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Abstract: Employee engagement is one of many aspects that influence organizational
performance, and sometimes within an organization there are still problems related to
employee engagement. The purpose of this research is to understand the effect of intrinsic
motivation, supervisor support, and co-worker support to employee engagement mediated by
employee creativity. Data were collected from 124 full-time workers in the industrial sector.
This study used cross sectional method and used SmartPLS software. The results of the study
have shown that employee creativity could mediate the relation of intrinsic motivation and co-
worker support to employee engagement, but employee creativity could not mediate the
relationship of supervisor support to employee engagement. By understanding the results of
this research, hopefully the executive of industrial sector can understand variables that effect
employee engagement and adjust the internal activity of company in order to gain high
employee engagement.
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Introduction

Along with the dynamic development of the times, every company engaged in any
sector will always be required to have proper preparation in dealing with and adapting to the
changes that occur (Bedarkar & Pandita, 2014).In human resource management, managing
employees is very important because employee involvement is one of the keys to
organizational success (Ghosh et al., 2020).

Employee engagement is defined as positive and satisfying work-related states and
thoughts characterized by passion and dedication (Schaufeli et al., 2006). There is previous
research that links the relationship between employee engagement and one of its important
antecedents, intrinsic motivation (Baker, 2004). Intirinsic motivation is the motivation that
arises in an employee when they are doing work. besides that, Intirinsic motivation is also
associated with employee creativity (Zhang, 2010).

According to Self Determination Theory, intrinsic motivation will encourage
employee creativity which in turn will also lead to increased employee engagement.
Employees who have intrinsic motivation are also more likely to accept challenging jobs and
enjoy new things and the need to use various skills (TM Amabile & Pratt, 2016). However,
employee creativity has not been extensively studied in previous studies, in which this
variable also concerns the relationship between intrinsic motivation and employee
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engagement. Employee creativity has a major influence on the formation of intrinsic
motivation in employee engagement. And when employees have high intrinsic motivation,
they will usually tend to have high creativity and can ultimately increase employee
engagement (Ghosh et al., 2020).

Apart from intrinsic motivation, supervisor support and coworker support are also
very influential in maintaining the relationship between employee engagement and employee
creativity. When an employee feels that their contribution is valued supported by supervisors,
and have colleagues who can help each other in completing tasks, then they will show
creative behavior and show high involvement in the organization (Peerayuth et al., 2016).

The industrial sector has a very important role and influence in the Indonesian
economy. So that the government needs to pay more attention to the development of the
industrial sector in Indonesia. Given the importance of the role of the industrial sector for the
Indonesian economy, especially amidst the very fast developments that we are currently
experiencing, a more in-depth analysis is needed regarding what factors influence employee
engagement in order to maintain employee performance in various industrial sectors.

Literature Review

The Mediating Role Of Employee Creativity

Self-determination theory is often used to explain intrinsic motivation (Hon, 2011).
Based on the SDT theory, a person's satisfaction with his work concerning autonomy,
competence, and relatedness is the basis for understanding what and why a goal must be
achieved.(Deci & Ryan, 2000). The need for autonomy is the authority to take a stand on the
basis of one's own will (Niemiec & Ryan, 2009). The need for competence is a situation in
which a person feels competent and needed at work, so that his work takes place effectively
(Niemiec & Ryan, 2009). Finally, the need for relatedness is the feeling of being connected to
other people to give each other attention and affection (Deci & Ryan, 2000). Motivated
employees will always be eager to face new things and this will greatly affect their daily life
(Deci et al., 1981).

Intrinsic motivation can encourage employee engagement because this fulfills the
basic psychological needs of employees, namely autonomy, competence and connectedness
(Ghosh et al., 2020). Engagement here refers to affective and cognitive states consisting of
passion, dedication, and deepening of a job (Schaufeli et al., 2006), So that employees can
determine for themselves what tasks to do and how to complete them. In other words,
intrinsic motivation facilitates employees to create new ideas, coordinate and collaborate so
that it has a major influence on the level of employee engagement (TM Amabile & Pratt,
2016). Motivated employees have a sense of doing something important and are attracted by
challenges. By doing so, they will learn new skills and seek interesting insights to find
creative ideas and find solutions to problems (T. Amabile, 1988).

