
dan tanggung jawab dalam
pekerjaan.
2 (Allen & Meyer, The measurement and Organizational Commitment
1990) antecedents of affective, sebagai bentuk psikologis
continuance and normative | hubungan antara karyawan
commitment to the dan organisasi mereka, dan
organization. memiliki pengaruh yang kuat
seberapa jauh karyawan
menetap pada organisasi
tersebut
3 (Tepper et al., 2004) | Moderators of the Karyawan yang puas
Relationships Between memberikan input penuh
Coworkers 'Organizational | untuk mencapai tujuan
Citizenship Behavior and organisasi, dukungan atasan
Fellow Employees’ dan dukungan rekan kerja
Attitudes. juga mempengaruhi
karyawan pada sebuah
organisasi, karyawan yang
berkomitmen adalah
karyawan yang merasa puas
dan terdapat beberapa faktor
yang mempengaruhi tingkat
kepuasan karyawan.
4 (Saks, 2006) Antecedents and Menunjukkan adanya

consequences of employee
engagement.

hubungan positif antara
Employee Engagement dan
Organizational
Commitement. Dalam
studinya, Pekerjaan dan
Keterikatan Organisasi
dimediasi dari konsekuensi
Employee Engagement, yang
merupakan Organizational
Commitement.




No | Nama Peneliti Judul Penelitian Hasil Penelitian

5 (Johnson, 2006) Journal of organizational Keterikatan karyawan dapat
culture, communications meningkatkan produktivitas
and conflict dan profitabilitas.

6 (Saks, 2006) Antecedents and Terdapat banyak faktor yang
consequences of employee bisa pengaruh pemikiran
engagement. karyawan terhadap pekerjaan

(kondisi kerja, dukungan
rekan Kkerja, dukungan atasan
dll).
7 (Bakker & Leiter, Work Engagement. Keterikatan Karyawan yang
2010) tinggi lebih bersemangat
dalam melakukan pekerjaan
mereka.

8 (Pelit, 2011) The effects of employee Psikologis dan behavioral
empowerment on employee | memiliki pengaruh yang
job satisfaction. lebih besar pada kepuasan

kerja karyawan

9 (Andrew & Sofian, Individual Factors and Keterikatan karyawan

2012) Work Outcomes of sebagai salah satu pekerjaan
Employee Engagement. perintis dalam mengadvokasi
bahwa keterikatan karyawan
harus diperiksa dengan
membedakan antara
keterikatan kerja dan
keterikatan organisasi.
10 | (Albdour & Employee Engagement and | Menunjukkan adanya

Altarawneh, 2014)

Organizational
Commitment: Evidence
from Jordan.

pengaruh dari Employee
Engagement terhadap
Organizational
Commitement mereka.
Ketika karyawan memiliki
komitmen yang baik untuk
kerja dan organisasi mereka,
mereka cenderung memiliki
kekuatan emosional
psikologis dalam pekerjaan
mereka.




No | Nama Peneliti Judul Penelitian Hasil Penelitian
11 | (Zulkarnain & Peranan Komitmen Komitmen berorganisasi dan
Hadiyani, 2014) Organisasi dan Employee keterikatan karyawan
Engagement terhadap berkontribusi terhadap
Kesiapan Karyawan untuk | kesiapan karyawan untuk
Berubah. berubah.

12 | (Sohail et al., 2014). | Effect of Work Motivation Kepuasan kerja adalah
and Organizational bagaimana perasaan seorang
Commitment on Job karyawan selama bekerja
Satisfaction: (A Case of
Education Industry in
Pakistan).

13 | (Spreitzer, 2015) Social Structural Kepuasan kerja dapat diukur
Characteristics of dengan cara yang berbeda
Psychological seperti keterikatan kerja,
Empowerement. komitmen kerja, dll.

Kepuasan kerja berarti
bagaimana cara karyawan
melakukan pekerjaannya.
Jika karyawan puas, ia juga
menikmati pekerjaannya,
pemberdayaan karyawan
mengarah kepada kepuasan
kerja dan dapat
meningkatkan kesehatan
mentalnya.

14 | (Brummel, 2015). Examining workplace Perhatian kerja atau
mindfulness and its kepedulian terhadap
relations to job karyawan dapat menurunkan
performance and turnover intensi turnover karyawan.
intention.

15 | (Lu, Gursoy, & Work engagement, job Dedikasi menjadi barometer

Neale, 2015)

satisfaction, and turnover
intentions

utama secara signifikan
mengarah pada kepuasan
kerja dan mengurangi intensi
turnover dibandingkan
dengan kekuatan dan
penyerapan.




No | Nama Peneliti Judul Penelitian Hasil Penelitian

16 | (Abid et al., 2016) Promoting thriving at work | Faktor lingkungan
and waning turnover memengaruhi niat karyawan
intention: A relational berhenti, jika karyawan
perspective. berkembang di tempat kerja

dia merasa energik dan
mencoba memberikan input
maksimalnya.

17 | (Kang & Sung, 2017) | How symmetrical employee | Keterikatan karyawan dapat
communication leads to meningkatkan intensitas
employee engagement and komunikasi antar karyawan,
positive employee kepuasan kerja dan
communication behaviors mengurangi niat karyawan
The mediation of employee- | untuk berhenti.
organization relationships

18 | (Jones, 2018) The Relationship of Keterikatan karyawan
Employee Engagement and | berhubungan positif dengan
Employee Job Satisfaction kepuasan kerja dan
to Organizational komitmen berorganisasi.
Commitment

19 | (Moosa, 2019) Influence of Thrivingand Keterikatan memiliki efek
Job Satisfaction on Turn negatif pada niat turnover
Over Intention: Mediating dan efek positif pada
Role of Job Satisfaction kepuasan kerja. Kepuasan

kerja memediasi efek pada
keinginan berkembang dan
turnover.

20 | (Anindita & Seda, How employee engagement | Organizational Commitment

2019) mediates the influence of dipengaruhi oleh tingkat
individual factors toward Employee Engagement.
organizational commitment. | Semakin tinggi Employee

Engagement seseorang,

semakin tinggi juga

Organizational Commitment.
21 | (Lea & Schumann, Turnover, Burnout, and Job | Niat turnover berhubungan

2020)

Satisfaction of Certified
Registered Nurse
Anesthetists in the United
States: Role of Job
Characteristics and
Personality

negatif dengan kepuasan
kerja dan berhubungan
positif dengan burnout.
kepuasan kerja yang lebih
tinggi, menurunkan
kejenuhan, dan niat turn
over.
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Lampiran 2. Definisi Operasional Variabel

1. Employee Engagement : (Saks, 2006)

Original Quesioner

Translate

Operasionalisasi

1 really “throw” myself
into my job.
Sometimes | am so into
my job that I lose track
of time
This job is all
consuming; | am totally
into it.
My mind often wanders
and I think of other
things when doing my
job.
I am highly engaged in
this job.
I am really not into the
“goings-on” in this
organization (R).
Being a member of this
organization make me
come “alive.”
Being a member of this
organization is
exhilarating for me.
I am highly engaged in
this organization.

Saya benar-benar
"melemparkan” diri
saya ke dalam
pekerjaan saya.
Kadang-kadang saya
sangat menyukai
pekerjaan saya sehingga
saya lupa waktu.
Pekerjaan ini memakan
semua; Saya benar-
benar menyukainya.
Pikiran saya sering
mengembara dan saya
memikirkan hal-hal lain
ketika melakukan
pekerjaan saya.

Saya sangat terlibat
dalam pekerjaan ini.
Saya benar-benar tidak
menyukai "kejadian-
kejadian" di organisasi
ini (R).

Menjadi anggota
organisasi ini membuat
saya menjadi "hidup".
Menjadi anggota
organisasi ini sangat
menggembirakan bagi
saya.

Saya sangat terlibat
dalam organisasi ini.

Saya terjun langsung
dalam pekerjaan saya.
Saya kadang - kadang
lupa waktu dalam
melakukan pekerjaan.
Pekerjaan ini menyita
waktu tetapi saya
menyukainya.

Pikiran saya kurang
fokus ketika
mengerjakan pekerjaan
saya (R).

Saya sangat
berkontribusi dalam
pekerjaan ini.

Saya sangat tidak
menyukai "kegiatan-
kegiatan™ pada
organisasi ini (R).
Mengikuti organisasi ini
menjadikan saya lebih
hidup.

Saya merasa gembira
menjadi anggota
organisasi ini.

Saya sangat antusias
dalam organisasi ini.

2. Individual factors : (Robinson et al., 2004)
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Original Quesioner

Translate

Operasionalisasi

1. I speak highly of this
Trust to my friends

2. 1 would be happy for
my friends and family to
be treated here (This
Trust is known as a
good employer & This
Trust has a good
reputation generally)

3. lam proud to tell
others | am part of this
Trust

4. This Trust really
inspires the very best in
me in the way of job
performance

5. I find that my values
and the Trust’s are very
similar

6. | always do more than
is actually required

7. Itryto help othersin
this Trust whenever |
can

8. I try to keep abreast of
current developments in
my area

9. I volunteer to do things

outside my job that

contribute to the Trust’s
objectives

| frequently make

suggestions to improve

the work of my team/
department/service

10.

10.

Saya memuji Kepercayaan
ini kepada teman-teman
saya

Saya akan senang jika
teman dan keluarga saya
bergabung di sini (dikenal
sebagai pemberi kerja
yang baik & secara umum
memiliki reputasi yang
baik)

Saya bangga memberi
tahu orang lain bahwa
saya adalah bagian dari
nya

Kepercayaan ini benar-
benar menginspirasi yang
terbaik dalam diri saya
dalam cara kerja kinerja
Saya menemukan bahwa
nilai-nilai saya dan Trust
sangat mirip

Saya selalu melakukan
lebih dari yang
sebenarnya diminta

Saya mencoba membantu
orang lain dalam Trust ini
kapan pun saya bisa

Saya mencoba untuk
mengikuti perkembangan
terkini di daerah saya
Saya secara sukarela
melakukan hal-hal di luar
pekerjaan saya yang
berkontribusi pada Trust
tujuan

Saya sering memberikan
saran untuk meningkatkan
kerja tim saya
/departemen / layanan

10.

Saya memberikan
kepercayaan lebih kepada
teman-teman saya

Saya akan senang jika
teman dan keluarga saya
bergabung di sini (dikenal
sebagai pemilik yang baik
& diketahui secara luas
memiliki reputasi yang
baik)

Saya senang memberitahu
orang lain bahwa saya
adalah bagian dari
mereka

Kepercayaan ini benar-
benar memberi inspirasi
yang terbaik dalam diri
saya dalam prestasi kerja
Saya dapati nilai dan
kepercayaan saya sangat
serupa

Saya selalu melakukan
lebih daripada yang
sebenarnya diperlukan
Saya coba menolong
orang lain dalam Amanah
ini kapanpun saya bisa
Saya mencoba mengikuti
perkembangan terkini
diwilayah saya

Saya secara sukarela
melakukan apapun di luar
pekerjaan saya demi
tercapainya tujuan

Saya sering memberikan
saran untuk meningkatkan
kinerja/bagian/pelayanan
pada tim saya

3. Organizational Commitment : (Rhoades et al., 2001)
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Original Quesioner

Translate

Operasionalisasi

1. 1would be happy to 1. Saya akan senang Pekerjaan ini sangat
work at my bekerja di organisasi berarti bagi saya.
organization until | saya, sampai saya Saya ikut merasakan atas
retire. pensiun. permasalahan yang di

2. Working at my 2. Bekerja di organisasi hadapi oleh organisasi
organization has a saya memiliki banyak saya.
great deal of personal arti pribadi bagi saya. Organisasi saya adalah
meaning to me. 3. Saya benar-benar merasa tubuh saya sendiri.

3. | really feel that bahwa masalah yang Saya bangga
problems faced by my dihadapi oleh organisasi memeperkenalkan
organization are also saya juga masalah saya. organisasi saya dimana
my problems. 4. Saya merasa secara saya saat ini bekerja.

4. | feel personally pribadi melekat pada Saya merasakan organisasi
attached to my work organisasi pekerjaan saya adalah milik saya
organization saya sendiri.

5. lam proud to tell 5. Saya bangga memberi Saya merasakan organisasi
others | work at my tahu orang lain bahwa saya adalah milik saya
organization. saya bekerja di sendiri.

6. | feel a strong sense of organisasi saya.
belonging to my 6. Saya merasakan rasa
organization. memiliki yang kuat

terhadap organisasi saya.
4. Job Satisfaction : (Saks, 2006)
Original Quesioner Translate Operasionalisasi

1. Allinall, I am satisfied | 1. Secara keseluruhan, saya Saya puas dan menikmati
with my job puas dengan pekerjaan semua pekerjaan saya.

2. Ingeneral, I do not like saya Saya tidak menyukai
my job (R). 2. Secara umum, saya tidak semua pekerjaan saya (R)

3. Ingeneral, I like suka pekerjaan saya (R). Saya menyukai semua
working here. 3. Secara umum, saya suka pekerjaan disini.

bekerja di sini.

5. Intention to Quit : (Saks, 2006)
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Original Quesioner

Translate

Operasionalisasi

I frequently think of
quitting my job.

I am planning to search
for a new job during the
next twelve months

If I have my own way, |
will be working for this
organization one year
from now (R).

Saya sering berpikir
untuk berhenti dari
pekerjaan saya.

Saya berencana mencari
yang baru pekerjaan
selama dua belas bulan
ke depan

Jika saya memiliki cara
saya sendiri, saya akan
bekerja untuk organisasi
ini satu tahun dari
sekarang (R).

Saya terkadang terpikirkan
untuk berhenti pada
pekerjaan saya.

Dalam setahun kedepan
saya berencana mencari
tempat kerja baru.

Jika saya diberikan
kepercayaan, saya akan
bekerja satu tahun dari
sekarang pada organisasi
tersebut (R)

Lampiran 3. Kuesioner Penelitian
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Kepada Yth:

Bapak /Ibu/Anda Responden
di-

tempat

Dengan hormat,

Dalam rangka penyelesaian tesis saya pada Program Magister Manajemen - Universitas Esa
Unggul, dengan judul " PENGARUH KETERIKATAN KARYAWAN TERHADAP
KEPUASAN KERJA DAN NIAT UNTUK BERHENTI " maka dengan segala kerendahan
hati memohon bantuan Bapak/Ibu/Sdr untuk bersedia mengisi kuesioner ini. Pengumpulan data
melalui kuesioner ini semata-mata hanya digunakan untuk maksud penyusunan tesis dan saya
sepenuhnya menjamin kerahasiaan Bapak/lbu/Sdr.

Kesediaan dan kerja sama yang Bapak / Ibu/Sdr berikan dalam bentuk informasi yang benar
dan lengkap akan sangat mendukung keberhasilan penelitian ini. Selain itu jawaban yang
Bapak/Ibu/Sdr berikan merupakan masukan yang sangat berharga bagi pengembangan retailer
di Indonesia. Akhir kata saya mengucapkan terima kasih yang sebesar-besarnya atas bantuan
dan kesediaan Bapak/Ibu/Sdr yang telah meluangkan waktunya dalam pengisian kuesioner ini.

Hormat saya,

DEDE SUHENDAR
Mahasiswa Magister Manajemen
Universitas Esa Unggul

BAGIAN A: IDENTITAS RESPONDEN
PETUNJUK PENGISIAN

1. Keterikatan Karyawan adalah bentuk perilaku positif atau peran aktif karyawan dalam
berorganisasi (memajukan sebuah organisasi).

2. Keseluruhan pertanyaan di bawah ini adalah berkaitan dengan faktor — faktor yang
mempengaruhi kepuasan kerja.

3. Berilah tanda silang (X) pada angka jawaban yang Anda anggap paling sesuai dan isilah
semua bagian tanpa ada yang terlewatkan.

Data Diri:
1. Nama/Inisial

2. Jenis Kelamin
Centang salah satu yang sesuai.
[ ] Laki-Laki

(] Perempuan

3. Usia
Centang salah satu yang sesuai.

[ ]17-21 tahun [ ]22-26 tahun
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[ ] 27 -31 tahun [ ]41 - 45 tahun
[ ]32-36 tahun [ ]> 45 tahun
[ ] 36-40 tahun
4. Pendidikan Formal
Centang salah satu yang sesuai.

