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Abstract: This research aims at analyzing the influence of employee’s satisfaction, perceived organizational support, and holistic 

intelligence towards employee engagement and employee performance. A population is all employees of six Islamic General Banks in 

the City of Makassar amounted to 463 employees while samples are 203 employees with the representative of proportional sample 

amount in each bank. The technique of data collection is a questionnaire. Data are analyzed quantitatively by Structural Equation 

Model (SEM) with the assistance of Amos 22 software. Findings reveal that (1) employee satisfaction, holistic intelligence have positive 

and significant influence towards employee’s performance and employee engagement; (2) perceived organizational support has a 

significant influence towards employee engagement yet it does not have a significant influence towards employee performance; and (3) 

employee’s engagement has a positive and significant influence towards employee’s performance. Employee’s engagement works as a 

good mediator in improving employee’s performance. 

Keywords: employee satisfaction, perceived organizational support, holistic intelligence, employee engagement, employees 

performance 

I. INTRODUCTION 

The more increase the Islamic financial institution has become an alternative solution for people in investing. It encourages the 

growth of hope not only a hope that the Islamic financial institutions can offer appropriate products and services but also the 

Islamic institutions’ employees implement the Islamic values such as honesty, loyalty, sincere, and trusteeship in which those 

values will become the employees’ work attitudes and culture. Commonly, many companies in Indonesia fail in keeping their top 

performing employees. The problem is even bigger than what encountered by some Asia Pacific companies. Based on Global 

Strategic Rewards 2007/2008 survey conducted by Watson Wyatt, banking companies lose their top performing and critically 

skilled employees from 6,3% to 7,5%, while industrial companies are only from 0,1% to 0,74%. Branhan (2005) in his book “The 

7 Hidden Reasons Employees Leave. How to Recognize the Subtle Signs and Act Before it’s too late,” states that 85% managers 

believe that employees leave a company due to their interest in higher payment or better opportunity. However, more than 80% 

employees say that factors influencing their decision to leave the company are lack of management practice and company’s 

culture including lack of values, norms, ethics, and employees’ work attitudes. 

To be able to face the phenomena, Islamic banks in Indonesia require high engagement employees either in job or organization. 

During the period of 2016, some Islamic General Banks is 13 with 1.885 offices spread throughout Indonesia, 24.629 Billion 

assets, and 3.127 human resources. Sulawesi Selatan in particular, currently operated Islamic Banks are 8. 

 

II. THEORETICAL REVIEW 

Employees Performance 

An individual’s performance is also called as job performance, work outcome, and task performance (Baron & Greenberg, 1990). 

Performance can be interpreted as a success in doing a job (Maier, 1965 in Baron and Greenberg, 1990). Another meaning of job 

performance is one’s successful role achievement as the result of his deed (Lawler & Porter., 1967 in Schermerhorn, Hunt, & 
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Osbom, 1991)). Further, Hadari (2001) states that employees’ performance is a number of works as a result of both physical and 

non-physical work. Meanwhile, Vroom., 1964 (in Schermerhorn, Hunt, & Osbom, 1991) confines that employee performance is a 

measurement that shows a level of task completion attached to one’s work. Faustino Gomes (1995) explains two criteria to 

calculate the employee performance, (1) result-based performance evaluation, and (2) behavior-based performance evaluation. 

Result-based performance evaluation is evaluating performance based on goals achievement or estimating the final results only. 

Meanwhile, Behavior-based performance is usually subjective as it is assumed that employees can explain their effective 

performance appropriately for either themselves or their workmates. 

Koopman L., et al (2014) in his book “Measuring Individual Work Performance” defines individual performance as attitude or 

behavior which is relevant with organization goals and divides employee individual performance into three elements, namely task 

performance which is defined as an ability of an individual in completing substantive or main technical tasks of a job (Campbell, 

1990); contextual performance which is defined as behavior that supports organization environment, social, and psychology in 

completing substantive or main technical tasks of a job (Motowidlo, et al., 1993); and counterproductive performance which is 

defined as a behavior that harms organization’s success/prosperity (Rotundo M, 2002). 

