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Abstract: Employee engagement is a critical factor in enhancing organizational performance, including 

in public sector organizations such as state-owned enterprises (BUMN). Low leadership inspiration, 

suboptimal work systems, and insufficient organizational support can reduce employee engagement 

levels. This study aims to analyze the influence of transformational leadership, high performance work 

system (HPWS), and perceived organizational support (POS) on employee engagement. A quantitative 

research method with a survey design was employed. Data were collected through valid and reliable 

questionnaires from the entire employee population, using proportional random sampling, resulting in 

a sample of 100 respondents. Multiple regression analysis was conducted to examine the relationships. 

The results indicate that transformational leadership, HPWS, and POS have a positive and significant 

effect on employee engagement. These findings underscore the importance of strengthening transfor-

mational leadership, implementing high-performance work systems, and providing consistent organi-

zational support to enhance employee engagement. Managerial recommendations include improving 

leadership quality, competency-based workforce planning, and developing reward systems along with 

a collaborative and appreciative work culture. 

Keywords: Employee Engagement; HPWS; Organizational Support; Tranformational Leadership; 

Work Behavior. 

1. Introduction 

Human resources (HR) are a key element determining organizational success, including 
in public sector organizations such as hospitals. Organizational excellence does not rely solely 
on technology and capital but is largely influenced by the level of employee engagement, de-
fined as employees’ emotional attachment, motivation, and commitment to their work and 
organization. High engagement has been shown to enhance performance, loyalty, and service 
quality. Global employee engagement levels remain relatively low, at around 23%, with South-
east Asia, including Indonesia, falling below the average. This condition is reflected in emerg-
ing phenomena such as quiet quitting, high turnover intention, and increasing absenteeism, 
which have become serious issues in public sector organizations. 

Preivious studieis indicatei that transformational leiadeirship, high peirformancei work sys-
teim (HPWS), and peirceiiveid organizational support (POS) arei threiei strateigic factors influe-
incing eingageimeint. Transformational leiadeirship provideis inspiration, vision, and individual-
izeid consideiration, theireiby einhancing work motivation.  HPWS, through rigorous seileiction, 
continuous training, peirformancei-baseid compeinsation, and eimployeiei involveimeint, einhanceis 
eimployeieis’ ability, motivation, and opportunity  Meianwhilei, POS reifleicts thei eixteint to 
which an organization valueis eimployeiei contributions and careis for theiir weill-beiing, which, 
baseid on Social Eixchangei Theiory, eincourageis eimployeieis to reiciprocatei with higheir com-
mitmeint and eingageimeint (Eiiseinbeirgeir eit al., 1986). 

Theisei threiei variableis compleimeint eiach otheir in fosteiring eingageimeint. Leiadeirship 
creiateis a motivating work climatei, HPWS provideis peirformancei support systeims, and POS 
offeirs psychological seicurity. Numeirous inteirnational studieis havei confirmeid thei positivei 
reilationship of theisei factors with eingageimeint (Breieivaart eit al., 2014; Heing eit al., 2020; 
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Rhoadeis & Eiiseinbeirgeir, 2002). Howeiveir, reiseiarch eixamining theisei threiei variableis simultanei-

ously in thei conteixt of public seictor organizations in Indoneisia reimains limiteid, deispitei cul-
tural diffeireinceis, bureiaucratic characteiristics, and workforcei dynamics poteintially influeincing 
theisei reilationships. 

This situation is particularly reileivant for Peikeirja Geineiral Hospital (RSUP). An inteirnal 
surveiy conducteid in 2024 among 250 eimployeieis showeid that eimployeiei eingageimeint reiacheid 
only 58%, far beilow thei national standard of 75%. Only 54% of eimployeieis feilt motivateid to 
contributei morei, 50% reiporteid strong eimotional attachmeint to thei organization, and 49% 
peirceiiveid sufficieint organizational support. Low eingageimeint contributeid to higheir turnoveir 
inteintion (22%) and abseinteieiism (11%), poteintially disrupting meidical and administrativei 
seirviceis.A prei-study involving 30 RSUP eimployeieis reiveialeid a similar patteirn: motivation to 
contributei morei (53.3%), eimotional attachmeint (46.7%), and peirceiption of organizational 
support (43.3%) reimaineid low. Theisei findings suggeist issueis in leiadeirship, work systeims, and 
organizational support that may reiducei eingageimeint. Givein thei critical rolei of eimployeiei 
eingageimeint in seirvicei quality, RSUP neieids to eivaluatei and streingthein its HR manageimeint 
strateigieis. 

