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Abstract— This study aims at finding out the influence of engaging 

leadership on work engagement of Government Employees at H Adam 

Malik General Hospital. This study involved 112 government 

employees who had regular working hours and had worked over 1-35 

years. This study used the quantitative method. Measuring instruments 

were the work engagement scale, and engaging leadership scale. The 

data is analyzed by multiple regression method and showed that 

engaging leadership significant to workengagement.. These results 

indicate that engaging leadership contribute to increasing work 

engagement in government employees of H Adam Malik General 

Hospital. This research implies that H Adam Malik General Hospital 

is expected to maintain leadership and implemented behavior related 

to engaging leadership to increase work engagement. 
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I. INTRODUCTION  

H. Adam Malik General Hospital is a type A hospital and is a 

national referral hospital owned by the Ministry of Health of the 

Republic of Indonesia. H Adam Malik General Hospital is 

under the supervision of the Director General of the Indonesian 

Ministry of Health. H. Adam Malik General Hospital is also 

obliged to carry out good administrative order in order to 

achieve good governance. In order to achieve good governance 

at H Adam Malik General Hospital, ideally the organization and 

employees together make a positive contribution to achieving 

organizational goals. Humans are one of the most important 

resources in hospitals that are able to implement the functions 

of planning, organizing, directing and directing various HR 

management tasks. This is one of the things that is very 

important and essential today along with the hospital 

information system which is the backbone of hospital 

operations. 

An organization can successfully operate a competitive 

business community when it is committed to work (Mulyati, 

Himan, Riyono & Suhariadi, 2019). Attachment to work is very 

important because a person spends more time at work 

(Breevaart, 2015). Therefore, it is necessary to find the right 

work design model to increase employees' work attachment to 

the company, because work attachment is a form of positive 

thinking related to work characterized by Vigor, Dedication, 

and(absorption)(Schaufeli and Bakker, 2004). 

In Gallup's research on "Worldwide, 13% of employees are 

engaged at work" divides 3 categories of engagement, namely 

the first is engagement, meaning that employees who are 

physically and mentally involved participate in the tasks 

assigned. The second is "not engaged", which means that 

employees are not very motivated and tend to make less effort 

to complete their tasks, the third is "Actively disengaged", 

which means that employees are dissatisfied and unproductive 

in their performance. Gallup's three-category survey results, 

2011-2012 data across 94 countries, found that 77% of 

Indonesian workers fall into the "not engaged" category and 

only 22% of workers fall into the "engaged" category. This 

result places Indonesia low compared to other ASEAN 

countries. (Crabtree, 2013). 

Based on the results of a study conducted by the Global 

Workface study (GWS) in 2012 on Indonesian employees, a 

person is able to manage the work stress he faces, if his level of 

attachment is high (Sadida & Febriani, 2016). Another study 

conducted by Rasiana (2021) with 400 subjects consisting of 

200 civil servants and 200 non-civil servants found that there 

are differences in work engagement between civil servants and 

non-civil servants where it is known that non-civil servants 

have higher work engagement than civil servants. This is in line 

with Handayani's research (2016) that the work engagement of 

contract employees is higher than that of civil servants. 

Attachment can be achieved optimally when the person is 

involved in their work. When individuals feel engaged at work, 

they feel connected to their job responsibilities and are not 

affected by the circumstances around them, and this is not found 

elsewhere. Conversely, people who do not feel involved in their 

work feel very slow, eliminated so they are not motivated at 

work, and often they make their work a necessity of life so they 

do not feel attached to their work (Suharianto and Effendy, 

2015). 

According to Luthans (2011) that job attachment is related 

to employee job satisfaction, which is the result of their 

perception of the goodness of their work. So that optimal 

individual performance has a positive effect and brings 

satisfaction to individuals and companies. According to 

Ramdhani and Sawitri (2017), work attachment in employees 

will not just appear, there are many factors that influence in 

shaping work attachment in employees. These factors include 

job resources which include physical, social and organizational 

aspects that help in achieving work goals, reducing work 

demands and increasing personal growth and development. 

Xanthopoulou, Bakker, Demerouti, and Schaufeli, 2007). 

According to Bakker and Demerouti (2017), leadership can also 

encourage job resources, where with good leadership it can 
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affect the increase in job resources so that it has an impact on 

work engagement. 

Leadership is the leader's ability to influence and encourage 

others in solving problems. In an organizational context, 

leadership is needed to influence behavior and communication 

between employees and superiors so that organizational goals 

can be achieved (Lian & Tui, 2012). Various leadership styles 

such as transformational leadership, servant leadership, 

authentic leadership and ethical leadership were found to have 

a positive relationship with work engagement. However, none 

of these leadership styles are explicitly structured to increase 

work engagement in employees (Rahmadani, 2020). 

Leadership is primarily focused on improving employee 

performance and ensuring that employees put their maximum 

effort into work, where over-performance can lead to poor well-

being (Nielson and Taris, 2019). The leadership capital is 

reflected as engaging leadership where engaging leadership is a 

leadership style that values others and cares about the 

development and well-being of its employees. Engaging 

leadership is predicted to influence employee attitudes to be in 

line with organizational expectations, employee behavior in the 

organization and work engagement. Schaufeli (2015) found that 

engaging leadership can encourage the emergence of work 

engagement in employees. 

