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 A B S T R A K  

Keberhasilan organisasi sangat terkait dengan sumber daya 

mereka, terutama sumber daya manusia. Dalam hal ini, sumber 

daya manusia yang lebih kompeten memiliki produktivitas yang 

lebih tinggi. Oleh karena itu, manajemen sumber daya manusia 

(HRM) sangat kritis dalam organisasi dan memerlukan 

kepemimpinan dan budaya organisasi yang tepat. Dalam konteks 

ini, studi ini bertujuan untuk menyelidiki peran Kepemimpinan yang 

melayani dan Budaya Organisasi terhadap Kepuasan Kerja 

Karyawan (JS). Studi kuantitatif ini menganalisis hubungan sebab-

akibat dari data yang diperoleh dari 147 responden dengan skala 

Likert lima poin. Data dikumpulkan melalui instrumen kuesioner 

yang terdiri dari tiga jenis data demografis dan dua puluh 

pernyataan dalam kuesioner. Kami menggunakan program SPSS 

dan AMOS dengan alat Analisis Structural Equation Modeling 

(SEM). Hasilnya menunjukkan bahwa budaya organisasi dan 

kepemimpinan yang melayani berpengaruh positif terhadap 

kepuasan kerja, sementara kepuasan kerja berpengaruh positif 

terhadap keterlibatan karyawan dan produktivitas kerja. Namun, 

hipotesis yang memprediksi bahwa keterlibatan karyawan 

mempengaruhi produktivitas kerja tidak didukung secara empiris. 

Secara keseluruhan, studi kami memberikan arah bagaimana 

kebijakan organisasi secara strategis meningkatkan produktivitas 

karyawan melalui kepemimpinan yang melayani, budaya 

organisasi, dan kepuasan kerja karyawan. 

  

A B S T R A C T  

Organizational success is closely associated with their resources, 

especially human resources. In this respect, more competent 

human resources have higher productivity.  Consequently, human 

resource management (HRM) is critical in organizations and 

requires appropriate leadership and organizational culture. 

http://www.ejournal.uksw.edu/jeb
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Accordingly, this study seeks to investigate the roles of Servant 

Leadership (SL) and Organizational Culture (OC) on Employee 

Job Satisfaction (JS). This quantitative study analyzes causal 

relationships from data obtained from 147 responses with five-

point Likert scales.  Data was collected through a questionnaire 

instrument consisting of three types of demographic data and 

twenty statements in the questionnaire. We utilized SPSS and 

AMOS programs with the Structural Equation Modeling (SEM) 

Analysis tool. The results reveal that organizational culture and 

servant leadership positively affect job satisfaction, while job 

satisfaction positively affects employee engagement and work 

productivity. However, the hypothesis predicting that employee 

engagement affects work productivity is not empirically 

supported. Overall, our study offers a direction on how 

organizational policies strategically improve employee 

productivity through servant leadership, organizational culture, 

and employee job satisfaction. 

INTRODUCTION 

Most organizations today face tremendous challenges, including an uncertain 

economy and increasingly fierce competition, continued market globalization, and 

rapidly evolving technology (Dirani & Kuchinke, 2011). Business organizations 

compete for success by amplifying their productivity.  Productivity levels reflect firms’ 

higher commercial success rates. In this respect, productive behavior is critical in 

determining occupational conditions (Suhariadi et al., 2023). Further, firms’ 

productivity is closely linked to the roles of human resources as a distinctive 

determinant (Nda & Fard, 2013).  Nevertheless, many firms fail to achieve the 

expected productivity levels, hence motivating them to explore novel work methods 

to solve this problem. Productivity must be measured both in terms of quantity and 

quality. Shujahat et al., (2019) quote Drucker who identifies the six determinants of 

knowledge worker productivity as more commonly known as “Drucker’s theory of 

knowledge worker productivity.” These six determinants require that knowledge 

workers: 1) must be knowledge-oriented, 2) must have autonomy, 3) must innovate 

continuously, 4) must learn and teach continuously, 5) must be committed to both 

quantity and quality and 6) must be treated as intellectual assets.  These six 

productivity determinants help one formulate steps to achieve productivity goals or 

plans.  

