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ABSTRACT: This study aims to analyse ho the influence of Employee Engagement and Work Motivation on
Employee Productivity both directly and indirectly ith the moderating effect of Employee Characteristic at PT.
Ciputra Kalimantan Timur. To test the hypothesis analysis, the author uses data analysis in this study using
Partial Least Square (PLS) method. Employee Engagement and work Motivation as exogenous variables.
Employee Productivity as endogenous variabel. Employee Characteristic as moderation variabel. The results of
this study showed that (1) Employee Engagement has a positive and significant effect on Employee Productivity,
(2) Work Motivation has a positive and significant effect on Employee Productivity, (3) Employee Characteristic
as a moderation has a positive and significant effect on Employee Engagement to Employee Productivity, (4)
Employee Characteristic as a moderation has a positive and significant effect on Work Motivation to Employee
Productivity.
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I. INTRODUCTION

An effective organization can be achieved from various factors that contribute to performance, but the
human resource element in an organization is clearly the most important factor. Regardless of the size or nature
of an organization, the activities carried out, and the environment in which the organization operates, success is
primarily determined by the decisions made by existing human resources and their behavior (Mello, 2015:4).
Human resource management is an activity that includes recruitment, training, development, and compensation
for all employees in the organization. Human resource management is intended to be able to manage various
problems that exist with human resources in the organization or company, to encourage positive results (Ireland
et al, 2016: 91). Human resources are an important asset in all aspects of management, especially in matters
relating to the existence of the organization, therefore it is very important for organizations to have productive
work. Labor productivity is considered one of the most important factors in a company's success. Productivity
can vary depending on the implementation and the environment in which the process takes place (Piran et al,
2020:6). According to Sharma (2021:96), productivity measures efficiency and use of resources. High
productivity is very important to improve the standard of living and welfare of an organization, so that by
increasing productivity, employees can receive better Work opportunities, working conditions and wages. One
way to increase productivity is to invest in employee engagement. Employee engagement is the emotional
commitment that an employee has towards the organization where he works and the goals of that organization.
Emotional commitment is the employee's sense of attachment to the Work he has and the organization where he
works. Employees do not work solely to get a salary or promotion, but truly work on behalf of the organization
and its goals (Zeuch, 2016: 618).

According to Zenoff (2013: 5), employee engagement will make employees enthusiastic about their
work and maximize their talents and efforts to make a difference in pursuing success in the organization.
Employees who have high involvement tend to have a vision to improve their careers by helping achieve
organizational goals and objectives. According to Armstrong & Taylor (2020:246), engagement occurs when
employees are committed to their work and the organization and are motivated to achieve high levels of
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performance. Employee engagement is an issue that can represent the best interests of both the employee and
the employer.

Employee engagement aims to produce improvements in the work of employees in the organization
and create work improvements that can be proud of. Engagement is not limited to teams or groups, but also
individuals. Individual involvement in the organization can be achieved in many ways, including through
increasing daily work time, daily work initiative, and being able to work in a team for the long term (Allen &
McCarthy, 2017: 7). Employees who have a sense of involvement in the organization can achieve above average
levels of productivity and make significant contributions. Involved employees are a potential source of
competitiveness and strategic advantage for the organization (Turner, 2020:76). Apart from employee
engagement, organizations or businesses must also pay attention to how to maintain and manage employee work
motivation to achieve optimal productivity and achieve organizational goals. According to Marotz (2021:46),
motivation drives an interesting phenomenon, namely the behavior, decisions, choices, and actions of employees
who consider certain opportunities interesting and are willing to dedicate time and energy to pursue them.

The motivation that humans have tends to make them do what must be done to obtain a certain set of
desired results or to obtain something important, comfortable, or satisfying. The motivation possessed by
humans is also related to their personal interests (Guillen, 2021:4). People are motivated when they expect an
action that will lead to the achievement of a goal and valuable rewards that fulfill their needs and desires
(Armstrong & Taylor, 2020:247). Work motivation is divided into five levels of needs from Maslo's framework
into two categories, namely low-level needs and high-level needs, including the need for work, achievement,
appreciation and actualization (Gagne, 2014:248).