The leader of H Adam Malik General Hospital besides 

focusing on managing the organization to develop services also 

does not forget to manage the human resources owned in order 

to produce good synergy, by giving employees the freedom to 

voice their opinions. The leader of H Adam Malik General 

Hospital also prefers to approach through a humanist system 

where the leader does not want to inhibit the creativity 

possessed by employees, conducting two-way communication, 

not just superiors and subordinates but also subordinates to 

superiors. 

Rahmadani and Prayogi (2022) argue that Engaging 

leadership has an indirect effect on work engagement through 

job resources provided by superiors or supervisors to 

employees. Where this is in accordance with Schaufeli's 

research (Kentami and Rostiana, 2020) where there is a 

relationship between Engaging leadership and work 

engagement, where the four aspects of work engagement with 

the organization can be improved through a positive work 

experience. A positive work experience can be achieved by 

meeting the basic needs of employees (Van der Broeck et al., 

2008). 

These basic employee needs can be met through engaged 

leadership. Engaging leadership meets the basic needs of 

employees by empowering employees, such as giving power 

and authority over the work to be done, inspiring employees, 

increasing employee enthusiasm for the vision and plan and 

making employees feel involved in an important task, as well 

as through employee empowerment, delegating tasks to 

responsible employees and releasing work creativity and 

empowering relationships between team members (Schaufeli, 

2015). 

Based on the explanation above, the researcher wants to see 

whether engaging leadership has a positive impact on work 

engagement in government employee at H Adam Malik 

General Hospital. 

II. OBJECTIVES & METHODS 

The main objective of this study was to examine the 

influence of engaging leadership on work engagement 

government employee at H Adam Malik General Hospital. 

Sampling technique was incidental sampling with 112 

employees. Data were collected using work engagement scale 

and engaging leadership scale. 

Utrecht Work Engagement Scale (UWES) scale is based on 

Schaufeli, Salanova, Roma and Baker theory (2002): vigor, 

dedication, absorption. Engaging Leadership scale is based on 

Schaufeli (2015): empowering, strengthening dan connecting 

dan inspiring. The reliability test results is .905 for work 

engagement scale and .911 for engagement leadership scale. 

Both scale used Likert model with five answer choices that were 

very inappropriate, inappropriate, neutral, appropriate and very 

appropriate. The score for every aitem moved from 1 to 5, with 

a score point 1 for very inappropriate choices up to a score point 

5 for very appropriate. 

III. RESULTS AND DISCUSSIONS 

The hypothesis of this research is the effect of Engaging 

Leadership (EL) on Work Engagement (WE). Based on the 

regression model test results using SPPS, p = .000 because the 

probability number is .000 < .05, it can be concluded that this 

model can predict the effect of engaging leadership on work 

engagement 
Furthermore, the regression test results found that the 

regression equation was Y = 31.477 + 0.727. The constant value 

of 31.477 in the equation shows that if the engagement 

leadership variable is 0, then the work engagement variable will 

be worth 31.477. The regression coefficient value for the 

engagement leadership variable is 0,727 and positive, which 

means that each time engaging leadership increases once, the 

WE will increase 32.204 times 

The research is in line with research conducted by 

Rahmadani (2020), which is a cross-cultural study with a 

sample of 607 employees from Indonesia, and 384 employees 

from Russia (Rahmadani, 2020). Based on this research, it was 

found that engaging leadership positively affects work 

engagement, both in the Indonesian sample and the Russian 

sample. Specifically, this study also explained that in Indonesia 

the effect of engaging leadership on work engagement is 

stronger than in Russia (Rahmadani, 2020). 

Engaging leadership comes from the development of self-

determination theory (SDT) so that when basic psychological 

needs is satisfied, the individual has a strong desire to engage 

in activities that are useful, important, significant, and in line 

with their personal resources (Schaufeli, 2015). Engaging 

leadership was indeed positively related to work engagement, 

through the increase of followers’ job resources. (Schaufeli, 

2021). If leaders can increase job satisfaction needs and can 

increase personal, work, and team resources, it will have an 

impact on work engagement. In addition, there is a more 

complex relationship where engaging leadership through job 
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resources contributes to the fulfillment of basic individual 

needs that will increase work engagement. (Schaufeli, 2021). 

Engaging leadership increases work engagement by 

satisfying employees' basic psychological needs for 

empowering, strengthening, connecting, and inspiring. In 

addition to meeting basic needs, engaged leaders also reduce 

job demands and increase job resources and personal resources. 

This makes employees feel independent, competent , and 

connected to their coworkers and when they feel their work is 

meaningful, they are less likely to feel job stress and can make 

better use of job resources, so this will increase their work 

engagement. With individuals' basic needs met, it will have a 

beneficial impact on their job performance, including the ability 

to learn and innovate. In addition, the more basic needs are met, 

the less fatigue and boredom are experienced at work. Engaged 

leaders not only affect individual employees but also the entire 

team, as they help the team to function better by leveraging the 

team's resources, thus fueling a collective sense of team 

attachment which in turn leads to better team performance. 