[ ] SLTP - Sederajat [] Strata 1 (S1)
[ ] SLTA - Sederajat [] Pasca Sarjana (S2)
[ ]D2/D3 (] Doktoral (S3)
5. Apakah anda bekerja di Area Kawasan Multiguna ICONIC
[]Yva
[ ] Tidak

(Apabila jawaban Anda adalah “tidak” maka pengisian kuesioner tidak bisa dilanjutkan)

6. Apakah anda berstatus pekerja tetap/ Permanen ?

[]Ya
[ ] Tidak

(Apabila jawaban Anda adalah “tidak” maka pengisian kuesioner tidak bisa dilanjutkan)

BAGIAN B: PERTANYAAN INTI

PETUNJUK PENGISIAN

Petunjuk pengisian untuk bagian berikut: (Silakan memilih salah satu)

1. STS : Sangat Tidak Setuju

2. TS :Tidak Setuju

3. N : Antara Setuju dan Tidak setuju
4.S  :Setuju

5.SS : Sangat Setuju
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I.  Employee Engagement : Keterikatan Karyawan

Pertanyaan berikut menyangkut bagaimana pendapat Anda mengenai KETERIKATAN

KARYAWAN DALAM PEKERJAANNYA
Jawablah pertanyaan di bawah ini :

1. Saya terjun langsung dalam pekerjaan saya.

STS 3 4 5 SS
2. Saya ka kgng -%ang pa wadealarn melakukan pekerjaan.
STS 5 SS
3. Pekerjaan ini menylta QU teraya menyukainya.
STS 1 5 SS
4. Pikiran saya kurang fokus ketika mengQ(an pekerjaan saya (R)
STS 1 2 3 4 5 SS
5. Saya sangat berkontribusi dalam pekerjaan ini.
STS 1 2 3 4 5 SS
6. Saya sangat tidak menyukai "kegiatan-kegiatan™ pada organisasi ini (R)
STS 1 2 3 4 5 SS
7. Mengikuti organisasi ini menjadikan saya lebih hidup
STS 1 2 3 4 5 SS
8. Saya merasa gembira menjadi anggota organisasi ini
STS 1 2 3 4 5 SS
9. Saya sangat antusias dalam organisasi ini
STS 1 2 3 4 5 SS

1. Individual factors : Faktor Individu

Pertanyaan berikut menyangkut bagaimana pendapat Anda mengenai CARA MEMBUAT
KARYAWAN AKTIF TERLIBAT DALAM BERORGANISASI ATAU DALAM DUNIA

KERJA

Jawablah pertanyaan di bawah ini :

1. Saya memberikan kepercayaan lebih kepada teman-teman saya.

STS 1 2 3 4

5 SS
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Saya akan senang jika teman dan keluarga saya bergabung di sini karena :

Dikenal secara luas sebagai pemberi kerja yang baik dan memiliki reputasi yang baik.

STS 1 2 3

4

5SS

3. Sayasenang memberitahu ora

ng lain bahwa saya adalah bagian dari mereka.

STS 1 2 3

4

5 SS

(®)
0]
=)
QU
I
o
o)
o]
QU
2

4. Kepercayaan ini
prestasi kerja.

memberi inspirasi yang terbaik dalam diri saya dalam

STS 1 2 3

5 SS

5. Saya mendapati nilai dan kepercayaan

saya sangat seimbang.

STS 1 2 3

5SS

6. Saya selalu melakukan lebih darip

ada yang sebenarnya diperlukan.

STS 1 2 3

4

5 SS

7. Saya coba menolong orang lain dalam

kepercayaan ini kapanpun saya siap.

STS 1 2 3

4

5 SS

8. Saya mencoba mengikuti perkembang

an terkini diwilayah saya.

STS 1 2 3

4

5 SS

9. Saya secara sukarela melakukan a

papun di luar pekerjaan saya demi tercapainya tujuan.

STS 1 2 3

4

5 SS

10. Saya sering memberikan saran untuk meningkatkan kinerja/bagian/pelayanan pada tim

saya.

STS 1 2 3

I1l.  Organizational Commitment : Komitmen Berorganisasi

Pertanyaan berikut menyangkut bagaimana pendapat Anda mengenai KETERIKATAN
KARYAWAN MENJADI SEBUAH KOMITMEN DALAM BERORGANISASI

Jawablah pertanyaan di bawah ini :

1. Saya menikmati pekerjaan saya hingga batas masa usia pensiun.

STS 1 2 3

4

5 S§

2. Pekerjaan ini sangat berarti bagi saya.

STS 1 Q 2 3
3. Saya IKUT merasakan agem

dSd

4 5 SS
dhargwg di hadapi oleh organisasi saya.

STS 1 2 3

4

5 SS
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4. Organisasi saya adalah tubuh saya sendiri.
STS 1 2 3 4

5 SS

5. Saya bangga memeperkenalkan organisasi saya dimana saya saat ini bekerja.
STS 1 2 3 4 5 SS

6. Saya MerasakdfTorganiSast sayd adalah T
STS 1 2 3 4

ik saya sendiri.
5 SS

IV.  Job Satisfaction : Kepuasan Kerja

Pertanyaan berikut menyangkut bagaimana pendapat Anda mengenai KETERIKATAN
KARYAWAN MEMPENGARUHI KEPUASAN KERJA

Jawablah pertanyaan di bawah ini :

1. Saya puas dan menikmati semua pekerjaan saya.

STS 1 2 3 4 5 SS
2. Saya tidak menyukai semua pekerjaan saya (R)

STS 1 2 3 4 5 SS
3. Saya menyukal'semua peKerjadft disini.

STS 1 2 3 4 5 SS

V. Intention to Quit : Niat untuk Berhenti

Pertanyaan berikut menyangkut bagaimana pendapat Anda mengenai KETERIKATAN
KARYAWAN MEMPENGARUHI NIAT KARYAWAN UNTUK KELUAR
Jawablah pertanyaan di bawah ini :

1. Saya terkadang terpikirkan untuk berhenti pada pekerjaan saya.

STS 1 2 3 4 5 SS
2. Dalam setahun kedepan saya berencana mencari tempat kerja baru.
STS 1 2 3 4 5 SS

3. Jika saya diberikan kepercayaan, saya akan bekerja satu tahun dari sekarang pada
organisasi tersebut (R)

STS 1 2 3 4 5 SS

Terima kasih.
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Perempuan 71 36%
Laki laki 124 64%
Total 195 100%

SLTP 10 5%

SLTA 105 54%
D2 31 16%
S1 49 25%
S2 0 0%
S3 0 0%

Total 195 100%

17-21 0 0%
22-26 35 18%
27-31 46 24%
32-36 74 38%
36-40 23 12%
41-45 4 2%
>45 13 7%
Total 195 100%

Keterwakilan demografi Kawasan Multiguna Iconic didominasi oleh pekerja laki-laki 64%,
untuk pendidikan mayoritas lulusan SLTA 54% dan rata-rata usia pekerja 32-36 sebanyak
38%.
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Lampiran 5. Output Analisa Validitas dan Reliabilitas menggunakan
SPSS 23

FACTOR
IVARIABLES IF1 IF2 IF3 IF4 IF5 IF6
IMISSING LISTWISE
IANALYSIS IF1 IF2 IF3 IF4 IF5 IF6
/PRINT INITIAL CORRELATION SIG DET KMO INV REPR AIC EXTRACTION
ICRITERIA MINEIGEN(1) ITERATE(25)
JEXTRACTION PC
/ROTATION NOROTATE
/IMETHOD=CORRELATION.

Factor Analysis

Notes
Output Created 17-NOV-2020 19:14:17
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
) 195
File
Missing Value Handling Definition of Missing MISSING=EXCLUDE: User-defined
missing values are treated as missing.
Cases Used LISTWISE: Statistics are based on cases
with no missing values for any variable
used.
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Syntax FACTOR

/VARIABLES IF1 IF2 IF3 IF4 IF5 IF6
IMISSING LISTWISE

/ANALYSIS IF1 IF2 IF3 IF4 IF5 IF6

/PRINT INITIAL CORRELATION SIG
DET KMO INV REPR AIC
EXTRACTION

ICRITERIA MINEIGEN(L)
ITERATE(25)

/[EXTRACTION PC

/ROTATION NOROTATE
/IMETHOD=CORRELATION.

Resources Processor Time 00:00:00,06

Elapsed Time 00:00:00,57

Maximum Memory Required 5544 (5,414K) bytes

Correlation Matrix?

IF1 IF2 IF3 IF4 IF5 IF6
Correlation IF1 1,000 459 418 573 ,550 ,483
IF2 459 1,000 ,770 ,396 ,630 ,362
IF3 418 770 1,000 ,688 ,535 461
IF4 573 ,396 ,688 1,000 ,612 ,698
IF5 ,550 ,630 ,535 612 1,000 ,673
IF6 ,483 ,362 461 ,698 ,673 1,000
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Sig. (1-tailed) IF1 ,000 ,000 ,000 ,000 ,000
IF2 ,000 ,000 ,000 ,000 ,000
IF3 ,000 ,000 ,000 ,000 ,000
IF4 ,000 ,000 ,000 ,000 ,000
IF5 ,000 ,000 ,000 ,000 ,000
IF6 ,000 ,000 ,000 ,000 ,000
a. Determinant = ,017
Inverse of Correlation Matrix
IF1 IF2 IF3 IF4 IF5 IF6
IF1 1,820 -,893 , 7194 -1,110 -,155 -,044
IF2 -,893 4,556 -3,849 2,411 -1,894 ,147
IF3 ,794 -3,849 5,269 -3,356 1,099 ,183
IF4 -1,110 2,411 -3,356 4,468 -1,031 -1,212
IF5 -,155 -1,894 1,099 -1,031 3,043 -1,074
IF6 -,044 147 ,183 -1,212 -1,074 2,451
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,667
Bartlett's Test of Sphericity Approx. Chi-Square 776,327
df 15
Sig. ,000
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Anti-image Matrices
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IF1 IF2 IF3 IF4 IF5 IF6
Anti-image Covariance IF1 ,549 -,108 ,083 -,137 -,028 -,010
IF2 -,108 ,219 -,160 ,118 -,137 ,013
IF3 ,083 -,160 ,190 -,143 ,069 ,014
IF4 -,137 ,118 -,143 224 -,076 -111
IF5 -,028 -,137 ,069 -,076 ,329 -,144
IF6 -,010 ,013 ,014 -111 -,144 ,408
Anti-image Correlation IF1 1978 -,310 ,256 -,389 -,066 -,021
IF2 -,310 ,5422 -,786 ,534 -,509 ,044
IF3 ,256 -,786 ,5844 -,692 274 ,051
IF4 -,389 534 -,692 6172 -,280 -,366
IFS -,066 -,509 274 -,280 ,7602 -,393
IF6 -,021 ,044 ,051 -,366 -,393 ,8382

a. Measures of Sampling Adequacy(MSA)

Communalities

Initial Extraction
IF1 1,000 ,522
IF2 1,000 574
IF3 1,000 ,668
IF4 1,000 ,705
IF5 1,000 712
IF6 1,000 ,600
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Extraction Method: Principal

Component Analysis.
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Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings

Component Total % of Variance Cumulative % Total % of Variance Cumulative %

1 3,780 63,007 63,007 3,780 63,007 63,007
2 ,846 14,096 77,103

3 ,568 9,474 86,577

4 487 8,121 94,698

5 ,236 3,925 98,623

6 ,083 1,377 100,000

Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
IF1 122
IF2 157
IF3 817
IF4 ,839
IF5 ,844
IF6 175

Extraction Method:

Principal Component

Analysis.?

a. 1 components extracted.
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Reproduced Correlations

IF1 IF2 IF3 IF4 IF5 IF6

Reproduced Correlation IF1 ,5222 ,547 ,590 ,606 ,610 ,560
IF2 547 5748 ,619 ,636 ,639 ,587
IF3 ,590 ,619 ,6682 ,686 ,690 ,633
IF4 ,606 ,636 ,686 ,7052 ,709 ,650
IF5 ,610 ,639 ,690 ,709 7122 ,654
IF6 ,560 ,587 ,633 ,650 ,654 ,6002

Residual® IF1 -,088 -,172 -,033 -,060 -,076
IF2 -,088 ,151 -,239 -,009 -,224
IF3 -172 ,151 ,002 -,154 -,172
IF4 -,033 -,239 ,002 -,096 ,047
IF5 -,060 -,009 -,154 -,096 ,019
IF6 -,076 -,224 -,172 ,047 ,019

Extraction Method: Principal Component Analysis.

a. Reproduced communalities

b. Residuals are computed between observed and reproduced correlations. There are 10 (66,0%) nonredundant residuals with

absolute values greater than 0.05.

FACTOR

/VARIABLES EE1 EE2 EE3 EE4 EE5

/IMISSING LISTWISE
IANALYSIS EE1 EE2 EE3 EE4 EE5

/PRINT INITIAL CORRELATION SIG DET KMO INV REPR AIC EXTRACTION

ICRITERIA MINEIGEN(1) ITERATE(25)

IEXTRACTION PC
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/ROTATION NOROTATE
/IMETHOD=CORRELATION.

Factor Analysis

Notes
Output Created 17-NOV-2020 19:15:46
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
) 195
File
Missing Value Handling Definition of Missing MISSING=EXCLUDE: User-defined
missing values are treated as missing.
Cases Used LISTWISE: Statistics are based on cases
with no missing values for any variable
used.
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Syntax FACTOR
/VARIABLES EE1 EE2 EE3 EE4 EE5
IMISSING LISTWISE
/ANALYSIS EE1 EE2 EE3 EE4 EE5
/PRINT INITIAL CORRELATION SIG
DET KMO INV REPR AIC
EXTRACTION
/CRITERIA MINEIGEN(1)
ITERATE(25)
/[EXTRACTION PC
/ROTATION NOROTATE
/IMETHOD=CORRELATION.
Resources Processor Time 00:00:00,05
Elapsed Time 00:00:00,06
Maximum Memory Required 4100 (4,004K) bytes
Correlation Matrix®
EE1 EE2 EE3 EE4 EE5
Correlation EE1 1,000 217 347 ,570 404
EE2 217 1,000 ,518 ,396 ,297
EE3 ,347 ,518 1,000 ,309 ,646
EE4 ,570 ,396 ,309 1,000 442
EES5 ,404 ,297 ,646 442 1,000
Sig. (1-tailed) EE1 ,001 ,000 ,000 ,000
EE2 ,001 ,000 ,000 ,000
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EE3 ,000 ,000 ,000 ,000
EE4 ,000 ,000 ,000 ,000
EE5 ,000 ,000 ,000 ,000
a. Determinant =,192
Inverse of Correlation Matrix
EE1 EE2 EE3 EE4 EE5
EE1 1,591 ,178 -,301 -,825 -,136
EE2 ,178 1,557 -,874 -,572 ,284
EE3 -,301 -,874 2,234 ,368 -1,224
EE4 -,825 -572 ,368 1,822 -,540
EE5 -,136 ,284 -1,224 -,540 2,000
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,633
Bartlett's Test of Sphericity Approx. Chi-Square 316,452
df 10
Sig. ,000
Anti-image Matrices
EE1 EE2 EE3 EE4 EE5
Anti-image Covariance EE1 ,628 ,072 -,085 -,284 -,043
EE2 ,072 ,642 -,251 -,202 ,001
EE3 -,085 -,251 448 ,090 -,274
EE4 -,284 -,202 ,090 ,549 -,148
EE5 -,043 ,091 -,274 -,148 ,500
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Anti-image Correlation

EE1

EE2

EE3

EE4

EES

,7022

,113

-,159

-484

-,077

,113

,6002

-,469

-,340

,161

-,159

-,469

,595%

,182

-,579

-,484 -,077
-,340 ,161
,182 -,579
,6252 -,283
-,283 ,6592

a. Measures of Sampling Adequacy(MSA)

Communalities

Initial Extraction
EE1 1,000 475
EE2 1,000 419
EE3 1,000 ,615
EE4 1,000 ,549
EE5 1,000 611

Extraction Method: Principal

Component Analysis.

Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Component Total % of Variance Cumulative % Total % of Variance Cumulative %

1 2,669 53,382 53,382 2,669 53,382 53,382
2 ,923 18,453 71,835

3 726 14,511 86,346

4 ,438 8,756 95,102

5 ,245 4,898 100,000
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Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
EE1 ,689
EE2 ,648
EE3 ,784
EE4 741
EE5 ,182

Extraction Method:

Principal Component

Analysis.2

a. 1 components extracted.

Reproduced Correlations
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EE1 EE2 EE3 EE4 EE5

Reproduced Correlation EE1 4752 446 ,540 511 ,539
EE2 ,446 4192 ,508 ,480 ,506
EE3 ,540 ,508 ,6152 ,581 ,613
EE4 511 ,480 ,581 5492 ,579
EES ,539 ,506 ,613 ,579 ,6112

Residual® EE1 -,230 -,194 ,059 -,135
EE2 -,230 ,010 -,084 -,209
EE3 -,194 ,010 -,272 ,033
EE4 ,059 -,084 -,272 -,137
EE5 -,135 -,209 ,033 -,137
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Extraction Method: Principal Component Analysis.

a. Reproduced communalities
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b. Residuals are computed between observed and reproduced correlations. There are 8 (80,0%) nonredundant

residuals with absolute values greater than 0.05.

FACTOR
/VARIABLES EE6 EE7 EE8 EE9
IMISSING LISTWISE
IANALYSIS EE6 EE7 EE8 EE9

/PRINT INITIAL CORRELATION SIG DET KMO INV REPR AIC EXTRACTION

ICRITERIA MINEIGEN(1) ITERATE(25)
JEXTRACTION PC

/ROTATION NOROTATE
IMETHOD=CORRELATION.

Factor Analysis

Notes
Output Created
Comments
Input Data
Active Dataset
Filter
Weight
Split File
N of Rows in Working Data
File
Missing Value Handling Definition of Missing

17-NOV-2020 19:16:40

C:\Users\HP\Documents\Untitled10.sav
DataSetl

<none>

<none>

<none>

195

MISSING=EXCLUDE: User-defined

missing values are treated as missing.
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Cases Used LISTWISE: Statistics are based on cases
with no missing values for any variable

used.

Syntax FACTOR

/VARIABLES EE6 EE7 EE8 EE9
IMISSING LISTWISE
/ANALYSIS EE6 EE7 EE8 EE9

/PRINT INITIAL CORRELATION SIG
DET KMO INV REPR AIC
EXTRACTION

ICRITERIA MINEIGEN(L)
ITERATE(25)

[EXTRACTION PC

/ROTATION NOROTATE
/IMETHOD=CORRELATION.