The research results of Dharliana & Iboo (2022) show that there is a positive and significant influence
between work motivation and employee productivity. In line with the research results of Marlapa & Mulyana
(2020) which shows that there is a positive and significant influence of work motivation on work productivity.
These two studies are not in line with research by Rampisela & Lumintang (2020) where the results of their
research show that motivation has a positive and insignificant effect on employee productivity. The differences
in the results of the research above are the reason the researchers raised the moderating variable. According to
Sekaran & Roger (2020:293), the moderating variable acts as a variable that changes the original relationship
between the independent variable and the dependent variable, meaning that the influence of a variable X on Y
depends on the value of another variable, namely the moderating variable. The interaction is entered as a
product of two variables in the regression model.

In this research, work characteristics are variables that moderate the influence of employee engagement
variables on employee productivity and moderate the influence of work motivation variables on work
productivity variables. This is because Work characteristics are variables that strengthen or weaken the
relationship between one variable and other variables. According to Cummings & Orley (2014:114), Work
characteristics include age, education, experience, skills, and abilities which can influence performance, work,
and how the Work reacts to Work design. The personal characteristics of employees make the things that each
employee wants to achieve and consider important in the workplace more complex. Personal characteristics
include personality tendencies, attitudes, self-efficacy, self-esteem, motivation, gender, communication style,
emotions, and others. Work characteristics are needed to evaluate human resources for selection and placement
in the organization. Personal characteristics of employees can include knowledge, skills, abilities, and other
personal characteristics needed to match their Work targets (Spector, 2021:97). According to King & Laley
(2016:261), employee characteristics can be described as knowledge, skills, experience, competence, and
individual qualifications. Employee characteristics that specifically suit the needs of the organization can be
given the right Works and tasks.

The Work productivity of employees in an organization or company is a very interesting problem to
research. One of them is the work of PT. Ciputra, East Kalimantan. There are four projects built by PT. Ciputra
East Kalimantan namely Citraland City Samarinda, Citra Grand Senyiur Samarinda, Citra Garden City
Samarinda, and Citra City Balikpapan with a total of 85 works. Based on observations in the field, it is known
that in general the productivity of PT. Ciputra, East Kalimantan is quite good, but it is still not optimal and can
be improved. This condition can be seen through several indicators such as supervision indicators which are still
low, so that work between divisions tends to focus more on the tasks and goals of each division or department
alone and work is less focused on the company's common goals. Another thing that has become a phenomenon
in the field is the large influence of work characteristics which influence the differences in motivation and
involvement in work that everyone. The most influential characteristics include differences in age, level of
education and work experience in each Work. So that work characteristics become variables that moderate work
involvement and work motivation which ultimately influence work productivity.
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II. LITERATURE REVIEW

Employee Engagement

According to Cummings & Orley (2014:351), employee engagement aims to increase employee
participation in decision making that affects organizational performance and employee welfare. This can be
broken down into four main factors that drive employee engagement. Meanwhile, according to Gennard et al
(2016:133), employee engagement can be identified into three dimensions including; 1) intellectual engagement,
which is related to the extent to which employees are absorbed in their work and consider ways to improve their
performance; 2) affective involvement, which is related to people's positive emotions towards their work and
towards the organization; and 3) social involvement, which is related to the extent to which employees discuss
work-related improvements and changes with their coworkers.

Work Motivation

According to Frey & Osterloh (2013: 1), motivation is divided into two forms, namely 1) intrinsic
motivation, namely motivation that comes from the work activity itself or from an end goal that can fulfill self-
satisfaction. Intrinsic motivation is a prerequisite for creativity and innovation; and 2) extrinsic motivation,
namely motivation that has the function of satisfying indirect or instrumental needs. Extrinsic motivation comes
from the desire to directly fulfill needs that are not related to work, where work is seen as a means to meet actual
needs through salary.

Employee Characteristics

Personal characteristics of employees that can contribute to work-life balance problems include gender,
age, personality differences, and level of education, marital status, parental status, and burden of family
responsibilities (Swarnalatha & Rajalakshmi, 2017:45). Robbins & Coulter (2016:131) states that two individual
characteristics that play a role in determining employee behavior are values and personality. Everyone comes to
an organization with a relatively deep-rooted set of personal values, which represent basic beliefs about what is
right and wrong. Values that develop from childhood are based on what is seen and heard. Therefore, employees
within the same organization often have very different values.

