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The variable of participation and communication had a negative but insignificant

impact on work engagement.
P 9%
This work»is Ii_censed
“N"Od:g:n?;;gfg;gﬂ'NODerivaﬁves Keywords: High-performance human resource practices; Job training; Selection
4.0 International and recruitment; Reward and compensation; Work engagement

INTRODUCTION

Human Resource Management (HRM) practices are one of the essential components for
companies. It will be challenging for companies to continue their business operations if they do
not have adequate human resources (HR). Therefore, companies must consider HR practices
(Tjahjono, 2015b). Previous research found that HR practices are an essential component that
can improve company performance and finances through employee innovation (Nieves &
Osorio, 2017; Palupi & Tjahjono, 2021). In addition, systematically managed HR management
can increase employee productivity, competence, and motivation (Ananthram etal., 2018; Edgar
etal., 2021). Goyal and Patwardhan (2021) stated that well-managed HR could be an advantage
for the company.

In HR literature, a set of HR practices contributing to company performance is often called
high-performance human resource practices (HPHRP). According to Kataria et al. (2019),
HPHRP is a set of HR practices that are unified/aligned and can contribute to organizational
performance. HPHRP is a form of advancement in human resource management, which also
refers to the method by which human resources determine the quantity, quality, and timing of
labor used to achieve organizational goals (Jain et al., 2023). Research on HPHRP often only
connects HPHRP with employee performance and productivity (Bartel, 2004; Wright et al.,
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2004). Only some studies still discuss the direct influence of HPHRP on individual employees
(Hai et al., 2020). Therefore, this study explores the influence of HPHRP on individual
employees. This study will focus on discussing the relationship between HPHRP and work
engagement.

This study used work engagement as the dependent variable because work engagement
(WE) or employee involvement with their work is a crucial factor in HR management that may
provide a competitive advantage for the company (Albrecht et al., 2015). Work
engagement could be defined as a drive or motivation that mediates the relationship between
work and the employee himself (Silva & Lopes, 2021). On the other hand, Schaufeli et al. (2002)
mentioned that work engagement is a positive thought characterized by passion, dedication, and
absorption (focus on work). Employees engaged with their work tend to feel passionate about it
and are willing to continue spending their time at work, resulting in improved organizational
performance (Goyal & Patwardhan, 2021).

Previous research on the relationship between HPHRP and work engagement has shown
a positive and significant relationship between the two variables (Kataria et al., 2019) because
HPHRP that runs well will accommodate employee psychology and the company’s performance
which also increases. HPHRP is a system designed to help improve employee engagement and
create a good working environment by paying attention to employee work psychology to
produce good behavior (Yunus et al., 2023). HPHRP in companies can also increase work
engagement directly and indirectly through the psychological state of employees (Rabiul et al.,
2021). In addition, HPHRP in companies can provide a supportive environment for workers and
reduce anxieties (Agarwal & Farndale, 2017), increasing work engagement.

Previous research on HPHRP tends to make HPHRP in a bundle of variables, which is
making a set of HR practices in one variable that affects other variables (Ananthram et al., 2018;
Hai et al., 2020; Mostafa, 2017; Rabiul et al., 2021; Uppal, 2020). In this study, HPHRP will
present six human resource practice variables that Goyal and Patwardhan (2021) suggested. The
purpose of separating each aspect of human resource practice into several variables is to reveal
which HR practices influence employee work engagement (Palupi & Tjahjono, 2008). The
High-Performance Human Resource Practices examined in this study include training, security,
participation and communication, selection, and compensation. An explanation of each
independent variable in this study will be explained in the next section.

This study attempts to explore the effect of each HPHRP practice on work engagement
and observe the effect of a set of HPHRPs on work engagement. Several previous studies related
to this study include research conducted by Goyal and Patwardhan (2021), Katarepe and
Olugbade (2016), and Hai et al. (2020). Goyal and Patwardhan (2021) found that the five
HPHRPs positively affected employee work engagement, while internal career opportunities
negatively impacted work engagement. Katarepe and Olugbade (2016) found that selective
staffing, job security, teamwork, and career opportunities could be indicators of HPWPs, and
HPWPs had a positive and significant effect on employee work engagement. While Hai et al.
(2020) found that HPHRP positively influenced employee work engagement, transformational
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leadership could strengthen the relationship between HPHRP and work engagement and
organizational citizenship behavior (OCB).

