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Relationship with Supervisor and Co-workers, Psychological
Condition and Employee Engagement in the Workplace

éh strant

Ehis sty mims to examine the relationship model of supervisor relations, co-worker reliions,
pavchelogical conditions, and emploves engagement. In panticular, this sody aims @ test models of
influence psvecholopical conditions on emploves engugement in the workploce. In pddition, this
study also nims 10 examing the influcnee of peychelogical condition variable 8% 0 mediater variable
adl the relatonshiy between pooed relations with oe-workers and sapervisors and  erployee
engagement. This reseanch was conducted at the privase companies in Yopyakaf with a sample of
191 employees. Testing four mexdels of the refutionship is done by using structuml equation
mndeling with AMOS progrom. Besults of this study show that most madels i to the dato, There is
miediating mwodel of psvchobeglcal conditions on the relationship between supervisor relabons, co-
worker relations and employee engagement. This study confirmed previous mesearch showing 1|'n
pevcholegicul condiions s medioted varphle between antecedents ond employes enpagement. A&
thorough discussion on the relationship wmong the vriables as well as on self rating is presented in
this pager,

JEL Classifications D23 0005

Eeywords:  sopervisor melabions, co-worker relations,  psychological  conddions, emploves
CRZagEment

1. Introduction

Recently, the organization requires a lod of research nmekbated o the buman spint within the
aorganization. This spiid will encourage  individuals o sarvive and Teel engaged within the
aaganization. The huosan spirin in thar context shows the individual bebavior whe want o meet their
needs inthe workplace to express themselves ot work (Moy, Gilson, & Harter, 2004}, The human
apirit will drive people in the wodkplace wy be able 10 engage and brimmerae himself m his work
Therefore, mdividual mus be engaged cognitively . emotienally, and physically arthe workplace.

Research on the antecedents of engagement can be grouped into two approaches, nomely those
meloted o work {Schaufell & Bakker, 20040 and is psseciated with payvcholegical conditions {Kahn,
a0y, Research condocted Mav er al, (2004} explained that employes relatiopships with co-
workers and supervisors will affecfhe psvobological condition of emplovees in the workplace,
According to May e ol {30k4), the payehobozicall comditiens. include prychological meaningfulness,
psvchological safary, ard pavchological avalability. May ef wl. (200M) rescarch results states that
the emploves melationship with co-workes and supervisors will ncrease the paychalogical
meaningfulness @nd employes engagement in the sorkplace. The relationship will increase the
fricndship and sense of belonging that enhonces psychological meanmafulness. Appreciaton from
op-workess and supervisces will create caring and improve the safety of erplovees in the
workplace

Theoretically, psychalogicol conditions can affect thf§dividual engagement o mles or duties,
Paycholpgical conditions can include  psvchelogical meaningfulness, safety. amnd availabilicy.
Psychological meaningfulness is the work vilues asseciated with standard or individual idealism,
Individizal who feel personally meaningful will be mwotivated te give himsell fully to the work and
organization. Psychological aafety showed individaal beliefs w owork withoul any  negative
oonsegquences or without fear. Psychologecal salety will engage mdividuals to the job ond the
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arpanization. The availability of resources physical, emotional, and cognitive would encourage
mdividunls io be engape by the mle it pluys. Based on previous research, the psycholagicnl state
will affect the engagement of mdividhuals i the workplace (Kaha, 1990 Edmondson, 1999 Deci,
Connell. & Eyan, 1954: Benn & Vandenberg 194957,

Peyvchobogical conditbeons which include psvchological meaningfulness, safety, and availability
are mfluenced by relationships with colleagues and with the direct leadership or supervisors (hay e
erd., MM, Edmondsoa. 19% Whitener, Brodl, Korsgaand, & Werner, 19498, Kalm, 19RE, Leaders
are usunlly perceived ws an agend of an organizetion thot s oble ond appropriate because the
leadership is the personification of orgamizatben for Bs emplovees. Supervizar relatons allow
pevchalogical rekbtionship with emploves of the arpnniztion. where the orgamzation 15 may be
hoeme to the melubionship (Katz & Kabn, 19660, Supervisor relations also hold the key fo the
allocation of the project, the distnibution af awards, snd employee tminimg (Chen, Tsui, & Farh,
22,