Employee Productivity

According to Tsauri (2020:148), productivity is a comparison between the results of an employee's
work and the sacrifices made. In general, productivity measurement means comparison, which can be broken
down into three very different types, including 1) comparing current performance with historical performance
which does not indicate whether current performance is satisfactory, but only shows an increase or decrease; 2)
comparison of implementation between one unit and another unit. Such measurements describe relative
efficiency; 3) and comparison of current performance with goals and focusing on goals.

Relationship Between Variables
The Influence of Employee Engagement on Employee Productivity

According to Cummings & Orley (2014: 352), there are now more and more research findings that support the
relationship between work engagement and productivity. Attempts to explain this positive relationship have
traditionally followed the idea that involving individuals more in workplace decision making will increase Work
satisfaction and thereby increase Work satisfaction, thereby increasing their productivity.

The Influence of Work Motivation on Employee Productivity

When employees have low work motivation, they will tend to feel disengaged in work and show poor
organizational commitment, thereby reducing work productivity which causes organizational losses (Martinko
et al, 2016: 46). According to Nejati (2013:255), work motivation is positively correlated and is a strong
contributor to work performance. When people are motivated at work, performance will increase, therefore
motivation is considered a factor that greatly influences work productivity.

Research Conceptual Framework

Several theories were used as references in creating a conceptual framework for this research.
Employee engagement is a joint commitment between the organization and its employees, where the
organization helps employees realize their potential and employees help the organization achieve its goals.
Employee involvement reflects the employee's mind and heart, namely when employees demonstrate
intellectual understanding, emotional involvement, and are willing to work extra to show their loyalty to the
organization (Kelleher, 2014: 8). According to Mello (2015:180), employees who have a sense of involvement

DOI: 10.35629/8028-13036678 www.ijbmi.org 3 | Page



The Influence Of Employee Engagement And Work Motivation On Employee Productivity ..

in their work and are committed to the organization where they work will produce higher productivity, lower
employee turnover and competitive advantages that are important for the organization or company.

According to Einstein & DeHaan (2014: 3), motivation has a role in initiating and directing human
resource activities in organizations. motivation provides energy, generates, and increases task engagement, and
directs action toward specific goals or objectives. According to Ryan (2019:4), employees are motivated to act
in accordance with what they believe and the abilities they have. Employees expect results that are in
accordance with the efforts they have made, so motivation is very important to encourage employee behaviour.
Based on several theories and previous research, the research conceptual framework is as seen in this Figure 1.

Employee
Chaarcteristics (M1)

Employee

Engagement (X1)

Employee
Productivity (Y1)

Work Motivatio

Figure 1. Research Conceptual Framework

Hypothesis :

1. Employee engagement has a positive and significant effect on employee productivity.

2. Work motivation has a positive and significant effect on employee productivity.

3. Employee characteristics moderate the influence of employee engagement on employee productivity.
4. Employee characteristics moderate the influence of work motivation on employee productivity.

III. RESEARCH METHOD

Operational of Definitions
1. Employee engagement

Employee engagement is the level of commitment and enthusiasm that employees have towards PT. Ciputra
East Kalimantan and also their own work, which is reflected by the following indicators:
a. Vigor

Vigor refers to the character of employees who have strong mental resilience when working and completing
their work, have enthusiasm, will, consistency and high energy in their work.
b. Dedication

Dedication refers to the character of employees who have strong involvement with their work and are
accompanied by feelings of joy, a feeling of importance and enthusiasm for their work, inspiration, and pride,
and like challenges in their work.
c. Absorption

Absorption refers to the character of employees who have total self-control by concentrating completely on
the work they are doing, feeling happy and absorbed in carrying out their work, and finding it difficult to
disengage from their work.
2. Work motivation

Work motivation is the willingness to work that arises due to a psychological encouragement for a person to
behave and work diligently in accordance with the duties and obligations that have been given to him, which is
reflected by the following indicators:
a. Awards
b. Achievement
3. Employee Characteristics
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Employee characteristics are the characteristics of an employee in believing, acting or feeling.
Employee characteristics can also be interpreted as something that can differentiate one employee from another,
which is reflected by the following indicators:

a. Age
The age indicator is divided into four groups, namely 18-25 years, 26-30 years, 31-40 years, and > 40 years.
b. Work Experience
Work experience indicators are divided into four groups, namely 1-3 years, 4-6 years, 7-10 years, and > 10
years.
4. Employee Productivity
Employee productivity is the ability and energy contained within each employee that will produce results on
their work in the maximum possible quality and quantity, which is reflected by the following indicators:
a. Skills
b. Ability
c. Attitude

Population and Sample

The population in this research is all employees of PT. Ciputra East Kalimantan with a total of 85
people, with 40 people having the status of permanent employees and 45 people having the status of contract
employees. The population that can be taken in this research is 85 employees of PT. Ciputra, East Kalimantan.
This research uses a population sampling method, namely the entire population is sampled.