Productivity is critical to a firm’s success. Increasing employee satisfaction is 

a prevalent strategy to boost productivity since job satisfaction determines 

organizational success. Hence, the human resource literature widely analyzes this 

issue, such as the role of job satisfaction in improving organizational performance  

(Gilli et al., 2022; Vizcaíno et al., 2023), and its role in strengthening employees' 

emotional bonds with their firms (Kundi et al., 2021; Nimon et al., 2016; Salau et al., 

2018). Nevertheless, prior studies yield inconsistent results. For instance, recent 
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literature demonstrates that employee satisfaction does not affect employee 

productivity (Fadhli et al., 2022).  Accordingly, our study seeks to address this issue 

by proposing a factor (Employee Engagement) as a mediating variable that mediates 

employee satisfaction's effect on work productivity. Employee engagement arguably 

mediates the association between employee satisfaction and work productivity because 

employees’ emotional and cognitive engagement encourages intrinsic motivation, 

active participation, and effective team collaboration (Robledo et al., 2019). Engaged 

employees can better manage stress and adapt to change, improving efficiency and 

work quality (Bakker & Demerouti, 2016). Thus, engagement not only strengthens 

employee satisfaction but also directly increases work productivity within 

organizations (Breevaart et al., 2015).   

We introduce employee engagement as a mediating variable following the 

Demand-Resource Model (JD-R). This model is a theoretical framework that 

illustrates how the interaction between job resources and job demands affects 

employee engagement and well-being (Tummers & Bakker, 2021). In this model, job 

resources include elements that support employees to achieve work goals, such as 

social support from colleagues or superiors, constructive feedback, and opportunities 

to develop skills. In contrast, job demands refer to aspects that require significant 

physical or mental effort, such as high workloads, time pressures, or task complexity. 

Employee engagement is considered a positive response that arises when the 

available job resources are sufficient to cope with the demands of the job (Pratama & 

Tiarapuspa, 2023). Job resources not only help employees in facing challenges but also 

serve as intrinsic motivators that increase their commitment, passion, and dedication 

to the job (Schaufeli, 2004). In this context, employee engagement is an important 

factor that bridges the relationship between work elements and organizational 

outcomes, including work productivity. 

In addition to presenting new things in the form of mediation variables in the 

research model, this study also expands the conceptual framework by including two 

antecedent variables, namely Servant Leadership and Organizational Culture, which 

are predicted to contribute positively to employee satisfaction. Servant Leadership that 

emphasizes the service and well-being of team members is considered to increase 

employee satisfaction, which in turn strengthens their work productivity (Eva et al., 

2018). Meanwhile, an Organizational Culture that supports collaboration, innovation, 

and appreciation for individual contributions is believed to create a work environment 

that is conducive to employee well-being and satisfaction (Nguyen et al., 2019). By 

combining these two variables, this study not only offers a new perspective but also 

integrates key factors that are important in improving job satisfaction and productivity 

in organizations. 

Effective human resource management strategies will arguably improve 

organizational performance as measured by productivity levels (Green et al., 2006).  
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Other studies have corroborated the role of satisfaction in shaping employee attitudes, 

loyalty, and performance (Castaldo et al., 2023; Oloke et al., 2017; Tleuken et al., 

2022). In addition to increasing productivity, employee or job satisfaction can also 

directly strengthen employees’ emotional bond with their work (Udayana et al., 2021), 

which then boils down to work productivity (Koo et al., 2022; Prentice et al., 2023). 

Human resource management strategies necessitate strategic and comprehensive 

thinking, a wealth of ideas, and the ability to consider multiple perspectives 

(Banyhmadan et al., 2020).  In the context of State-Owned Enterprises (SOEs), merely 

exploring the roles of employees’ job satisfaction and emotional closeness is 

insufficient in increasing productivity. Accordingly, this study highlights the 

importance of holistic integration, where leadership styles and adopted organizational 

culture are critical. This perspective highlights that appreciating the interaction 

between leadership, organizational culture, and employees’ cultural factors is more 

effective in optimizing SOEs’ productivity. Hence, this proposition fills the research 

gap in SOEs by combining factors such as Employee Engagement, Job Satisfaction, 

Organizational Culture, and Servant Leadership to strengthen Worker Productivity. 

Employee satisfaction positively affects employee productivity and emotional 

engagement, emphasizing the importance of strengthening employee satisfaction. 

However, it cannot be strengthened without an acceptable organizational culture. In 

this respect, organizational culture strengthens employee satisfaction  

(Kontoghiorghes, 2016; Paais & Pattiruhu, 2020; Tzeng et al., 2002).  Organizational 

culture offers distinct spaces in organizations, such as innovation capability, concern 

for members’ problems, and values that boost employees’ feelings as valuable 

resources. Indeed, organizational culture not only boosts employee satisfaction but 

also enhances productivity and innovation (Ahmetoglu et al., 2018; Azeem et al., 2021; 

Rehman et al., 2018).  Consequently, various scholars investigate this issue further. 