Employee Engagement 

Employee engagement covers all action, attitude, and behavior components. Kahn (1990) for the first time defines engagement as 

self-utilization of organization members as their job’s roles in which people use and express their selves physically, cognitively, 

and emotionally in their roles. Then, in 2004, engagement has been introduced by Research Group Gallup as role and enthusiasm 

to work, related to positive emotional interest and employee commitment (Dernovsek, 2008), and as a combination of cognitive 

and emotional antecedent variables in a workplace (Harter et al., 2002). Perrin’s global workforce study (2003) defines employee 

engagement as employee’s availability and ability to contribute to the success of the company continuously. Engagement feeling 

to the organization is strongly influenced by various factors such as emotional and rational factors related to work and the whole 

work experience, as a positive attitude of an employee towards his organization and values of the organization where he works 

(Robinson et al., 2004). 

Beside the above definitions, some researchers add other elements in employee engagement concept such as rightfully proud of 

becoming a part of a company, proactive in doing initiative and looking for an opportunity to give the best contribution (Macey 

and Scheider, 2008; Robinson et al., 2004). Experts and practitioners have offered different definition and estimation. Employee 

engagement is indicated as an emotional and intellectual commitment towards an organization (Baumruk, 2004; Richman, 2006; 

Shaw, 2005) or a number of works exceeding work requirement of an employee (Saks, 2006). Employee engagement refers to a 

positive condition related to a thought that instructs the employee to be actively expressing his self and investing emotionally, 

cognitively, and physically in role performance (Catlette & Hadden, 2001; Rurkhum 2010; SChaufeli et al., 2002). Employee 

engagement in psychology point of view involves energy, enthusiasm, and discretionary efforts (Saks, 2010; Macey & Schneider, 

2008). Employee engagement means that an individual who has spirit and tenacity in doing his job and concerns on his job with 

persistence and desire to invest his efforts, a strong actor who puts interest in working with enthusiasm, desire, pride, inspiration, 

happiness, challenge, and high concentration, and a person who commits in his work without realizing that time has passed 

(Bakker &Demerouti, 2008; Schaufeli & Bakker, 2004). Engagement encourages employees to conduct a maximal work of their 

roles even going beyond the expectation (Vazirani, 2007; Clifton & Anderson, 2002). 

Schaufeli et al. (2002) define work engagement as a positive condition in working related to a condition of thought marked by 

vigor, dedication, and absorption. Vigor is physical interest component in work. Chughtai and Buckley (2008) state that a higher 

level of vigor is improving individual readiness to subjugate his efforts in work by performing hard work and developing a 

tendency to stay firm in encountering difficulty and failure. Dedication is an emotional component of an employee engagement, 

and is always characterized as commitment to working, enthusiasm, desire, pride, and challenge (Schaufeli et al., 2002); a strong 

felling of an individual given to his work (Chughtai& Buckley, 2008); combination of an involvement of an individual in his 

work and meaningful feeling (Geldenhuys, 2009). Absorption dimension is marked by an individual who commits to working 

without realizing that time has passed and forgotten everything around him (Chughtai and Buckley, 2008); difficult to retire his 

self from working (Schaufeli et al., 2002). The three dimensions of engagement are used as basic in engagement measurement 

using UWES (Utrecht Work Engagement Scale). 

Employee Satisfaction 

Locke (1976) classifies work satisfaction as “fun or positive emotional condition as the result of one’s job or work experience.” 

Work satisfaction has emotion, cognitive, and behavior as its components (Bernstein & Nash, 2008). According to Kerber and 

Campbell (1987), a measurement of employee satisfaction aspects help in identifying certain aspects of a work that need 

improvement. One of an instrument of measurement in estimating employee work satisfaction standard is Job Descriptive Index 

developed by Smith, Kendall and Hullin (1969) consisting of five aspects of satisfaction such as work itself, pay, promotion, 

supervision, and co-worker.  