Resources Processor Time 00:00:00,05

Elapsed Time 00:00:00,30

Maximum Memory Required 2872 (2,805K) bytes

Correlation Matrix?

EE6 EE7 EES8 EE9
Correlation EE6 1,000 241 ,287 443
EE7 241 1,000 , 753 ,606
EES ,287 ,753 1,000 ,805
EE9 ,443 ,606 ,805 1,000
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Sig. (1-tailed) EE6 , 000 ,000 ,000
EE7 ,000 ,000 ,000
EES8 ,000 ,000 ,000
EE9 ,000 ,000 ,000
a. Determinant =,120
Inverse of Correlation Matrix
EE6 EE7 EES8 EE9
EE6 1,269 -,073 ,309 -,768
EE7 -,073 2,312 -1,755 ,044
EES8 ,309 -1,755 4,229 -2,479
EE9 -,768 ,044 -2,479 3,310
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 677
Bartlett's Test of Sphericity Approx. Chi-Square 406,815
Df 6
Sig. ,000
Anti-image Matrices
EE6 EE7 EES8 EE9
Anti-image Covariance EE6 ,788 -,025 ,058 -,183
EE7 -,025 433 -,179 ,006
EES8 ,058 -179 ,236 -, 177
EE9 -,183 ,006 -177 ,302
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Anti-image Correlation

EE6 ,6782
EE7 -,043
EES8 ,133
EE9 -,374

-,043

,7582

-,561

,016

,133

-,561

6278

-,663

-,374

,016

-,663

6772

a. Measures of Sampling Adequacy(MSA)

Communalities

Initial Extraction
EE6 1,000 279
EE7 1,000 ,697
EES8 1,000 ,846
EE9 1,000 817

Extraction Method: Principal

Component Analysis.

Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Component Total % of Variance Cumulative % Total % of Variance Cumulative %

1 2,639 65,969 65,969 2,639 65,969 65,969
2 ,849 21,233 87,203

3 ,365 9,135 96,338

4 ,146 3,662 100,000

Extraction Method: Principal Component Analysis.
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Component Matrix?

Component
1
EE6 ,528
EE7 ,835
EES ,920
EE9 ,904

Extraction Method:

Principal Component

Analysis.2

a. 1 components extracted.

Reproduced Correlations
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EE6 EE7 EES8 EE9

Reproduced Correlation EE6 2792 441 486 ATT
EE7 441 ,6972 ,768 , 154
EES8 ,486 ,768 ,8462 ,831
EE9 ATT7 7154 ,831 8172

Residual® EE6 -,200 -,199 -,034
EE7 -,200 -,015 -,148
EE8 -,199 -,015 -,026
EE9 -,034 -,148 -,026

Extraction Method: Principal Component Analysis.

a. Reproduced communalities

b. Residuals are computed between observed and reproduced correlations. There are 3 (50,0%)

nonredundant residuals with absolute values greater than 0.05.

39



Universitas Esa Unggul

FACTOR
/VARIABLES OC1 OC2 OC3 OC4
IMISSING LISTWISE
IANALYSIS OC1 OC2 OC3 OC4
/PRINT INITIAL CORRELATION SIG DET KMO INV REPR AIC EXTRACTION
ICRITERIA MINEIGEN(1) ITERATE(25)
/[EXTRACTION PC
/ROTATION NOROTATE
/IMETHOD=CORRELATION.

Factor Analysis

Notes
Output Created 17-NOV-2020 19:21:57
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
' 195
File
Missing Value Handling Definition of Missing MISSING=EXCLUDE: User-defined
missing values are treated as missing.
Cases Used LISTWISE: Statistics are based on cases
with no missing values for any variable
used.
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Syntax FACTOR
/VARIABLES OC1 OC2 OC3 OC4
IMISSING LISTWISE
/ANALYSIS OC1 OC2 OC3 OC4
/PRINT INITIAL CORRELATION SIG
DET KMO INV REPR AIC
EXTRACTION
/CRITERIA MINEIGEN(1)
ITERATE(25)
/[EXTRACTION PC
/ROTATION NOROTATE
/IMETHOD=CORRELATION.
Resources Processor Time 00:00:00,02
Elapsed Time 00:00:00,09
Maximum Memory Required 2872 (2,805K) bytes
Correlation Matrix®
0ocC1 oc2 0oC3 OoC4
Correlation 0ocC1 1,000 447 611 544
0cC2 447 1,000 ,584 , 759
0oC3 611 ,584 1,000 ,691
Ooc4 ,544 ,759 ,691 1,000
Sig. (1-tailed) ~ OC1 ,000 ,000 ,000
oc2 ,000 ,000 ,000
0OC3 ,000 ,000 ,000
OC4 ,000 ,000 ,000
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a. Determinant =,130

Inverse of Correlation Matrix

OC1 0cC2 OC3 OC4
OC1 1,673 -,027 -,750 -371
0C2 -,027 2,399 -,263 -1,624
OC3 -,750 -,263 2,281 -,968
OC4 -,371 -1,624 -,968 3,103

KMO and Bartlett's Test

Universitas Esa Unggul

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 771
Bartlett's Test of Sphericity Approx. Chi-Square 390,972
df 6
Sig. ,000
Anti-image Matrices
0OC1 0oc2 0C3 0oc4
Anti-image Covariance OC1 ,598 -,007 -,197 -,072
0cC2 -,007 417 -,048 -,218
0C3 -,197 -,048 ,438 -,137
0OC4 -,072 -,218 -,137 ,322
Anti-image Correlation OC1 ,8332 -,014 -,384 -,163
ocC2 -,014 , 71532 -,113 -,595
0OC3 -,384 -113 ,8032 -,364
oc4 -,163 -,595 -,364 ,7252

a. Measures of Sampling Adequacy(MSA)
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Communalities

Initial Extraction
OocC1 1,000 ,578
oc2 1,000 ,698
0ocC3 1,000 742
OoC4 1,000 ,809

Extraction Method: Principal

Component Analysis.
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Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Component Total % of Variance Cumulative % Total % of Variance Cumulative %

1 2,827 70,678 70,678 2,827 70,678 70,678
2 ,607 15,167 85,845

3 ,348 8,695 94,540

4 ,218 5,460 100,000

Extraction Method: Principal Component Analysis.

Component Matrix®

Component
1
OC1 761
0ocC2 ,835
0oC3 ,862
oc4 ,899
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Extraction Method:
Principal Component

Analysis.2
a. 1 components extracted.

Reproduced Correlations

OoC1 0oc2 0C3 0oc4

Reproduced Correlation 0ocC1 5782 ,635 ,655 ,684
0C2 ,635 ,6982 ,720 ,751
OC3 ,655 ,720 1422 775
0OC4 ,684 ,751 775 ,8094

Residual® OC1 -,188 -,044 -,140
oc2 -,188 -,135 ,008
0OC3 -,044 -,135 -,084
0OC4 -,140 ,008 -,084

Extraction Method: Principal Component Analysis.
a. Reproduced communalities

b. Residuals are computed between observed and reproduced correlations. There are 4 (66,0%)

nonredundant residuals with absolute values greater than 0.05.

FACTOR
IVARIABLES JS1 JS2 JS3
IMISSING LISTWISE
JANALYSIS JS1 JS2 JS3
/PRINT INITIAL CORRELATION SIG DET KMO INV REPR AIC EXTRACTION
ICRITERIA MINEIGEN(1) ITERATE(25)
JEXTRACTION PC
/ROTATION NOROTATE
IMETHOD=CORRELATION.
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Notes

Universitas Esa Unggul

Output Created
Comments

Input

Missing Value Handling

Syntax

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

17-NOV-2020 19:22:45

C:\Users\HP\Documents\Untitled10.sav
DataSet1

<none>

<none>

<none>

195

MISSING=EXCLUDE: User-defined

missing values are treated as missing.

LISTWISE: Statistics are based on cases
with no missing values for any variable

used.

FACTOR
/VARIABLES JS1 JS2 JS3
IMISSING LISTWISE
/ANALYSIS JS1 JS2 JS3

/PRINT INITIAL CORRELATION SIG
DET KMO INV REPR AIC
EXTRACTION

ICRITERIA MINEIGEN(Y)
ITERATE(25)

/IEXTRACTION PC
/ROTATION NOROTATE

/METHOD=CORRELATION.
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Resources Processor Time 00:00:00,03
Elapsed Time 00:00:00,35
Maximum Memory Required 1860 (1,816K) bytes
Correlation Matrix®
JS1 JS2 JS3
Correlation JS1 1,000 ,618 549
JS2 ,618 1,000 ,600
JS3 ,549 ,600 1,000
Sig. (1-tailed) ~ JS1 ,000 ,000
Js2 ,000 ,000
JS3 ,000 ,000
a. Determinant = ,364
Inverse of Correlation Matrix
Js1 Js2 JS3
JS1 1,759 -, 792 -,491
JS2 -, 792 1,918 -, 715
JS3 -,491 -, 715 1,698

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity

df

Sig.

Approx. Chi-Square

711

194,130

,000
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Anti-image Matrices

Universitas Esa Unggul

JS1 JS2 JS3
Anti-image Covariance JS1 ,568 -,235 -,164
JS2 -,235 521 -,219
JS3 -,164 -,219 ,589
Anti-image Correlation JS1 ,7192 -,431 -,284
JS2 -,431 ,6842 -,396
JS3 -,284 -,396 , 71362

a. Measures of Sampling Adequacy(MSA)

Communalities

Initial Extraction
JS1 1,000 ,718
JS2 1,000 ,758
JS3 1,000 ,702

Extraction Method: Principal

Component Analysis.

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 2,178 72,604 72,604 2,178 72,604 72,604
2 452 15,068 87,672
3 ,370 12,328 100,000

Extraction Method: Principal Component Analysis.
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Component Matrix?

Component
1
JS1 ,847
JS2 871
JS3 ,838

Extraction Method:

Principal Component

Analysis.2

a. 1 components extracted.

Reproduced Correlations

Universitas Esa Unggul

JS1 JS2 JS3
Reproduced Correlation JS1 ,7182 ,738 ,710
JS2 ,738 , 7582 ,730
JS3 ,710 ,730 ,7028
Residual® JS1 -,120 -,161
JS2 -,120 -,130
JS3 -,161 -,130

Extraction Method: Principal Component Analysis.

a. Reproduced communalities

b. Residuals are computed between observed and reproduced correlations. There

are 3 (100,0%) nonredundant residuals with absolute values greater than 0.05.

FACTOR

/VARIABLES 1Q1 1Q2 1Q3

IMISSING LISTWISE

/ANALYSIS 1Q1 1Q2 1Q3
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/PRINT INITIAL CORRELATION SIG DET KMO INV REPR AIC EXTRACTION
ICRITERIA MINEIGEN(1) ITERATE(25)

/IEXTRACTION PC

/ROTATION NOROTATE

IMETHOD=CORRELATION.

Factor Analysis

Notes
Output Created 17-NOV-2020 19:23:48
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
) 195
File
Missing Value Handling Definition of Missing MISSING=EXCLUDE: User-defined
missing values are treated as missing.
Cases Used LISTWISE: Statistics are based on cases
with no missing values for any variable
used.
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Syntax FACTOR

/VARIABLES 1Q1 1Q2 1Q3
IMISSING LISTWISE
/ANALYSIS 1Q1 1Q2 1Q3

/PRINT INITIAL CORRELATION SIG
DET KMO INV REPR AIC
EXTRACTION

ICRITERIA MINEIGEN(L)
ITERATE(25)

/[EXTRACTION PC

/ROTATION NOROTATE

/IMETHOD=CORRELATION.

Resources Processor Time 00:00:00,05
Elapsed Time 00:00:00,06

Maximum Memory Required 1860 (1,816K) bytes

Correlation Matrix?

1Q1 1Q2 1Q3

Correlation 101 1,000 ,618 ,257
1Q2 ,618 1,000 ,305
1Q3 257 ,305 1,000

Sig. (1-tailed) 1Q1 ,000 ,000
1Q2 ,000 ,000
1Q3 ,000 ,000

a. Determinant = ,556
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Inverse of Correlation Matrix

101 1Q2 1Q3
101 1,630 -,969 -,123
1Q2 -,969 1,679 -,263
103 -,123 -,263 1,112

KMO and Bartlett's Test

Universitas Esa Unggul

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,582

Bartlett's Test of Sphericity Approx. Chi-Square 112,719

df 3

Sig. ,000

Anti-image Matrices
1Q1 1Q2 1Q3

Anti-image Covariance 101 ,613 -,354 -,068
1Q2 -,354 ,596 -,141
1Q3 -,068 -,141 ,899
Anti-image Correlation 101 ,5602 -,586 -,092
1Q2 -,586 ,5552 -,192
1Q3 -,092 -,192 7782

a. Measures of Sampling Adequacy(MSA)

Communalities

Initial Extraction
101 1,000 714
1Q2 1,000 ,748
1Q3 1,000 ,351

51



Extraction Method: Principal

Component Analysis.
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Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 1,812 60,411 60,411 1,812 60,411 60,411
2 ,808 26,922 87,333
3 ,380 12,667 100,000
Extraction Method: Principal Component Analysis.
Component Matrix?
Component
1
1Q1 845
1Q2 865
1Q3 592
Extraction Method:
Principal Component
Analysis.2
a. 1 components extracted.
Reproduced Correlations
Q1 102 1Q3

Reproduced Correlation 101 7142 731 ,500

1Q2 7131 , 7482 ,512

1Q3 ,500 512 ,3512
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Residual® 1Q1 -,113 -,243
1Q2 -,113 -,207
1Q3 -,243 -,207

Extraction Method: Principal Component Analysis.
a. Reproduced communalities

b. Residuals are computed between observed and reproduced correlations. There

are 3 (100,0%) nonredundant residuals with absolute values greater than 0.05.

RELIABILITY
/VARIABLES=IF1 IF2 IF3 IF4 IF5 IF6
ISCALE(ALL VARIABLES') ALL
/IMODEL=ALPHA.

Reliability
Notes
Output Created 17-NOV-2020 19:24:41
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
File 195
Matrix Input
Missing Value Handling Definition of Missing User-defined missing values are treated as
missing.
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Cases Used
Syntax
Resources Processor Time
Elapsed Time

Statistics are based on all cases with valid

data for all variables in the procedure.
RELIABILITY
IVARIABLES=IF1 IF2 IF3 IF4 IF5 IF6
/ISCALE(ALL VARIABLES') ALL
/MODEL=ALPHA.

00:00:00,00

00:00:00,06

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 195 100,0
Excluded? 0 0
Total 195 100,0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's Alpha | N of Items

,880 6

RELIABILITY
IVARIABLES=EE1 EE2 EE3 EE4 EE5
ISCALE(ALL VARIABLES') ALL
/IMODEL=ALPHA.
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Reliability
Notes
Output Created 17-NOV-2020 19:25:11
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1l
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
File 195
Matrix Input
Missing Value Handling Definition of Missing User-defined missing values are treated as
missing.
Cases Used Statistics are based on all cases with valid
data for all variables in the procedure.
Syntax RELIABILITY
IVARIABLES=EE1 EE2 EE3 EE4 EE5
/SCALE(ALL VARIABLES') ALL
/MODEL=ALPHA.
Resources Processor Time 00:00:00,00
Elapsed Time 00:00:00,04

Scale: ALL VARIABLES

Case Processing Summary

N %
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Cases Valid
Excluded?

Total

195 100,0
0 0
195 100,0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's Alpha

N of Items

77

RELIABILITY

IVARIABLES=EE6 EE7 EE8 EE9

ISCALE(ALL VARIABLES') ALL

/IMODEL=ALPHA.
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Reliability
Notes
Output Created 17-NOV-2020 19:25:44
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

DataSet1

<none>

<none>

<none>

195
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Missing Value Handling Definition of Missing
Cases Used

Syntax

Resources Processor Time
Elapsed Time

User-defined missing values are treated as

missing.

Statistics are based on all cases with valid

data for all variables in the procedure.
RELIABILITY
/VARIABLES=EE6 EE7 EE8 EE9
/SCALE(ALL VARIABLES') ALL
/MODEL=ALPHA.

00:00:00,03

00:00:00,20

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 195 100,0
Excluded? 0 0
Total 195 100,0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's Alpha | N of Items

,706 4

RELIABILITY
/VARIABLES=0C1 OC2 OC3 OC4
ISCALE(ALL VARIABLES') ALL
IMODEL=ALPHA.
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Reliability
Notes
Output Created 17-NOV-2020 19:26:06
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1l
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
File 195
Matrix Input
Missing Value Handling Definition of Missing User-defined missing values are treated as
missing.
Cases Used Statistics are based on all cases with valid
data for all variables in the procedure.
Syntax RELIABILITY
IVARIABLES=0C1 OC2 OC3 OC4
/SCALE(ALL VARIABLES') ALL
/MODEL=ALPHA.
Resources Processor Time 00:00:00,02
Elapsed Time 00:00:00,22
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Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 195 100,0
Excluded? 0 ,0
Total 195 100,0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's Alpha | N of Items

,861 4

RELIABILITY
/VARIABLES=JS1 JS2 JS3
ISCALE(ALL VARIABLES') ALL
IMODEL=ALPHA.