For instance, a study discovers that organizational culture significantly affects the 

transformation and practice of structured problem-solving (Fadnavis et al., 2020).  

Meanwhile, another study documents the relationship between organizational culture 

and initiatives and corporate sustainability practices, such as production processes  

(Assoratgoon & Kantabutra, 2023). 

Passive organizational resources will benefit organizations if they are driven 

by active resources competent with their roles. In this respect, human resources are 

intrinsically linked to psychological and individual immunological factors. The mood 

will affect individuals’ attitudes and behavior. For instance, high work pressure will 

affect their work involvement, which further affects their work performance (Kundi et 

al., 2021). They also explain that emotionally stable employees who perceive 

performance stress as a challenge achieve stronger work engagement.  

This study asks the following research questions. First, what is the role of 

servant leadership in strengthening employee work productivity? This study seeks to 

identify the influence of servant leadership on employee job satisfaction and 
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engagement and how these factors can improve work productivity. Second, how does 

organizational culture affect employee work productivity? This research seeks to 

analyze how organizational culture contributes to creating work environments that can 

improve job satisfaction and employee engagement. Third, what are the roles of job 

satisfaction and work engagement as mediators between servant leadership, 

organizational culture, and employee work productivity?  This research explores how 

job satisfaction and job engagement mediate the influence of servant leadership and 

organizational culture on work productivity. Finally, to what extent work productivity 

has been achieved in the organizations studied? This research identifies factors 

affecting the levels of work productivity achievement and analyses obstacles or 

opportunities to increase future productivity.  

Based on the research background, this study thoroughly analyses the roles of 

servant leadership and organizational culture in strengthening employee work 

productivity. In doing so, we seek to identify how these two factors affect employee 

work productivity as mediated by employees’ job satisfaction and work engagement. 

More specifically, this research investigates how servant leadership, focusing on 

values of devotion, empathy, and empowerment, creates work environments that 

support employee satisfaction and engagement, which can increase individual and 

team productivity. In addition, this study also aims to measure the extent to which 

work productivity has been achieved so far, as well as explore the factors that can 

accelerate or hinder the achievement in the context of current organizational dynamics. 

Our research offers a more comprehensive insight into the relationship between 

leadership, organizational culture, and work productivity, as well as provides practical 

recommendations for organizations to improve employee performance through an 

approach based on servant leadership and organizational culture. 

 

LITERATURE REVIEW AND HYPOTHESIS FORMULATION 

Organizational Culture 

 Organizational culture can be seen as the basis of shared norms, values, basic 

assumptions, and beliefs used by group members to address adaptation and integration 

challenges that affect  members’ actions and behaviors within organizational 

environments with deep cultural roots (Kaur Bagga et al., 2022). Competitive forces 

motivate organizations to increase their dynamics and innovation because their 

survival highly depends on innovation. In this respect, organizational culture is 

arguably critical in achieving innovation goals (Muhammad et. al., 2021).  

Organizational culture includes patterns of necessary behavior, beliefs, and values that 

offer opportunities to develop human resources by changing attitudes and behaviors 

that help organizations adapt to current and future challenges. Organizations’ brands 

reflect the core of the entire organizational culture. 
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Organizational culture has an invisible social force, encouraging individuals 

within organizations to participate in work activities. Accordingly, employees must 

understand organizational culture to respond to possible challenges and changes, thus 

ensuring optimal performance and aligning their behaviors and attitudes with 

organizational standards. Innovation-focused organizations must have three critical 

elements: (1) creating an open and supportive climate for innovation, (2) enhancing 

solidarity levels among organizational members, and (3) implementing a reward 

system that reinforces innovative culture. In this respect, organizational culture, which 

consists of norms, values, underlying assumptions, and beliefs developed by 

organizational members is critical in addressing adaptation and integration challenges 

that affect employee behavior and reflect deeper cultural values (Kaur Bagga et al., 

2022).  

Organizational culture, as the values, norms, and assumptions the workforce 

embraces, is essential in creating work environments that stimulate knowledge sharing 

and innovation. It also promotes relationships connecting employees with high-level 

business processes that develop and apply advanced technologies  (Azeem et. al., 

2021). Strong organizational culture is essential to achieve organizational success. 

This culture nurtures environments where knowledge sharing and innovation 

promotion are key factors that drive organizations to achieve competitive advantage. 

In this context, organizational culture acts as a catalyst that motivates organizational 

members to innovate and collaborate continuously through knowledge sharing, which 

ultimately provides significant benefits in achieving organizational goals and success.  