This research was conducted on HR working in the Dumai city secretariat office. This
research is essential, considering that work engagement in human resources working in
government offices is crucial (Tafsir et al., 2021). Arifin (2007) showed that local government
performance is a crucial factor that ensures democratic, accountable, transparent, and efficient
governance where performance improvement is closely related to work engagement.

The format of this journal is as follows. A review of the literature relating to HPHRP and
WE are presented in the following section. The description of the methodology, which includes
data collection and analysis, is provided in the next part. The analysis’s findings are then
presented, followed by a section with the discussion, its limits, recommendations for the future,
and its conclusion.
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(Rivai, 2009)

Employment Security
(Oldham dkk., 1986)

Participation (Kassing, 1998)
and Communication (Bailey,
2006)

Work Engagement (de
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Reward and Compensation
(Suparyadi, 2015)

Figure 1. Resource Framework
Source: (Primary data processed, 2023)

Based on the literature and research framework, the present study proposes a positive
relationship between HPHRP and WE, which can be hypothesized as follows.
H1: Job training has a positive and significant effect on work engagement.
H>: Employment security has a positive and significant effect on work engagement.
Hz: Participation and communication have a positive and significant effect on work
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Engagement.
Hs: Selection and recruitment have a positive and significant effect on work engagement.
Hs: Reward and compensation have a positive and significant effect on work engagement.

RESEARCH METHOD

The research method was data collection techniques of numbers through a Likert scale.
The research location was conducted at the Dumai City DPRD Secretariat Office, with the
research population being all employees of the Dumai City DPRD Secretariat Office, and using
total sampling techniques. The data type used was primary data obtained directly from
respondents through questionnaires. The data collection used a survey method by distributing
questionnaires filled out by respondents. Each respondent’s answer was determined by a Likert
scale of 1-6 because when faced with an odd scale, Asians more often choose the mid-point
option or the “neutral” answer. According to Wong et al. (2009), there were higher mean results
when using an even scale than an odd scale. The research instrument test was conducted with a
validity test using the Pearson Product Moment Correlation Test by IBM SPSS 26.

Instrument Validity Test
Validity test

A validity test measures whether a questionnaire data is valid in research (Tjahjono,
2015a). In this study, the calculation used a significance of 5%. The value of rupie in this study
is 0.1966, which is obtained from looking at the value of repie in table r with N = 98, where N =
98 is obtained from the N-2 formula, where the value of N in this study is 100. The research
instrument will be said to be valid when the rcount>rtabel (0.1966) and the significance value
is less than five percent. Based on the data processed, all research indicators show valid results,
where all statements have a rcount>rTable value and have a significant value smaller than 0.05.

Reliability Test
Table 1. Reliability Test Result

No Variable N Cronbach’s Alpha Sig. Result
1 Job Training (X1) 10 0,749 >0,6 Reliable
2 Employment Security (X2) 10 0,831 >0,6 Reliable

Participation and Communication
3 (X3 7 0,712 >0,6 Reliable
4 Selection and Recruitment (X4) 7 0,791 >0,6 Reliable
5  Reward and Compensation (X5) 7 0,749 >0,6 Reliable
6  Work Engagement (Y) 7 0,730 >0,6 Reliable

Source: (Primary data processed, 2023)

The reliability test measures how the measurement results with the same object will
produce the same data. This test was carried out using the Alfa Cronbach method. When the
Cronbach Alpha value is above 0.6, the respondent’s answer in the questionnaire is reliable. The
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statements of all variables in this study show reliable data with a Cronbach Alpha value greater
than 0.6.