Perceived Organizational Support 

Perceived organizational support refers to a perception of employees about to what extent an organization values their 

contribution, gives them support, and cares about their prosperity (Rhoades & Esinberger, 2002); a level when the employees feel 

that the company concerns their prosperity properly and values the contribution they give to the company (Bakker et al., 2007). 
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Treatments of an organization to its employees are indicated as a stimulus which is organized and interpreted to be perceived 

organizational support. This perception will generate a certain level of trust of evaluation of employees’ contribution and care 

about employees’ well-being (Eisenberger et al., 1986). According to Hutchinson (1997), organization support can also be 

considered an organization commitment on an individual. If in an interaction between individual and organization is recognized a 

term like organization commitment of an individual to his organization, it is contradicted by the perceived organizational support 

which is an organizational commitment to an individual in that organization. The norm of reciprocity states that an individual who 

is needed for good by other parties will feel responsible for replying with his good attitude (Blau, 1964; Gouldner, 1960). Besides, 

Setton et al. (1996) affirm that perceived organizational support will create a responsibility for an individual to give reciprocity. 

Perceived organizational support according to Rhoades and Eisenberger (2002) can be divided into three dimensions: (a) fairness, 

a fairness in task implementation and task division between employees in an organization; (b) supervision support is an action, 

policy and decision of a boss in an organization in which he assesses to what extent employees’ contribution and cares about 

employees’ prosperity; and (c) organization appreciation and work condition involve employees’ perception which is related to 

appreciation of an organization to work condition and resource in that organization. 

Holistic Intelligences 

In the theoretical perspective, intelligence formulation is expected to grow up in modern society segmentation and to develop. If 

in the previous we have already familiar with intelligence theories such as Intellectual Quotient (IQ), Emotional Question (EQ), 

and Spiritual Quotient (SQ), then the three types of intelligence, if they are combined, it will be three pillars or intelligence which 

is known as Holistic Intelligence. 

Intellectual Intelligence (IQ). According to David Wechsler (1944), intelligence is an ability to act appropriately, to think 

rationally, and to face the environment effectively. Buzan (1991) states that one having high IQ is not always followed by ability 

to think and act independently, value the humor and a beauty appropriately, use sense, be relativistic, be able to enjoy new things, 

be original, be understandable comprehensively, fluently, flexible, and brightly. It means that IQ value is not a measurement of 

human intelligence. Thus, Intellectual Quotient (IQ) describes someone’s capacity to do mental activities such as thinking, 

looking for an explanation, and solving problems logically. 

Emotional Intelligence. The term “Emotional Intelligence (EQ)” is introduced by Daniel Goleman. Based on studies of 

neurologists and psychologists, Goleman concludes that each human has two potentials of thought, rational thought, and 

emotional thought. Rational thought is moved by intellectual ability while emotion moves the emotional thought. Mayer et al., 

(2016) has defined emotional intelligence as the ability to understand emotions, to access and to produce emotions to help in 

thinking, understanding emotions and emotional knowledge, and effectively controlling emotions. 

Goleman (2001) suggests 5 basic skills of emotional intelligence, they are Self-awareness which is an ability of someone to find 

out his/her feeling and the effect caused by the feeling; Self-management is an ability in overcoming his/her feeling, expressing 

and controlling the emotion, as well as being sensitive with feeling to use it in daily relation and action; Motivation is an ability to 

use desire when calling the spirit and energy to achieve a better condition and an ability to take the initiative and to act 

effectively; social-awareness is an ability to feel what is felt by others; and relationship is an ability to overcome emotions 

properly when dealing with others. 

Spiritual intelligence. Zohar and Marshall claim that spiritual intelligence is an essence of all intelligences. This intelligence is 

used to overcome problems of principles and spiritual values. By the existence of this intelligence, someone will be brought to 

achieve the real happiness due to the existence of belief and ability to look for a potential in his/her self. Each human being must 

have strengths and weaknesses. The point is how we can recognize those strengths and weaknesses. Spiritual intelligence brings 

someone to balance his work and family and of course with The Creator. 

Zohar and Marshall (2007) defines spiritual intelligence as an intelligence to face meaning and value matters which is to place our 

behavior and live in broader meaning context. Hoffmann (2002) says that spiritual intelligence appears due to the difference 

between IQ and EQ. Therefore, the term appears because IQ and EQ seem to have a contribution only a half of people’s success 

in their life. Another factor exists in determining people’s success; it is the spiritual intelligence that emphasizes not only on the 

religious matters but also on the meaning of life. 