Organizational culture is a significant contributor to the success of structured 

problem-solving practices (Fadnavis et. al., 2020).  The characteristics of 

organizational culture affect organizations’ ability to solve problems, indicating the 

important role in problem-solving creativity. The desired culture creates an 

environment where teams can collaborate effectively on problem-solving to improve 

the organization. Organizational culture has certain indicators (Kaur Bagga et al., 

2022). Some examples include: 1) innovation by considering risks, 2) examining 

problems in detail, 3) focusing on the results to be achieved, 4) paying attention to the 

interests of all employees, and 5) emphasizing persistence in the workplace 

Servant Leadership  

Organizational activities in achieving objectives are closely related to ongoing 

leadership role (Rehman et al., 2018). Besides, the complexity of environmental 

factors greatly affects organizational success. Rosenhead et al., (2019) identify 

extensive literature on complexity theory, including complexities experienced by 

leaders in achieving organizational success. Leadership is the art of motivating and 

persuading individuals to achieve common goals and results from social influence, not 

from strict hierarchy or seniority (Darvishmotevali & Altinay, 2022).  
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Organizations demand leadership processes and development that are more 

sensitive to dynamic contexts supportive of organizational change (McCauley & Palus, 

2021)Current leadership practices must be highly dynamic to anticipate rapid and 

unpredictable changes. Therefore, relational leadership is an idea that helps reconstruct 

leadership development with dynamic adaptability to solve problems. Leadership 

development utilizes a framework with various relational perspectives on leadership 

to cultivate collective identification and action on leadership issues within the 

organization. 

Leadership can be defined as individuals’ ability to motivate their subordinates 

in various ways to achieve organizational goals and objectives (Kanat-Maymon et al., 

2020). Leaders must be aware of their roles and functions within organizations. In this 

respect, leadership style greatly affects employees’ attitudes and behavior that should 

be aligned with organizational missions and integrated with other organizational 

resources. Contemporary leadership markedly differs from previous eras characterized 

by less advanced technical breakthroughs, altering challenges, behaviors, and cultural 

dynamics. Leaders must utilize their innate authority and capacity to influence 

subordinates, ensuring their efforts align with organizational goals and objectives. In 

executing their responsibilities, leaders will invariably encounter diverse attitudes, 

personalities, behaviors, and levels of emotional development among their 

subordinates. Leaders should adopt nonpartisan policies that promote suitable, flexible, 

inclusive, and equitable work practices that significantly enhance productivity. 

Do we comprehend the leadership practices employed by our leaders? Is it a 

transformational, democratic, visionary, or servant leadership approach? Each 

leadership theory possesses its unique characteristics. Transformational leaders and 

service-oriented leaders exhibit identical qualities toward their subordinates 

(Ludwikowska et al., 2022). In discussing servant leadership, it is essential to elucidate 

its primary traits following theoretical frameworks. Johnson, (1997) identifies that 

servant leadership entails prioritizing the role of a servant before assuming leadership 

responsibilities. Commencing with the intrinsic desire to serve, one must deliberately 

prioritize the needs of employees, acknowledging the dignity and significance of each 

subordinate as an individual while simultaneously assisting them in attaining 

collective objectives. 

Problems stemming from ineffective leadership within an entity, such as a 

communities, nations, or firms, signify the necessity for servant leadership practices. 

Servant leadership must be cultivated to address leadership problems inside an 

organization. Servant leadership prioritizes the needs and aspirations of subordinates, 

aiming to deliver equitable service, which in turn encourages subordinates to align 

their behavior with company objectives. In organizations, servant leadership and a 

supportive attitude toward employees enhance leaders’ commitment to work-related 

responsibilities (Darvishmotevali & Altinay, 2022). This behavior among employees 

applies to different types of performance and is not specifically related to any 
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particular performance type. Whatever the organization's goals, servant leaders 

encourage and steer employees toward those goals. 

Job Satisfaction 

Job satisfaction represents pleasant  and positive emotions that come from job 

evaluations and work experience (Locke & Latham, 1990). Job satisfaction arises from 

employees’ perception of how effectively the jobs deliver what is considered 

important. Barik & Kochar, (2017) argues that job satisfaction is a favorable emotion 

in the workplace, resulting in an assessment of its characteristics (Barik & Kochar, 

2017). Individuals highly (less) satisfied with their jobs will have positive (negative) 

feelings regarding their occupations. Job satisfaction related to work or 

entrepreneurship topics is considered the main satisfaction source (Youssef-Morgan & 

Luthans, 2015). Job feedback on entrepreneurship and autonomy are the two main 

driving factors associated with this job. Job satisfaction is affected by job complexity.  

In addition, meeting creative work requirements also increases job satisfaction. 