Supervisor refations could also hiave an impuct on the individual's perception of feeling sofe in
the woskplace. Support, not condrol, and good relations with tee leader will encourage the
perception and feeling psyehologically safe |Edmondson, 1999 and can enbance e creativity of
cmplovess (Deci er al, 1989). Supervisor who encourige a supportive wirk  environosnt,
especially the ptiention to the needs and feclings of empleyees will provide positive feedback and
cncouraging the development of skills pnd nbbe o solve protdems in the workpluce, Supervisory
aupport will encourage seli-depermination or employee attivude and employee engagement i their
wisrk, The relatiorship between emplovess ond supervisors us well os pood relationships with co-
waorkers will lead pood pryvchological condition and cncourage emploves engagement to o job and
ST AnEEaLio.

Furtbermore, individuals whe ae appreciated by colleppues connected with them sl have
psvchalogical memingiulness in the workplace, Employees will also indicate the availubility of her
if they know thar co-wodkers and supervisors cared shout him (Rothmann & Welsh, 2003), When
individuls ore treated with digmity, respected, and volued contmbutien not onky as executor of his
mle, they will feel 0 meaningful of meTaction, Individuals also wok on the mole of social idendity
thut they get from the membership of an organization. Inferaction with colleagues will develop a
sense of belonging, strengthening the secial idendity, and bring a feeling of meaningful, Loss of

social dentity wonld cawse o kss of feeling ol meaningful.

[nerpersonal relatbonship among  enployees that support and can be tusied will enpender
psvchological safety (Kahn, [1990). Interpersonal s can be o either cogmitive or affective
iMeAllister, 1993 Cogaitive belicfs associated with copsistency and boyalty w others. Affective
trust = mated memotional relationships between individuals, Co-workers and supervisors who can
support each ober and mutual pspect will lead 10 coafidence and lmprove the paychological
conditbon of 4 wcure and swong engagemend o work, Relatonships i the workplace are u
melutionship thud occurs among imdividuels in the workplace and it i= imporant For ergenirationd
life. Employee engagement is a paychological conditeon that supponts mdividuals at woak (Macey &
S-;Ia-:idﬁ'. 20085 and shows the relabonship of emphoyees with work and crganizotion,

Thiz study mms to examingBhe model of influence psychologionl meaningfulness on emiployers
engagemant in the workplace. In addition, this siudy alse examines the effect of relatonskips with
co-wiorkess and sapervisors at the psychologcal meaningfuloess and the engagement of employees
in the workplace. The mpartance of relaticnships with co-workers has been widely described in the
social  psychobogical  literature, The  imterpersonal  relitionships  effect  the achievement of
performance, personil desires, and examples or valuation models, Co-workers can create behavioml]
naormis of that acts a5 3 robe model bodh positive and negative. Ensploves engagement is an interest
topic to researchers and practdioners because o s associated with o vanety of positive resulis for
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the orgunzution. The importance of emploves engagement et only tor the results that con be
achieved organpzation, bui also important for the psychologicol condition of the emplovess,

2. Theoretical Study and Hypothesis Development

2.1, Supervisor Relativns and Psychological Conditions

Based oo the development of Soctal Idéntity Theory, there are two understanding of the iheory .
namely the orgamizational idemtification and the relational klentification (Sluss & Aghforth, 2007;
20086, Crgamizationa] identification is recognition of the organization for emplovess, while the
mlotional identification = 0 pood relationship with their immediate supervisor. Organizationol
ientification is difficult because the organization 15 described in abstract, whereas elational
identificotion is mone easily described and espliingd, Therefore, the two are often lomped fopether
with the ientification of crganizational terme, although it s meant good melations with employees
amd supervisors,

Socigf Exchanpe Theory is the underlying theory of inter-personal relutienships and tros, In
theory, people fomm relationships inwhich one indivvidual exchange will provide duty or obligation
wn others i provide services oF prowvide benefits. The quality of a good relationship with the
supervisor will creade frust in the supervisor (Wheper or @l 1998 ) Supervisons are often assumed
i be an embodiment of the organization by emplovees (Eisenberger, Huntingon, Hutchisen, &
Sowp, 1986} In general, the supervisor plso creades a good refationship with his sabordinme {Graen
£ Ubil-bien. 1995: Slusy & Ashfoeth, 20075 Supervisers waually give examples of his suboddinaes.
Supervisors are a natural source by teaching the values of the mganizaton to bis subordisates and
always talking about the orgamization on them,