 

III. CONCEPTUAL FRAMEWORK AND RESEARCH HYPOTHESIS 

Construct design built in this study refers to the empirical phenomenon analysis through exploring the employee satisfaction, 

perceived organizational support, and holistic intelligence toward employee performance through employee engagement. 
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Picture 1: Research Conceptual Model 

There are seven hypothesis verified in this study: 

H1. Employee satisfaction has significant influence towards employee engagement 

H2. Employee satisfaction has significant influence towards employee performance 

H3. Perceived organizational support has significant influence towards employee engagement 

H4. Perceived organizational support has significant influence towards employee performance 

H5. Holistic intelligence has significant towards employee engagement 

H6. Holistic intelligence has significant towards employee performance 

H7. Employee engagement has significant influence towards employee performance 

 

IV. RESEARCH METHOD 

Population in this research is all employees of Islamic General Banks in City of Makassar amounted to 463 employees and 

samples are 203. The technique of sampling applies proportionated random sampling. The samples are from six Islamic general 

banks. The instrument contains questions that have been measured by the Likert scale with five alternatives started from “very 

disagree” (scored 1 point) to “very agree” (scored 5 points). Out of five analyzed variables, the independent variables are 

employee satisfaction estimated from 5 indicators consisting of 10 items; perceived organizational support estimated from 3 

indicators comprised of 9 items, and holistic intelligence estimated from 3 indicators consisting of 18 items. Mediate variables are 

employee engagement estimated from 3 indicators comprised of 9 items, and the dependent variable is employee performance 

estimated from 3 indicators consisting of 11 items. Method of data analysis applied to answer the research questions or to verify 

the hypothesis is SEM analysis with the assistance of AMOS 22. 

 

V.  FINDINGS AND DISCUSSION 

There are two kinds of model test in SEM namely a goodness of fit measurement test and significant test of causality correlation 

between latent variables. 

1. Goodness of Fit Measurement Test 

The test is addressed to understand whether or not the model fulfils fit criterion 

Goodness of fit index Models Fit Cut-off Value Evaluation 

Chi-square 69.427 Kecil Non Sig. Fit 

Probability 0,018 ≥ 0,05 Marginal 

RMSEA 0,048 ≤ 0,08 kecil Fit 

CMIN/DF 1,477 ≤ 2,00 Fit 

GFI 0,946 ≥ 0,90 Fit 

Perceived 

Organization 

Support 

Holistic 

Intellegence 

Employee 

Engagement 

Employee 

Performance 

Employee 

Satisfaction 
H1 

H2 

H4 

H3 

H5 

H7 

H6 
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AGFI 0,913 ≥ 0,90 besar Fit 

CFI 0,976 ≥ 0,90 Fit 

TLI 0,966 ≥ 0,90 Fit 

 

Based on model fit evaluation (final model modification) using eight criteria, 7 criteria fit and 1 criterion attempts to fit  

(marginal). Thus, this model fits to advanced test. 

2. Research Hypothesis Test 

Hypothesis verification is observed by critical ratio value and p-value. The acceptance or rejection of hypothesis is based on 

Critical Ratio value (CR > 1,96) and p-value at the significance level of 5%. 

Hypoth

eses 

Independent 

variables 

Dependent 

variables 

Standardized 

regression 

CR p-value Evaluation 

H1 ES EE 0,216 2,526 <0,05 Significant 

H2 ES EP 0,300 3,159 <0,05 Significant 

H3 POS EE 0,304 3,544 <0,01 Significant 

H4 POS EP 0,104 1,288 >0,05 Not significant 

H5 HI EE 0,195 2,819 <0,05 Significant 

H6 HI EP 0,246 3,413 <0,01 Significant 

H7 EE EP 0,179 2,204 <0,05 Significant 

 

Based on the hypothesis verification result, it can be concluded that six hypothesis is accepted (H1, H2, H3, H5, H6, and H7), and 

one hypothesis is rejected (H4). 