Reliability
Notes
Output Created 17-NOV-2020 19:26:27
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSet1
Filter <none>
Weight <none>
Split File <none>
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N of Rows in Working Data
) 195
File
Matrix Input
Missing Value Handling Definition of Missing User-defined missing values are treated as
missing.
Cases Used Statistics are based on all cases with valid
data for all variables in the procedure.
Syntax RELIABILITY
IVARIABLES=JS1 JS2 JS3
/SCALE(ALL VARIABLES') ALL
/MODEL=ALPHA.
Resources Processor Time 00:00:00,00
Elapsed Time 00:00:00,03

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 195 100,0
Excluded? 0 0
Total 195 100,0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's Alpha | N of Items

,811 3
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RELIABILITY
IVARIABLES=1Q1 1Q2 1Q3
ISCALE(ALL VARIABLES') ALL
IMODEL=ALPHA.

Reliability
Notes
Output Created 17-NOV-2020 19:26:48
Comments
Input Data C:\Users\HP\Documents\Untitled10.sav
Active Dataset DataSetl
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data
File 195
Matrix Input
Missing Value Handling Definition of Missing User-defined missing values are treated as
missing.
Cases Used Statistics are based on all cases with valid
data for all variables in the procedure.
Syntax RELIABILITY
IVARIABLES=1Q1 1Q2 1Q3
/SCALE(ALL VARIABLES') ALL
/MODEL=ALPHA.
Resources Processor Time 00:00:00,02
Elapsed Time 00:00:00,22

Scale: ALL VARIABLES
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Case Processing Summary
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N %
Cases Valid 195 100,0
Excluded? 0 0
Total 195 100,0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's Alpha

N of Items

,667

SAVE OUTFILE="C:\Users\HP\Documents\Analisis Data Fina\DEDE.sav"'

/ICOMPRESSED.
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Lampiran 6. Data Perhitungan Contruct Reliability dan Variance

Extracted
Variable | Indikator Fakt'or Error iFak'tor (2 Fa'ktor 2 Error CR i(Fa.ktor VE
Loading Loading |Loading)2 Loading)2
IF1 0,65 |0,58
IF2 0,71 0,49
IF IF3 e L 4,48 20,0704 2,63 0,884143 | 3,3636 |0,561198612
IF4 0,8 0,36
IF5 08 |036
IF6 0,73 0,46
EE1 049 |0,76
EE2 054 |0,71
EE3 0,82 0,33
EE4 0,53 0,72
EE EES 0,75 0,43 2,64 6,9696 2,19 0,7609066( 1,8074 |0,452143894
EE6 0,20 0,96
EE7 0,14 0,98
EES 0,12 |0,99
EES 0,19 0,96
0OC1 0,62 0,61
oC oc2 0,83 031 3,11 9,6721 1,53 0,8634185| 2,4561 |0,616166177
oc3 0,78 | 0,39
oc4 0,88 0,22
JS1 0,77 0,40
JS JS2 0,80 0,36 2,3 5,29 1,22 0,812596 | 1,7658 | 0,59139929
JS3 0,73 0,46
Q1 0,98 0,05
1Q 1Q2 0,63 0,6 1,88 3,5344 1,58 0,6910684( 1,4302 |0,475117932
1Q3 0,27 0,93
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Lampiran 7. Output Analisisa SEM L.isrel

DATE: 2/ 8/2021
TIME: 0:43

LISRETL 8.80
BY
Karl G. Joreskog & Dag Sorbom

This program is published exclusively by
Scientific Software International, Inc.
7383 N. Lincoln Avenue, Suite 100
Lincolnwood, IL 60712, U.S.A.
Phone: (800)247-6113, (847)675-0720, Fax: (847)675-2140
Copyright by Scientific Software International, Inc., 1981-2006
Use of this program is subject to the terms specified in the
Universal Copyright Convention.
Website: www.ssicentral.com

The following lines were read from file
C:\Users\puji\Desktop\Dede\SYNTAX1.pr2:
RAW DATA FROM FILE HASILDEDE.PSF
LATENT VARIABLE: IF EE OC JS IQ
RELATIONSHIPS:

IF1=IF

IF2=1IF

IF3=IF

IF4=1IF

IF5=IF

IF6=IF

'EE1=EE

EE2=EE

EE3=EE

EE4=EE

EES5=EE

!EE6=EE

!EE7=EE

!EE8=EE

!EE9=EE

0OC1l=0C

0C2=0C

0C3=0C

0C4=0C

JS1=Js

JS2=JS

JsS3=JS

IQ1=IQ

IQ2=IQ

'TQ3=I0Q
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IQ0=0C JS
OC=EE IF
JS=EE
EE=IF

SET ERROR VARIANCE IQl1 TO ZERO

SET THE ERROR COVARIANCE IQ OC FREE
SET THE ERROR COVARIANCE IF3 IF2 FREE
SET THE ERROR COVARIANCE IF4 IF3 FREE
SET THE ERROR COVARIANCE IQ2 EE4 FREE
SET THE ERROR COVARIANCE EE3 EE2 FREE
ADMISSIBILITY CHECK OFF

SET THE ERROR COVARIANCE IF6 OCl FREE
SET THE ERROR COVARIANCE IF1l OC4 FREE
SET THE ERROR COVARIANCE IQl OC3 FREE
SET THE ERROR COVARIANCE IF5 JS1 FREE
SET THE ERROR COVARIANCE OC2 EE2 FREE
SET THE ERROR COVARIANCE OCl EE3 FREE
SET THE ERROR COVARIANCE IQl EE2 FREE
SET THE ERROR COVARIANCE IQ2 EE2 FREE
SET THE ERROR COVARIANCE EE4 EE2 FREE
SET THE ERROR COVARIANCE JS1 OC3 FREE
SET THE ERROR COVARIANCE IF3 IQ2 FREE
SET THE ERROR COVARIANCE JS3 OC4 FREE
SET THE ERROR COVARIANCE IF1l JS2 FREE
SET THE ERROR COVARIANCE OCl EE5 FREE
SET THE ERROR COVARIANCE IQl OC2 FREE
SET THE ERROR COVARIANCE IF6 IQ2 FREE
SET THE ERROR COVARIANCE IF5 IF2 FREE
SET THE ERROR COVARIANCE JS2 OC3 FREE
SET THE ERROR COVARIANCE IF2 JS1 FREE
SET THE ERROR COVARIANCE IF4 OC2 FREE
SET THE ERROR COVARIANCE IF1l OC3 FREE
SET THE ERROR COVARIANCE IF2 IF1l FREE
SET THE ERROR COVARIANCE IF6 IF3 FREE
SET THE ERROR COVARIANCE IF6 OC4 FREE
SET THE ERROR COVARIANCE 0OC4 OC2 FREE
SET THE ERROR COVARIANCE JS OC FREE
SET THE ERROR COVARIANCE IF3 OC2 FREE
SET THE ERROR COVARIANCE IF1l IQl FREE
SET THE ERROR COVARIANCE JS3 JS2 FREE
SET THE ERROR COVARIANCE JS2 EE3 FREE
SET THE ERROR COVARIANCE IQ2 JS1 FREE
SET ERROR VARIANCE JS1 TO ZERO

SET THE ERROR COVARIANCE JS3 OC3 FREE
SET THE ERROR COVARIANCE IF6 JS2 FREE

OPTIONS:SC
PATH DIAGRAM
END OF PROBLEM

Sample Size = 195

65



Universitas Esa Unggul

Covariance Matrix

EE2 EE3 EE4 EES 0oC1 0C2
EE2 0.31
EE3 0.19 0.43
EE4 0.13 0.12 0.37
EES 0.08 0.21 0.13 0.25
oC1 0.01 0.12 0.03 0.07 0.32
0C2 0.04 -0.03 -0.06 -0.07 0.17 0.43
0C3 -0.01 0.03 0.01 0.02 0.24 0.26
oc4 0.00 0.04 0.02 0.00 0.20 0.32
JS1 -0.01 0.04 0.04 0.04 0.10 0.02
JS2 -0.03 0.09 0.04 0.06 0.06 -0.04
JS3 0.01 0.02 0.06 0.02 0.05 0.00
IQ1 0.08 0.02 -0.08 -0.01 0.14 0.17
IQ2 0.13 -0.02 0.07 0.02 0.08 0.10
IFl 0.05 0.04 0.08 0.01 0.01 0.08
IF2 -0.01 -0.04 0.01 -0.05 0.06 0.21
IF3 0.01 0.01 0.03 -0.05 0.10 0.25
IF4 0.08 0.04 0.04 -0.03 0.08 0.23
IF5 0.06 -0.04 0.07 -0.05 0.10 0.21
IF6 0.05 -0.04 0.08 -0.04 0.16 0.23

Covariance Matrix

0oC3 0C4 JS1 JS2 JS3 101
0C3 0.46
oc4 0.30 0.42
JS1 0.15 0.07 0.26
JS2 0.02 0.01 0.16 0.27
JS3 0.00 -0.03 0.13 0.14 0.22
I01 0.20 0.12 0.13 0.03 0.09 0.67
I02 0.06 0.12 0.03 -0.03 0.05 0.37
IF1 0.01 0.14 -0.02 0.03 -0.02 -0.14
IF2 0.20 0.21 0.04 -0.01 -0.01 0.01
IF3 0.23 0.22 -0.01 0.01 0.00 -0.04
IF4 0.11 0.15 -0.07 0.00 0.01 -0.12
IF5 0.20 0.22 0.06 -0.01 0.02 -0.01
IF6 0.21 0.18 -0.03 -0.08 -0.03 -0.08

Covariance Matrix

102 IF1 IF2 IF3 IF4 IF5
IQ2 0.53
IF1 0.01 0.35
IF2 -0.01 0.18 0.46
IF3 -0.10 0.18 0.39 0.55
IF4 -0.02 0.27 0.21 0.40 0.63
IF5 0.09 0.24 0.31 0.29 0.36 0.54
IF6 0.07 0.24 0.21 0.29 0.47 0.42
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IF6

Covariance Matrix

Number of Iterations =106

LISREL Estimates

EE2

EE3

EE4

EES

oC1l

0oC2

OC3

0oc4

Js1l

Js2

Js3

= 0.27*EE,

0.47*EE,
(0.054)
8.69

0.32*EE,
(0.047)
6.73

0.43*EE,
(0.074)
5.77

= 0.38*0C,

= 0.50*0C,
(0.049)
10.11

= 0.58*0C,
(0.054)
10.64

= 0.55*0C,
(0.050)
10.89

= 0.49*Js3,

0.32*3Js,
(0.026)
12.44

= 0.24*7Js,
(0.025)
9.73

4

Errorvar.=

Errorvar.=

Errorvar.=

Errorvar.=

Errorvar.=

Errorvar.=

Errorvar.=

Errorvar.=

Rz = 1.00

Errorvar.=

Errorvar.=

(Maximum Likelihood)
Measurement Equations

0.31
(0.028)
11.13

.20
.033)
.92

o O O

.28
.030)
.24

o O O

.063
.023)
.72

N O O

.19
.020)
.39

o O O

.25
.027)
.46

o O O

.13
.023)
.65

U1 O O

.14
.020)
.13

~ O O

0.16
(0.015)
10.59

0.16
(0.015)
10.67
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4

4

4

14

RZ

RZ

.19

.53

.27

.74

.44

.49

.72

.68

.39

.27
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Error

Error

Error

Error

Error

Error

Error

IQ1 = 0.84*10Q,,

I02 = 0.53*IQ,
(0.033)
16.40

IF1 = 0.37*IF,
(0.035)
10.45

IF2 = 0.35*IF,

0
(0.048)
7.30

IF3 = 0.55*IF,
(0.0406)
11.90

IF4 = 0.64*IF,
(0.046)
13.83

IF5 = 0.60*IF,
(0.044)
13.60

IF6 = 0.71*IF,
(0.048)
14.89

Covariance for
Covariance for
Covariance for
Covariance for
Covariance for
Covariance for

Covariance for

Rz = 1.00
Errorvar.= 0.31 , R?
(0.029)
10.77
Errorvar.= 0.21 , R?
(0.021)
9.66
Errorvar.= 0.35 , R?
(0.034)
10.47
Errorvar.= 0.24 , R?
(0.027)
8.82
Errorvar.= 0.21 , R?
(0.026)
8.04
Errorvar.= 0.20 , R?
(0.025)
8.14
Errorvar.= 0.23 , R?
(0.030)
7.70
EE3 and EE2 = 0.11
(0.020)
5.46
EE4 and EE2 = 0.12
(0.018)
6.35
OCl and EE3 = 0.091
(0.015)
6.05
OCl and EE5 = 0.056
(0.013)
4.27
0C2 and EE2 = 0.080
(0.012)
6.74
OC4 and 0C2 = 0.11
(0.018)
5.76
JS1 and OC3 = 0.046
(0.015)
3.09
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Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

for

for

for

for

for

for

for

for

for

for

for

for

for

for

for

for

for

for

Js2

Js2

JS3

JS3

JsS3

I01

I01

IQ01

I0Q2

I02

IQ2

IF1l

IFl

IFl

IF1

IF2

IF2

IF3

and

and

and

and

and

and

and

and

and

and

and

and

and

and

and

and

and

and

EE3

OC3

OoCc3

oc4

Js2

EE2

OC2

OC3

EE2

EE4

Js1

OC3

oc4

Js2

IQ01

Js1

IFl

OC2

0.030

(0.0096)

3.14
-0.02
(0.015)
-1.17
-0.06
(0.014)
-4.14
-0.06

(0.0083)

=7 o83
0.063

(0.0098)

6.47
0.12

(0.022)

5.40
0.063
(0.014)
4.47
0.073
(0.018)
4.08
0.16

(0.022)

6.94
0.11

(0.020)

5.36
-0.04
(0.011)
-3.49
-0.08
(0.013)
-6.37
0.041
(0.011)

3.77
0.045
(0.011)

4.05
-0.08
(0.015)
-4.90
0.028

(0.0089)

3.10
0.069
(0.011)

6.26
0.041

(0.0096)
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Error Covariance for IF3 and IQ2 = -0.07
(0.012)

-5.63

Error Covariance for IF3 and IF2 = 0.20
(0.023)

8.89

Error Covariance for IF4 and OC2 = 0.068
(0.013)

5.33

Error Covariance for IF4 and IF3 = 0.058
(0.020)
2.95

Error Covariance for IF5 and JS1 = 0.063
(0.011)
5.56

Error Covariance for IF5 and IF2 = 0.12
(0.017)

6.81

Error Covariance for IF6 and OCl = 0.087
(0.016)
5.39
Error Covariance for IF6 and 0C4 = -0.05
(0.011)

-4 .52

Error Covariance for IF6 and JS2 = -0.04
(0.013)
-3.39

Error Covariance for IF6 and IQ2 = 0.055
(0.017)

3.17

Error Covariance for IF6 and IF3 = -0.07
(0.015)

-4.91

Structural Equations

EE = 0.051*IF, Errorvar.= 1.00 , R2 = 0.0026

(0.078) (0.29)
0.65 3.39
OC = 0.073*EE + 0.56*IF, Errorvar.= 0.67 , R%2 = 0.33
(0.063) (0.081) (0.12)
1.15 6.97 5.52
JS = 0.13*EE, Errorvar.= 0.98 , R2 = 0.016
(0.072) (0.095)
1.75 10.39
IQ = - 0.21*0C + 0.41*JS, Errorvar.= 1.01 , R?2 = -0.011
(0.13) (0.079) (0.14)
-1.65 5.12 7.32
Error Covariance for JS and OC = 0.36
(0.075)
4,77
Error Covariance for IQ and OC = 0.37
(0.10)
3.73
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Reduced Form Equations

0.051*IF, Errorvar.= 1.00, R2 = 0.0026
0.078)

0.65

0.57*IF, Errorvar.= 0.68, R? = 0.32
(0.082)

6.89

0.0065*IF, Errorvar.
0.011)

0.60

- 0.12*IF, Errorvar.
(

1.00, R* = 0.00

0.99, R? 0.014

Correlation Matrix of Independent Variables

EE ocC JS I0 IF
EE 1.00
ocC 0.10 1.00
Js 0.13 0.37 1.00
I0 0.03 0.31 0.33 1.00
IF 0.05 0.57 0.01 -0.12 1.00

Goodness of Fit Statistics

Degrees of Freedom 110

Minimum Fit Function Chi-Square = 327.38 (P = 0.0)
Normal Theory Weighted Least Squares Chi-Square = 287.61 (P = 0.0)
Estimated Non-centrality Parameter (NCP) = 177.61
90 Percent Confidence Interval for NCP = (131.22 ; 231.67)
Minimum Fit Function Value = 1.69
Population Discrepancy Function Value (F0) = 0.92
90 Percent Confidence Interval for FO = (0.68 ; 1.19)
Root Mean Square Error of Approximation (RMSEA) = 0.091
90 Percent Confidence Interval for RMSEA = (0.078 ; 0.10)
P-Value for Test of Close Fit (RMSEA < 0.05) = 0.00
Expected Cross-Validation Index (ECVI) = 2.31
90 Percent Confidence Interval for ECVI = (2.07 ; 2.59)

ECVI for Saturated Model = 1.96
ECVI for Independence Model = 15.55
Chi-Square for Independence Model with 171 Degrees of
Freedom=2978.93
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Independence AIC = 3016.93

Model AIC = 447.061
Saturated AIC = 380.00

Independence CAIC = 3098.12

Model CAIC = 789.45
Saturated CAIC = 1191.87

Normed Fit Index (NFI) = 0.
Non-Normed Fit Index (NNFI) =
Parsimony Normed Fit Index (PNFT)

89
0.88
= 0.57

Comparative Fit Index (CFI) = 0.92

Incremental Fit Index (IFI) =
Relative Fit Index (RFI) = 0.

