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Abstract: Employee engagement has become a concern in a competitive world and is a very
important issue for organizations. This study aims to determine the partial effect of
transformational leadership, job satisfaction, organizational citizenship behavior on employee
engagement at BPRS HIK Parahyangan Bandung. This study uses a quantitative approach with
survey and questionnaire methods as data collection instruments. The sample of this study is a
saturated sample consisting of 99 respondents. Data processing of the research results using
SPSS version 26 using data analysis is carried out using linear regression techniques to assess
the effect of independent variables on dependent variables. The results of the study indicate
that transformational leadership is partially included in the good category and has a positive
and significant effect on employee engagement, as well as job satisfaction is partially included
in the good category and has a positive and significant effect on employee engagement, and
organizational citizenship behavior is also partially positive and significant effect on employee
engagement.

Keyword: Transformational Leadership, Job Satisfaction, Organizational Citizenship
Behavior, Employee Engagement

INTRODUCTION

Today's competitive world is a very important issue for organizations regarding
employee engagement. Employee engagement is a very broad concept that applies to all
aspects of human resource management, if employees are not handled properly by the
organization, then undesirable things will happen such as employees will not be committed to
the organization. (Johardi, Rahman Hasibuan, 2021). Human resource management will not
always run well, in these activities there are often several problems and obstacles that hinder
the process of managing human resources such as decreasing employee loyalty, disharmonious
relationships with leaders, resulting in dissatisfaction and no desire to work beyond what the
company expects. If not fixed, it will have various negative impacts on the company. The
appropriate variables in human resource management play a role in maintaining employee
availability and increasing employee engagement, including at the BPRS HIK Parahyangan
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company. PT. BPRS HIK Parahyangan is a Sharia BPR resulting from the acquisition of BPRS
TOAT, domiciled in Cileunyi, Bandung Regency as its operational center where there are the
largest number of employees compared to other branch locations.

Low employee absence rates indicate that there is a good level of employee engagement.
The absence of an employee will affect employee engagement. (Ahmad et al., 2020). BPRS
HIK Parahyangan employees from 2022 to 2024 experienced fluctuations. The highest absence
rate occurred in April 2024, which was 7.8% due to lack of supervision and assertiveness
towards employees. Employee absence is the main indicator of employee morale and discipline
or compliance with company regulations, with an employee absence rate above 5% it is
considered an issue that must be fixed, because the maximum absence rate in a company is
expected to be no more than 3%. (Natasya, 2023). This indicates an indication of problems that
occur in the company related to employee engagement. There was an increase in lateness in
September, there were 88 employees, the total number of employees at that time was 132
employees, this is closely related to employee work discipline which results in weak loyalty to
the organization, in addition, the data shows a lack of employee engagement towards the
company.

Companies need a leadership style that focuses on developing individual and team
potential. Transformational leadership is someone who can motivate and encourage their
subordinates to go beyond their own interests. Burns in (Sucahyowati et al., 2024). Based on
research (Herminingsih & Hamidah, 2024) states that transformational leadership has a
positive and significant influence on employee engagement, in line with research (Sucahyowati
et al., 2024) and (Sihotang et al., 2025) that transformational leadership plays a positive role
as an independent variable that influences employee engagement as a dependent variable,
while research according to (Milhem et al., 2019) and (Afrizal et al., 2023) found that
transformational leadership does not have a significant direct influence on employee
engagement. The research (Herminingsih & Hamidah, 2024) shows that these factors have an
important role in increasing employee engagement in the organization.

The company will try to prevent employees who experience behavior to withdraw from
work, the driving force of all withdrawal from work is a sense of job dissatisfaction. (Febrial,
Eka, Herminingsih, 2020). Job satisfaction is a happy emotional state or positive emotion that
comes from the assessment of a person's work or work experience. Job satisfaction is a positive
feeling about the work results of a person who shows the results of an evaluation of the
characteristics of the individual. (Nurani et al., 2020). Supported by research (Febrial, Eka,
Herminingsih, 2020) job satisfaction has a positive and significant effect on employee
engagement, while research (Florensya Pamara et al, 2021), (Atthohiri & Wijayati, 2021) and
(Arianti et al., 2020) that job satisfaction has an influence on employee engagement, but not
significant.