Data Analysis Method
Heteroscedasticity Test
Table 2. Heteroscedasticity Test Result

Unstandardized

Coefficients Standardized

Model Coefficients t Sig.
B Std. Beta
Error

1 (Constant) 0,565 0,223 2,532 0,013
Job Training 0,000 0,050 0,000 -0,001 0,999
Employment Security -0,019 0,042 -0,079 -0,458 0,648
Participation and -0,032 0,060 -0,092 0523 0,603

Communication
Selection and Recruitment -0,063 0,045 -0,169 -1,172 0,244
Reward and Compensation 0,028 0,043 0,101 0,644 0,521

a. Dependent Variable: ABS_RES
Source: (Primary data processed, 2023)

The heteroscedasticity test measures the regression model to determine whether there is
an inequality of variance from the residuals of one observation to another. The result that shows
the variance of the residuals of one observation to another is fixed, called homoscedasticity. The
significance values of the variables of training, job security, participation and communication,
selection and recruitment, and rewards and compensation show results greater than 0.05. Each
independent variable in this study does not occur heteroscedasticity.

Multicollinearity Test

A multicollinearity test is conducted to test the regression model regarding whether there
is a correlation between variables. Multicollinearity testing in this study uses Tolerance and
Variance Inflation Factor (VIF) value analysis. The test results show that all independent
variables do not occur in multicollinearity because all of these variables have a VIF value below
10.00 and a tolerance value above 0.1.

Table 3. Multicollinearity Test Result
Collinearity Statistics

Tolerance VIF
Job Training 0,591 1,693
Employment Security 0,339 2,947
Participation and Communication 0,326 3,063
Selection and Recruitment 0,484 2,066
Reward and Compensation 0,406 2,464

a. Dependent Variable: Work Engagement
Source: (Primary data processed, 2023)
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Normality Test

The normality test is carried out to test the regression model to determine whether residuals
or confounding variables have a normal distribution. The t and F tests can be assumed to be
residual values following a normal distribution. Normality testing in this study used
Kolomogorov-Smirnov analysis. The data testing results show that the data used in this study
are average because they have a significance value of more than 0.05, namely 0.153.

Table 4. Normality Test Result
Unstandardized

Residual
N 100
Normal Parameters2® Mean 0,000
Std. Deviation 0,210
Most Extreme Differences Absolute 0,077
Positive 0,077
Negative -0,063
Test Statistic 0,077
Asymp. Sig. (2-tailed) 0,153

Source: (Primary data processed, 2023)

Multiple Linear Regression Analysis

In this multiple linear regression, this research used independent variables of training; job
security; participation and communication; selection and recruitment; and rewards and
compensation. Meanwhile, employee work engagement is the dependent variable in this
multiple linear regression. The results of the multiple coefficients of determination show that
the Adjusted R square value is 0.655, meaning that together the variables of job training; job
security; participation and communication; selection and recruitment; and rewards and
compensation have an influence of 65.5 percent on the dependent variable, namely employee
work engagement. Meanwhile, the other 34.5 percent is explained by variables outside the
regression model.

Table 5. Multiple Linear Regression Analysis Result

Coefficients
Unstandardized Standardized
Model Coefﬂuen;d Coefficients ¢ Sig.
B y Beta
Error
1  (Constant) 0,949 0,365 2,597 0,011
Job training — Work Engagement 0,228 0,082 0,213 2,779 0,007
Employment Security — Work Engagement 0,101 0,069 0,149 1,471 0,145
Participation and Communication — Work 0,011 0,099 0,011 0111 0912
Engagement
Selection and Recruitment — Work 0,275 0,074 0,315 3707 0,000
Engagement
Reward and Compensation — Work 0,245 0,071 0,321 3465 0,001
Engagement

a. Dependent Variable: Work Engagement

Source: (Primary data processed, 2023)
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RESULTS AND DISCUSSION
Characteristics of Respondents

This study involved 100 employees at the Dumai City DPRD Secretariat Office. The
majority of respondents in this study were 77 males. The majority had an age range of 31-40
years, with 39 people, with most respondents being married. The last education of the majority
of research respondents was Bachelor (S1), with 43 people, most respondents worked for less
than five years, 51 people, and the majority of employees’ income was Rp.2,500,000-
Rp.4,000,000 with 78 people.