Critical N (CN) = 88.36
Root Mean Square Residual (RMR)
Standardized RMR = 0.092

Goodness of Fit Index (GFI) =

0.92
83

= 0.040

0.87

Adjusted Goodness of Fit Index (AGFI) = 0.77
Parsimony Goodness of Fit Index (PGFI) = 0.50

The Modification Indices Suggest to Add the

Path to
OoC1l
0C2

from Decrease in Chi-Square
Js 9.1
EE 27.8

Standardized Solution

LAMBDA-Y

EE2
EE3
EE4
EES
OoC1
0oC2
OC3
0C4
Jsl
Js2
JS3
IQ01
IQ2

LAMBDA-X

IF1l
IF2
IF3
IF4
IFS
IF6

72
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BETA
EE oc Js 10
EE - - - - - - - -
oc 0.07 - - - - - -
Js 0.13 - - - - - -
10 - - -0.21 0.41 - -
GAMMA
F
EE 0.05
oc 0.56
Js
10 - -

Correlation Matrix of ETA and KSI

EE ocC Js IQ IF
EE 1.00
ocC 0.10 1.00
Js 0.13 0.37 1.00
IQ 0.03 0.31 0.33 1.00
IF 0.05 0.57 0.01 -0.12 1.00
PST
EE ocC Js I0
EE 1.00
ocC - - 0.67
Js v & 0.36 0.98
I0 - - 0.37 - - 1.01

Regression Matrix ETA on KSI (Standardized)

IF
EE 0.05
ocC 0.57
Js 0.01
I0 -0.12
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Completely Standardized Solution

LAMBDA-Y
EE ocC JSs I0
EE2 0.44 - - - - - -
EE3 0.73 - - - - - -
EE4 0.52 - - - - - -
EEDS 0.86 2 - - - - -
OC1 - - 0.66 - - e
oc2 S = 0.70 T B i
0C3 = A= 0.85 - a
0C4 - - 0.82 = = - -
Jsl - - - - 1.00 - -
JS2 - - - - 0.62 - -
Js3 - - - - 0.52 - -
I01 - - - - - - 1.00
IQ2 - - - - - - 0.69
LAMBDA-X
IF
IF1l 0.63
IF2 0.50
IF3 0.75
IF4 0.81
IFS 0.80
IF6 0.83
BETA
EE ocC JS I0
EE - - - - - - - -
ocC 0.07 - - - - - -
Js 0.13 o - - - - -
IQ - - -0.21 0.41 S
GAMMA
IF
EE 0.05
ocC 0.56
Js - -
I0 - -

Correlation Matrix of ETA and KSI

EE ocC JS I0 IF
EE 1.00
ocC 0.10 1.00
Js 0.13 0.37 1.00
I0 0.03 0.31 0.33 1.00
IF 0.05 0.57 0.01 -0.12 1.00
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PSI
EE oC JSs I0
EE 1.00
ocC = = 0.67
Js = 0.36 0.98
I0 - - 0.37 - - 1.01
THETA-EPS
EE2 EE3 EE4 EES OoC1 0C2
EE2 0.81
EE3 0.27 0.47
EE4 0.30 - - 0.73
EES - - - - - - 0.26
oC1l - - 0.25 - - 0.20 0.56
OC2 0.18 - - - - - - - - 0.51
OC3 - - - - - - - - - - - -
0C4 - - - - = = - - - - 0.22
Jsl - - - 3 - - - - - - - -
JsS2 - - 0.09 - - - - - - - -
JS3 - - = - - - - - - - -
I01 0.23 7 — = N - - - - 0.11
IQ2 0.32 - - 0.23 . - - - -
THETA-EPS
0C3 oc4 Jsl JsS2 Js3 I01
OC3 0.28
OC4 - - 0.32
Js1 0.14 — - -
Js2 -0.05 T = o 0.61
Js3 -0.18 -0.20 - - 0.26 0.73
I01 0.13 S |- - - - - - - -G
I02 = - -0.10 - - - - - B
THETA-EPS
I02
I02 0.52
THETA-DELTA-EPS
EE2 EE3 EE4 EES 0oC1 0oc2
IF1 - - ;- s - - - - - -
IF2 - - - - =& - a - - - -
IF3 - - -1 3 = = Y 3 - - 0.08
IF4 - - 2 - - - - - 0.12
IF5 - - = = o — - - - -
IF6 - - = =g y — 0.18 - -
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THETA-DELTA-EPS

0oC3 oc4 JS1
IF1 -0.21 0.10 - -
IF2 - - — 0.08
IF3 - - - - - -
IF4 - - - - - -
IFS =/ = = 1- 0.17
IF6 = = -0.09 - -
THETA-DELTA-EPS
IQ2
IF1 - -
IF2 - -
IF3 -0.12
IF4 - -
IF5 - -
IF6 0.08
THETA-DELTA
IF1 IF2 IF3
IFl 0.60
IF2 0.17 0.75
IF3 - - 0.40 0.44
IF4 - - = = 0.10
IF5S - - 0.23 - -
IF6 - - ~ g -0.12
Regression Matrix ETA on KSI
IF
EE 0.05
ocC 0.57
Js 0.01
I0 -0.12

Time used: 0.109
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JS2 JS3 I01
0.15 - - -0.15
-0.10 - - - -
Ir4 IF5 I1F6
0.34
- - 0.36
- - - - 0.31
(Standardized)
Seconds



-4.91

_ece=  IF1
a7e=l  IF2 ‘\10.45
7.30
.e2e=  JF3 |=—11.30
13.83
- 04 - IF4 13.€
,/z.ss
- 14 -8 IFS
- 70 9= IF6

Chi-3quare=287.€1, df=110,
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T-Value (Path Analysis)

0.€5
Z&w"’@f'{m.n

P-value=0.00000, RMSEA=0.051
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Lampiran 8. Hasil Analisa Goodnes of Fit

Group Indicator Value Keterangan

Degree of Freedom 110
Minimum Fit Function Chi Square 327.38

1 Normal Theory WLS Chi Square 287.61 Marginal fit
NCP 177.61
Confidence Interval 131.22 ; 231.67
RMSEA 0.091

2 Confidence Interval 0.078;0.10 | Marginal fit
P Value 0.00
ECVI Model 2.31

3 ECVI Saturated 1.96 Good fit
ECVI Independence 15.55
Model AIC 447.61
Saturated AIC 380.00

4 Independence AIC 3016.93 Good fit
Model CAIC 789.45
Saturated CAIC 1191.87
Independence CAIC 3098.12
NFI 0.89
NNFI 0.88

5 s 5. 0.57 Marginal fit
CFlI 0.92
IFI 0.92
RFI 0.83

6 Critical N 88.36 Poor fit
RMR 0.040
SRMR 0.092

7 GFI 0.87 Marginal fit
AGFI 0.77
PGFI 0.50
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ABSTRAK
Peoclitian i beriujuan untuk wekgplomsi  bagai eveplinve
peiganihi Sob Sarigfieion dus Jnsoion (o (i,

Pacta penelitian yang dilsbhekon ins menupakiet muodifikass dard literaiur sebelumnya yaim “How

emplorer enpogemeny mediaes che yflvence of indhadeal fiscrore wiwad orgastzanions)

T ramun demikian peoclit delemngu s seseliti bagsimana eaployve

diasi Ladivadaaf Foony terhadap O panicationd Camautvear, make pods

pevelitan i peaelit kebih mengeksplorasi sejauh mana eeyplorer mmgogemmn memedios
Ml il Faie e techandap Jodr Satisfoction dan intention to il

Schin ws peneigion scbclumnya dilakakon pada karyawan Indust MICE di Indonesia,
sedsnghan penclitiss ini dildubkan pads Karyaoss wiap yane debera & Kawasue Mulligua
Kanes T Mdoncsia. Survei ks metode plopeir sonyicg pade 195
esponden Laryawan tefap, peoclitian dilakalan meropalas pencliun Kusntingfl dengan
metode Stractuesl Equation Maodd (SEM)

Temuan dani studi ini odalah empios ee enpagement mengirah don berpengareh positif terhadap
Jobs Saviaforceion ranmn tinbak secars ksngsung mempenganhi sechadap focention 10 Guo

Kau Kuncl: Emgloves enmageannt, Tudvidaal Factor, Ovpaviatons Commiment, Job
Sadslocnon, Iavearkn 1o b,
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ABSTRACT

The parpoee of this study wis o exploee how essploy
wnd Intention %o Q.

aftects Job Saist

cng

This slndy is 2 mdification of e prevasus cesench, amely "Haw employer ergugonsnt
mediares the influence of indevidual factoes towaed onzasizan ol cossminment”. Hawever. the
prevecs resesrch oaly examined how employee engagement mediaes adividusd factoes on
ofgaiaational commiment, 5o in this stdy ceseanchiers futher explosed the exsent 10 whaeh
cmployee engagement medates Indevidual Facoe co Job Satisfaction wod lotention s Quit.

I addition, previ howas comductal ca employ oo of the MICE lndwstry in Indkoesis,
wiide this research wias conduxted o permasent empleyees oho woek in the looaic
Mubtiparpose Arca of T - Indosesa. The survey wsed purposive sampling method on
108 ploves respond The study was condwcsed 1n o quastitative study using

the St il Equantion Moadel (SEM ) method.

Tre finchrgs of diis stody are employee nvodvement that beocls and has o posstve effect on Job
Satisfoction bt does not drectly affoct Daeation % Quit.

Keyword: Emgloyes engagescat, ladividoal Factor, Orgosoational Comenitmest, Job
Satisliction, latestion 10 Qui,

Wi
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mel.l. AN

Ketenkatan soumang m i linghurgan Lo Mﬂﬁhd-
diartitan sebagai s, Artiekar, obch kanma ity karyamean daigan sebash ke rmhtun- apon
ustvk qpaa2 per dongn teras terkootrias i seciem optiral. koadka dimara sececang

karysoaan menea mempanyal doatan sang il pcsid daicn Fngkangas erpays

Dalass pencleen yang dilskokan clch William & Kahin, (19%0) sadran pangerton cxgapawent
sdalak pavat kerp akeklsf din yasg mercflckaok pobuadi kary don afirmad yasg
mereka dapakan dart bekerja Jan menjadl bagian d-n sam orgaisnl, bl e berkaetan dengan
peklogis Laryawan Andrew & Soflan, (0120 Engagewern sohagal ssatu 3 viog fousd ddom
sebuah organisad dae dapat 4'mmmwu|1mw4wm Crgenizavionn!
& I w (G d-ln O paxi A - &g

pads Koadkd perinan dan perikinn yng mwn—smnoh dn homsiaen yaog thdk Darya fokes
P bk, peristiwa. Indiv ko st perilaito xewsn sijy,

Dadarn e leerr tohius ¥ Abevhban wreuk monio g’ an
kinerm dan prodskivise. s organisad (ANen & Meyer, 1990 Sats, D08 Johason, 2K
Bakker & Lalver, 20007 Kingeado, 2010r Markos & Srides, ﬂlll). Faws, ‘5' Karyawas yag
momiliti eprpement shao ivasi dri untrk % s fevel yang babih
IEEL €ocez) 10K DErapa Komimes ofcktf don omEm:s oonmedlf yag $asz ehodop cczanisasi
(Ardew & Soflan, 012: Aldour & Alsrawech, 2014 Joses, WKL Daesga domikian
Ovpnizationst Comviaven sdalad sehagse beonsk haburngan psibologss aatars barasan terhadp
ummumyn mk)n & Ilm«nn:tL 001, Puk peseliun linsyo diterrokan Nhwa
o o i v demd don b i pada seting badan dalaes renghn

mnl { & 004 Kasyawin yasg berkoamimen aban
lebid voresctivid ank melabuban péecaan deagas lebid Baik dan morass kh puas e ipady
“-uqusau LSaeon, Arsar. & Avcen, 20145

Wmmﬁﬁm&cmmmmw .
00 TRk a0 Evapabt e rpvteane o merigsakion sik g osiie bian e . peril sk ini e bki
eletsl'umm terhadap bepoan berja. dan g meningharhon Leseluton meelal Kao inen (Pl
2011: Spreitaer, 0155 Keaeribaten bory irwen gz dagod oveningh sl an infonditis Komuodhass antar
|} kes dn i Karyawan ueiek derdent | L, Garsry,

& Neak, 2015, Kang & Sures, 2017; Moose. 2019: Lo & Schusan, 0200, Orparisci vz ok
smmun -mouhn\.n Wn ispek sakid setonyn Goghut Lepasan Kedge kareoa Keta
-.nlnhmmva-n{mn\mmnﬁuﬂmqu-«m
hsinal demni e Wjun isasi (Tepper, Duffy, Hochkr, & Easles. 2003 Abid,
Zadn, & Aleod, 16). Unnk sierspenalunkan Lanawan yviag 2andal pac sebash ceganisav
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dapet Ap waga lakaor herh dan hepodof bn tedadp karyanas Karona fakioc
ferschut daget monousicas niat anyasan ennk kebiar (Bnemmel . 2015

Pencbtan terkan penganuk Evyonee Evprgenar deegar ot mesigiathon Job Soiybaonw
dan mesorwnican Loveovis fo Quir sedls bemyak relinl & Benss Bropa. renmmn Jermikion serisg
dnwn pmumnon umm yang cokorp post ) Iackoncsls maka penclitian ind Tyl sk

g gamh Bagi pelaku wsaba dalam rasgha meningkatian tinerp
Karyawan pada scdoxd orpunisad (Soks, 008). Peoebtion ind mcagzonskan kerangha yoog same
g pemlein sebobinya (Anisdies & Seds, 2019) yaky bagaboena Reteridasan kimawan
menskanl  pesgarsh Bk ndivido sedheshap  komitmen  berorganisast, namn dengan
mesambadkan varable Ak Sanighv ks dan [erensiuw s Chir

Tujuen peoctitian i afalah usmk meogetul dan mxngul betedbaon Baryavas terhadap

P kerhy sehingga terhadp o ot karvasan useek bochont & wilayah
Kernasan Malti, koo T ~ Iadoocdie. Schi sovat Deoeitis Japat tenioghaian
v Lryawandan yawan il
kenana supaya lebh prodekae,
TINJAUAN PUSTAKA
Individwal Factor
W?uw-ﬂqﬂ-m,wwugmd‘h- p Evplayer Fxg
slalah slarys parasen yasg ey refik secara bevelanuban dk wstar kary Ak
hshmm et yasg dapa mtlmu( Tomponcn mi enehat adabb: perarma, adwna kekerikatan
sz p kodis, by meraa betoo ushik memgckepueskan
penl.pu m:mh.dlhmlal " pumn Wlﬂ et packang -uﬂuw‘ keyawan
mera sk lubdup ket k
untok pemtanghan & yang L Mﬂl pokecpan mewka. kKeempat, «pnuu
memherican pertatian Kinas pasts ko phs para karyavan (Saks, 206

Bk potn disobutkan cbdam peooktion Linoya Enploser Engapeavnr dbategockan meassdi
L5 w it hesrikatan f:h« individu da etenbatn Bkioe ongnisn  Pertarma Gkoor indondu
yang dimakaal daken eovphr i acblah penlaku yoog dapest memvees kieyawan
secara ndiwv o vtk oelabutan fuegsh mereks Gl pekedaan <odiagza mereka Japat tediter
secarn makdmad Gefam pekerjaanma. kefuy yarg dmeksad doogan fakzor orgarisad sdalah
cnpsangan yarg dhosnd chlam orgasi e soauk monosst kinera kanaan mmpﬁ Iohh ok
(Andrew & Sodian. 012, Kermndi P faktor nckvids hann di g tesk meladoe
penddatan yarg W wpat, agwr ryaswan dapat werlibs ecam peh Gk melabasandan
e herzmnays ONarkos & Snidevi. 2010),

Enwlmfwm

Saks 2000 & Eoopl Eog bendnarkan wbenqu puh isdvido
menbarican perbeman puuh ma'hl daken -urphhn peran yany mercka milite. Ewporee
£ »ehuga k wocana pritack despas paran das langeusg grasd dabam

peh',-yx Dedeam al irs, dguuhn peikologis izdividu, kognitif, dan periesan omcsinad

marekn usiuk membenkar bnena yang opimad dalam melaksamakan pekenee vieg monpdk

ungwmwmllwmum& Kaba, 1590), Karmstmen mhpmmldmnnmll <ih
fakioe, bk

a5 red alan cesoaul yazg langvasy gan dergan |
dan p herg ¢ & Hadyanl, 2014)
2
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Ommnd G nmu'rmu
ddefinoiktan shoga bestuk paakcdogis habasgas azian keyawan

ﬂanw;u-nmavh oo memalics pengarud yang bug ustuk megubur wherqa sak kaeyawan
mesctap pads onpumiks enebat {Alken & Meyer. 1990 Jeom & ﬁvﬂ. 2020). Ha i g
diduboony ohed Zalkamsin & Hadiyuni (2014) yane yaudoan b ben isad dan
hL:Mn karyawas berkoorribend terfealap keoapas Geyavan ik berubah. (b‘mo\wnnl

4 i ok tinghat Eogal Evg yag moeks miliki, wmakin Snpgi
&q\lﬂm Evpogement woreorany -:mtu Il“l pagn O ! Ca antir bary
(Arisdin & Seda, 2010),

Job Satigfaction

I-!- S«Mocmw :Bt(mﬂm sebogis Dok persasn soonng Aaeyavas sdass sclibulen
beribin Kinoga yarg itk (Sodail 22 of., 2013 Agdilda 2 af. 2019,

Syak s ol 000 Kepusan hirja daped Sukie deagn cis yang bedabs sepedi kesed g b,

koaiuom Leje. 8l Kepusan kerja henm Inghmn i b yo o oclakiebas pelirjanoys,

ko Neesawan poece. ie qugn ik P d kaxyiean h hepada
hepusan kena pus daped hoakoan ko hota leyu (Pelit, 2011; Speatar, M15).
Koryawan yasg merna pase abia mercherikan input pul uml. ncnup tnpas oepiacai,
dakdngas stesn dn dokusgas sekan herja jog ¥ \ yasg
ferbbat dao berbooninneo s Karysw yaig scnice pma:&uhp pﬂawm,nﬂ'qnu daw.,
204

Intention to Quit

Jatenon fer gan? didedinisehen sebagss Dok nid Koy ivan iniak anisggelban pelejanoya,
terdaput Bony ek fekdoe vang bisa sorperganhi pesilion Karysam eoodop pelecun sepat
koodisi herja, deburgas rebin oo, dekangan aasas (Seks, X08), Pade pencfian hin fikioe

lingh Reno yoag dapst tink berhenti, jika Karyawan senasg
fade logharges Refanye male b b il ddas basghan det dan depn
oceboriban ingel secum maksinsel (A o of . 2016). Faliee lis sperti potiatian kerj olan
Kepeuling terhadap by dapat ket ntensi tumover Karyiraon (Brasered, 2015).