The influence of employee satisfaction towards employee engagement 

The result of the first hypothesis verification shows that there is positive and significant influence of employee satisfaction 

towards employee engagement proved by standardized regression weight estimate value for 0,216 and critical ratio (c.r)  = value 

for 2,526 which is higher than 2,00 (tcritical), and probability value for 0,005 which is lower than α at 0,05. 

Findings of this research prove that employee satisfaction has strong relationship towards the establishment of employee 

engagement behavior. Therefore, it is important to the company to find out what aspects of employee satisfaction mostly 

determine. All indicators of satisfaction have a crucial contribution to improving employee satisfaction. This indicates that 

employees’ perception about the employee engagement encouraged by the keen perception towards employee satisfaction level.  

Employees who are emotionally satisfied will show a pleasant condition as the result of an assessment of the employees’ work or 

employees’ experience. Thus, employee satisfaction can improve employee engagement either in the employee’s work or in an 

organization. Regarding Rice et al., (2012), employee engagement is a combination of maximum satisfaction and maximum 

contribution. It means that those who have been satisfied will be engaged and absolutely will contribute to their organization. 

However, the statement is supported by findings of study conducted by various researchers such as Vokic et al., (2015), Khan et 

al., (2015) that work satisfaction significantly predicts employee engagement; while Masvaure; Ruggunan; Maharaj (2014) 

discover that work satisfaction is a fundamental mechanism of employee engagement. Harter et al., (2002) also reveal that the 

strong correlation between employee satisfaction, unit level, with employee engagement and result of the business unit. So is the 

statement of Moura et al., (2014) that reveal employee satisfaction significantly predicts the employee engagement. This finding 

recommends to the company to form a proper employee engagement. Therefore, the company should concern in employee 

satisfaction level particularly in promotion policy and challenging task. 

The Influence of Employee Satisfaction towards Employee Performance 

The second hypothesis verification result proves that there is a positive and significant influence of employee satisfaction towards 

employee performance showed by standardized regression weight estimate value for 0,300 and critical ratio (c.r) value for 3,159 

which is higher than 2,00 (tcritical) and p-value for 0,005 which is lower than α = 0,05. The satisfied employees connect to the 

company and are proud of members of their organization. Therefore those who have been satisfied will show their high level of 

performance and productivity. This finding is in line with some of the studies’ results such as a study conducted by McNeese-

Smith (1996) which proves that all employees show better services when they are satisfied with their work. Then, Al-Ahmadi 

(2009) shows that employee performance has a positive correlation with work satisfaction covering all aspects of satisfaction; 

Javed, M. et al., (2014) reveal that work satisfaction significantly correlated with work performance. 

It is also supported by Hygiene factors theory offered by Herzberg (1996) that states an individual when working is influenced by 

two factors as requirement namely maintenance and motivation factors. This theory confirms that employee satisfaction consists 

of two indicators which are categorized into motivation factors such as promotion and challenging work. It means that an 

employee who gets promotion and loves a challenging job as self-actualization will always be motivated to show good 

performance. 

The Influence of perceived organizational support towards employee engagement 
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The third hypothesis verification result proves that there is a significant influence of perceived organizational support towards 

employee engagement showed by standardized regression weight estimate value for 0,304 and critical ratio (c.r) value for 3,544 

which is higher than 2,00 (tcritical) and p-value for 0,000 which is lower than α = 0,01. 

If the employees think that the perceived organizational support is high, the employees will improve their membership status as 

the organization members to be their identity and develop relation and more positive perception to the organization. Employee 

engagement is a high emotional and intellectual relationship between the employees and their job, organization, manager, or 

workmates that can influence to improving discretionary effort in their career (Gibbons in Hughes and Rog, 2008). The 

employees having fairness experience, supervisor providing support, and employees' feeling toward their contribution will 

encourage individual to give the best effort exceeding the requirements of a job. 

Based on Social Change Theory, if employees receive support from their organization which can support their need and 

prosperity, the employees will have good perceived organizational support and fell that they have a responsibility to promote the 

organization based on what they receive. One of the ways to handle it is through the level of employee engagement in which the 

employees are prepared to give their contribution regarding good performance for the success of an organization (Saks, 2006). 