Supervisor B oa representation of the orgamzation. Theretore, a good relatiopship hetween the
emplovee and the supervisor can present a good celationship berween the company and the
emplovees, so that emplovess feel ottached to the organization and want b be involved in the
organization. Compared relationship with a co-worker, selutionship  between employes  and
supervisor are mode profitable (Raghe & Beehr. 2003} Supesvisod s more likely asociated
formally with co-workers and gives appreciation to employess becouse supervisors involved in the
assessment @ the eoplovee pedformance. However, both supervisors and co-workers alike provide
psvchosncinl support and provide assistance to employess,

Employees who are close to the supervisor will tend 1o do o way that is consistent with the
organization's obgctives. Employees always book at the organization as a living entity because tha
afganization has a responsibility to act as an agent, have real policies and nerms that provide
sustainuhility and the role of behovior, and expressed satsfaction with the individual employees
through the apent (Shanock & Eisenberger, 2006 Previous researchers had fonnd a relatonship
with the superviser is important for emplovees in determining how individuals define support in the
widkplace (Sluss & Ashforh, 2007, Flynn, 2005}, In the social exchange appeeach., emplovedss give
effort wnd dedication o the organizafion by the leader or supervisor and received an appregiation
from the organizution throogh the leader or supervisor (Eisenberger of f,, 1%86), Supervisor as an
agent of te organization play 4 greater mole by providing feedback related to the performance and
the determination of wages (Shanock & Elenberger, 2006) Acconding 1w emplovees, a goxd
melatben with supervisor and supervisor suppodt 5 a forn of coganizatonal suppoit 16 him. Such
support can reduce stress in the workplace and improve pedormance (Rhoodes & Eisenberger,
2002}

Crganeationi] Support Theory stodes that the supervizor aaion = an mdicator of the intentions
aof the erganization (Pad & Kumar, 20000, The supervisor helps personify the ooganizatbon o
cmiployvees. In gemaral, supervisors have a clise relationship with eoplovees and have the ability to
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communicate the intentions of the orgunization directly 1o emplovees. Emplovees also consider that
supervisors support is an extension of the opanzetion, The high orpanizational support nzlabed o
job mvobvement {Rhoades & Eisenberger, 2002}, work engagement and aeganizaional engagement
isnks, JMy) . Cirpanicational support will form o sense of mesponsthility o contribate (o the
organization amnd help crganization for achieving s obectives (Stinghamber & Yandenberghe,
20051, This support will also increase affective commitiment to the organization o be cngaged by
e organization and encourage mdividuals o bocome organizational members, and have social
identity as an gfganizational peember. In addition, this support will encourage good individual
psvcholegical  conditions which  include  psvchological meumingfnlness  (Stinglhamber 8
Wandenberghe, 2003),

Bosed on the results of previous studies, supervisory suppor = negatively  reluded 1o
absentecism, §fhdrawn behnvior, and wrdiness when 1o come o work or when returning to work
after a break (Eizenberger of ol 1986; Eisenbarger, Armeli, Rexvwinkel, Lynch, & Rhoades, 20000 ),
Supervisory suppoa s negatively related o intention to leave {Randall, Cropanzang, Bormazen, &
Birulin, 1999} and the tu@lver of employees (Eisenberper, Stinglhamber, Vandenberzhe,
Susharski, & Rhoades, 025 Based on the above discussion, the hypothesiz of this study is offeved .

H1: Supervisor relations will be positively related emploves engagermsm
H2: Supervisor relations will be positively related 1o psychaldogical conditbons

1.2, Co-Workers Relations and Psychological Conditions

Co-wiorkers nelatbons are an ienpodtant source in providig suppon o co-workers and positive effect
wal emploves satsfacteon (Madlock & Boodh-Bunerfickd, 2002) Emplovees develop a relationship
with her co-workers o add frendship, Emplovees who feel a friendship with co-workers wwill
cxperience mentul and physical health is good. It iz based on the feeling of secunty and sell-
confidence of the mdividuaks nssocmbed with the work wnd mativation to encourage friendships in
the workplace.

Co-workers melations ane differend oo superviser relations. Employes  interactiens with
supervisors based on the position i the hiesarchy of authonty, whibs co-workens elations are (i
without any formal authority elements {Basford & Offermann, 2025, Co-workers can not be maled
bt depending nn the relatinnship quality that was compibed from daily work both very pleasunt and
sid, Relationship with colleagues s an intepral component of evervday life of employees in the
wiorkplace. Consaquences of such a relationship are sharing in the work place physically ard are ina
wiork Leam.