HIPOTESIS HUBUNGAN ANTAR VARIABEL

Hubungan Individua! Factor dan Employee Engagement

Dodarn ey tendapen A0 Takne peming sopocts memberkan
& gas yong Gpat e v wcan lagang setingga nwemba dapat melakukan
pekersen secaraefebnif don efisien. pada akhinya meeekn dapet sortivat penub dalam pekecianna.
Beberupe peaciiti fotues pada Giknr pendooorg melalul it focer, adapas deberapa Gkioe
yarg mecepeaganhi Bwyaoan addad keouniRasl antx Xaryavan, poagemhargan kxyaaon, dan
dakangan dan anean (Saks, 20085, Hasd] pemelitha Tainnya moowpubkan bohva ety s
yarg vk el ki pongareh posiod oda ewsloree cogopeasear (Andrew & Sofian, 20021 Maka
dbsargzin hipocssis sebgzai Berikal

. Dol il fieaor yang tiogg) b PO semadap e xR
THub [ ~ dam O izational C. .
Kumlmmhmwu yang tieggi dapet ingh i d des japncehalicnys,

Karyovan yang ok werbban dofan dishus) dar loserabs) dakam <um perusdisan, mubki kewerisan
Karyawsn yang rendah \-w W, perning bagl setap Karyawas untuk memilkl keseritaan

& Aol el 4 Rirere Oengon beferdoain Kanawen yarg Soggi
nmh Raryunos lebd basenasgs delam selabuben pebegasm mercka (Balker & Leier, 2010),
Husll || odasya oS astan aopdoree eapupvran!

3
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Jan RV IWEssY comasieaant 1Saks XN} Sndl Tansya puga mesonjukkan adan wlmh
darl emploree sapagrover totadsp v w heoka Rary
Rominm yasg ek dalare mebilubaan pebecaan moka mrlvln mdmv\ mombiki Lekeatan
¢ 1AIbdour & Ak . W 1d), Do o penelitin di atws, makn
dibangen hipotesis sebogal Berkat:
e Adfarrya prnganh poskif eaysdos X werbestap vy Yo
Hub Employee E; hadap Job Sonisfoction
Ketark tarym- wansh pads kep In' &n peng wist untrk berhenti
uxl‘xi hhﬁ rendsh (Lu o a( D18 Len & &l-nnn 20000 Termuzs texban swcam kosastzn
todiwa her s ey o schagai penents atarma kepesaan berp
.x.-m*.:om." Jaxark ‘ dad pencBtion di atas, maka ditengun hipotesic whags
henkur:

He. Bwptrree engrpement bapengand: peettif sertedap Job Segtoasm

Hubungan Judividual Foctor dan Organiational Commitosent
Orpowianons! comnwinsent sehogai moltidmenni korsop. yang mampe membeat knyawan
e lacukcas soveate ax reams penucduaan (Mowckey, 19071 Han penclatian banaya mesusjokan

ngaR ARara AN LTST faer SR o WIE R O yong mecnpakan Rossetwoes)
darl emporee sxpapemens, Karvawan deagan inlrkdva! Goee tinggl memiliki angeaioaveon!
! yangthaggl Tadd focver yang sagg) Gpeagunihl ofeh dnghas Kebadinn b

yam hak, komemikasi, pengembaagar Sanyauan, das dkengan don atsar (Andwo & Soum
2012: Nam & Syad. 2019). Bendasarkon hal iersebat & atas, makiy dbargun hipatests sdogs
berbur

Whe, Lsaliviuiwal fiacae mami Lk peeganch posinlfl worbesdap ovprin2onons coveninmes,

Hubungan Orgawizationad C 2 turhalap 1) iow fo Quit
Kombiten wdesbap orgazicnl ahilad wbagal besnk mgml Individs untuk mm nuyu]i
mppota dalam o, individ yasy tap akan ’

kavekinan yong ktch tnw danipeda merekn varg bernaat vmi kelmr Mosdagy, 1957} Huul
pencitiae innys mevanulan Losclisi opdd o signiflan lesulan anara Lomivuen
organisnd G0 Inens tamover (Keehler, 2012 Sibban & Syah, 015) Berdearkar peselitian di
g, make Bhasgun bpetesh sehapos deyka

e O A bertbuagas segasf dergan h 1o QW

Hubungan Jed Sarisfaeri rhadap Jaention o Quir

Kepansan horga mesjadi sato falsee yag !uhbuum Ponitif e hudap sisd anuk berlent i s
Oerget Lea & Schumons, (20200 ke puison kega seeg lebid tog gzl messcoganadi it usiok kel
meajack lebih rendah. Pade lisas lasrye & kel bosghonian haryawan
unek berkermbasg dan menunentan sl enuk bedentl (Moosa, 21194, Berdasaan rekomendasi
peoclitian G atas. sbcn ditesgan hiponsis sebogai beribur:

Hee. ol Sanifac tiom bespenganid sepasf erhudigp Ovvervvon o (ot

Berdearkan bensgha Tapoteso distins, make toodel pened tian dapot diganburkan pads Gander |

"/ (hgwmmmmf \|

Comwitrrw

A e
a/ Axteoaos x \|

lb/ O /

g
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I
Segieveos.
Garchar 01 Model Ponelkin
]

muﬁpﬁ-mum b DO Srves defgan e k
wecara biegung. miwwuw»u T - 501 = sangsd tadak
setei dan § = sangat sctign). mmHM-Mﬂm\rﬂhw&nm-a
al. (2004, erdin dan 10 g iy Yaisel Evgi 3y (EE) diadopsi dan Sas
(mumlunhﬁ9p¢ﬂnym Vasidsel O e i £ (OC) Guadogra dus Rboodes
ot af, 12001} tendini dan 6 porsasyaas. Varished £6 St 51 deadope dan Seks {2006),
terdini dhen mnp-uh\mﬂM—lelOl‘Mrndmh}-(MMdmdw‘
pertamyzs. wh- berpunlah 1 | vacurs desil dapul Rlihe peck
P : ods byrpiran 3 dan k qu- 3
Revposden penelifin ini dilakuban secan pugare sivpdog di Kawace Muligueu lone Kos
Tasporasg - Indoowmis deegas Likenia sampel sdidad meska yang helens dsn doridsiis pelaor
tetap, Teknit pespurrpalan data diswadi dengas penyeborm ksexicner awal (pre-tew | hopad 30
ey yopoodan. Arsdivi fadoor artak oz vdidtze dan reab e dergan meng pussdaan 1BM SPSS
23 don wriek up validitos disdookn dengan mdakal sila penpehurnn Kaiser-Meyer Ofkin (KM0)
dan Measure of Sampling Adeguacy AMSAL Hanll nital KMO 10,3552 hingga 07711 dan MSA
10542 hingga (1318} lebih bogr don 0.5 yang actnya azalias fakiornya sackh soas, Ui reliabilites
mtemad e fakioefakior yang dadentifibad merungkan Cronbech’s Alpks yang kust disars
hawlry s antara ) H6T hiegga 0330, karers niks Croabach's Alpha 2ya mendebas | muka sanakio
balk (Hak e of. 2014) Scetish Aiakakan anabsa hasi pectest dart 27 peranyaan maba 15
n ik, p yeen pesda varatel MW Facwr, Baplores Eupypavest,
A‘bmmmvmhd‘“"‘“»ghﬂ Juraly ty valid Sedarghan poda
vanabd Orpminvamal Commmear dan & persmysn hnya 4 pertasyase yang vahd, Danpn
dermiben umbah p o paida Ul sp Hondl anali pre
fesT wr g ks Lampiron 3. sk amiha secon \unuum«opn merggwhtan mesde SEM
(Syectocad Bquetion Maded) Lisrel 3.5 dimona peaconian jomiad sampel adalad minimal & kak
seulah pervmymn (Hak of af.. 20041 ke urndah sampd digunokas sebaryak 195 responden
e meopeninbangkan cadongmn apedila serdopat ketrdak sessalan penglshan buesloser.

L) prrgiisnen salidites hosstk padipeosiitias i i diyutakas vl karetn
sebuezian besar inikator pach 109 varisbel el ailal loading facree febed dart 0.9, Nomin
terdapat S (lires) indikatoe yang memmibki loading faktor ditawah 0,50 yaiu dri variabel Evplonee
Lagngawew (EEIS049, EBA=00, EE=0 14, EES=0.12 don WJ.I%. Dan hast perthitingan
Cofstaxt reicbibty (CR) & v d (VE) dgart dikaiad li syies secann
Koscturnhan dimena sosal dengan e ol (006 talrar wila covesToct retiabiliny Yams
nesenui syan relubilive denzas CR dians 0,64 Gan nilai VE dies 050 yaits Iadridd Facanr
(CRDIK, VEOS61), EBaplores  Engopemest (CROTNE VB A52),  Organioavoont
Covominae iy (CR 080 X VE=U.016), Job Saghocthen (CR=0 512: VE<0.591) dan iwerkn 2o Gal

(CR=601; VE=)S5T5). Tantarg uji valalitas chn relodilise weans beepbap pods Lamperas &

Pordnarkan snalidcull 1

X241 = 2.60; Degree of tredam = 1101; Che Square = 327.38; RMSEA = 0/#; ECVE = 230 AIC
= 40701 CAIC = T894 NFT = 085, Criglcal N = K$.3538 dan G = 037 Deegas domiklas sk
brcoenkan besclurstun model |Gondrrse of £0) meskipos serdogeat boberga pada tingko murgingd

S

lul\'dllwumu Keestruk dickukas bestesarkie gw«mm—&
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e, dats sekmgkapaya boa dikhat peels Lamginzin 3 dan haulogs sebogamuns yang digantborian
daless PATH diagrom pada Gamdr 2. Jas Jopat disaphos ssode] pesgajian bipotesis seperts Tabed

D R e

e

Garmbar 2. Hosil Pach Disggram T-Vahse
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Tabel 1. Uji Hipotesis Model
T-Value

Hi Mcivitval Facror 065 | Daw ndek mendukorg

menpesgaehi EE Iripotesin
T H: Eqvlm f.ng,ugunrm 105 | Dawnidsk nwnﬁ[kung

mermiliki pengands pos il | ipetesin
wertadap OC |

Hy Eoyloyee Engagewear 135 1 Do idek mendukong
berpenganuh pooi il kerhadap IS | hipotesis

Hi drclivitunl Foclor bexpenganh 657 Duw mendukung hipotesis
sertalip OO

Hs Ovgasizotons' Commiamont -16s | Dan idak mendukong
mensrenkan 1Q | hdpotesis

He Job Sasfoction axsunankan 502 Duw mendakung hipetesis
L]

Sumber: dita olsdan liseel 2020

Wformasl lenghap meagensd Analisa SEM redapat pada Lampecan 7.

DISI(USI

Tirk Lciad L.

1, shadap Job Sansf M“.A

e
IOWM

wlurs  Employ

T
s B

(H1), menunjakies hahwa ddividou) Facyr Sk Rkt oendukung edadap Emplopve

o "

Hasil darl p ind Jochvids

terhadap Emplores ﬂrgma\mt. Hal ini dpot tegad ketika pemelitian dibkskon pada s
pandemi Covid 19 dinans hampir serus keyswan Gdak pads
urymbmnya hxl&nl )ugdlmuilmtm hisa sap tenadi setiap spot. Fakior-fokor Lain jugsi

=Y

dapar
duld:lmmn dari atasan | Saks, 2((6)

lhnl llipn&n\nhn H2) menunjoku Tulvwa Envpduyee Exgapereesy tidak bapengannh ssous
O

Fakror tidak selalu derpengaruh posinf
F‘nu aman dalam

wntar Karyawan, pergesbangan Laryawan,

seperm bpotesa pertama hal secepa serodi

karens panelitian difskukan pods st pmd\ml('m-d 19 dimana bamper semens karvaowan tdak
Pada poedss sens i lam ceganisasioya, had-hal yaeg dlhaw atiekan bisa san tefods setiap sean.
Groeehidgh & Reecoblot (19841 kanyarwan dengan ketickibamanan ko yimg febib tinggi
mﬂmmg 1elad mengunngl Aetedinan dan membait kebih sedikit wura 11T T
twjuan ocganesasi karena moroka meaghabiskan lebih sachkt wakeo dm mml wotuk pekensn
mereka. Lo Predi & Nonsis 12012) hak Retja yang

By 3
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letl tingzi sesursakan k | den ya ticak b Haslini tdak
seplan dengan penel tan ubelmylnlm mmm & Stda (2DI9I yulg twwnnhn adanyn

hubrngn posinif st Sl S

Pk hiponoss ketige (H3) Rl aerbulti Gl mendukum hipotsa badvwa Emplose
Engugeweny 1k terbaktl memilits perganuh positf iechadap Jod SarisGorion, dal inl sema
seperti hipotess besatn dan kedua yaitu hasil dipemagruhi oleh ponders Covid 19 dimana
banyak Karviwen mierass ek dalosss posis anean podls ongasnisicsinya schingga menjudi sdis
untek terciplasya fob saréfierion. Ketkdakamanan ket sisgat derpeagaruh negatlf serbadap
kinerjs pdwmm dan memiliki Bobusgsn negatf dengan ketedibatim ega (Wang o1 af,

“0!51 Hal uu jogn uvmd.lpn dcnﬂn Aabu & Chang (2019 hahen ketidakamanio kena

yang o secary Bngrung berck & pecdar penarunan KeterBrotain kena,

Husil don hipaesa keernpe | Hé ) serbukti mendukung Repot esss Ha babiwa In'MMmf Focror
memliki pengirud posit terhasdap Oryem s G . Hail son jukh luhwu
l:hol fakior lndlndu mpasu\m karyrwen dolam B iseed. Pudn

kan adanya hubmngan antara o aduwed Factor dengn (hwwmwmw
Commuiiwent. yaite karywwan dengan Dnd¥rideal Focror tingel mengdasillan Ovgawzaniona)
Cowmpwesr yang anggi { Aadrew & Sofiem, 2002),

Mm&ak&m(lﬂ)hmdmm dukusg Mg Lodwa Ovgawariona)
(¥ tidak reh negatit serhadag A 20 Qur, bal yang sesa
sepert) hlpumn Resau, kedoa dun uen[u Arengah pandermt Covid 19 fakroc ketdoknmaman
menjadi pemicu nix Gryawan weisk keluar, Stin & Hue (2020) Retidatamansn berg
mmghhnlm enengi fisik, p.nlunbgn. dan mentd karyawan. secan Gdak bingaeng

iy dann O mereks, Hasll (nl dopet meonjudion bohen
kmm-m yng udlk m'lil Ommlxuuml Conwitmens yang tingp teshadap pekergsan
neka 1 A Quit (Jang e . 2021).

¥ -

t\uul. ol hipoacsa keenam (H6) teulti mendulung leipoacse batowa Job Sadsfieniom

h negatid terhadap 1 a0 Q. basil dont penelitian ini menunjukan bahey
kainuwmn yimg meraa o kerhadap pekenaan dilaen s orgamessi maka akan
wengekpresikan difiayn desgan carn werBtat langwng pada suatu kegistus yog adu pala
onganisaed tersedot. hal ine jaga sesunl dergan peoclinen sebelgmnya yailu kepuasan kena
adidah scbazal prodikior ugmfhn dan nist untuk berkers (Calisir of af 20111, Kepsassan
keaa uga dapat it unmk bechonts menpadi Jebth rondad (Andrew & Sofian.
2012 Us c2 af . 2015; Moesa, 2019; Laa & Schumann, 20208,

Bagi manajomsen snmber dayd manvsi, smsan steds ini men jadi peating bags seste ongamiss)
ki seserghan straegl dan pembendsysan ky suae wecien maksinad terulane pods sas
pandemi Covid 19, Hisil peoelitan ini 7 Nhwae tesang dun &
dakum doberp pada saiani orgaisies meojadi bebih penting, hal mi socara tidsk hq-nn_g
mempengaruhl Keterikatn Koryawan dalaes suai organkast, disist o dukongan ongiaisicd
secars penuh terbadap kanawan maks dom mendspatkan tabal talik dari kanyawen, yaite
dengan mm;uhn linghal boterikatan yuag lebih bosar lerhadsp pokerpan mescha dales
CRYNE  SOCUn pem din memberikan pekerjuos  dengan
Ismhrml yang sesusi uh k dengam kesenk kerja ying kebih besar
Kektitatn Layawan juga kebin umlemrg oeonilite Kuadins hubungan yaog ldsh tuil
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dengan paasan wieeeka yang mee i mereha juga meoe ki sikap, niat, dia penloky vang kbih
postf.