Descriptive Analysis of Research Variables

This research categorizes that the variables of job training, participation and
communication, selection and recruitment, rewards and compensation, and employee
involvement are very high. At the same time, job security is in the high category, proved by job
training with an average score of 5.291 in the very high category, job security with an average
score of 5.12 in the high category, participation and communication with an average score of
5.33 in the very high category, selection and recruitment with an average score of 5.28 in the
very high category, reward and compensation with an average score of 5.189 in the very high
category, and employee involvement with an average score of 5.33 in the very high category.

Hypothesis Test

Hypothesis testing in this study used the t and F tests to determine the role of all
independent variables on the dependent variable, namely employee work engagement. This test
used a 0.05 or 5% significance level to decide whether the hypothesis was rejected or accepted.

T-test

H1 - The results of hypothesis testing showed a significance value of 0.007 <0.05, and the tcount
value = 2.779> 1.986 with a B value of 0.228; thus, job training had a positive and significant
effect on work engagement, so hypothesis 1 was proven.

H2 - The results of hypothesis testing showed a significance value of 0.145> 0.05, and the tcount
value = 1.471 < 1.986 with a B value of 0.101; thus, job security did not have a positive and
significant effect on work engagement, so hypothesis 2 was not proven.

H3 - The results of hypothesis testing showed a significance value of 0.912> 0.05, and tcount
value = -0.111 < 1.986 with a B value of -0.011; thus, participation and communication did not
have a positive and significant effect on work engagement, so hypothesis 3 was not proven.

H4 - The results of hypothesis testing showed a significance value of 0.000 < 0.05, and the tcount
value = 3.707 < 1.986 with a B value of 0.275; thus, selection and recruitment had a positive
and significant effect on work engagement, so hypothesis 4 was proven.

H5 - The results of hypothesis testing showed a significance value of 0.001 < 0.05, and the teount
value = 3.465 < 1.986 with a B value of 0.457; thus, compensation had a positive and significant
effect on work engagement, so hypothesis 5 was proven.
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F test
The F test can be carried out by looking at the Fcount in the ANOVA table. The following

ANOVA table is presented.

Table 6. Variance Analysis Results

ANOVA
Model Sum of df Mean Square F Sig.
Squares
1 Regression 8,954 5 1,791 38,594 0,000
Residual 4,362 94 0,046
Total 13,315 99

a. Dependent Variable: Work Engagement
b. Predictors: (Constant), Reward and Compensation, Job training, Selection and Recruitment, Employment
Security, Participation and Communication

Source: (Primary data processed, 2023)

1. Criteria
a. If the sig value. <0.05 or Fcount> Fraper, then there is a simultaneous influence of the
independent variable on the dependent variable.
b. If the sig value. > 0.05 or Feount < Frabie, then there is no simultaneous influence of
the independent variables on the dependent variable.
C. Fupe =F (K; n-k) = F (5; 95) = 2.31
2. Results
a. The results of hypothesis testing showed a significance value of 0.000 < 0.05 and
the value of Feount = 38.594> 2.31.
3. Conclusion
a. Based on the F test, the independent variables simultaneously influenced the
dependent variable.

Table 6. Hypothesis Test Result

Hypothesis Description

H1: Itis assumed that there is a positive and significant influence Accepted
between training and work engagement.

H2: Itis assumed that there is a positive and significant influence Rejected
between job security and work engagement.

H3: Itis assumed that there is a positive and significant influence Rejected
between participation and communication on employee work
engagement.

H4: Itis assumed that there is a positive and significant influence Accepted
between selection and recruitment on work engagement.

H5: Itis assumed that there is a positive and significant influence Accepted

between compensation on work engagement.
Source: (Primary data processed, 2023)

Effect of Job Training on Work Engagement
Based on the data processed, job training had a positive and significant effect on work
engagement, indicated by a significance value of 0.011 (less than 0.05) and a positive B value
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of 0.228, so H1 was accepted. Ngai et al. (2016) stated that training could increase a person’s
involvement in work. In addition, this research is supported by Guan & Frenkel (2019), showing
that training significantly positively affected work engagement.