Analysis Method

Partial Least Squares (PLS) analysis is a multivariate statistical technique that compares a dependent
variable with several independent variables. PLS is a statistical method used to complete multiple regression
when the data has specific problems, such as small research sample sizes, missing data (missing values), and
classical assumptions (data not normally distributed, multicollinearity and autocorrelation problems). Apart
from that, PLS can be used on any type of data scale (nominal, ordinal, interval, ratio) as well as more flexible
assumption requirements (Abdillah & Hartono, 2015:161). PLS can test measurement models and structural
models simultaneously. The measurement model tests validity and reliability, while the structural model tests
causality (testing hypotheses with prediction methods). As a predictive modeling tool, PLS assumes that all
measures of variance are explained variance so that the latent variable estimation approach is considered a linear
combination of indicators.
1. Measurement Model

The outer model or measurement model defines how each block of indicators relates to its latent
variables. The design of the measurement model determines the nature of the indicators of each latent variable,
whether reflexive or formative, based on the operational definition of the variable. In evaluating the
measurement model, convergent validity, discriminant validity, composite reliability and average variance
extracted tests were carried out. Apart from the three measurement models, the structural model evaluation also
carried out the R-Squared (R2) test and estimated path coefficients or t-tests.
a. Convergent Validity

Convergent validity is used to measure the magnitude of the correlation between latent variables and
manifest variables in the reflexive measurement model. In evaluating convergent validity, it can be assessed
based on the correlation between the item score / component score and the construct score. According to
(Ghozali & Latan, 2020:68), a correlation can be said to meet convergent validity if it has a loading value
greater than 0.5 to 0.7.
b. Discriminant Validity

Discriminant validity and reflexive measurement models can be calculated based on the cross-loading
value of the manifest variable on each latent variable. If the correlation between the latent variable and each
indicator (manifest variable) is greater than the correlation with other latent variables, then the latent variable
can be said to predict the indicator better than the other latent variables. Apart from that, discriminant validity
can also be calculated by comparing the square root of average variance extracted (AVE) value. If the AVE
value is higher than the correlation value between latent variables, then discriminant validity can be considered
achieved. Discriminant validity can be said to be achieved if the AVE value is greater than 0.5.
c. Composite Reliability

A latent variable can be said to have good reliability if the composite reliability value is greater than
0.7. Where Al is the loading factor (convergent validity), and var g(i) = 1 — A12. Ghozali (2013) stated that this
measurement can be used to measure reliability and the results are more conservative than composite reliability
values.
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2. Structural Model

According to Abdillah & Hartono (2015: 188), the inner model or structural model describes the causal
relationship between latent variables which is built based on the substance of the theory. The inner model is a
structural model to predict causal relationships between latent variables. Through the bootstrapping process, T-
statistic test parameters are obtained to predict the existence of a causal relationship.
a. R-squared (R?)

The R-squared (R2) test is a way to measure the level of Goodness of Fit (GOF) of a structural model.
The R-squared value (R2) is used to assess how much influence a particular independent latent variable has on
the dependent latent variable. To determine the coefficient of determination (R2) and Adjust R-squared, namely
to find out how big the contribution of all independent variables together is to the dependent variable with the
value of the coefficient of multiple determination (R2) and to see how much the model used can have a
correlation with Adjusted R-square.

Significant Test

The significance test aims to find out how much influence the independent variable has on the
dependent variable. For the significance test in the PLS method, the independent variable in question is an
exogenous latent variable and the dependent variable in question is an endogenous latent variable. The estimated
value of the path relationship (inner model) is used to determine the significance of the relationships between
latent variables. Significance values can be obtained using the bootstrapping procedure developed by Geisser &
Stone. The hypothesis used in the significance test is as follows:
HO = The independent variable (X1) has no significant effect on the dependent variable (Y).
H1 = The independent variable (X1) has a significant effect on the dependent variable (Y).
The rejection areas used are:
H, rejected iff t statistic| > t,,  or p-value < a.
H,accepted if | t statistic | < ty, o OF p-value > a.