Empleyee relation chasacterized by lintle o0 even mo imbalinee of power (Tan & Lin, 20095,
Trust in co-workers can also affect comfidence in the organization, so as o ingeeyve organizational
perfomuunce. Co-workers thow the membership organization that has the same power and avthority
and @ person who is always interacting with the emplovees in the organization, Co-workers have an
impertant fole becase forming mfermal networks that instantaneously and without planped in the
orrancrution. Co-workers hove a more horizontal flos of informotion within the orgunization which
is the channel lowtul suhority . Previous research states that emplovess tend to communicate ideas
and problems reloted 1o their work o co-workers rather than o other, more formal party o=
aupervisor. Trost i co-workers can produce hage social capital (Prosak & Coben, 2001 )

Co-workers relotions also offect the secession or resignation ol the emploves from the
workplace. This i due to the rubes and formal policies that fead 10 a lack of communication i the
workplace. Secesston or mrignation can occur becawse of socal o strucheral comcditions, Lack of
cosmmuricatisn cm lead o mterpersonal relationship needs ire nob met. When co-workers suppors
are high, the employees will enjoy and feel pood relationzhips with co-workers so that employees
will fel the engagement m the organizatien. Huinans i geniral bave the deive e eatablish and
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muintuin positive interpersonol relutionships, endunng. and sigrificant { Baumeister & Leary, [4%935),
Muost of these relubionships aftect the lite to reach the goal, The relationship can moke ends meet the
meeds (Baursekster & Leary, 1995) and helpad define him. Rebtionshigs between individuak are a
process, nod something stotic. The reliionship must be developed . maintained, or dissofved throngh
communication,

According w Deci e all (1989) and according 1o Self-Detrmination Theoay, indivedaals will
=gk o the goal of interpemsonal relationships and satisfy functivoal and psychological needs, When
co-workers relations are posive, emplovees will be oble to meed the needs and motivated o
incredse Qs compitment 1o the organlzation. A good supervisor pelation can affect relalionships
with colleapues [Tao & Blichell. 2000F In aceordunce with the Self-Dotemination Theory,
individuals will sesk to solisfy the functional goal of imerpersonal relationships and psychological
nezds, When co-workers relations are positive, employees will feel oble o meet their needs and are
motivated b incmease s commitment to the crganization,

Social Exchange Theory assumes that the exchange of valunble resources will assist inibintion or
inteoduction, strepgthening and pelntaining  interpersonal eelationships. When an individual is
treated by nthers well, e thene was the feciprocal norm and will help srengihes the mepersonal
melatwsnship with other peopbe. Co-workers social support could include the provision of
informmation and resources, support, empathy, mentoring and venoas other forms that help
cmplovees in their work (Chiaburu & Haison, 2008), Co-workers relutions and peers suppont will
motivae emplovees i perfonm the tsks although ned o te job description and feel comfortable in
the organization.

The results of previcus research have mbformed thod the mle of social support from co-workers us
a force that suppeats the work will kave an bopact oo employee engagement (May ef .. 200,
Schoutedi & Bakker, 20040 Previous research svgpests thot co-workers mlotions and the
melutionship with other emplovess will have an effect on emploves engagement m the warkplace,
Social Exchange Theory is the reason why choose to be engaged by the job or place of work {Saks,
2ikM; Bisenberger of af., 1986; Scitgon, Bennett, & Liden, 194 Whitcner ef o, 1998), Socinl
Exchange Theory alzo explains why people respond o various psychelogical conditions and social
conditi@= in the workplace with warving degrees of engagement of individuals o work {Saks.
2006}, Based on the alswve di;:‘:unﬁrn,ﬂu hypothesis of this study is offered.