Difficult and attractive work is equally critical to increasing job satisfaction. Job 

satisfaction affects performance (Jalagat, 2016) while job content positively affects 

employees’ job satisfaction (Shin et al., 2022). Satisfaction with the work's content is 

derived from autonomy and role clarity. Concerning labor independence, autonomy 

enhances employee flexibility in work-related control and decision-making. 

Furthermore, the clarity of employees' roles, duties, and responsibilities positively 

influences job happiness. Employees possessing a comprehensive awareness of 

themselves and their responsibilities are typically satisfied with their employment. 

Employee Engagement 

Employee engagement is a notable topic in human resource studies. Our 

literature analysis reveals that employee engagement offers various advantages for 

organizations, such as higher employee loyalty, which will improve organizational 

performance. Effective human resource management contributes to employee 

performance. Employees with better relationships with their organizations will devote 

their best efforts to theirs (Saks, 2006). Several scholars observe that employees’ 

positive engagement with their organizations improves performance and profitability 

(Choo et al, 2013). 

Employee engagement refers to the psychological state of employees 

concerned with organizational success and motivated to achieve performance 

exceeding expectations (Mercer, quoted by Carpenter & Wyman, 2007: 1). Employee 

engagement is defined as the employees' emotional connection to their work or 

company, is crucial for organizations and serves as a key determinant of their 

commercial performance (Triple Creek Associates, 2007). Employee engagement is 

often defined as the degree of commitment and attachment to the firm and its 

principles. Employees who perceive hostility are individuals who are truly involved 

and passionate about their work and business. Attachment refers to the readiness and 
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capacity to enhance the organization's performance, characterized by employees' 

commitment to diligently fulfill their responsibilities and invest their intellect and 

energy, including a desire to work overtime.  

Worker Productivity 

Human resource management is becoming vital due to its advantages: talent 

retention, elevated motivation, enhanced organizational cohesion, and improved work 

efficiency. Firms seeking an optimal return on investment must consider human 

resources as their most crucial asset (Nda & Fard, 2013). Organizational success can 

be analyzed from achieved productivity as compared with targeted goals. Work 

productivity is an important aspect of management and industrial psychology studies 

focusing on understanding and improving individuals' and groups’ efficiency and 

effectiveness in their work environments (Scaduto et al., 2015). Work productivity 

refers to the amount of outputs produced by a worker or group of workers in a given 

period compared to the inputs used to produce those outputs (Saks & Gruman, 2011). 

This theory includes various approaches and factors that can affect productivity, from 

physical to psychological to managerial aspects. 

A classical theory influential in understanding work productivity is the 

scientific management theory proposed by Frederick Winslow Taylor (Conti, 2013). 

Taylor proposes that productivity can be improved by systematically studying work 

tasks, disaggregating them into small parts, and training workers to perform them 

efficiently. Taylor also emphasizes the importance of proper selection and training, as 

well as the use of financial incentives to encourage better performance. Furthermore, 

Frederick Herzberg's two-factor theory highlights the role of motivation in work 

productivity (Bassett-Jones & Lloyd, 2005). Herzberg identified two categories of 

factors that affect job satisfaction: motivator factors (such as achievement, recognition, 

and responsibility) and hygiene factors (such as working conditions, salary, and 

relationships with employers). According to Herzberg, the existence of motivator 

factors can increase job satisfaction and productivity, while dissatisfaction can be 

minimized by increasing hygiene factors. 

Another relevant theory is Victor Vroom's theory of expectations, which argues 

that work productivity is affected by workers’ expectations of work results and the 

values of these results (Yoes & Silverman, 2021). Vroom proposes that productivity 

is a function of three major components: expectations (the belief that efforts will yield 

good performance), instrumentalization (the belief that good performance will be 

rewarded), and valence (the expected reward value). 

The work productivity study is relevant because it illustrates firms’ success 

rates. A study focuses on the influences of leadership style and organizational culture 

on employee productivity  (Rehman et al., 2018). Overall, the findings suggest that 

leadership styles critically improve employee productivity. In addition to 

organizational culture, job satisfaction also significantly affects work productivity. A 
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recent study investigates the relationships between residential environment and job 

satisfaction and worker productivity (Pleuken et al., 2022). Employee work 

productivity is measured by the success of employees in meeting various productivity 

indicators such as completed workload, attendance, and time spent on each type of 

work (Chang &; Liu, 2008). 