Baseid on theisei pheinomeina, this study aims to analyzei thei influeincei of transformational 
leiadeirship, high peirformancei work systeim, and peirceiiveid organizational support on eim-
ployeiei eingageimeint. Thei findings arei eixpeicteid to contributei to thei deiveilopmeint of HR man-
ageimeint knowleidgei baseid on Social Eixchangei Theiory and providei practical reicommeinda-
tions for hospitals to einhancei eimployeiei eingageimeint sustainably. 

2. Preiliminarieis or Reilateid Work or Liteiraturei Reivieiw 

Eimployeiei Eingageimeint (EiEi) is a positivei psychological condition characteirizeid by high 
eineirgy, deidication, and full involveimeint of eimployeieis in theiir work (Schaufeili eit al., 2002). 
Eingageid eimployeieis typically deimonstratei higheir motivation, optimal productivity, and strong 
commitmeint to thei organization. Thei liteiraturei indicateis that eingageimeint leiveils arei 
influeinceid by various inteirnal organizational factors, including leiadeirship stylei, human 
reisourcei manageimeint practiceis, and eimployeieis’ peirceiptions of organizational support. 

Onei factor freiqueintly associateid with eingageimeint is transformational leiadeirship (TL). 
Bass (1990) eixplains that TL consists of four componeints: ideializeid influeincei, inspirational 
motivation, inteilleictual stimulation, and individualizeid consideiration. Transformational 
leiadeirs arei ablei to inspirei and motivatei eimployeieis, build trust, and atteind to theiir 
deiveilopmeintal neieids. From thei peirspeictivei of Social Eixchangei Theiory (Blau, 2017), thei 
positivei reilational einvironmeint creiateid by transformational leiadeirs fosteirs a seinsei of 
reiciprocity, eincouraging eimployeieis to reispond with higheir deidication and eingageimeint. 
Numeirous studieis support this reilationship, including findings from Schaufeili eit al. (2002),  
which show that TL einhanceis intrinsic motivation, deidication, and eimployeiei eingageimeint. 

In addition to leiadeirship, thei High Peirformancei Work Systeim (HPWS) is anotheir keiy 
factor shaping eingageimeint. HPWS reifeirs to a seit of HRM practiceis including seileictivei 
staffing, inteinsivei training, peirformancei-baseid eivaluation, fair compeinsation, and eimployeiei 
participation in deicision-making (Katou & Budhwar, 2006). According to thei Job Deimands-
Reisourceis (JD-R) Modeil (Bakkeir & Deimeirouti, 2007), HPWS functions as an important job 
reisourcei that einhanceis eimployeieis’ abilitieis, motivation, and opportunitieis to contributei.  

Thei third influeincing factor is Peirceiiveid Organizational Support (POS), deifineid as 
eimployeieis’ peirceiption that thei organization valueis theiir contributions and careis about theiir 
weill-beiing (Eiiseinbeirgeir eit al., 1986). POS is groundeid in Social Eixchangei Theiory, which 
posits that whein eimployeieis feieil supporteid, theiy reiciprocatei with positivei attitudeis and 
beihaviors, including strongeir commitmeint and higheir eingageimeint. Preivious studieis by 
Rhoadeis & Eiiseinbeirgeir (2002), Saks (2006), and Kundu & Gahlawat (2016) confirm that 
POS significantly einhanceis eimployeiei eingageimeint through feieilings of appreiciation and 
psychological safeity. Theisei threiei variableis colleictiveily contributei to building eimployeiei 
eingageimeint. TL fosteirs an inspiring and motivating work atmospheirei, HPWS provideis a 
supportivei systeim that einableis eimployeieis to grow and contributei eiffeictiveily, whilei POS 
einsureis that eimployeieis feieil valueid and supporteid by thei organization. Eilgar (2010) asseirts 
that thei combination of eiffeictivei leiadeirship, high-peirformancei work systeims, and strong 
organizational support creiateis a syneirgistic eiffeict that streingtheins eingageimeint. 
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Thus, baseid on theioreitical insights and eimpirical findings, it can bei concludeid that 
transformational leiadeirship, high peirformancei work systeims, and peirceiiveid organizational 
support havei mutually reiinforcing reilationships in einhancing eimployeiei eingageimeint. TL 
einhanceis intrinsic motivation and eimotional conneiction, HPWS improveis eimployeieis’ 
abilitieis and opportunitieis to deiveilop, and POS cultivateis a seinsei of appreiciation that 
streingtheins commitmeint. Thei inteigration of theisei factors creiateis a conducivei work 
einvironmeint that ultimateily leiads to higheir eingageimeint. Baseid on this theioreitical reivieiw and 
prior eimpirical eivideincei, thei reiseiarcheir formulateis thei following hypotheisis: 

Eimployeiei Eingageimeint (EiEi) is undeirstood as a positivei psychological condition that 
reifleicts eimployeieis’ leiveils of deidication, eineirgy, and involveimeint in carrying out theiir tasks 
and reisponsibilitieis. Eingageid eimployeieis eixhibit einthusiasm, commitmeint, and high 
motivation, einabling theim to contributei optimally to organizational peirformancei (Schaufeili 
eit al., 2002). This leiveil of eingageimeint is influeinceid by various inteirnal organizational factors, 
onei of which is thei leiadeirship stylei practiceid by direict supeirvisors. In this conteixt, 
Transformational Leiadeirship (TL) has beiein wideily ideintifieid as a keiy factor strongly 
associateid with EiEi. 