(Schaufeli, 2021). 

IV. CONCLUSION 

Engaging leadership has a positive effect on work 

engagement government employee at H Adam Malik General 

hospital. If the leader is able to increase job satisfaction needs 

and is able to improve personal, work and team resources, it 

will have an impact on work engagement. Engaging leadership 

has an effect of 31.2 % on work engagement government 

employee H Adam Malik General Hospital. 

REFERENCES 

[1] Breevaart, K. (2015). Engaging leadership. Erasmus  University 
Rotterdam, Rotterdam 

[2] Bakker, A. B., & Demerouti, E. (2017). Job demands–resources theory: 

taking stock and looking forward. Journal of Occupational Health 
Psychology, 22(3), 273-285 

[3] Bakker, A. B., & Demerouti, E. (2017). Job demands–resources theory: 

taking stock and looking forward. Journal of Occupational Health 
Psychology, 22(3), 273-285Crabtree, S. (2013). Worldwide, 13% of 

Employees are engaged at work. Insight for US Business Leaders. USA  

[4] Handayani, D. A (2016). Hubungan anatara work engagement 
organizational citizenship behavior pada aryawan kontrak. Jurnal Imiah 

Psikologi, 9(1), 58-68 

[5] Kentami, M.R & Rostiana, R. (2020). Peran Enagging Leadership 
terhadap komitemen organisasi dalam Proximal Withdrawal States. 

Jurnal Muara Ilmu Sosial Humaniora dan Seni. Vol. 4 No. 2  

[6] Lian, L.K &Tui, L.G. (2012). Leadership Styles and Organizational 
Citizenship Behavior: The Mediating Effect of Subordinates’ 

Competence and Downward Influence Tactics," Vol. 13, Iss. 2, pp. 59 - 

96 
[7] Luthans, F. (2011). Organizational Behavioe: An evidence-based 

Approach, McGraw-Hill, New York 

[8] Mulyati, Himam, Riyono dan Suhariadi (2019). Model Work 
engagement Angkatan Kerja Generasi Millennial dengan Meaningful 

Work sebagai Mediator. Gadjah Mada Journal Of Psychology, VOL 5, 

34-49. 
[9] Nielsen, K. & Taris, T.W. (2019). Leading well: Challenges to 

researching leadership in occupational health psychology – and some 

ways forward. Work & Stress, 33, 107-118. 
[10] Rahmadani, V. G. (2020). Engaging leadership : Its relationship with 

followers' work engagement and job outcomes at the individual and team 

level. Leuven: Ku Leuven 
[11] Rahmadani, V.G., & Prayogi, A (2022). The   effect   of   engaging   

leadership   on   work Engagement with affects positive as a mediation 

variable on syariah bank employees in Medan. Psikologia: Jurnal 
Pemikiran dan Penelitian Psikologi . Volume 17, Nomor 1, 2022 

[12] Ramdhani, G.F & Sawitri, D.R. (2017). Hubungan natara dukungan 

organisasi dengan keterikatan kerja pada karyawan PT X di Bogor. 
Jurnal Empati, Vol 6(1). 199-205 

[13] Schaufeli, W. B. (2015). Engaging leadership in the job demands-

resources model. The Career Development International, 20, 446-463. 
[14] Schaufeli, W. B. (2021). Engaging leadership: How to Promote Work 

Engagement?. Frontier in Psychology. 12:754556. 

[15] Sadida, N & Febriani, Z. (2016). Mengikat karyawan dengan 
Telecommuting (Studi Keterikatan Kerja Karyawan telecommuting). 

Jurnal Psikologenesis, 4(1), 114-125 

[16] Suharianto & Effendy, N. (2015). Pengaruh Psychological capital 

terhadap Work engagement pada Dosen di Universitas Katolik Widya 

Mandala Surabaya.  Jurnal Experimentia, Vol 3, 23-34. 
[17] Van den Broeck, A, et. Al (2008). Explaining the relationships 

between job characteristics, burnout, and engagement: The role of 

basic psychological need satisfaction. Work and Stress 22 (3):. 
[18] Wellyanto, S. &. (2015). Analisis Pengaruh Gaya Kepemimpinan 

terhadap Loyalitas Pekerja Hotel X Bali. Jurnal Hospitally serta 

Manajemen Jasa, Vol. 5(2), 328-341. 
[19] Wicaksono, T. (2019). Pengaruh Kompensasi, Lingkungan Kerja Dan 

Gaya Kepemimpinan Terhadap Loyalitas Kerja Karyawan Dengan 

Kepuasan Kerja Sebagai Variabel Intervening Di Kantor Regional Iv 
OJK Jawa Timur Surabaya. Surabaya, Jawa Timur, Indonesia. 

[20] Widhiastuti, H. (2012). Membangun Loyalitas Sumber Daya Manusia. 

Semarang: Semarang University Press. 
[21] Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. 

(2007). The role of personal resources in the job demands-resources 

model. International Journal of Stress Management, 14(2), 121–141. 

 

 

https://journal.untar.ac.id/index.php/jmishumsen/issue/view/383