IV. ANALYSIS AND DISCUSSION
Measurement Model (Outer Model)

The measurement model is used to test the validity and reliability of the instrument. The validity test is
carried out to determine the ability of the research instrument to measure what it should measure or the accuracy
of the research instrument, while the reliability test is used to measure the consistency of the measuring
instrument in measuring a concept. There are three criteria for using data analysis techniques with WarpPLS to
assess the outer model, namely Convergent Validity, Discriminant Validity and Composite Reliability.

1. Convergent Validity

Convergent validity measures the magnitude of the correlation between the construct and the latent
variable. In evaluating convergent validity from examining individual item reliability, it can be seen from the
standardized loading factor. Standardized loading factor describes the magnitude of the correlation between
each measurement item and its construct. Correlation can be said to be valid if the loading factor value is > 0.7
and the Average Variance Extracted value must be greater than 0.5. The output results from WarpPLS for Outer
Loading are as shown in the following image:

Figure 2. Outer Loading
Source: WarpPLS.

DOI: 10.35629/8028-13036678 www.ijbmi.org 6 | Page



The Influence Of Employee Engagement And Work Motivation On Employee Productivity ..

From the output results, all indicators have an Outer Loading of more than 0.70 so that all indicators are
declared valid. Furthermore, the criteria for construct validity and reliability can be seen in Table 1.

Table 1. Construct Reliability and Validity

Cronbach’s Alpha Composite Reliability Average Variance Extracted (AVE)
X1 0.855 0.912 0.776
X2 0.869 0911 0.719
Y1 0.919 0.940 0.758
Ml 0.691 0.866 0.764
M1*X1 0.832 0.878 0.547
M2*X2 0.887 0.911 0.567

Source: WarpPLS.

From Table 1 above, it can be seen that the AVE value is above 0.5 and Cronbach's alpha and composite
reliability are above 0.7, meaning that the construct validity and reliability criteria also show valid and reliable
results.

2. Discriminant Validity

Discriminant Validity is used to test the validity of the construct and its indicators. The discriminant
validity test is assessed based on the cross loading of the measurement with the construct or by comparing the
root of the AVE for each construct with the correlation between the construct and other constructs in the model.
The results of the table in the attachment for the cross-loading table produce an AVE value greater than the
correlation value between constructs, so it can be stated that the evaluation in this analysis meets discriminant
validity.

Structural Model (Inner Model)

The structural model in PLS is evaluated using R2 for the dependent construct, the higher the R2 value
means the better the prediction model of the proposed research model.
1. R-Square

The results from the table below show that the R2 value obtained by Y1 is 0.669, which shows that the
variables Work Involvement (X1) and Work Motivation (X2) have an effect on Work Productivity (Y1) by
66.9%. According to Hair et al (2017), R2 ranges from 0 to 1, with higher levels indicating more predictive
accuracy. As a rule of thumb, R2 values of 0.75, 0.50, and 0.25 can be considered substantial, moderate and
weak, in some studies an R2 value of 0.10 is considered satisfactory.

Table 2. R-Square

R-Square R-Square Adjusted

Y1 0.669 0.650

Source: WarpPLS.

Based on Table 2 above, it shows that the R-square and Adjusted R-square values show high accuracy and can
be considered substantial.
2. Path Coefficient dan T-Statistic
The Path Coefficient value shows the level of significance in hypothesis testing. The path coefficient or inner
model score, indicated by the t-statistic value, must be above 1.96. This research has four hypotheses with t-
statistic values as follows:

Table 3. T-Statistic

X1 X2 M1*X1 M1*X2

Y1 4.268 3.258 3.159 2.889

Source: WarpPLS.

Based on table 5.12 above, it shows that the four hypotheses have a t-statistic value greater than 1.96,
meaning that the four hypotheses are significant. Direct effects are the direct influence of a construct or
exogenous latent variable on an endogenous latent variable. These direct effects value is also called the path
coefficient. The path coefficient between constructs was measured to see the significance and strength of the
relationship and also to test the hypothesis. The path coefficient value ranges from -1 to +1.

The path coefficient value is closer to +1, the stronger the relationship between the two constructs. A
relationship that is closer to -1 indicates that the relationship is negative (Sarstedt et al, 2017:2). The following
are the results of the direct effect analysis in this research:
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Table 4. Direct Effects

X1 X2 M1*X1 M1*X2

Y1 0.431 0.338 0.329 0.303

Source: WarpPLS.