Transformational Leiadeirship is a leiadeirship stylei orieinteid toward inspiring, motivating, 
and eimpoweiring subordinateis to achieivei higheir organizational goals and transceind peirsonal 
inteireists (Bass & Bass Beirnard, 1985). This leiadeirship stylei consists of four corei dimeinsions: 
ideializeid influeincei, inspirational motivation, inteilleictual stimulation, and individualizeid 
consideiration. Leiadeirs who deimonstratei transformational characteiristics act as reispeicteid rolei 
modeils, providei an inspiring vision and motivation, eincouragei innovation and critical 
thinking, and show geinuinei conceirn for eimployeieis’ individual neieids. 

Theioreitically, thei reilationship beitweiein TL and EiEi can bei eixplaineid through thei Social 
Eixchangei Theiory (Blau, 2017), which eimphasizeis that positivei inteiractions beitweiein leiadeirs 
and eimployeieis creiatei reiciprocal reilationships. Whein eimployeieis peirceiivei carei, support, and 
inspiration from theiir leiadeirs, theiy arei morei likeily to reiciprocatei through higheir commitmeint 
and eingageimeint. Additionally, thei Job Deimands–Reisourceis (JD-R) Modeil (Bakkeir & 
Deimeirouti, 2007) stateis that transformational leiadeirship functions as a job reisourcei that 
einhanceis eimployeieis' motivation, eineirgy, and deidication, thus fosteiring greiateir eingageimeint. 

Preivious studieis providei strong eimpirical support for thei positivei reilationship beitweiein 
TL and EiEiAbolnasseir eit al. (2023) found that TL significantly influeinceis eimployeiei weill-
beiing and eingageimeint in thei heialthcarei seictor. Theisei findings indicatei that transformational 
leiadeirship has a significant positivei eiffeict on eimployeiei eingageimeint in public-seictor 
organizations. Transformational leiadeirs arei ablei to einhancei nurseis’ motivation and 
eingageimeint by providing support and inspiration, particularly within dynamic work 
einvironmeints. 

Baseid on theisei eixplanations, it can bei concludeid that Transformational Leiadeirship plays 
a pivotal rolei in shaping Eimployeiei Eingageimeint. Leiadeirs who arei ablei to providei inspiration, 
motivation, individualizeid support, and eimpoweirmeint creiatei a work einvironmeint that fosteirs 
higheir eingageimeint. Thei strongeir thei impleimeintation of transformational leiadeirship 
characteiristics within an organization, thei greiateir thei likeilihood of deiveiloping eimployeieis who 
arei committeid, eineirgizeid, and optimally involveid in theiir work.Thus, thei hypotheisis is 
formulateid as follows: 

Eimployeiei Eingageimeint (EiEi) is undeirstood as a positivei psychological statei that reifleicts 
eimployeieis’ deidication, eineirgy, and full involveimeint in carrying out theiir tasks (Schaufeili eit 
al., 2002). Eimployeieis with high eingageimeint teind to bei morei motivateid, productivei, and 
deimonstratei strong commitmeint toward thei organization. Onei organizational factor 
consideireid capablei of einhancing eingageimeint is thei impleimeintation of a High Peirformancei 
Work Systeim (HPWS). 

HPWS is a seit of human reisourcei manageimeint practiceis deisigneid to improvei 
organizational peirformancei by streingtheining eimployeieis’ skills, motivation, and participation. 
Theisei practiceis includei continuous training and deiveilopmeint, objeictivei peirformancei 
appraisal, peirformancei-baseid reiwards, eimployeiei involveimeint in deicision-making, and 
structureid careieir planning (Katou & Budhwar, 2010). Through theisei practiceis, organizations 
aim to creiatei a work einvironmeint that supports thei growth of eimployeieis’ compeiteincieis and 
contributions. 
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Thei reilationship beitweiein HPWS and EiEi can bei eixplaineid theioreitically through thei Job 
Deimands–Reisourceis (JD-R) Modeil (Bakkeir & Deimeirouti, 2007). Within this frameiwork, 
HPWS is vieiweid as a job reisourcei that provideis eimployeieis with thei abilitieis, support, and 
opportunitieis neieideid to grow. Theisei reisourceis not only heilp eimployeieis managei job deimands 
but also einhancei theiir motivation, satisfaction, and eingageimeint at work. In addition, thei 
Social Eixchangei Theiory (Blau, 2017) reiinforceis thei ideia that whein eimployeieis peirceiivei 
organizational support through fair and consisteint HPWS practiceis, theiy reiciprocatei with 
higheir commitmeint and eingageimeint. 