KESIMPULAN

Hasil penctitian peda sast pandami Covil 19 ikan teatiwa eaplopee ey tidak
secam lngang membesnt pengand terhadap Mserja kiey ol 2o ofg Dengan
ad.nyl(und 19 faktor keodakamaman keeja memberkan dampak yang cukvp besar ieshadap

dimma & Rerjn akan menghaiiskan energ fsik,

;ml:hgu. dar mental karyawan, secars tikbk binpung memesganhi keschatan dan
Kesejattenan mereka (Shin & Hur, 2020}, Nann itk Ly savan dengan tinghsd kispaan
Kegja yang tnggs. mereka wakan tudak terpeogamh dengan ketja dim menka
cenderung bertahan padas seatw organiasi, Kepuasam kerja yamg tinggs chspal menumnkan
kejeoulian, dan niat wm over (Lea & Scdumann, M20). Uniuk kedepanoya peoclitan yung
samachapat dikskukan samun dengan memperhat itan fktoe-fakior poleasial bin serkat dengan

eaplorer pogesmmt.

Penclitian ini momsl ki beberapa impliktasi mamageral vung: penting untek dilakekaom dakies
moghkn meningharian kioerj Taryowan daam sebwah cepanisasi yaine petama, mengiog
emploree engapesenr terbubti memidibi peran yang desar dabim sebaah orgimisad, keska
saxcksh tercipta enywlovee engagement chalam din sesoomng maka kanyiraan akan berkomitmen
dan kehih termnotivass untuk melakukan pekecjaamnya dongn lebih baik juga merwes lobeh puses

danpacks cong Bain,
Kedao, ketko banyak Koeyawas yang sudah mséresn puss dan berkomitmen terbodap
i maka skan tingkat swn over karyaren dalam organisas: terscbut,
Swdi i memiliki beberga Lmhuu- dus jugs mounjulse bebemps asdun anluk
ialdan pada penelit | yaliu patama, Qs peocliln hasya
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INTRODUCTION

Human Resources (HR) practitioners posidon employees as an important asset in an
orzanization. They are comsidered to have an essemtial role in supporting the
achievement of organizational goals (Anindita & Seda, 2019). The importance of
reliable human resources in an organization, especially in this era of globalization.
requires employess with hizh productvity levels Therefore, organizations need
proactive, have hizh initiative and have fall responsibility for the development of the
company and career. Besides, companies also need energetic and dedicated
employees, namely employees who have engagement in camying out their work
(Bakker & Leiter, 2010).

Engazement is defined as the status of an employee's attachment to the work
environment or company where he works. That is a condition in which an employee
feels that he has a very special bond with his work environment, therefore the
emplovee will voluntanly do anything for the progress of his company by continuing
0 contribute optimally. In a stady conducted by Willam & Kahn (1900) that the
notion of engagement is the center of self-affective work that reflects employee
personal satisfaction and the affinnation they get from working and being part of an
organization. this is related to employee psychology. Andrew & Sofian, (2012)
Engazement is a positive thing in an organization and can mfluence other dimensions
including Job Satisfacton. Organizatiomal Commitment, Intention to Quit, and
Orzanizational Citizenship Behavior. Engagement refers to a serious and consistent
state of feeling and thinkins that focuses not only on specific objects, events,
individuals or behaviors.

In some literature. it is stated that employee engagement is needed to improve the
performance and productivity of an organization (Allen & Meyer, 1990; Saks, 2006;
Johnson, 2006; Bakker & Leiter, 2010; Kingcade, 2010; Markos & Sridevi, 2010;
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Jaros, 2015) . Employess who have engagement will motivate themselves to improve
their performance at a higher level and this energy is in the form of affective
Commitment and hizh normative Commitment to the organizaton {Andrew & Sofian.
2012: Albdour & Altarawnsh. 2014: Jones, 2018). Thus, Organizational Commitment
is a form of the psychological relationship between employees and their organization
(Meyer & Herscovitch. 2001). In other studies. it was found that Organizational
Commitment continues to adapt and innovate in every change in order to implement
the corporate strategy (Zulkamain & Hadiyani, 2014). Employees who are committed
will be more motvated to do a better job and feel more satisfiad than others (Sohail.
Safdar, Saleem Ansar, & Azeem 2012).

Employee enzazement is often discussed by companies (Saks, 2006). This is because
Employee engagzemsnt 15 a positive emplovee attitude. This behavior has a sagnificant
effect on job satisfaction and can improve employse mental health (Pelie, 2011:
Spreitzer, 2015). Employes engazement can also increase communication intensity
between employses, create job satisfaction. and reduce employee mtention to quit (Lu.
Gursoy, & Neale, 2015; Kang & Sung. 2017; Moosa, 2019; Lea & Schumann, 2020).
A good organization always pays attenton to vanous aspacts, one of which is the level
of job satisfaction because when employees are satsfied with their work, they will
provide maximum input to achieve organizational goals (Tepper, Duffy. Hoobler. &
Ensley, 2004; Abid. Zahra, & Ahmed, 2016). To maintain reliable employees in an
orzanization. it can also be considersd that work support factors and concem for
emplovees because these factors can raduce employee intentions to leave (Brummel,
2015).

Research relatad ro the effect of Employee Engazement with oufput on increasing Job
Satisfaction and reducing Intention to Quit has been widely studied in the European
Continent, however, along with the faurly rapid development of the industry in
Indonesia, this research is feasible to be camed out to provids an overview for busmess
actors in order to improve employee performance. in an organization (Saks, 2006).
This study uses the same framework as previous ressarch (Anindita & Seda, 2019).
namely how employes engagement mediates individual factors' influence on
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organizational Commitment, but by adding Job Satisfaction and Intention to Quit
vanables.

The purpose of this study was to determine and test employee attachment to job
sadsfaction so that it correlates with decreased employee intention to quit m the Iconic
Multpurpose Area of Tangerang - Indonesia. So that theoretically, it can improve
management's understanding of employes engagement and empower employees in
their work environment to be more productive.

LITERATURE REVIEW

Individual Factor

Individual Factor as the most substantial stimlus in creating Employee Engagement
iz a feeling of siznificance and overall inclusivensss among employess. Several things
can make this component, namely: first, there is an employee engazement in decision
making; second, employees feel free o express their opinions, in this case, supervisors
listen to their point of view so that employees feel they have contributed to the
company: third, employees are given the opportunity to develop themselves related to
their work; fourth, the orzanization pays special attention to the welfare and health of
its employees (Saks, 2006).

Several points are mentionad in other researches. Employee engagement is categorized
into two things, namely: attachment to mdividual factors and attachment to
organizational factors. First, the individual factors referred to in employee engagement
are behaviors that can motivate individual employees to perform their functions at
work 5o that they can be maximally involved i their work. Secondly what is meant
by orzanizational factors are stimuli formed withm the organization to demand better
employee performance (Andrew & Sofian. 2012). Then the individual factor
components must be handled properly through a more appropniate approach so that
employees can be fully involved in camrying out their work (Markos & Sndevi, 2010)
Employee Engagement

Saks (2006) defines Employes Enzagement based on how individuals pay their full
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atention in camrying out the roles they have Emplovee Enzazement a5 an emplovee's
perscnal Commitment to their roles and responsibilities in their work. In this case,
individual psycholozical, cogmitive, and emotional feelings are usad to provide
optimal performance in carrying out the work they are responsible (William & Kahn,
1090). Commitment to the orzanization is infhuenced by several factors. either
emotionally or ratiomally, which are directly related to work and work experience
(Zulkamain & Hadiyani, 2014).

Orgapizational Commitment

Orzanizational Commitment s defined as a psychological form of the relationship
between emplovees and their orgamizations, and has a strong influence on how far
employees stay in the organization (Allen & Meyer. 1990: Imron & Syah, 2020). This
is also supported by Zulkarnain & Hadiyani (2014) which states that organizational
Commitment and employes engagement contribute to employee readiness to change.
Orzanizational Commitment is influenced by the level of Employee Engagement they
have, the higher a person's Employee Engagement, the higher the Organizational
Commitmenr between employees (Anindita & Seda, 2019).

Job Satisfaction

Job Satsfaction is defined as an employee's feeling while doinz hiz job trying to
provide the best performance (Sohail et al., 2014; Apnlda et al., 2019; Syah et al.,
2020). Job satisfaction can be measured in differsnt ways, such as work enzagzement,
work commimment. etc. Job satisfaction means how emplovees do their jobs, if
employees are satisfied, they also enjoy their work, employee empowerment l=ads to
job satisfaction. which can also improve their mental health (Pelit, 2011: Spreitzer,
2013). Satisfied employees will provide full input to achieve orgamizational goals,
superviser support, and peer suppert. They will also affect employee psychology.
enzaged and committed employees are satisfied with their work (Tepper et al., 2004).
Intention to Quit

Intention to quit is defined as a form of employee intention to leave their job, many
factors can affect employee thinking about work, such as working conditions,
coworker support, superiors' support (Saks, 2006). In other studies, supportive work
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environment factors can reduce employees' intention to quit, if emplovees are happy
with their work environment, they are more enthusiastic in self-development and can
provide maxipmme input (Abid et al., 2016). Other factors such as work attention or
concern for employees can reduce employee turnover
HYPOTHESIS OF VARIABLE RELATIONSHIPS
Individual Factor Relationship and Employee Engagement
In increasing employee engagement, there are several important factors such as
providing encouragement that can motivate employeas directly so that they can do
work effectively and efficiently, in the end they can be fully involved in their work.
Some researchers focus on driving factors through individual factors, while several
factors that influence employees are commmumnication between employess, employse
development, and support from superiors (Saks, 2005). Other research results indicate
that high individual factors positively affect employes engagement (Andrew & Sofian,
2012). Then the following hypothesis is built:

HI1. High individual Factor has a positive effect on employee engagement.
Hizh employes engagement can increase organizational Commimmeant and vice versa.
Employees who are not mvolved in discussions and interactions within 2 company
have low emplovee enzazement. Therefore, it is important for every employes to have
employee engagement in camying out their work becauss with hizh employee
enzagement, employees are more enthusiastic about doing their work (Bakker &
Leiter, 2010). The results of previous stadies showed a positive relationship between
employee engagament and organizational Commitment {Saks, 2006). Other studies
also show the influence of employee engagement on orzanizational Commitment,
when emplovess have a good commimment to doing work, they tend to have emotional
strength (Albdour & Altarawneh, 2014). From the recommendations of several studies
above. the following hypothesis is built:
H2. There 13 a positive mfluence on employee engagemsnt on orzanizational
Commitment.
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Relationship between Employee Engagement and Job Satisfaction

Employee attachment leads to job satisfaction and affects the intenton to stop being
lower (Lu et al., 2015; Lea & Schumann, 2020). Recent findings have consistently
concluded that employee job involvement serves as a major determinant of job
satisfaction (Karatepe, 2013). Based on the research recommendations above, the
following hypothesis is built:

H3. Employee engagement has a positive effect on Job Satisfaction.
Relationship between Individual Factor and Organizational Commitment
Orzanizational Commitment is a multidimensional concept, which is able to make
employees do somethins on behalf of the company (Mowday, 1997). The resuits of
other studies show a relationship between individual factors and organizational
Commitment, which is a consequence of employee engagement. Employees with high
individual factors have high organizational Commitment. Hizh individual factors are
influenced by good employee attendance. communication, employee development,
and support from superiors (Andrew & Sofian, 2012; Niam & Syah, 2019). Based on
the preceding. the following hypothesis is bualt:

H4. Individual factors have a positive infloence on organizational

Commitment.

Organizational Commitment Relationship to Intention to Quit

Commitment to the organization is a form of individual desire to remain a member in
an organization. Individuals who stay in the organization will show a higher level of
confidence than those who intend to leave (Mowday, 1997). Other research results
show a negadve and significant comelation was found between organizational
Commitment and turnover intention (Keebler, 2012: Silaban & Syah, 2018). Basad on
the ressarch above, the following hypothesis is built

HS. Organizational Commitment is negatively related to the Intention to Quit.

Job Satisfaction Relationship with Intention to Quit

Job satisfaction is a factor that is positively related to the mtention to quit. according
to Lea & Schumann (2020) that hizher job satisfaction affacts the intention to leave is
lower. In other studies, job satisfaction awakens employes entbusiasm to develop and
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reduces the intention %o quit {(Moosa, 2019). Based oo the research recommsendations
sbove, the following hypothesis is built:

H6. Job Satisfaction bas a negative effect on Intestion w Quit.

Based on the hypothetical framework above, the research model can be described in

Figare |
H m H*

T
@H
Faoon

Santglocien H’

Fagure 01: Rovearch Modad

RESEARCH METHODOLOGY

We were collecting data in this study wsing a survey method by distribening
questionnaires directly. Measurements were made with a Likest scale with a scale of |
- $ {1 = swongly disagrec and 3 = swongly agree). Measarement of e Individual
Factor (IF) varishk was adopted from Robinsom et ol (2004), consisting of 10
questicns. The Employee Engagement (EE) varisble was adopted from Saks (2008).
consisting of 9 questions. The Organizanional Commutment (OC) vanable was adopted
from Rboades et al, (2001), consisting of 6 guestions. The Job Satisfacton (JS)
vanable was adopied from Saks (2006), cansisting of 3 questions and the Aneation 1o
Quit (KQ) vanable was adopted from Saks (2006), consisting of 3 questions. The 1ol
measarcment ansoussed to 31 questions, which in detas] can be seen in the opemticoal
vanables in stachosent 2 and the goestiommaire in anachment 3.

Respondents of this stady were conducted by purposive sampling in the lconic
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Multpurpose Area of Tangerang City - Indonesia with the sample criteria being those
who work and have permanent stams. The data collection technique begins with
disoibuting the initial questionnaire (pretest) to 30 respondents. Factor analysis for
validity and reliability tests used IBM SPSS 23 and for validity, tests were camied out
by lookmg at the Kaiser-Meyer-Olkin (KMO) measurement vahue and the Measurs of
Sampling Adequacy (MSA). The results of the KMO (0.582t00.771) and MSA (0542
10 0.838) values were more significant than 0.5, which means that the factor analysis
was appropriate. The idennfied factors” intemal reliability test shows a stong
Cronbach's Alpha where the results are between 0.667 to 0.880, because the
Cronbach's Alpha value i3 close to 1, the better (Hair et al , 2014). After analyzing the
pretest results from 27 questions, 235 questions were declared valid, all questions on
the Individual Factor vanable, Employes Engagement, Job Satisfaction and Intention
10 Quit vanables were all declared valid Whereas in the Organizational Commitment
vamable from § questions, only 4 questions were valid Thus the number of questions
on the research questonnaire totaled 25 questions. The results of the pratest analysis
are in Appendix 3, for quanfitative analysis using the Lisrel 8.8 SEM (Structural
Equation Model) method where the determinadon of the number of samples is a
minimum of 5 times the number of questions (Hair et al., 2014). The pumber of
samples used is 195 respondents by considering reserves if there is a discrepancy in
filling out the questionnaire.

RESULTS

The construct validity and reliability test was cariad out based on the recommendation
of (Hair et al, 2014) that the measurement of construct validity in this study can be
accepeed and declared valid, because most of the indicators on each vamable have a
loading factor value of more than 0.50. However, there are 5 (fve) indicators that have
2 loading factor below 0.50. namely from the Employee Engagement variable (EE1 =
0.40, EE6=0.20. EE7 = 0.14, EES = 0.12 and EE = 0.19.). From the calculation of
construct reliability (CR) and variable extracted (VE), it can be said that they meet the
overall requirements which are in accordance with Hair et al. (2014) that the value of
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construct reliability st meet the reliability requirements with a CR above 0.60 and
a VE value above 0.50, namely Individual Factor (CR =0.884. VE=0.561), Employee
Engagement (CR.=0.760: VE =0.452), Organizationa! Commitment (CR. =0.863: VE
=0.616). Job Satisfaction (CR = 0.812; VE =0.591) and Intention to Quit (CR = 601;
VE =0.575). About the complete validity and reliability test in Appendix 6.

Based on the switability test analysis. most of them showed 2 good &it including X2 /
df = 2.61; Degree of freedom = 110; Chi-Square = 327.38; RMSEA = 0.09; ECVI=
231; AIC=447.61. CAIC = 789.45. NFI = 0.89; Critical N = 88 336. and GFI=0.87.
Thaus thers 15 a fit of the overall model (Goodness of Fit). However, there are some at
the marginal fit level. The complete data can be s2en in Appendix 8. The results are as
illustrated @ the PATH diagram in Figure 2. A hypothesis testing model can be
presented as shown in Table 1.

OTINT. AL AITELEL Brwelna®3 43000, REMI®I 0L

Picrare 2. Result of the T-Value Path Diagram
Table 1. Model Hypothesis Test

Ty podhats Hypothass Seaterracs Ntsl Frplesadcn
T-Valee
RI TRV factors Giject EE 065 | The dam do not mpport the
Bypotesis.