Organizational Culture and Job Satisfaction 

Organizational culture refers to organizations’ values, attitudes, and behaviors. These 

values, attitudes, and behaviors will arguably affect employee satisfaction (Dirisu et 

al., 2018; Hosseinkhanzadeh et al., 2013; Meng & Berger, 2019), which then will 

increase their productivity (Castaldo et al., 2023). Due to its importance to 

organizations, organizational culture is an interesting research issue, especially at the 

practice levels. In light of the aforementioned evidence, the proposed hypothesis as 

follows: 

H1: Organizational culture positively affects employee satisfaction.  

 

Servant Leadership and Employee Satisfaction 

Besides organizational culture, other factors likely affect employee 

satisfaction. Based on the theory of self-determination, responsible leadership to 

facilitate employees significantly affect employee satisfaction  (Zhou & Zheng, 2023). 

Other studies have empirically documented the role of ministering leaders on job 

satisfaction (Adiguzel et al., 2020; Ozturk et al., 2021; Pham et al., 2023). Leadership 

style has a profound effect not only on organizational members, but also marketing 

performance (Zarei et al., 2022). One of the leadership styles that has attracted 

attention in contemporary leadership research is servant leadership due to its impact 

within and outside organizations (Irfan et al., 2022). Servant leadership focuses on the 

development and empowerment of individuals as team members through the principles 

of devotion, empathy, and attention to others’ needs (Sudarmo et al., 2022). Servant 

leaders prioritize their subordinates’ interests and well-being, thereby creating work 

environments that support employee engagement, satisfaction, and motivation 

(Saputra & Anindita, 2021). In light of the aforementioned evidence, the proposed 

hypothesis as follows: 

H2: Servant leadership positively affect employee satisfaction. 

 

Job Satisfaction and Employee Engagement 

Job satisfaction is closely associated with employee engagement, where both 

factors arguably improve individual and organizational productivity. Understanding 

this relationship more thoroughly requires further analysis of various psychological 

and organizational aspects that underlie both concepts. As a factor affecting 
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engagement, job satisfaction not only motivates employee engagement but also 

enhance their work-related mental and emotional conditions (Al-refaei et al., 2024).  

Job satisfaction represents the levels of employees’ comfort and happiness 

towards various work-related element, such as compensation received, supportive 

work environments, relationships with colleagues, and opportunities to develop and 

improve skills (Ohunakin & Olugbade, 2022). Employees more satisfied with these 

elements are arguably more motivated to fully participate in their work, devote greater 

efforts, and achieve goal standards (Zhao et al., 2016). This satisfaction creates a sense 

of pleasure that strengthens their engagement, fostering a deeper connection with 

employees’ work and organizations. In light of the aforementioned evidence, the 

proposed hypothesis as follows: 

H3: Job satisfaction positively affects employee engagement.  

 

Job Satisfaction and Work Productivity 

Employees who exhibit greater work-related satisfaction (in terms of 

compensation, work environments, relationships with colleagues, or self-development 

opportunities) tend to be more motivated and enthusiastic in carrying out their duties 

(Gazi et al., 2024). Consequently, they are more engaged, committed, efficient, and 

productive. Satisfied employees are more likely to work with greater quality, complete 

work more-timely, and actively contribute to the organization's goals. Work 

productivity is affected by employee job satisfaction (Castaldo et al., 2023; Dirani & 

Kuchinke, 2011; Martin-Rodilla et al., 2018) and employee engagement (Aman et al., 

2023; Koo et al., 2022; Prentice et al., 2023). In light of the aforementioned evidence, 

the proposed hypothesis as follows: 

H4:   Job satisfaction positively affects work productivity. 

 

Employee Engagement and Work Productivity 

Employee engagement represents the extent to which employees feel 

connected, valued, and motivated by their work and organizational values (Ahmed et 

al., 2024). Highly engaged employees are arguably more dedicated and more willing 

to improve their work quality and actively participate in realizing organizational 

visions and mission (Osborne & Hammoud, 2017). This involvement enhances 

responsibility, improves team collaboration, and encourages proactive behavior in 

completing tasks.  

Additionally, high engagement increases job satisfaction, reducing turnover 

and absence rates. Employees who perceive themselves as valued and are afforded 

growth opportunities are more inclined to deliver optimal performance, often 

surpassing expectations. When this engagement manifests as productive behavior, the 
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outcomes are more favorable (Oksa et al., 2022). Therefore, increasing employee 

engagement can facilitate achieving organizational goals, increase innovation, and 

create more dynamic and competitive work environments. In light of the 

aforementioned evidence, the proposed hypothesis as follows: 

H5: Employee engagement positively affects employee work productivity. 

 

RESEARCH METHODS 

The research framework offers a theoretical foundation for understanding how 

servant leadership, employee engagement, job satisfaction, and organizational culture 

contribute to worker productivity. It aims to clarify the proposed hypothesis and 

provide practical insights for management to improve productivity through a holistic 

approach. 