Employee engagement can cause organizational citizenship behavior because it focuses
on the involvement and commitment of employees who are outside the responsibilities given
by the company, with the presence of engagement within employees will carry out extra tasks.
(Maharani & Frianto, 2023). Organizational citizenship behavior is individual behavior that is
discretionary, not directly or explicitly recognized by the formal reward system.

METHOD

This study used a quantitative survey research method. The determination of the sample
in this study was carried out using the probability sampling technique, which is a sampling
technique used when the population has members or elements that are not homogeneous and
are stratified proportionally. (Sugiyono, 2019). The sample of this study, the distribution of 99
respondents, will be calculated proportionally. The tool used to analyze the data in this study
is multiple linear regression. The primary data collection technique was carried out by giving
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questionnaires to employees and secondary data obtained through analysis of documents
obtained from agencies and other accurate information and literature. Respondent responses to
each indicator were measured using a Likert scale.

RESULTS AND DISCUSSION

The results of this study were obtained from distributing questionnaires to 99 employee
respondents at BPRS HIK Parahyangan. Respondent characteristics are based on gender,
length of service, age, and last level of education. The results of the analysis show that most
respondents are male 60%, length of service 5-10 years, age 36-45 years, and last education
S1 62%.

The cumulative value of the transformational leadership score by BPRS HIK
Parahyangan employees is 7727 which has good criteria. The average value of transformational
leadership is 407 which has good criteria.

The cumulative value of the job satisfaction score by BPRS HIK Parahyangan employees
is 9521 which has good criteria. The average value of job satisfaction is 397 which has good
criteria.

The cumulative value of the organizational citizenship behavior score by BPRS HIK
Parahyangan employees is 7721 which has good criteria. The average value of organizational
citizenship behavior is 386 which has Good criteria.

The cumulative value of the employee engagement score by BPRS HIK Parahyangan
employees is 6746 which has good criteria. The average employee engagement value is 397,
which is considered good.

Tabel
Uji Validitas

Variabel No Item r hitung | r tabel N Ket

TL 1 624" 0.197 99 Valid

Transformational TL 2 6707 0.197 99 Valid
Leadership TL 3 730" | 0197 | 99 | Valid
TL 4 677 0.197 99 Valid

TLS 710%™ 0.197 99 Valid

TL 6 697 0.197 99 Valid

TL 7 6807 0.197 99 Valid

TL 8 730™ 0.197 99 Valid

TL9 710%™ 0.197 99 Valid

TL 10 6327 0.197 99 Valid

TL 11 632" 0.197 99 Valid

TL 12 638" 0.197 99 Valid

TL 13 6307 0.197 99 Valid

TL 14 706™ 0.197 99 Valid

TL 15 .669™ 0.197 99 Valid
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TL 16 6517 0.197 99 Valid
TL 17 778" 0.197 99 Valid
TL 18 .649™ 0.197 99 Valid
TL 19 630" 0.197 99 Valid
Variabel No Item r hitung | r tabel N Ket
JB1 632" 0.197 99 Valid
JB2 732% 0.197 99 Valid
JB3 619 0.197 99 Valid
JB 4 692™ 0.197 99 Valid
JBS 753 0.197 99 Valid
JB 6 662" 0.197 99 Valid
JB7 643" 0.197 99 Valid
JB 8 627 0.197 99 Valid
JBO9 616 0.197 99 Valid
Job Satisfaction 1B 10 693" 0197 99 Valid
JB 11 674" 0.197 99 Valid
JB 12 637" 0.197 99 Valid
JB 13 639" 0.197 99 Valid
JB 14 668" 0.197 99 Valid
JB 15 6137 0.197 99 Valid
JB 16 .704™ 0.197 99 Valid
JB 17 659" 0.197 99 Valid
JB 18 645" 0.197 99 Valid
JB 19 634" 0.197 99 Valid
JB 20 647 0.197 99 Valid
JB 21 669" 0.197 99 Valid
JB 22 695" 0.197 99 Valid
JB 23 .649™ 0.197 99 Valid
JB 24 650" 0.197 99 Valid
OCB 1 633" 0.197 99 Valid
OCB 2 668" 0.197 99 Valid
OCB3 728" 0.197 99 Valid
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OCB 4 642" 0.197 99 Valid