The positive perception will lead the employees to work more than just “worth”. The employees who work by committing to 

goals, use intelligence to choose the best way to finish works, monitor their behavior to ensure what they do is right and 

appropriate with the target and make a decision to correct if it is needed are indications of employees who have high engagement 

(Thomas, 2009). The effects of Consequence and perceived organizational support are not only addressed to the attitude showed 

by the employees on their job and organization, but also their behavior showed by the employees who can help to bring 

achievement of the organization, work with extra effort. The more positive the perception toward the organization support will 

generate the higher the employee engagement, and vice versa. (Khan, 1992). 

The influence of perceived organizational support towards employee performance 

The fourth hypothesis verification result proves that there is a significant influence of perceived organizational support towards 

employee performance showed by standardized regression weight estimate value for 0,104 and critical ratio (c.r) value for 1,288 

which is higher than 2,00 (tcritical) and p-value which is higher than α = 0,05. 

Work attitude of Islamic general banks’ employees is a kind of responsibility on the mandate given and it has become employees’ 

work culture. Thus, if the perceived organizational support is low, the employees will still show a positive work attitude. Based 

on respondents’ characteristics, mostly employees of Islamic general banks have less than five work experience or categorized  as 

new. The new employees have not yet had adequate experience to establish their perception towards organization support. This 

generates an insignificant influence on employees’ perceived organizational support towards employee performance. 

The influence of holistic intelligences towards employee engagement 

The fifth hypothesis verification result reveals that there is a significant influence of perceived organizational support towards 

employee performance showed by standardized regression weight estimate value for 0,195 and critical ratio (c.r) value for 2,819 

which is higher than 2,00 (tcritical) and p-value which is higher than α at 0,05. 

There are some studies supported this finding. Bates (2004), for example, utters that engagement has a countless correlation with 

employees’ emotional intelligence. Then, Ravichandran et al., (2011) say that emotional intelligence correlates with employee 

engagement. It means that reflection and emotional intelligence only will not affect the employee engagement at Islamic general 

banks. The finding of the study confirms the result of this study that employees who can combine the indicators of intellectual, 

emotional, and spiritual intelligence in their daily activities at workplace will have a high contribution on employee engagement 

either in their work or organization. AlMazrouei et al., (2015) show that there is a positive and significant correlation between 

elements of emotional intelligence with employee engagement. The employees who have high spiritual knowledge will always try 

to be maximal in improving their self in an organization as a dedication for their religious lessons. 

The influence of holistic intelligences towards employee performance 

The sixth hypothesis verification result confirms that there is a positive and significant influence of holistic intelligence towards 

employee performance showed by standardized regression weight estimate value for 0,246 and critical ratio (c.r) value for 3,413 

which is higher than 2,00 (tcritical) and p-value which is higher than α at 0,05. 

Some previous studies confirm the findings of this research. They find out that success in working is not only determined by 

intellectual intelligence but also by emotional and spiritual intelligence. Buzan (1991) in Asri Budiningsih et al., (2010) states that 

one who has high IQ cannot always be independent in thinking and behaving, and able to feel the humor appropriately, to respect 

the beauty, to sense, to be relativistic, to enjoy new things, to be original, and to be able being understood comprehensively, 

fluently, flexible, and smartly. It indicates that IQ is not the main measurement of human intelligence. In work, intellectual 

intelligence becomes the primary requirement that determines the level of particular minimum ability required by the company. 

However, the excellent balance between intellectual and emotional intelligence should be achieved. It is generated within work 

one should have both personal skill and social skill to interact with the environment and to build relationships with others. Some 

also should have the high spiritual intelligence to be able to feel the significance of his work and life. 

Finding of this study is also supported by Muttaqiyathun (2010). She has found that there is apositive correlation both partially 

and simultaneously with intellectual, emotional and spiritual intelligence towards the performance of lecturers, and the most 

dominant factor influencing the performance of lecturers is spiritual intelligence. Further, she explains that intellectual 
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intelligence is the ability of someone to recognize and to response the universe or objects out of his/her self. IQ is essential to 

understand natural and knowledge symptoms. Meanwhile, emotional intelligence is an ability to listen to the emotional whispers 

and to make it as a crucial information resource to understand our self and others to achieve the goals (Ary Ginanjar, 2003). SQ in 

the other hand is an intelligence focusing on what inside ourself in line to wisdom out of ego or conscious soul. 