SDT shows that employee creativity as a result of intrinsic motivation promotes
employee engagement through creativity. Creative employees are more likely to fully support
and participate in creative work, because they find it fun and interesting (T. Amabile, 1988)
and this leads to the development of the strength dimensions of employee engagement.
Creative activities often evoke positive emotions, ranging from feelings of joy to pride to
excitement (TM Amabile et al., 2005).

H1: Employee creativity mediates the relationship between intrinsic motivation and
employee engagement.

The Mediating Role Of Coworker Support
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Every organization certainly wants its employees to be able to support each other in
achieving common goals. Coworker support is defined as the extent to which a coworker is
willing to help, can be relied on when needed, and accepts various problems in his work
(Menguc & Boichuk, 2012). In particular, emotional support and attention from colleagues
can significantly help employees relieve fatigue and reduce depression (Peerayuth et al.,
2016). Communication can also help buffer negative feelings employees experience in their
jobs (Beehr et al., 2000).

Support provided by co-workers tends to provide peace of mind to employees and
increase their creativity. In addition, the support obtained from colleagues will also serve as a
source of ideas in completing work (Madjar, 2005). There is research evidence that shows
there is a positive influence between peer support and creativity (Marasabessy & Santoso,
2014). As explained in the previous hypothesis, high creativity activities generate positive
emotions, thus supporting the formation of employee engagement (TM Amabile et al., 2005).

H2: Employee creativity mediates the relationship between coworker support and
employee engagement.

The Mediating Role Of Coworker Support

Supervisors have a great influence on the attitudes and behavior of employees because
they play an important role in creating work designs for employees (Liaw et al., 2010).
Supervisor support for employee welfare will show that the quality of the relationship
between superiors and subordinates tends to predict the level of trust, liking, and support that
subordinates receive from superiors (Peerayuth et al., 2016).

Supervisor support is often associated with employee creativity, When employees feel
that their contributions are valued and supported by supervisors, they may exhibit creative
behavior (Zhang, 2010). Supervisory support is also significantly related to employee welfare,
including their physical and mental health, so that when they feel prosperous at work, they
will provide feedback according to what they get, one of which is creative behavior (Zhang,
2010). And then, as explained in the previous hypothesis, high creative activities generate
positive emotions, thereby supporting the formation of employee engagement (TM Amabile
et al., 2005).

H3 : Employee creativity mediates the relationship between supervisor support and
employee engagement
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Research Design
This study uses a cross-sectional study method, which is a study in which data is
collected in only one timeframe to answer research questions (Now, 2016)

Data Collection Technique

This study uses probability sampling in which all included in the population of this
study have the same opportunity to be used as a sample. The population of this study are
industrial sector employees who are domiciled in Central Java province. From the distribution
of the questionnaire obtained 124 respondents.

The questionnaire in this study was based on similar previous studies. To measure
intrinsic motivation, this study uses a six-item scale developed by (Warr et al., 1979),
employee engagement, this study used the 7 item version of the Utrecht Work Engagement
scale (Schaufeli et al., 2006), Coworker Support is assessed on a four-item scale developed by
(Podsakoff et al., 1996), supervisor support and employee creativity assessed with a four-item
scale developed by (Scott et al., 1994). All items were measured on a five-point Likert scale.

Data Analysis Technique

In testing the validity, there are two things tested, convergent validity and discriminant
validity (Hair et al, 2014). Convergent validity is measured by performing the PLS Algorithm
in the Smart PLS software. Meanwhile, discriminant validity is measured by comparing
various constructs and indicators to ascertain whether they are different and unique (Hair et al,
2014). To test the reliability in this study using the Smart PLS software by looking at the
Composite Reliability value. An indicator is declared reliable or has good reliability if the
Composite Reliability (CR) value is > 0.70 and AVE is more than equal to 0.5 (Hair et al,
2014).