Effect of Employment Security on Work Engagement

Based on the data processed, job security had a positive effect on work engagement of
0.101 or smaller than the effect of job training. However, the regression results showed that the
significance value of the effect of job security on work engagement was more than 0.05, namely
0.145, so H2 was rejected. Although the significance value was insignificant, the job security
variable did not significantly affect work engagement. Roll et al. (2015) revealed that job
security did not significantly affect work engagement in HR in China. The results showed that
the research object could affect the study’s results. The culture and rules that were in the two
places were different.

Effect of Participation and Communication on Work Engagement

Based on the data processed, participation and communication had a negative but
insignificant effect on work engagement, indicated by an immense probability value close to 1,
namely 0.912, and a negative B value of -0.101, so H3 is rejected. Participation and
communication did not influence work engagement. This finding aligns with research conducted
by Sumarno & Igbal (2022), showing that communication could not affect work engagement
because the way communication did not support the formation of work engagement. The
communication has been using automated messages, so it is less able to build employee
emotions which is also the case in the Dumai City DPRD Secretariat Office. Human resources
working in government usually do their work in a manner that is more formal than human
resources working in other organizations.

Effect of Selection and Recruitment on Work Engagement

Based on the data processed, participation and communication had a significant positive
effect on work engagement, indicated by a significance value of 0.000 <0.05 and a positive B
value of 0.275, so H4 is accepted. Every score increase in the selection and recruitment variables
would increase the work engagement score by 0.275. These results also showed that the
selection and recruitment variables had the most significant influence value among other
variables on work engagement. Similarly, Kong et al. (2021) revealed that compatibility would
increase work engagement. Bui et al. (2017) showed that employee compatibility with work
positively and significantly affects work engagement.

Effect of Reward and Compensation on Work Engagement

Based on the data processed, rewards and compensation significantly positively affect
work engagement, indicated by a significance value of 0.001 <0.05 and a positive B value of
0.245, slightly lower than the effect of selection and recruitment on work engagement, so H5 is
accepted. Gulyani & Sharma (2018) showed that employee perceptions of total rewards
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significantly impact employee engagement and happiness at work. Other research also
conducted by Che Ahmat et al. (2019) revealed that compensation positively and significantly
affected employee work engagement.

CONCLUSION

This study concluded that job training, selection and recruitment, rewards and
compensation positively and significantly influenced work engagement. Meanwhile, job
security had a positive but insignificant influence, and participation and communication had a
negative but insignificant influence. Based on the analysis results, the researcher recommends
that the Dumai City DPRD Secretariat Office continue to improve the three HRM practices that
positively and significantly influence work engagement. In addition, the Dumai City DPRD
Secretariat Office should increase job security and work engagement by improving employee
psychological conditions and improving the way managers provide feedback to employees.
Future studies can use a qualitative approach and consider mediator variables to obtain more
representative results. Limitations of this study include limited use of respondents and limited
secondary data.

Recommendation

The Dumai City DPRD Secretariat Office should maintain and improve the quality of the
three HR practices (training, selection and recruitment, and rewards and compensation), which
positively and significantly influenced work engagement in this study. Job security is expected
to be an evaluation material for the Dumai City DPRD Secretariat Office. Although this variable
had no significant influence, the score was the lowest compared to others. The Dumai City
DPRD Secretariat Office should appreciate selection and recruitment, which had the most
significant influence on work engagement, by maintaining the quality of selection and
recruitment of existing human resources.

The indicator of job security that was very low compared to the average in other indicators
is that workers feel that their jobs will be immediately deleted when the company experiences
financial problems. For this reason, organizations should be aware of this and improve the
psychological condition of workers in this regard. The lowest participation and communication
indicator is how managers provide employee feedback. Therefore, this needs to be considered
for the Dumai City Council Secretariat office. Managers need to increase their reciprocity
towards the workers who are there. Thus, workers can be more involved with their work. In
addition to the Dumai City DPRD Secretariat Office, the results can be applied to similar
organizations. For example, government offices in Dumai City tend to have similar cultures and
government offices in Indonesia.

Limitation

Two of the five hypotheses proposed in this study were not proven due to errors in
adopting indicators that only partially represented the situation. In addition, in the model
summary table, simultaneously, the independent variables in this study only contributed an
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influence of 65.5% to the dependent variable. Thus, there is still 34.5% more influence from
other variables not explained in this study.
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