Figure 1 

Research Framework 

 

This quantitative study was conducted at PT Timah Tbk, with a total population 

of 4362 employees. This company was selected because PT Timah Tbk. is a prominent 

Indonesian state-owned enterprise (SOE) that face fierce global competition.  Hence, 

employee productivity is an inevitably significant factor for this company. The data 

was obtained with a questionnaire to measure five variables represented by 28 detailed 

statements. Each statement in this questionnaire is assessed using a five-level Likert 

scale, allowing respondents to provide answers ranging from strongly disagree to 

strongly agree. 

The first variable is Servant Leadership (Ozturk et al., 2021), which is 

measured using six indicators: listening, empathy, healing, awareness, persuasion, and 

stewardship. Our second variable is Employee Engagement (Rabiul et al., 2023), 

which is measured using five indicators: vigor, dedication, absorption, sense of 

belonging, and commitment. The third variable is Job Satisfaction (Gulec & Aslan, 

2024), which is measured using six indicators: work itself, salary, promotion 

opportunities, supervision, colleagues, and working conditions. The fourth variable is 

Organizational Culture, which is measured using six indicators: innovation and risk-
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taking, attention to detail, results-oriented, people-oriented, team-oriented, and 

stability (Wiroonrath et al., 2024). The fifth variable is Worker Productivity, which is 

measured using five indicators: quantity of work, quality of work, efficiency, 

discipline, and creativity (Rehman et al., 2018). 

We selected the sample respondents using the purposive sampling technique, 

resulting in 152 respondents, arguably representative data for further analysis. The 

collected data was then processed using AMOS software, a popular statistical analysis 

and structural modeling. We used Structural Equation Modelling (SEM) to test the 

relationships between variables and the proposed theoretical mode. SEM is a powerful 

statistical analysis technique that tests and estimates causal relationships between 

latent variables. This method is particularly suitable for research involving complex 

constructions and variables that cannot be measured directly. SEM enables us to 

evaluate the validity and reliability of the measured construction and the overall 

suitability of the model. 

 

RESULTS 

Respondents’ Demographic Characteristics 

Table 1 below presents our respondents’ demographic characteristics (sex, 

marital status, and education level).  

Table 1 

Descriptive Statistics of Respondents’ Demographic Characteristics 

 Demographics Frequency Percentage (%) 

Marital Status Married 140 95.2 

 Unmarried 7 4.8 

Sex Male 132 89.8 

Female 15 10.2 

Education High School / Equivalent 84 57.1 

 Diploma 29 19.7 

 Bachelor 30 20.4 

 Master 4 2.7 

 

Validity and Reliability 

Before analyzing the data to test our hypotheses, we initially ran the validity 

and reliability tests. Table 2 below demonstrates the results of our validity and 

reliability tests.  

Table 2 

Validity and Reliability of Research Variables 

Variables and Indicators Count α 

Organizational Culture     

BO1 0.609 

0.912 
BO2 0.733 

BO3 0.730 

BO4 0.789 
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Variables and Indicators Count α 

BO5 0.771 

BO6 0.709 

BO7 0.506 

BO8 0.678 

BO9 0.805 

Servant Leadership     

SL1 0.655 

0.869 

SL2 0.728 

SL3 0.710 

SL4 0.748 

SL5 0.640 

SL6 0.551 

Job Satisfaction     

KK1 0.740 

0.912 
KK2 0.837 

KK3 0.805 

KK4 0.822 

Employee Engagement     

EE1 0.725 

0.836 
EE2 0.554 

EE3 0.788 

EE4 0.632 

Work Productivity     

PK1 0.798 

0.913 

PK2 0.765 

PK3 0.791 

PK4 0.787 

PK5 0.753 

 

ANALYSIS AND DISCUSSION 

This study initially analyzed the goodness of fit to ensure that our data met the 

requirements of AMOS and SEM. More particularly, the chi-square value = 242.640, 

probability = 0.00000019. CMIN/DF = 1.896, TLI = 0.926, GFI = 0.849, IFI = 0.939, 

CFI = 0.9.38, and RMSEA value = 0.78. furthermore, the loading factor values for all 

variables have met the requirements with a minimum value of 0.6 (typically above 0.7). 

The following figure illustrates the results of the SEM analysis.  



Jurnal Ekonomi dan Bisnis, Volume 28 No. 1 April 2025, 221 - 246   235 

 

 

 

Figure 2 

AMOS-SEM Output 

 

Furthermore, the following table presents the regression output weights to 

indicate whether the hypotheses are supported.  