To test the model, this study uses the Structual Equation Model (SEM) model test
method with the help of Smart PLS software. Evaluation of the structural model (inner model)
is used in this study to predict causality or causal relationships between latent variables
through the PLS Algorithm test, bootstrapping test and Blindfolding test. The inner model is
analyzed by looking at the percentage variance value by looking at the R Square value (Hair
et al, 2014). And to test the hypothesis, this study uses the Structual Equation Model (SEM)
model testing method with the help of Smart PLS software. Structual Equation Model is a
multivariance technique that collaborates aspects of multiple regression and factor analysis to
estimate a series of simultaneous dependency relationships (Hair et al, 2010). Hypothesis
testing was carried out using bootstrapping in the Smart PLS software, then comparing the T-
table values with T-statistics. The hypothesis can be accepted if the T-statistics value is higher
than the T-table value (1.96) with a significance level of 5% (Hair et al, 2014).

Result and Discussion
In testing the outer model, we first conduct a convergent validity test or convergent
validity test. This test relates to the principle that the measures of a construct should be highly
correlated.
Table |
Loading Factor Value

Coworker | Employee | Employee | intrinsic Supervisor
support creativity | engagement | motivation | support
csl 0.835
cs3 0.855
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cs4 0.77
cs2 0.812
ecl 0.807
ec2 0.853
ec3 0.769
ecd 0.83
ecs 0.858
egl 0.906
eg2 0.922
eg3 0.889
iml 0.798
im3 0.711
im4 0.726
im5 0.741
im6 0.827
spl 0.707
sp2 0.904
sp3 0.857
sp4 0.873
sp5 0.816

Source: Processed Primary Data, 2023

Based on table 1 it shows that the loading factor value for each variable is > 0.7, meaning that
the indicator is said to be convergently valid, so there are no problems in the convergent
validity test.

Next, the Average Variance Extracted (AVE) test was carried out. Expected AVE
value > 0.5. The following are the results of the Average Variance Extracted (AVE) test listed
in table 2 :

Table 2
Average Variance Extracted (AVE) Value

Average variance extracted (AVE)
Coworker support 0.67

Employee creativity 0.679

Employee engagement | 0.82

intrinsic motivation 0.581

Supervisor support 0.696

Source: Processed Primary Data, 2023

Based on table 2, it shows that the Average Variance Extracted (AVE) values of all variables
are > 0.5, it can be concluded that the convergent validity of the constructs used has been
fulfilled.

Then a discriminant validity test. This test was assessed based on the cross loading
measurement of each indicator with its construct. The following results are listed in table :

Table 3
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Cross Loading Value

Coworker Employee Employee intrinsic Supervisor
support creativity engagement motivation support

csl | 0.835 0.613 0.422 0.619 0.512
cs3 | 0.855 0.622 0.477 0.633 0.539
csd | 0.77 0.546 0.48 0.531 0.54
cs2 | 0.812 0.64 0.382 0.601 0.482
ecl | 0.624 0.807 0.515 0.623 0.379
ec2 | 0.638 0.853 0.525 0.707 0.564
ec3 | 0.517 0.769 0.442 0.558 0.372
ec4 | 0.615 0.83 0.514 0.628 0.49
ec5 | 0.648 0.858 0.529 0.693 0.499
egl | 0.514 0.565 0.906 0.63 0.495
eg2 | 0.452 0.551 0.922 0.619 0.492
eg3 | 0.488 0.553 0.889 0.565 0.5
iml | 0.718 0.708 0.57 0.798 0.645
im3 | 0.456 0.506 0.344 0.711 0.446
im4 | 0.448 0.475 0.442 0.726 0.437
im5 | 0.463 0.496 0.519 0.741 0.423
im6 | 0.622 0.717 0.622 0.827 0.552
spl | 0.393 0.331 0.31 0.445 0.707
sp2 | 0.545 0.495 0.418 0.608 0.904
sp3 | 0.523 0.496 0.542 0.607 0.857
sp4 | 0.561 0.506 0.559 0.554 0.873
sp5 | 0.587 0.49 0.419 0.564 0.816

Source: Processed Primary Data, 2023

Based on the data in table 3, we can see that the correlation of each indicator with the
construct is higher than the other constructs. Based on the results of the analysis it can be
concluded that the questionnaire used in this study has good discriminant validity.

Furthermore, the Composite Reliability test. Composite reliability was considered
better in estimating the internal consistency of a construct. The following results are listed in
table:

Table 4
Composite Reliability Value

Composite reliability
Coworker support 0839
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Employee creativity 0.886
Employee engagement | 0.89

intrinsic motivation 0.841
Supervisor support 0.903

Source: Processed Primary Data, 2023

Based on table 4, it is shown that the Composite Reliability value for all variables is> 0.7, so
it can be said that the construct measurement or questionnaire for all variables has good
reliability.