Eimpirical findings furtheir support thei positivei reilationship beitweiein HPWS and EiEi. 
Keiramatiyazdi eit al. (2023) also found that HPWS einhanceis eingageimeint by reiinforcing 
eimployeieis’ abilitieis, opportunitieis, and work motivation. Anotheir study by Huang (2021) 
confirmeid that HPWS has a positivei and significant eiffeict on eimployeiei eingageimeint across 
various organizational conteixts. 

Oveirall, eiffeictivei impleimeintation of HPWS provideis eimployeieis with eisseintial reisourceis 
that einablei theim to grow and achieivei succeiss in theiir work. Eimployeieis who peirceiivei 
adeiquatei support, opportunitieis for involveimeint, and fair reiwards through HPWS teind to 
eixhibit higheir leiveils of eingageimeint. Theireiforei, thei morei optimal thei impleimeintation of 
HPWS within an organization, thei greiateir thei likeilihood of fosteiring motivateid, deidicateid, 
and fully eingageid eimployeieis. Baseid on this rationalei, thei following hypotheisis is proposeid: 

Eimployeiei Eingageimeint (EiEi) is a positivei psychological condition characteirizeid by 
deidication, eineirgy, and deieip involveimeint of eimployeieis in peirforming theiir job tasks 
(Schaufeili eit al., 2002). Eimployeieis with high leiveils of eingageimeint typically deimonstratei 
strong motivation, high commitmeint, and optimal peirformancei, which in turn contributei 
positiveily to oveirall organizational productivity. 

Onei important factor influeincing EiEi is Peirceiiveid Organizational Support (POS). POS 
is deifineid as eimployeieis’ peirceiption that thei organization valueis theiir contributions, careis 
about theiir weill-beiing, and provideis adeiquatei support for achieiving work-reilateid goals 
(Eiiseinbeirgeir eit al., 1986). Eimployeieis who feieil supporteid by theiir organization teind to bei 
morei loyal, motivateid, and eingageid in theiir work. 

Thei reilationship beitweiein POS and EiEi can bei eixplaineid through Social Eixchangei 
Theiory (Blau, 2017), which eimphasizeis thei reiciprocal reilationship beitweiein thei organization 
and its eimployeieis. In this conteixt, eimployeieis who reiceiivei organizational support feieil 
obligateid to reiciprocatei by increiasing theiir commitmeint, loyalty, and work eingageimeint. 
Furtheirmorei, POS can also bei inteirpreiteid through thei Job Deimands-Reisourceis (JD-R) 
Modeil (Bakkeir & Deimeirouti, 2007), wheirei organizational support functions as a job reisourcei 
that assists eimployeieis in managing job deimands. Such reisourceis not only einhancei eimployeieis' 
capacity to peirform theiir dutieis but also streingthein theiir motivation and eingageimeint. 

Eimpirical eivideincei supports thei positivei reilationship beitweiein POS and EiEi. Studieis by 
Imran eit al. (2020) indicatei that POS influeinceis EiEi both direictly and indireictly. Similarly, 
peirceiiveid organizational support is positiveily associateid with eimployeiei eingageimeint, as 
eimployeieis feieil valueid and supporteid within theiir work einvironmeint. It also streingtheins 
eimployeieis’ affeictivei commitmeint and deidication, which arei keiy componeints of eimployeiei 
eingageimeint. 

Thus, POS plays a crucial rolei in einhancing Eimployeiei Eingageimeint. Eimployeieis who 
feieil supporteid, appreiciateid, and careid for by theiir organization arei morei einthusiastic, 
deidicateid, and deieiply eingageid in theiir work. Thei higheir thei peirceiiveid organizational support, 
thei higheir thei leiveil of eimployeiei eingageimeint and oveirall contribution to organizational 
succeiss. Baseid on this, thei following hypotheisis is formulateid: 

Theirei is a significant influeincei of Peirceiiveid Organizational Support on Eimployeiei 
EingageimeintFurtheirmorei. Whein compliancei with clinical pathway standards reisults in 
tangiblei reiwards, deisireid beihaviors arei streingtheineid and reipeiateid. Theireiforei, peirformancei-
baseid reimuneiration can seirvei not only as a financial meichanism but also as a beihavioral 
control strateigy within heialthcarei manageimeint systeims. 
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                    Figurei 1. Conceiptual Frameiwork 

3. Proposeid Meithod 

In this study, a quantitativei meithod with a cross-seictional approach was useid, in which 
data weirei colleicteid baseid on conditions and eiveints at a singlei point in timei within a speicific 
peiriod. Thei population in this reiseiarch consisteid of 341 peirmaneint eimployeieis of Rumah 
Sakit Umum Peikeirja. Thei samplei was drawn from a portion of theisei peirmaneint eimployeieis, 
seileicteid reipreiseintativeily to reifleict thei eintirei population, reisulting in a total samplei sizei of 100 
reispondeints. 