Based on the results of the direct effect analysis above, it can be concluded that the direct influence of

X1 on Y1 is 0.431, meaning that if X1 increases by one unit, Y1 can increase by 43.1%. The direct influence of
X2 on Y1 is 0.338, meaning that if X2 increases by one unit, Y1 can increase by 33.8%. The direct effect of X1
which is moderated by M1 on Y1 is 0.329, meaning that if X1 increases by one unit, Y1 can increase by 32.9%.
The direct effect of X2 which is moderated by M1 on Y1 is 0.303, meaning that if X2 increases by one unit, Y1
can increase by 30.3%. All four hypotheses are positive.
3. Q-Square Test

Q2 value above 0 provides evidence that the model has predictive relevance, this can be seen from the
following table:

Table 5. Q-Square Test

Q-Square

Y1 0.556

Source: WarpPLS.

From table 5 above, it can be seen that the Q2 value is 0.556 for the Work Productivity variable (Y1), which has
a value above zero, so it has good observation results.

4. Model Fit and Index Quality

The fit model shows the suitability of the research model created and is reliable, while the quality index shows
the good quality of the research indicators, this can be seen in the following table:

Table 6. Model Fit and Index Quality

Item Kategori
Average Path Coefficient (APC) 0.350, P<0.001
Average R-Squared (ARS) 0.669, P<0.001
Average Adjusted R-Square (AARS) 0.650, P<0.001
Average Block VIF (AVIF) 3.02, diterima jika <=5, ideal <=3.3
Average Full Collinearity VIF (AFVIF) 2.98, diterima jika <=5, ideal <=3.3
Tenenhaus GoF (GoF) 0.679, kecil>=0.1, sedang>=0.25, besar>=0.36
Sympson’s Paradox Ratio (SPR) 1.00, diterima jika >=0.7, ideal =1
R-Squared Contribution Ratio (RSCR) 1.00, diterima jika >=0.9, ideal =1
Statistical Suppression Ratio (SSR) 0.750, diterima jika >=0.7
Nonlinear Bivariate Causality Direction Ratio (NLBCDR) 0.750, diterima jika >=0.7

Source: WarpPLS.

From Table 6 above all models meet the model fit criteria. So, it can be concluded that the model fits the data.
Finding and Interpretation
1. The Influence of Employee Engagement (X1) on Employee Productivity (Y1)

The influence of employee engagement (X1) on employee productivity (Y1) has a t-statistic value of
4.268, where this value is greater than 1.96, so work involvement (X1) has a significant effect on work
productivity (Y1). The Path Coefficient value for the influence of Employee Engagement (X1) on Work
Productivity (Y1) is 0.431, that is, this value indicates that the relationship between these two variables is
positive. This is in accordance with previous research conducted by Rambembuoch, Nelan, and Uhing
(2023:547) which found that the influence of employee engagement on work productivity had a positive and
significant effect.

The effect of employee engagement (X1) on employee productivity (Y1) is positive and significant,
and has a path coefficient of f = 0.694, and P < 0.001, meaning that the more employees are involved, the more
their productivity will increase. The Coefficient of Determination (R2) value is 0.482 or 48.2%, which means
that Employee Engagement (X1) can explain employee Productivity (Y1) of 48.2%. In this research there are
three indicators that reflect Employee Engagement (X1), namely vigor, dedication, and absorption. Vigor is the
highest indicator that contributes to Employee Engagement (X1) followed by indicators of dedication and
absorption. So, the reality in the field currently is that Employee Engagement (X1) which is owned by PT
employees. Ciputra East Kalimantan is already good, the company just needs to increase the sense of dedication
and absorption of its work, namely by giving employees more opportunities to contribute to providing ideas for
the company's progress and involving employees more in interesting/challenging new projects, thus Work
Involvement (X1) PT. Ciputra East Kalimantan will improve to be even better than before.
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2. The Influence of Work Motivation (X2) on Employee Productivity (Y1)

The influence of work motivation (X2) on employee productivity (Y1) has a t-statistic value of 3.258,
where this value is greater than 1.96, so Work motivation (X2) has a significant effect on employee productivity
(Y1). The Path Coefficient value for the influence of Work Motivation (X2) on Employee Productivity (Y1) is
0.338, that is, this value indicates that the relationship between these two variables is positive. This is in line
with previous research conducted by Harahap, Ritonga, and Harahap (2020:406) which found that the influence
of work motivation on productivity has a positive and significant effect.