The study by Goleman (2001) explains that emotional intelligence contributes more for 80% for determining factor that supports 

the success of an individual in working than intellectual intelligence that only provides for 20%. Thus, spiritual intelligence 

indicator has a quite prominent role towards the level of holistic intelligence of employees, so they are capable of giving a 

maximal contribution towards the success of a company. If the employees have the three types of intelligence (holistic 

intelligence), they will be competent in showing their high-level performance. In the context of human resources management, 

intelligence potential (IQ, EQ, and SQ) of those employees need to be developed entirely and cannot be established partially only, 

because the potential has its strength to create hope in achieving the success of the human resources itself and organization. 

Throughout the development of the three intelligences can generate human resources that have intact characteristics and 

organizationally perfect. 

The Influence of engagement towards employee performance 

The seventh hypothesis test result reveals that there is a positive and significant influence of employee engagement towards 

employee performance proved by standardized regression weight estimate value for 0,179 and critical ratio value (c.r) for 2,204 

which is higher than 2,00 (tcritical) and p-value which is lower than a = 0.05. 

Employee engagement influences employee's performance behavior which is improving task performance and contextual 

performance, and decreasing employee's contra productive performance either in his job or his organization. This is caused the 

high engagement employee will have high emotional interest in an organization. High emotional interest will affect employees in 

overcoming problems (they tend to have satisfied work quality) and influence to the lack of employees' desire to leave the 

job/company. The changes on individual level bring positive change on a team level and finally improve positive behavior for 

organization's performance. According to Jamie A, AM Saks (2009), one of the essential ways to improve performance is to focus 

on employee engagement development (employee engagement). 

An employee who has engagement with company will emotionally and intellectually commit to the company and give his best 

effort, even it will go beyond the target, and he will involve personal construct, mood, and employee's action at workplace as well 

as show positive correlation between employee and organization performance (Macey and Schneider, 2008). 

Some research findings support this finding that employee who is engaged in his job will show his excellent performance in work. 

Employee engagement will have broad implication towards employee performance, energy and focus attached to the employee's 

self-makes him able to give his maximal to his work (Leiter & Bakker, 2010). A study conducted by Bakker et al. (2012) reveals 

that employee engagement has a positive correlation with task performance and contextual performance. Besides, Jackson (2014) 

reveals that employee engagement has direct influence towards role performance (formal job) and extra-role performance 

(activities in organization)which indicates that employees tend to love to work properly on tasks related to their job(role 

performance)and they tend to work beyond the expectation in doing their job roles extra-role performance. Other findings of 

studies also show a positive and significant correlation between employee engagement and employee performance (Xanthopoulou 

et al., 2008 and Halbesleben; 2010). Even Macey (2009) affirms that the main determined variable of performance is employee 

engagement. 

The findings of this study are related to some findings of other studies for example Khan (1992) that directly correlates the 

engagement and performance. He analyzes that emotional energy investment helps an individual to fulfill the requirement of his 

role by producing a complete and authentic performance. Further, Morgan (2004) says that employee engagement is entirely 

essential to the improvement of employee performance. This idea, however, has been supported by Storey et al., (2008). They 

explain that employee engagement is a set of positive attitude and behavior that enables high performance to be in line with 

organization missions. Then, Halbesleben and Wheeler (2008) state that there is a definite but moderate correlation between 

employee engagement and employee performance. Study of Wyatt (2008-2009) shows that the most engaged employee will have 

a double possibility to have good performance and almost 60% of them go beyond the expectation. 

 

VI. CLOSING 

Based on the research objectives, it can be concluded that all antecedent variables have a positive and significant influence on 

employee performance except the perceived organizational support. The mediation role of employee engagement gives substantial 

evidence as a predictor of employee performance proved by all antecedent variables has a positive and significant influence on 

employee engagement. It is revealed by mediation significant test result that there is a significant influence on employee 

satisfaction, perceived organizational support, and holistic intelligence toward employee performance through employee 

engagement. 
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