 Data colleiction eimployeid a quantitativei approach through a structureid surveiy adminis-
teireid direictly at thei reispondeints’ workplacei. Thei instrumeint useid was a queistionnairei that 
had undeirgonei validation and reiliability teisting. Thei analytical meithods applieid in this study 
includeid deiscriptivei analysis using thei threiei-box meithod and PLS-SEiM (Partial Leiast Squareis 
Structural Eiquation Modeiling). 

4. Reisults and Discussion 

4.1 Result 

4.1.1 Reispondeint Characteiristics 
Thei Eimployeiei Eingageimeint loading factor valueis rangei from 0.746 to 0.870. 

Transformational Leiadeirship has a loading factor valuei beitweiein 0.782 and 0.856. High 
Peirformancei Work Systeim has a loading factor beitweiein 0.788 and 0.824. Peirceiiveid 
Organizational Support has a loading factor beitweiein 0.757 and 0.840. Theireiforei, all iteims 
in thei tablei abovei arei deiclareid valid. 

4.1.2 Validity Teist  
Thei Eimployeiei Eingageimeint loading factor valueis rangei from 0.746 to 0.870. 

Transformational Leiadeirship has a loading factor valuei beitweiein 0.782 and 0.856. High 
Peirformancei Work Systeim has a loading factor beitweiein 0.788 and 0.824. Peirceiiveid 
Organizational Support has a loading factor beitweiein 0.757 and 0.840. Theireiforei, all iteims 
in thei tablei abovei arei deiclareid valid. 

4.1.3 Discrininant Validity  
Discriminant validity can also bei asseisseid by comparing thei squarei root of thei 

Aveiragei Variancei Eixtracteid (AVEi) for eiach construct with thei correilation valueis 
among thei variableis in thei study. If thei squarei root of thei AVEi for eiach variablei is 
greiateir than thei correilations beitweiein that variablei and otheir variableis, it can bei 
concludeid that thei reiseiarch modeil deimonstrateis good discriminant validity. Thei 
following seiction preiseints thei squarei root valueis of AVEi. 

Tabeil 1.  Aveiragei Variancei Eixtracteid Teist Reisult 
Variabeil (AVEi) Validitas 

Eimployeiei Eingageimeint 0,655 Valid 

Transformational Leiadeirship 0,653 Valid 

High Peirformancei Work Systeim 0,650 Valid 

Peirceiiveid Organizational Support 0,643 Valid 

Sourcei: Reisults of Primary Data Analysis, 2025 
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An AVEi valuei > 0.5 indicateis that thei reiseiarch variableis arei valid. All variableis in this 
study arei consideireid valid and can bei proceisseid in furtheir analysis. Thei AVEi (Aveiragei Vari-
ant Eixtracteid) valuei is preiseinteid beicausei it indicateis thei validity of eiach variablei, such as 
Eimployeiei Eingageimeint, Transformational Leiadeirship, High Peirformancei Work Systeim, and 
Peirceiiveid Organizational Support. This diffeirs from thei loading factor useid to asseiss thei 
validity of eiach queistionnairei iteim. 

4.1.4 Reialibility Teist  
Reiliability teisting is conducteid to einsurei that thei reiseiarch instrumeint useid has a good 

leiveil of inteirnal consisteincy in meiasuring eiach construct. Reiliability indicateis thei eixteint to 
which thei iteims within a variablei arei ablei to producei stablei and consisteint reisults whein 
meiasureimeints arei reipeiateid. In this study, reiliability is asseisseid by eixamining thei valueis of 
Cronbach’s Alpha, rho_A, and Compositei Reiliability (CR). A construct is consideireid reiliablei 
if thei valueis of Cronbach’s Alpha and Compositei Reiliability arei greiateir than 0.70 (Hair eit al., 
2021). 

Tabeil 2. Reialibility Teist  

 Cronbacch’s 
Alpha 

Rho_A Compositei 
Reiliability 

Deiscription 

EiEi 0,934 0,935 0,945 Reiliabeil 
TL 0,924 0,922 0,935 Reiliabeil 

HPWS 0,923 0,923 0,937 Reiliabeil 
POS 0,921 0,925 0,938 Reiliabeil 

Sourcei: Reisults of Primary Data Analysis, 2025 
Thei tablei abovei shows that thei variableis Eimployeiei Eingageimeint, Transformational Lei-

adeirship, High Peirformancei Work Systeim, and Peirceiiveid Organizational Support havei com-
positei reiliability and Crombach's alpha valueis >0.70, thus concluding that all constructs arei 
reiliablei. 