OCB 5 721 0.197 99 Valid

OCB 6 752 0.197 99 Valid

OCB 7 11 0.197 99 Valid

OCB 8 742" 0.197 99 Valid

OCB 9 651 0.197 99 Valid

g;tgiz”‘:’z%f”“l OCB10 | 716 | 0197 | 99 | Valid
Variabel No Item r hitung | r tabel N Ket
Behavior OCB 11 624" 0.197 99 Valid
OCB 12 661" 0.197 99 Valid

OCB 13 677" 0.197 99 Valid

OCB 14 683" 0.197 99 Valid

OCB 15 644" 0.197 99 Valid

OCB 16 628" 0.197 99 Valid

OCB 17 620" 0.197 99 Valid

OCB 18 621" 0.197 99 Valid

OCB 19 635" 0.197 99 Valid

OCB 20 689" 0.197 99 Valid

EE 1 657" 0.197 99 Valid

EE 2 767 0.197 99 Valid

EE 3 783" 0.197 99 Valid

Employee EE 4 758" 0.197 99 Valid
Engagement EE 5 768" 0.197 99 Valid
EE 6 694" 0.197 99 Valid

EE 7 774" 0.197 99 Valid

EE 8 718 0.197 99 Valid

EE 9 687" 0.197 99 Valid

EE 10 17 0.197 99 Valid

EE 11 .800"" 0.197 99 Valid

EE 12 796" 0.197 99 Valid

EE 13 694" 0.197 99 Valid

EE 14 718 0.197 99 Valid

EE 15 734 0.197 99 Valid
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EE 16 675" 0.197 99 Valid
EE 17 626" 0.197 99 Valid
Tabel
Hasil Uji Reliabilitas
Variabel NofItems | Cronbach’s Alpha | Keputusan
Transformational Leadership 19 934 Reliabel
Job Satisfaction 24 943 Reliabel
Organizational Citizenship Behavior 20 935 Reliabel
Employee Engagement 17 943 Reliabel
Tabel
Uji Normalitas Data
One-Sample Kolmogorov-Smirnov Test
Unstandardized
Residual
N 99
Normal Parameters®®  Mean .0000000
Std. Deviation 3.98760646
Most Extreme DifferencesAbsolute .083
Positive .083
Negative -.047
Test Statistic .083
Asymp. Sig. (2-tailed) .093¢

a. Test distribution is Normal.

b. Calculated from data.
c. Lilliefors Significance Correction.

Tabel
Uji Multikolinearitas
Coefficients®
Collinearity Statistics

Model Tolerance  VIF
1 (Constant)

Transformational 445 2.249

Leadership (X1)

Job Satisfaction (X2) 413 2.420

Organizational Citizenship.568 1.761

Behavior (X3)

a. Dependent Variable: Employee Engagement (Y)
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Tabel
Uji Heterokedastisitas
Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error  Beta t Sig.
1 (Constant) 3.500 3.274 1.069  .288
Transformational -.019 .059 -.050 -.327 745
Leadership (X1)
Job Satisfaction (X2) .053 .048 175 1.112  .269
Organizational -.052 .040 -.176 -1.304 (195
Citizenship
Behavior (X3)
a. Dependent Variable: absresid
Tabel
Uji Korelasi
Hubungan Corelation Tingkat Hubungan
Transformational Leadership 0,685 Kuat
Job Satisfaction 0,701 Kuat
Organizational Citizenship Behavior 0,773 Kuat
Tabel
Pengaruh Transformational Leadership Terhadap Employee Engagement Model
Summary
Adjusted R Std. Error of the
Model R R Square  Square Estimate
1 .685% 469 463 5.32089

a. Predictors: (Constant), Transformational Leadership (X1)

The influence of transformational leadership on employee engagement is categorized as
strong. This value is positive, meaning that the right transformational leadership will increase
employee engagement. So the magnitude of the influence of transformational leadership on
employee engagement partially is 46.9%. [Kd = (0.469)2 x 100%]. Tabel

Uji Parsial X1 -Y

Coefficients?
Unstandardized Standardized
Coefficients B Coefficients
Model Std. Error Beta t Sig.
1 (Constant) 9.681 6.344 1.526 130
Transformational .749 .081 .685 9.249 .000

Leadership (X1)
a. Dependent Variable: Employee Engagement (Y)

Research with a probability of 0.05 to obtain the t table is carried out as follows: n-k-1
or 99-4-1 = 94, then the t table is 1.986. Based on the table and statement above, it can be seen
that the t value is 9.249> 1.986 and the significance value is 0.000 <0.05. So it can be concluded
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that HO is rejected and Ha is accepted, which means that transformational leadership (X1) has
a positive and significant effect on employee engagement (Y).