Furthermore, to complete the reliability test, a reliability test was carried out with
Cronbach's alpha, which measures the consistency of the answers for each indicator. The
following results are listed in table :

Table 5
Cronbach Alpha Value

Cronbach's alpha
Coworker support 0.836

Employee creativity 0.882

Employee engagement | 0.89

intrinsic motivation 0.822
Supervisor support 0.89

Source: Processed Primary Data, 2023

Based on table 5, it shows that the Cronbach Alpha values for all variables are > 0.7, so it can
be said that the construct or questionnaire used in this study is reliable.

Next, the R-Square test. The goodness of fit of the model is measured using the R-square,
which is to find out how much the ability of the independent variable explains the dependent
variable. In (Hair et al, 2014) it is said that there are three categories to determine the results
of R Square : 0.67 = Good, 0.33 = Moderate, and 0.19 = Weak.

The following are the results of the R square test listed in table VI:

Table 6
R-Square Value
Variable R-square Category
Employee creativity 0.674 Good
Employee engagement | 0.377 Moderate

Source: Processed Primary Data, 2023

Based on the table above it can be seen that the r squared value for Intrinsic Motivation,
Supervisor Support, and Coworker Support is able to explain Employee Creativity is 67.4%
and the rest is explained by other variables outside of this study. Whereas for Intrinsic
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Motivation, Supervisor Support, Coworker Support, and Employee Creativity are able to
explain Employee Engagement of 37.7% and the rest is explained by other variables outside
of this study.

Furthermore, to test the hypothesis is done by using bootstrapping in the Smart PLS
software, then comparing the T-table values with T-statistics. The hypothesis can be accepted
if the T-statistics value is higher than the T-table value (1.96) with a significance level of 5%
(two tailed). The results of the analysis of the model can be seen in the following figure:

Figure 2

e ]
a7ei,”

A i si ivati
e, ot sic mativation

-

i 0527
= o

aaas o
 aawe =13 0853 o aas” T
— . —o7Eae  =pgis —oaozz  eg2
—a7ra - _
- . oEIn_y ossa_y

Toaiz ~
Cowarker support Employee creativib” 459 == o33

=1
_“_'2‘\0707
02057y
=3 0857
CE-c)
-

=4

Employes engageament

o=

9 31 Barvisor support

The results of testing the path coefficients using smartpls can be seen in the table below:

Table 7
Value of Path Coefficients

Specific indirect effects

Coworker support -> Employee creativity -> Employee engagement | 0.229

Supervisor support -> Employee creativity -> Employee engagement | -0.016

Intrinsic motivation -> Employee creativity -> Employee engagement | 0.324

Source: Processed Primary Data, 2023

From the calculation results, it is shown that employee creativity is able to mediate the
relationship between intrinsic motivation and employee engagement, so this statement
supports hypothesis 1. Furthermore, the calculation results also show that coworker support is
able to mediate the relationship between intrinsic motivation and employee engagement, so
this statement supports hypothesis 2. And what Finally, the calculation results show that
supervisor support is not really able to mediate the relationship between intrinsic motivation
and employee engagement, so this statement rejects hypothesis 3.

Conclusion

Based on the results of this study, it can be concluded that employee creativity is able
to mediate the relationship between intrinsic motivation on employee engagement and co-
worker support on employee engagement. Meanwhile, the relationship between supervisor
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support and employee engagement cannot be mediated by employee creativity. The practical
implication of this research is that management in the industrial sector can find out which
variables can increase the employee engagement of its employees, so that the company's
internal programs can be made effective in order to obtain a high level of engagement.
Theoretical implications of this research, it is hoped that the results of this research can
become one of the references or literature for academics to develop further research in the
field of human resources.

Limitation

This research is limited to industrial sector employees who live in Central Java only.
So it is hoped that for further research, it can be carried out in other industrial sectors or
further expand the scope of research. This research also shows the inability of employee
creativity to mediate the relationship between supervisor support and employee engagement.
As for suggestions for further research, research could be conducted again whether supervisor
support has a direct impact on employee engagement, without the need for a mediating
variable.
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