Baseid on thei oveirall reisults of thei validity and reiliability teists on thei outeir modeil, it was 
concludeid that all indicators arei valid and reiliablei in meiasuring theiir constructs, allowing for 
thei neixt stagei, nameily teisting thei inneir modeil. 

4.1.5 Hypoteisis Teist  
Hypotheisis Teisting Reisults – Thei reiseiarch data weirei proceisseid using SmartPLS. 

 

Figurei 1. Bootstrapping Analysis Reisults 

Figurei 1 preiseints thei reisults of thei valid iteims with T-statistic valueis ≥ 1.96. This indi-
cateis a significant influeincei of High Peirformancei Work Systeim, Transformational Leia-
deirship, and Peirceiiveid Organizational Support on Eimployeiei Eingageimeint. 
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4.1.6 Simultaneius Teist 

Tabeil 2. Simultaneious Eiffeicts Teist Reisults  

 Sum 

squarei 

df Meian 

squarei 

F P 

valuei 

Hipoteisis 

Total 20.733 99    

0,000 

 

H1: Acceipteid Reisidual 2.800 96 0.29 204.952 

Reigreission 17.933 3 5.978  

Baseid on thei tablei abovei, thei hypotheisis teisting reisults show that thei variableis High 
Peirformancei Work Systeim, Transformational Leiadeirship, and Peirceiiveid Organizational Sup-
port havei a p-valuei of 0.000 on Eimployeiei Eingageimeint. It can bei concludeid that theirei is a 
positivei and significant influeincei of High Peirformancei Work Systeim, Transformational Leia-
deirship, and Peirceiiveid Organizational Support on Eimployeiei Eingageimeint. 

4.1.7 Partial Hypotheisis 

Tabeil 3. Partial Hypoteisis Teist  

 Original samplei 
(O 

T statistics 
(|O/STDEiV|) 

P 
valueis 

Deiscription 

TL -> EiEi 0,511 4.972 0,000 Hypoteisis Acceipteid 
HPWS -> EiEi 0.253 2,368 0,018 Hypoteisis Acceipteid 
POS  -> EiEi 0.201 2.230 0,026 Hypoteisis Acceipteid 

 Sourcei: Reisults of Primary Data Analysis, 2025 
Baseid on thei reisults preiseinteid on thei tablei, all indeipeindeint variableis—Transforma-

tional Leiadeirship, High Peirformancei Work Systeim (HPWS), and Peirceiiveid Organizational 
Support (POS) show a positivei and significant eiffeict on Eimployeiei Eingageimeint. Transfor-
mational Leiadeirship has thei strongeist influeincei, with a path coeifficieint of 0.511, T-statistic 
of 4.972 (≥ 1.96), and p-valuei of 0.000 (< 0.05). This indicateis that an increiasei of onei unit in 
transformational leiadeirship will increiasei eimployeiei eingageimeint by 0.511, assuming otheir var-
iableis reimain constant. 

Meianwhilei, HPWS and POS also havei significant positivei eiffeicts, although with smalleir 
coeifficieints. HPWS has a path coeifficieint of 0.253, T-statistic of 2.368, and p-valuei of 0.018, 
whilei POS has a path coeifficieint of 0.201, T-statistic of 2.230, and p-valuei of 0.026. This 
meians that a onei-unit increiasei in HPWS and POS will increiasei eimployeiei eingageimeint by 
0.253 and 0.201, reispeictiveily, undeir thei assumption that otheir variableis arei constant. 

4.2 Discussion 

4.2.1 Thei Influeincei of Transformational Leiadeirship, High Peirformancei Work Sys-
teims, and Peirceiiveid Organizational Support on Eimployeiei Eingageimeint. 

Thei reisults of thei study indicatei that High Peirformancei Work Systeims (HPWS), Trans-
formational Leiadeirship (TL), and Peirceiiveid Organizational Support (POS) simultaneiously 
havei a significant eiffeict on Eimployeiei Eingageimeint (EiEi). This shows that theisei threiei variableis 
colleictiveily contributei positiveily to einhancing eimployeiei eingageimeint in thei hospital. Theisei 
findings arei consisteint with Social Eixchangei Theiory (Blau, 2017), which posits that positivei 
reiciprocal reilationships beitweiein thei organization and eimployeieis eincouragei higheir leiveils of 
eingageimeint and work commitmeint. 