117



Universitas Esa Unggul

Jamal Pkonows den e s, Valume 2x No. x Apeil 20 1x, xx - ¢ B
e Tmployes Lagagemsest haa & poasive effact TI3 | The & 3o ot spport he
20 OC 5
4] Empioyee 'z gagersest has & possive effact 170 1he dam do not suppont the
o8 IS b P el
1253 Tndivicdual ¥ acsee afects OC 857 Tindn sapper = npothens.
)55 Orgaizanona Com witwaes radoces K) =185 Thdndomrmtb
2] Job Satfacnon lowers 10 242 da spport 26 Inpothents
Soarce 2020 lwrel processed das
Coesplete nérmation ngarding SEM sawlyss (s o Appendiz 7
DISCUSSION

This study mtends to explors the influence and relationship between Employee
Engazement on Job Satisfaction and Intention to Quit. Testing the first hypothesis (H1)
shows that Individual Factors are not proven to support Employee Engagement. The
resules of this study do not always have a positive effect on Employee Engagement,
this can happen when the ressarch was conducted during the Covid 19 pandemic where
almost all employees were not in a safe position in their crganization, things that are
feared could happen at any time Other factors car also affect mndividuals, such as
communication between employees, employee development, and supenors' support
(Saks, 2006).

The results of the second hypothesis (H2) show thar Employee Engagement does not
directly affect Orzanizational Commitment, such as the first hypothesis, the same thing
happenad because the research was conducted during the Covid 19 pandemic where
almost all employees were not in a safe position in their organization, things to worry
abour could be happens all the time. Greenhalgh & Rosenblatt (1984) employees with
higher job insecunty tend to have reduced enzagement and make less effort to achieve
orzanizational zoals because they spend less time and snergy on their work, Lo Presti
& Nomnis (2012) suggest that perceptions of job insecunty higher ones lowered
emotional Commitment and made them inconsistent This result is not in hine with
previous research by Anindita & Seda (2019). which shows a positive relationship
berween Employee Engagement and Organizational Commitment.
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In the third hypothesis (H3) the results are proven to not support the hypothesis that
Emplooye Engagement is not proven to have a positive effect on Job Satisfaction, this
is the same as the first and second hypotheses, namely the results are affected by the
Covid 19 pandemic where many employees feel not in a safe position in their
orzanization so that they become difficult to create job satisfaction. Job insecurity has
a very negative effect on job performance and has a negative relationship with job
involvement (Wang et al, 2015). This also agrees with Asfaw & Chang (2019) that
the perceived job insecunty directly impacts on decreasing work involvement.

The fourth hypothesis (H<) results are proven to support the H4 hypothesis that
individual factors have a positive influence on Organizational Commitment. These
results mdicate that individual factors affect employees in organizations. In previous
research, it was found that there was a relationship between Individual Factors and
Organizational Commitment. that is, employees with high mdividual factors produced
high Organizational Commitment (Andrew & Sofian, 2012).

In the fifth hypothesis (HS) the results are not proven to support the hypothesis that
Orzanizational Commirment does not have a negative effact on Intention to Quit, the
same thing as the first, second and third hypotheses in the middle of the Covid 19
pandemic, the insecurity factor triggers employees' intentions to leave Shin & Hur
{2020) job imsecunty consumes employses' physical. psychological, and mental
energies, indirectly affecting their health and well-being. These results indicate that
emplovees who do net have a high organizational commitment to work expensnce an
increase in Intention to Guit (Jung et al., 2021).

For the results of the sixth hypochesis (H6) it is proven to support the hypothesis that
Job Satizfaction has a negative effect on Intention to Quit, the results of dus stdy
indicate that employees who are satisfied with work m an organization will express
themselves by being directly involved in an activity in the organization In this regard.
this is also following previous research, and namely, job satisfaction is a significant
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predictor of intention to quit (Calisir et al., 2011). Job satisfactior can also affect the
intention to stop being lower (Andrew & Sofian. 2012: Lu et al,, 2015; Moosa, 2019;
Lea & Schumann, 2020).

For human resource management, this study's findings are important for an
orzanization in implementing strategy and empowering employees maximally,
especially dunnz the Covad 19 pandemic. Indirectly affect employee engagement in
an orgapization, on the other hand, full organizational support for employees will get
feedback from employees, namely by showing a greater level of atachment to their
work in the organization. Giving full trust and giving jobs with suitable characteristics
tends to reciprocate with a graater work attachment. Employee engagement i also
more likely to have better quality relationships with their superiors, which makes them
also have more positive attitudes, intentions and behaviors.

Second, when many employees are satisfied and committed to their organization, it
will reduce the employee tumover rate in the organization.

This study has several lim:tations and also shows some directions for amprovement in
further research, namely first, the research data is only carmed out in one Iconic
Multipurpose warehousing area. The two further studies can be camed out on service
companies and manufacturing industry companies to obtain more objective and
representative results with a broader scope. Further ressarch is suggestad to add other
vamables that are influenced by employee engagement. This is because thers are many
other variables related to employee enzagemsnt.
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Error

J83 = 0.24%22, Errcrvay.- 0.16 , B3

(0.025)
9.73

(0.015)
10.87

IQ) = 0.84%1Q,, R* = 1.00

IQ2 = 0.53*IQ, Errorvar.= 0.31 , R?

(0.033)
16.40

(0.029)
10.77

IFl = 0.37°1F, Erxyxorvar.= 0.21 , R?

{0.035)
10.45

(0.021)
9.68

IFZ = D.35*IF, Brrorvar.« 0.35 , K2

(0.048)
7.30

(0.024)
10.47

IF3 = 0.55°IF, Rrrorvar.= 0.24 , R?

(0.048)
11.%0

(0.027)
2

IF4 =« 0.64°IF, Bryorvar.= 0.21 , R3

(0.048) (0.026)
13.83 8.04

IFS =« 0.60%IF, Errorvarx.« 0.20 , B3
(0.043) (0.025)
13.80 8.14

IFS « 0.71%IP, Brxozvar.= 0.23 , R3

(0.048)
14.8%

Covariance for EE3

Covariance for EE4

Covariance for OC1

Covariance for 0C1

Covariance for 0OC2

Covariance for OC4

(0.030)
7.0

and EE2 = 0.11
{C.020)
5.45
and EE2 « 0.12
(c.012)
6.35
and EE3 = 0.031
{0.015)
6.05
and EES « 0.056
{0.013)
4.27
and EEZ = 0.080
10.012)
6.74
and OCZ « 0.11
(¢c.012)
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e lawenon m Recgn
(D, Scherdar, T.Y X Syab)

Ervor

Erxor

Error

Error

Erxror

Erxor

Error

Error

Erxor

Erxor

Efror

Error

Error

Eryor

Errer

Error

Error

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

Covariance

for

for

for

for

for

for

for

for

for

for

for

Jsl

J82

Js2

Js3

Js3

Je3

101

Q1

Q1

2

Q2

2

il

191

IF1

w1

F2

5.76

and OC3 =« 0.046
(0.015)

3.09

and EB3 = 0.030
{0.0098)

3.14

and 003 « -0.02
(0.015)

-1.17

and 0C3 = -0.06
(0.014)

-4.14

and 0C4 = -0.06
{0.0083)

and JS2 =« 0.083
and ER2 =« 0.12
and ©C2 =« 0.063
and OC3 = 0.073
and EE2 =« 0.16
and EE4 « 0.11
and J8] « -0.04
and O&C3 =« -0.08
and OC4 = 0.041

and J82 « 0.045
t0.011)

4.05

and 1Q1 = -0.08
(0.015)

-4.90

and J81 = 0.028
{0.0083)

3.10
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Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Error

Exror

Covar iance

Covariance

Covariance

Covaxiance

Covariance

Covariance

Covariance

Covaxiance

Covayiance

Covariance

Covariance

Covaxiance

Covariance

fox

for

for

for

fox

for

for

for

fox

for

for

for

fox

IF2

193

84 ]

b4 0]

P4

4 {1

1Fe

e

ire

IF6

and

ang

and

and

and

and

and

and

Structural Equaticona

22 =« 0.051°IF, Errcorvar.= 1.00 , R¥ = 0.0026

(0.078) {0.29)
0.65 3.39
OC = 0.073°EE + O.5€°IF¥, EBryrorvar.= 0.67 , R3 = 0.33
(0.063} {c.081)
1.15 £.97
JS = 0.13*BE, Errorvar.- 0.98
(0.072) (0.085)
1.7% . 10.39
IQ = = 0.21°0C + 0.41%J3, Errorvar.= 1.01 , R? =« -0,011
(0.13) (0.079)
-1.65 5.12

4 51

ocz

w2

IF2

ocz

IF3

J81

IF2

oct

ocs

J82

02

1E3

- 0.06%
(c.o011)
6.2¢
- 0.041
{0.0098)
4.25
- ~0.07
(0.012)
-5.63
- 0.20
10.023)
8.89
- 0.068
(0.013)
5.33
= 0.058
(0.020)
2.95
= D.063
(0.011)
5.56
- 0.12
10.017)
€.81
- 0.087
(0.018)
5.39
= -0.05
(0.011)
-4.52
- ~0.04
(0.013)
-3.39
- 0.05%
(0.017)
3.17
- -0.07
(0.015)
-4.91
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48 Pfact of b s lasersion w Reogn.
(1. Schandar, T.Y 2 Syak)

Error Covariance for J8 and OC = 0.36
{0.075)

37

Error Covariance for IQ and OC « 0.37
(O.Ig)

fleduced Form Eguations

EE & 0.051°IF, Brrorvar.= 1.00, R® « 0.0026
(0.078)
0.€5

OC = 0.57*1F, Brrorvar.= 0.68, R* =« 0.32
(0.082)
€.89

J8 =« 0.0065*1¥, EBrxorvar.= 1.00, R?* « 0.00
(0.011)
0.60

IQ « - Q.12*1IF, Ervorvay.« 0.99, R?® « 0.014
(0.085)
-1.80

Correlation Matrix of Independent Variables

Covariance Matrix of Latent Varlables

EE o J8 Q0 1¥
ER 1.00
oc .10 1.00
Js .13 0.37 1.00
10 0.03 0.31 Q.33 1.00
be 4 0.05 0.57 0.01 ~0.12 1.00

Goodnesa of Pit Statlastics

Degrees of Freadom =« 110
Minimun Fit Punction Chi-Sguare = 327.38 (P = 0.0)
Normal Theory Weighted Least Squares Chi-Square = 287.61 (P < 0.0)
Estimated Non-centrality Paramster (NCF) « 177.61
90 Percent Confidence Intexval for NCP = (131.22 ; 231.€7)

Minlmam Pit Punction Value = 1.6%
Population Discrepancy Functicn Value (FO) = 0.92
90 Percent Confidence Interval for PO « (0.68 ; 1.19)
Root Mean Square Error of Approximation (AMSEXR) = 0.0391
20 Pexcent Confidence Interval for RMSEA « (0.078 ; 0.10)
P-Value for Teat Of Close Fit (SMSER < 0.05) « 0.00
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Expected Cross-Validation Index (ECVI) « 2.31
90 Percent Confidence Interval for BCVI = (2.07 ; 2.59)
ECVI for Saturated Model = 1.56
ECVI for Independence Model = 15,55
Chi-Square for Independence Model with 171 Degrees of
Freedoa=2978.93
Independence AIC =« 3016.93
Model AIC « 447.861
Saturated AIC -« 380.00
Independence CAIC « 3096.312
Model CRIC « 789.45
Saturated CAIC = 1191.87

Normed Fit Index (NFI) = 0.89
Non~-Normed Fit Index (NNFI) =« O.88
Parsimony Nomed FAit Index (INFI) = 0.57
Conparative Fit Index {(CFY) =« 0.92
Incremental Pit Index (IFI) « 0.92
Relative Fit Index (RFI) = 0.83

Critical N |ON) = 88.3¢6
Root Mean Square Residual (BMR) =« 0.040
Standardized MR « 0.092
Goodreas of Fit Index {(CFI) « 0.87
Adjusted Cocdneas of Fit Index (AGFI) = 0.77
Parsinony Geodness of Fit Index (PGFI) = 0.50

The Medification Indices Suggest to Add the

Path to frem Dacrease in Chi-3quare Nev Estimate
oCL Js 9.1 Q.09
oc2 EE 27.8 -0.14

Standaydized Solution

LAMADA-Y

g8z 0.27 -
£83 0.47 -
EE4 0.32 -
£85 0.43 -
ocy - - 0
oz - - .
oc3 - - 0
ocd -~ 0
J81 - -
J82 -- -
183 - - -
101 - - -
102 - - -

"lllmbogllll
|
'
|

LAMBDA-X
IF
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TSect of Job =S lyxeton © Reusgn.
(I Sehvendar, T.Y 3 Syab)

IFL 0.37
IF2 0.35
IF3 .55
IF4 0.64
1¥5 C.60
I¥s .71
BETA
o g2 0
£2 = = - - -~ --
ce 0.07 - - - - - -
Js 0.13 -- - - - -
10 - - -0.21 0.41 --
GrRea
xe
£8 0.05
ce 0.56
J8 - -
10 - -

Correlation Matrix of ETA and KSI

oc I
-
oc 0.140 1.00
Js 0.13 0.37 1.00
IQ 0.03 0.31 0.33 1.00
¢ ¢ 0.05 0.57 0.01 -0.12 1.00
PsI

EE oc J8 Q
44 1.00
oc = 0.67
J3 - 0.38 0.58
19 i 0.37 - 1.01

¥
£s 0.05
oc 0.57
Js 0.01
10 -0.12
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Conmpletely Standardized Solutlen

LAMEDA-Y
EE o a8 1Q
EEZ 0.44 A -i
EE3 8.73 - - - - -
£E4 0.52 - - - - - -
) 0.8 -- e~ =
oct - - 0.68 - - - -
oc2 - - 0.70 - - - -
o3 - - 0.85 - - - -
ocd - - 0.82 - - - -
Ja1 - - - - 1.00 - -
382 - - - - 0.62 - -
J83 - - - - 0.52 - -
101 - - - - - - 1.00
102 - - - - - - 0.69
LAMBDA-X
u‘
IfL 0.63
IF2 0.50
183 0.75
IF4 0.81
IFS 0.80
LFS 0.83
BETA
EE o as 0
EE - - - - - - - -
oc 0.07 - - - - - -
JE 0.13 - - - - - -
10 - - -0.21 0.41 - -

Correlation Matrix of ETA and K21
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2 Dect of Vang Job e lawesion w Recgn
(I Scheeder, T.Y X Syak)
ER oc Js Q0 I¥
R 1.00
oc 0.10 1.00
Js 0.13 0.37 1.00
10 0.03 Q.31 6.33 1.00
¢ 3 0.05 0.57 0.01 =-0.12 1.00
P3I
EE oc Jg 0
2 1.00
(&8 - - 0.€7
Js - - 0.3& 0.98
10 - 0.37 =i 1.0%
THETA-EFS
E22 BR3 EE4 ERS ocl oc2
EE2 0.81
EE3 0.27 0.47
EES 0.30 - 0.73
EES - - e 0.26
ocl - - 0.25 - - 0.20 0.56
oc2 0.18 -_w- - - - - -l 0.51
oc3 - -~ - == - - ==
oce - - - - -- -- - - 0.22
Js1 -- -~ -- - - - - --
Js2 - - 0.09 - - -- - - --
Js3 - - -~ - - -- - - -
101 0.23 -- - - -~ -~ 0.11
192 0.32 - 0.23 - - -
THETA-EP2
oc3 ocd Jsl Jsz Js3 IQ1
oc3 0.28
ocs = 0.32
Jsl 0.14 = -
Js2 -0.405 = - 0.81
Je3 -0.18 -0.20 - - 0.26 0.73
101 0.13 - - - - -
102 -- -~ -0.120 - - --
THETA-EP2
102
102 0.52

THETA-DELTA-EPE
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£82 BE3 ER4 EES ocl oc2
1£1 - - -~ -- - - - - --
152 - - - - -- -- - - - -
1¥3 - - - - - - - - 0.08
174 - - - -- -- - - 0.12
185 -- - -- -~ - - --
186 -- - - - - -- 0.18 --

IFl
IF2
¢ X
we
185
1Fe

IF1
1F2
1P3
we
195
1Fe

IFl
1F2
1¥3
174
IFS
1Fe

BRE

oe3 ocd AT 182 323 101
-0.21 0.10 - - 0.15 - - -0.15
-~ - - 0.08 - - - - - -

- - -~ 0.17 -~ - - --
- - ~0.09 - -0.10 - - --
THETA-DELTA-EPS
-0.12
0.08
THETA-DELTA
181 w2 153 IF4 185 196
0.60
0.17 0.75
- - 0.40 0.44
- - -~ 0.10 0.34
-- 0.23 - - - - 0.36
- - - - -0.12 - - - - 0.31

flegresaion Matrix TR on KSI (Standaxdized)

e

0.05
0.57
0.01
-0.12

Tine wsed:

0.109 Secords
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) Pffact of Laep oo b 428 lasersion @ Reogn.
(I Schecdar, T.Y 2 Syak)

T-Value (Path Analysis)

- ¢
- $ i

—— A

i
LN », 14'|
= . i

Y u\X 5.5¢
= *\gj/
& jenag

Pirt

» AT o
=

e »

Cha-Branse™17. 600 SPLI0 Poralew™ 000 RERATE. ML
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