Table 3 

Regression Weight 

 Regression  Estimate S.E. C.R. P Information 

KK  BO 0.606 0.094 6.419 0.000 Supported 

KK  SL 0.148 0.067 2.197 0.028 Supported 

EE  KK 1.083 0.108 10.067 0.000 Supported 

PK  KK 0.830 0.267 3.110 0.002 Supported 

PK  EE -0.288 0.218 -1.320 0.187 Not Supported 

 

DISCUSSIONS 

Table 3 suggests that four hypotheses are empirically supported while the 

remaining one is not. All supported hypotheses have positive coefficients, implying 

that the directions are positive. Organizational culture positively affects employees. 

The result is consistent with prior studies (Asha et al., 2023; Dirisu et al., 2018; 

Hosseinkhanzadeh et al., 2013; Meng & Berger, 2019).  Hence, employees working 

with a stronger organizational culture are more satisfied than their counterparts 

working in a less supportive organizational culture, likely because constructive 

organizational culture improves business capabilities (Azeem et al., 2021).  In turn, 

business capabilities enhance investment efficiency. Eventually, employee job 

satisfaction (Arvidsson et al., 2022). 

Meanwhile, Servant Leadership (SL) also affects Employee Satisfaction (sig. 

value of 0.025<0.05 and a positive coefficient value of 0.148). The finding is consistent 

with prior studies (Ozturk et al., 2021; Pham et al., 2023). Today’s competitive and 
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globalized environments, characterized by fading boundaries due to advances ICT, 

employees’  organization-related attitudes, behaviors, and satisfaction greatly affect 

their performance (Adiguzel et al., 2020). 

Further, job satisfaction empirically enhances employee engagement within 

organizations (sig. value of 0.000<0.01 and a positive coefficient value of 1.083). Our 

result is in line with prior studies (Jiang et al., 2022; Peláez-Fernández et al., 2022; 

Teng et al., 2022).  The Employee Effectiveness Theory indicates that more job-related 

satisfied employees arguably carry out their duties more effectively and productively  

(Castaldo et al., 2023). Satisfied workers tend to be more motivated and more 

committed to contributing to organizational success (Canrinus et al., 2012). Hence, 

employee satisfaction increases Employee Engagement (Memon et al., 2016; Salau et 

al., 2018; Udayana et al., 2021), representing the levels of employees’ engagement, 

motivation, and commitment to their works and organizations. 

In addition, employees’ job satisfaction positively affects employee 

productivity (sig. value of 0.002<0.01 and a positive coefficient value of 0.830). Our 

result is consistent with prior studies (Hoboubi et al., 2017; Marikyan et al., 2022; 

Tanabe et al., 2015). Motivational theories in psychology and management, such as 

Herzberg's hygiene-motivational theory and Maslow's motivational theory, emphasize 

that job satisfaction can play a role as a motivational factor. Satisfied employees 

exhibit greater intrinsic motivation to achieve better results (Ayalew et al., 2021). In 

turn, higher motivation will increase work productivity or  performance (Itri et al., 

2019). 

Lastly, we cannot empirically support the hypothesis predicting that employee 

engagement positively affects work productivity. We conjecture that other variables 

may significantly explain employee engagement. For instance, respondents’ 

demographic differences, such as family type, status, or educational factors, may affect 

work productivity. 

 

CONCLUSION 

This study empirically supports four of the five proposed hypotheses. More 

specifically, strong organizational culture and servant leadership positively affect 

employee job satisfaction. Hence, supportive organizational culture, combined with 

leaders attentive to employees’ needs, will increase employee satisfaction and 

eventually work engagement.  

Further, employees’ greater engagement is reflected in their dedication and 

motivation to achieve organizational visions and missions. Greater job satisfaction also 

increases employee productivity. This is in line with motivational theories arguing that 

satisfied workers are likely more motivated to deliver optimal results. Nonetheless, 

employee engagement is not significantly associated with work productivity, 
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suggesting further analysis of other variables (such as demographic factors) that may 

affect these outcomes. This research is subject to several caveats. First, we do not 

include the entire employees in the analysis. Second, this study excludes the role of 

moderating or control variables that may strengthen our analysis. We advise future 

studies to address these issues. Further, our research advises future studies to analyze 

employee engagement's role in work productivity or job-related satisfaction.  

Our study offers several practical implications, especially for PT. Timah Tbk 

in adopting policies to boost their employees’ work productivity. We advise this firm 

to implement servant leadership and enhance its organizational culture. In addition, 

PT. Timah Tbk must periodically evaluate their employees’ job satisfaction due to its 

significant effect on productivity. 
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