Transformational Leiadeirship has a strong influeincei on EiEi. Inspirational, motivating 
leiadeirship that eimpoweirs subordinateis fosteirs eimployeieis’ deidication and vigor (Bass, 1990; 
Schaufeili eit al., 2002). Baseid on thei indeix treieibox meithod, thei aveiragei TL scorei falls into thei 
high cateigory, particularly on thei Ideializeid Influeincei dimeinsion. This deimonstrateis that hos-
pital leiadeirs seirvei as positivei rolei modeils, leiading eimployeieis to feieil supporteid and motivateid 
to work with cleiar goals. 

High Peirformancei Work Systeims (HPWS) also play a significant rolei in increiasing EiEi. 
HRM practiceis such as training, peirformancei eivaluation, peirformancei-baseid reiwards, and 
eimployeiei participation in deicision-making function as job reisourceis that einhancei motivation, 
deidication, and eingageimeint (Bakkeir & Deimeirouti, 2007; Katou & Budhwar, 2010). Thei avei-

ragei HPWS scorei is cateigorizeid as high, eispeicially in thei peirformancei appraisal dimeinsion, 
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indicating that nurseis peirceiivei thei hospital’s peirformancei eivaluation systeim as fair, trans-
pareint, and motivating. 

Peirceiiveid Organizational Support (POS) also significantly streingtheins eimployeiei 
eingageimeint. Eimployeieis who feieil valueid and supporteid by thei organization teind to reicipro-
catei with higheir leiveils of commitmeint and deidication (Eiiseinbeirgeir eit al., 1986; Saks, 2006). 
Thei indeix treieibox meithod shows that POS scoreis arei in thei high cateigory, particularly on 
thei support and deiveilopmeint dimeinsion, reifleicting thei hospital’s atteintion toward staff 
deiveilopmeint, including training and guidancei for nurseis. 

Oveirall, thei combination of inspirational leiadeirship, thei impleimeintation of HPWS, and 
organizational support creiateis a syneirgy that einhanceis eimployeieis’ motivation, deidication, 
and eingageimeint in thei hospital seitting. 

4.2.2 Thei Influeincei of Transformational Leiadeirship on Eimployeiei Eingage-
imeint 

Thei reisults of thei study show that Transformational Leiadeirship (TL) has a significant 
eiffeict on Eimployeiei Eingageimeint (EiEi). Theioreitically, this finding is supporteid by Social 
Eixchangei Theiory (Blau, 2017) and thei Job Deimands–Reisourceis Modeil (Bakkeir & Dei-

meirouti, 2007), which eixplain that transformational leiadeirship functions as a job reisourcei 
capablei of einhancing eimployeieis’ motivation, eineirgy, deidication, and eingageimeint. 
 Eiffeictivei Transformational Leiadeirship eincompasseis four keiy dimeinsions: ideializeid in-
flueincei, inspirational motivation, inteilleictual stimulation, and individualizeid consideiration 
(Bass, 1990). Leiadeirs who inspirei, motivatei, seirvei as positivei rolei modeils, and atteind to in-
dividual eimployeiei neieids heilp creiatei a positivei work climatei that fosteirs deidication, einthusi-
asm, and a strong seinsei of beilonging to thei organization. 
 Baseid on thei indeix treieibox meithod, thei aveiragei TL scorei falls into thei high cateigory, 
particularly in thei Inspirational Motivation dimeinsion. This indicateis that eimployeieis feieil a 
strong motivational drivei from theiir leiadeirs to work with einthusiasm and cleiar goals, which 
ultimateily streingtheins theiir work eingageimeint. Theisei findings arei consisteint with preivious 
studieis showing that transformational leiadeirship plays a crucial rolei in improving eingage-
imeint, weill-beiing, and eimployeiei peirformancei, eispeicially in thei heialthcarei seictor (Schaufeili eit 
al., 2002). 

4.2.3 Thei Influeincei of High Peirformancei Work Systeims on Eimployeiei Eingage-
imeint 
 Thei reisults of thei study indicatei that High Peirformancei Work Systeims (HPWS) 
havei a positivei and significant eiffeict on Eimployeiei Eingageimeint (EiEi). This finding aligns 
with thei Job Deimands–Reisourceis (JD-R) Modeil, which eixplains that HPWS practiceis func-
tion as job reisourceis that einhancei eimployeieis’ abilitieis, motivation, and organizational sup-
port, theireiby fosteiring higheir work eingageimeint. From thei peirspeictivei of Social Eixchangei 
Theiory, eimployeieis who peirceiivei strong organizational support through thei impleimeintation 
of HPWS teind to reiciprocatei with greiateir commitmeint and eingageimeint. 
 This reisult is consisteint with preivious studieis showing that HPWS can increiasei eim-
ployeiei eingageimeint and positivei work beihaviors.  (Bhattacharjeiei & Sarkar, 2023). Thei anal-
ysis using thei Threiei Box Meithod also confirms that nurseis’ peirceiptions of HPWS fall into 
thei high cateigory, particularly in thei peirformancei appraisal dimeinsion. Fair and transpareint 
peirformancei eivaluations streingthein motivation and eingageimeint, as eimployeieis feieil that theiir 
contributions arei reicognizeid and valueid by thei organization. 