The effect of work motivation (X2) on employee productivity (Y1) is positive and significant, and has
a path coefficient of f = 0.684, and P < 0.001, meaning that the higher the motivation of the work, the higher the
productivity produced. The value of the Coefficient of Determination (R2) is 0.468 or 46.8%, which means that
work motivation (X2) can explain employee productivity (Y1) of 46.8%. Currently, ability is the highest
indicator that reflects Employee Productivity (Y1). Ciputra East Kalimantan, this is caused by the average
employee of PT. Ciputra East Kalimantan really master’s the field of work they are currently doing and can
complete all their work targets on time. Followed by skill indicators and attitude indicators at work which also
have high points. So, currently the productivity of PT. Ciputra East Kalimantan is good, but still needs to be
improved.

3. The Influence of Employee Engagement (X1) on Employee Productivity (Y1) Moderated by Employee
Characteristics (M1)

Employee Characteristics (M1) acts as a pure moderating variable, which is a variable that moderates
the relationship between the independent variable and the dependent variable, where the pure moderating
variable interacts with the independent variable without standing alone as an independent variable. In this
research, the Work Characteristics variable (M1) acts as a pure moderating variable that moderates the
relationship between the Work Involvement variable (X1) and the Employee Productivity variable (Y1).
According to Solimun, Fernandes, and Nurjannah (2017:79) pure moderation is a variable that moderates the
relationship between the predictor variable and the response variable where the pure moderating variable
interacts with the predictor variable without becoming a predictor variable.

Work Characteristics (M1) in this study are reflected by age indicators and work experience indicators.
According to Batog et al (2019:33), workers who are increasingly mature may have more work experience, thus
potentially having a positive impact on productivity. Based on the results of research conducted at PT. Ciputra
East Kalimantan, the results of the research found that the influence of Employee Engagement (X1) which is
moderated by Work Characteristics (M1) on Employee Productivity (Y1) has a t-statistic value of 3.159, which
is a value greater than 1.96 so it is significant and has a path coefficient of 0.329 which is positive. So, it can be
concluded that there is a moderating role of Employee Characteristics (M1) on the relationship between
Employee Engagement (X1) and Employee Productivity (Y1) in PT Works. Ciputra East Kalimantan which is
positive and significant.

These results are supported by the theory of Purc and Laguna (2019:10), that personal factors such as
individual characteristics, personality, and work values can influence the level of involvement. These results are
also supported by research by Rofaida and Suryana (2017: 322) which found that work personality, which is a
combination of physical characteristics and giving an individual an identity, has a positive and significant effect
on work engagement.

Moderation of Work Characteristics (M1) on the relationship between Work Engagement (X1) and
Work Productivity (Y1) PT. Ciputra East Kalimantan has a path coefficient of § = 0.33, and P < 0.001, meaning
that when an employee has good characteristics, the more the employee is involved, the higher the productivity
it will produce. The value of the Coefficient of Determination (R2) is 0.67 or 67%, meaning that Work
Involvement (X1) moderated by Work Characteristics (M1) can explain productivity of 67%, which can be seen
in the following picture:
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Figure 3. Research Framework Model
Source: WarpPLS.

Figure 3 is a curve depicting the Work Characteristics variable (M1) which moderates the relationship between
the Work Engagement variable (X1) and the Work Productivity variable (Y1), which is as follows:
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Figure 4. Moderation Curve of Employee Characteristics (M1) on the Relationship between Employee
Engagement (X1) and Employee Productivity (Y1)
Source: WarpPLS.

It can be seen in the picture above that for Work Characteristics (M1) is low (Lo M1), which means the
employee's age is immature and work experience is low, so the relationship between Work Involvement (X1)
and Work Productivity (Y1) is not very significant. Meanwhile, for high Work Characteristics (M1), there is a
significant relationship, where the higher the Work Involvement (X1), the higher the Work Productivity (Y1).