HI: Transformational leadership influences employee engagement at BPRS HIK Parahyangan

Tabel
Pengaruh Job Satisfaction Terhadap Employee Engagement
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate 1
J701* 492 486  5.20400
a. Predictors: (Constant), Job Satisfaction (X2)

The influence of job satisfaction on employee engagement is categorized as moderate.
This value is positive, meaning that the right job satisfaction will increase employee
engagement. So the magnitude of the influence of job satisfaction on employee engagement
partially is 49.2%. [Kd = (0.492) 2 x 100%)].

Tabel 4. 1
Uji Parsial X2 -Y
Coefficients?
Standardized
Unstandardized Coefficients
Model B Std. Error  Beta t Sig.
1 (Constant) 10.280 5.996 1.714 .090
Job Satisfaction (X2) .602 .062 701 9.687 .000

a. Dependent Variable: Employee Engagement (Y)

In this study, to obtain the t table, the following method was used: n-k-1 or n-k-1 or 994-
1 =94, then the t table was obtained as much as 1.986. Based on the table and statement above,
it can be seen that the t value is 9.687> 1.986 and the significance value is 0.000 <0.05. So it
can be concluded that HO is rejected and Ha is accepted, which means that job satisfaction (X2)
has a positive and significant effect on employee engagement (Y).

H2: Job satisfaction has an effect on employee engagement at BPRS HIK Parahyangan
Tabel

Pengaruh Organizational Citizenship Behavior Terhadap Employee Engagement
Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 7732 .598 .594 4.62698

a. Predictors: (Constant), Organizational Citizenship Behavior (X3)

Pengaruh organizational citizenship behavior terhadap employee engagement ini
dikategorikan sebagai moderat atau sedang. Nilai tersebut bernilai positif yang mengandung
arti bahwa organizational citizenship behavior yang tepat akan meningkatkan employee

engagement. Maka besar pengaruh organizational citizenship behavior terhadap employee
engagement secara parsial adalah sebesar 59,8%. [Kd=(0,598)2 x 100%].
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Tabel
Uji Parsial X3 -Y
Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 17.225 4263 4.041 .000
Organizational .653 .054 173 12.016 .000
Citizenship
Behavior (X3)

a. Dependent Variable: Employee Engagement (Y)

In this study, to obtain the t table, the following method was used: n-k-1 or 99-4-1 = 94,
then the t table was obtained as much as 1.986. Based on the table and statement above, it can
be seen that the t value is 12.016> 1.996 and the significance value is 0.000 <0.05. So it can
be concluded that HO is rejected and Ha is accepted, which means that organizational
citizenship behavior (X3) has a positive and significant effect on employee engagement (Y).

H3: Organizational citizenship behavior has an effect on employee engagement at BPRS HIK
Parahyangan

CONCLUSION

Leadership is considered good, although it tends to be less controlling of its employees,
but the leader does not completely let the employees because the leader still contributes a
transformational leadership style in his leadership. Job satisfaction and organizational
citizenship behavior at BPRS HIK Parahyangan have good criteria. Employee engagement is
also felt to be good by employees.

Partially, transformational leadership has a significant influence on employee
engagement at BPRS HIK Parahyangan by 46.9% so that the higher the transformational
leadership, the more employee engagement will increase.

Partially, job satisfaction has a significant influence on employee engagement at BPRS
HIK Parahyangan by 49.2% which means that the higher the job satisfaction, the more
employee engagement will increase.

Partially, organizational citizenship behavior has a significant influence on employee
engagement at BPRS HIK Parahyangan by 59.8% which means that the higher the
organizational citizenship behavior, the more employee engagement will increase.
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