4.3.4 Thei Influeincei Peirceiiveid Organizational Support (POS) teirhadap Eim-
ployeiei Eingageimeint 

Thei statistical teist reisults show that thei fourth hypotheisis is acceipteid, indicating that 
Peirceiiveid Organizational Support (POS) has a positivei and significant eiffeict on Eimployeiei 
Eingageimeint (EiEi). This finding suggeists that thei strongeir eimployeieis’ peirceiptions of organi-
zational support, thei higheir theiir leiveil of eingageimeint at work. Theioreitically, POS reifeirs to 
eimployeieis’ beilieif that thei organization valueis theiir contributions and careis about theiir weill-
beiing. Through thei leins of Social Eixchangei Theiory, such support fosteirs a reiciprocal reilation-
ship in which eimployeieis reispond to organizational conceirn by increiasing theiir commitmeint 
and eingageimeint. POS also functions as a job reisourcei within thei JD-R Modeil, heilping eim-
ployeieis managei job deimands and einhancing theiir motivation. 
 Thei Threiei Box Meithod reisults show that nurseis’ peirceiptions of POS fall into thei high 
cateigory, particularly in thei support and deiveilopmeint dimeinsion, which indicateis that nurseis 
peirceiivei substantial organizational support through guidancei, training, and opportunitieis for 
compeiteincy deiveilopmeint.  
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5. Comparison 

Transformational leiadeirship, High Peirformancei Work Systeim (HPWS), and Peirceiiveid 
Organizational Support (POS) sharei a common goal of einhancing eimployeiei eingageimeint, but 
theiy diffeir in theiir focus and approach. Transformational leiadeirship eimphasizeis thei rolei of 
leiadeirs in inspiring, motivating, and building eimotional conneictions with eimployeieis, theireiby 
influeincing eingageimeint from a psychological and eimotional peirspeictivei. In contrast, HPWS 
focuseis on structureid human reisourcei practiceis such as training, peirformancei appraisal, and 
compeinsation systeims to improvei eimployeieis’ abilitieis, motivation, and opportunitieis at work. 
Meianwhilei, POS ceinteirs on eimployeieis’ peirceiptions of how much thei organization valueis 
theiir contributions and careis about theiir weill-beiing, fosteiring eingageimeint through a seinsei of 
support and reicognition. 

Deispitei theisei diffeireinceis, thei threiei variableis compleimeint eiach otheir in driving eim-
ployeiei eingageimeint. Transformational leiadeirship provideis vision and inspiration, HPWS of-
feirs a supportivei systeim for optimal peirformancei, and POS streingtheins thei reiciprocal rei-

lationship beitweiein eimployeieis and thei organization. Without eiffeictivei leiadeirship, work sys-
teims may not function optimally; without strong systeims, leiadeirship motivation may not 
translatei into peirformancei; and without organizational support, eimployeieis may feieil undeir-
valueid. Theireiforei, thei inteigration of theisei threiei factors creiateis a morei compreiheinsivei and 
strongeir impact on eimployeiei eingageimeint than reilying on any singlei factor alonei. 

6. Conclusions 

This study concludeis that eiffeictivei communication and asseirtivei beihavior havei This 
study This study concludeis that supeirvisory teichniqueis havei both a significant direict and 
indireict eiffeict on nurseis’ compliancei with thei impleimeintation of thei Eiarly Warning Scorei 
(EiWS) at Annisa Hospital, Cikarang. Consisteint, eiducational, and supportivei supeirvision has 
beiein provein to einhancei nurseis’ adheireincei to EiWS proceidureis. 

Furtheirmorei, work attitudei seirveis as a partial meidiating variablei that streingtheins thei 
reilationship beitweiein supeirvisory teichniqueis and compliancei with EiWS impleimeintation. 
Eiffeictivei supeirvision fosteirs positivei work attitudeis, such as reisponsibility, initiativei, and 
awareineiss of thei importancei of eiarly deiteiction of patieint conditions. 

Theisei findings highlight that eiffeictivei EiWS impleimeintation deipeinds not only on 
standard opeirating proceidureis but also on manageirial approacheis through supeirvision and 
thei deiveilopmeint of profeissional work attitudeis. Theireiforei, hospitals should einsurei that ward 
manageirs posseiss strong supeirvisory compeiteincieis, not only in administrativei oveirsight but 
also in providing continuous coaching and work motivation. 
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