4. The Influence of Work Motivation (X2) on Employee Productivity (Y1) is Moderated by Employee
Characteristics (M1)

Employee Characteristics (M1) acts as a pure moderating variable, which is a variable that moderates
the relationship between the independent variable and the dependent variable, where the pure moderating
variable interacts with the independent variable without becoming an independent variable. In this research, the
Work Characteristics variable (M1) acts as a pure moderating variable that moderates the relationship between
the Work Motivation variable (X2) and the Work Productivity variable (Y1). According to Solimun, Fernandes,
and Nurjannah (2017:79) pure moderation is a variable that moderates the relationship between the predictor
variable and the response variable where the pure moderating variable interacts with the predictor variable
without becoming a predictor variable. Based on the results of research conducted at PT. Currently, Ciputra East
Kalimantan, research results found that the influence of Work Motivation (X2) which is moderated by Work
Characteristics (M1) on Work Productivity (Y1) has a t-statistic value of 2.889, which is a value greater than
1.96 so it is significant and has a path coefficient of 0.303 which is positive. So, it can be concluded that there is
a moderating role of Work Characteristics (M1) on the relationship between Work Motivation (X2) and Work
Productivity (Y1) which is positive and significant. These results are supported by research by Almaududi and
Emil (2019:15) which shows that individual characteristics have a positive and significant effect on employee
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work motivation. Research belonging to Setiaan and Bodroastuti (2012:14) shows that there is a significant
influence between individual characteristics on work motivation. Research by Ghezanda, Sunuharyo, and Susilo
(2013:7) shows that individual characteristics partially have a positive and significant effect on employee work
motivation. These results are also supported by Noor's theory (2022: 8) which defines factors that influence
work motivation as being known based on unique individual characteristics.

Moderation of Employee Characteristics (M1) on the relationship between Work Motivation (X2) and
Work Productivity (Y1) PT. Ciputra East Kalimantan has a path coefficient of B = 0.30, and P < 0.001, meaning
that when the employee has good characteristics, the higher the motivation the employee has, the higher the
productivity will be. The value of the Coefficient of Determination (R2) is 0.67 or 67%, meaning that Work
Motivation (X2) moderated by Work Characteristics (M1) can explain productivity of 67%, which can be seen
in the following picture:
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Figure 5. Research Framework Model
Source: WarpPLS.

Figure 5 is a curve depicting the Work Characteristics variable (M1) which moderates the relationship between
the Work Motivation variable (X2) and the Work Productivity variable (Y1), which is as follows:
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Figure 6. Moderation Curve of Work Characteristics (M1) on the Relationship between Work
Motivation (X2) and Work Productivity (Y1)
Source: WarpPLS.

It can be seen in the picture above that for Work Characteristics (M1) is low (Lo M1), which means the
employee's age is immature and work experience is low, so the relationship between Work Productivity (Y1) is
less significant than Work Characteristics (M1). ) high (High M1), which means that the employee's age is
becoming more mature and they have more work experience, there is a significant relationship. So the higher the
Work Motivation (X2), the higher the Work Productivity (Y1).

V. CLOSING
Conclution and Reccomendation
Conclution
1) Employee Engagement has a positive and significant effect on Employee Productivity, so the more Employee
Engagement increases, the more Employee Productivity will increase; 2) The indicator that has the most
influence on employee engagement is vigor or work enthusiasm, so vigor is an important element that must be
paid attention to and continuously improved by the company; 3) Work Motivation has a positive and significant
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effect on Employee Productivity, so the more Work Motivation increases, the more Employee Productivity will
increase; 4) Work Motivation is divided into two indicators, namely awards and achievements, where both
indicators contribute equally to Work Motivation, so that awards and achievements are important elements that
the Company must pay attention to and continue to improve; 5) There is a moderating role of Employee
Characteristics on the relationship between Employee Engagement and Employee Productivity, which is
positive and significant; and 6) There is a moderating role of employee characteristics on the relationship
between work motivation and employee productivity, which is positive and significant.

Recommendations

1) If the company wants to increase employee productivity, the company needs to involve more employees both
in work and in the company; 2) Companies need to create programs and work environments that can increase
employee work motivation in the company so that employee productivity increases; 3) The employee
recruitment process requires employee characteristics that are experienced and of mature age, so that they can
carry out work programs and increase employee involvement so that it is hoped that it can increase employee
productivity; 4) The employee recruitment process requires employee characteristics that are experienced and of
mature age, so that they can carry out work programs and increase employee work motivation so that it is hoped
that it can increase employee productivity.
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