H3; Co-workers mimiunﬁ“ill be positively related to employee engogement
H4; Co-workers relutions will be positively related to the psychological conditions

2.3, Psychological Conditions and Employee Engagement

Paycholegical condittons of individuals m the workplace are a condition in which individuals feel
the meaningfulneis or needed in the workplace. The paycholagical meaningfulness was delined as
values poals or objectives in the work that is amsacided with a standard or mdividual idealism
(Renn & WVandenhberg, 1995) Feelmg less individos] meanipgfubness imo his work would cause
people o feel mod engoped (o his work Chktowt, 194932), Working conditions experienced by
cmplovees us the meaningfulness of persopal growth and should help improve emploves mstivation
(Sprefeer, Kizilos, & Moson, 1997, Psychelogicnl meaningfilness can be affected by the co-
winrkers rekatbons {May eral., 2004,

Psvchological meaningtulness & koown as an importont psvchological condition m the
workplace (May er wl, 2004) Indiveduals have a main motive i decking  psychological
meaningiulness in the workploce that would occur of individuals feel wetul and vabuable, amd s
existence is diferem from others (Kahn, 19940} Meaningfulness wis defined o= values and goals or
objectives reloted o employment stundands or ideals of the ndividual (May of of,, 20043, Low of
pevehological reaningfuliess meeans individaal swould leads o disengagement at werk, The
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meanmyfulness will help mdividual personal grosth and work motivation (Spreitzer o8 al.. 99T,
The psychological meaningfulness will create the percephion sssocided with the wb. Individuals
wha  bave good interpersonal  interactions with co-workers and  supervisoss  will andergo
pevcholerical meaningfulness nnd engoped to therr work (A ef af -, 2006 )

Empleyees will be engagaed oo the job and the organation when they feel psyvchological
meaningfulness i the workplace. Psvchologicol meanimghalness related 4o the walue obained by
individuals in achieving the objectives n its work compared whih s persoaal goals (May e o,
20ty Meanmgtuloess shows the subjective assessmemt of an event in his life md  atribuion
signifcontly i on event reluted to individuol targets such ws values, beliefs, ond persomal kentity
bt is orented, Works reluted o psycholbogicn]l meaningfulness becouse poople spend most dme of
wirk,

Crood gquality of co-workers relotsons coam create isense of belonging, has a strong =ocial identity,
angd feel jmportant in the organization. When emplovecs feel the supervisors and oo-woakers
support in the workploce, they will expenence psychologicnl meaningfulness in the workpface as o
valuahle couse feelmgs of support, wsetul, and valuable, which isdividual makes 0 vnigue
confnibution and pot  defined simply  (Kahn, 19930} Kabn (1990} also defines safety as o
pavcholegical condition where people perceive thelr work envirenment as condecive e anticipate
persomd sk, In a psychological safery environment, individuals believe that the fauh does not
mike it punishable. Supervisors will affect the mdividual's perception psychobpgical safety of
wiprking envisenment.

Safery working environment perceived by the employees will make them engage on the
workplace, dome discuss the failures they experienced, and walling to fearn moan envitonment thot
supports it {Edemndsom., 1999 Co-workers relations and supervisor relations will create a feeling
pevehological safery (May e ol 2000} Co-workers and supervisor relations will support and azsis
emplovees o the workplace to be able 1o oxpress them physically, cognitively, ad emationally in
carrying out the work becaose they feel paotected. Paychological avaikability is showed confideno:
that the company has the resources physicully, emotionnlly, and psycholngically that encourage
individuals engaged o the company. The availabiliy of such resources considerad impomant oo
individunls o that they mprove the engogement i the job, Although Olivier and B othmonn (2007
study toamd no evidence that the psycholngical condition woald medinte the supervisor relations
and emploves engogement, but supervisor relations remains influential on emploves engagement
iRothosnn & Welsh, 20031 The psvcholegical condition of the employees & affected by a
nelatioaship @b supervisors and co-workess: The pevchobogical condition can alse affect erployee
cngagemtent. Based on the above discussion. the hypothesis is study is offered.

HE: Psvchological conditions widl be positively related to employee engagement

Hé: Psychological conditions of employees will mediate the relutionship between co-workers
and supervisors felations and emplovee engagemen

1]
3. Research Methods

AL Samples and Procedures Research

The research design was o field study wsing survey methodofzy. This research was conducted on
emplovees of privaie companies in Yogyvakaria, Indonesia. Selection of seiting the research was
based on previens research that cmplovees feel engoged in the orgonization it it hos o good
nelatboaship with co-wodkess and supervisors that have psychological conffions such as
pevchologicnl mesningful, peychologic] safety, and pevchologionl availability, In sddiion, this
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study allse aime w0 exarmine the offeer of varabbe pavcholepical conditiong as mediating variablbs of
mlﬂ'ﬂmﬁl:i;p between  coworkers and supervisoms relations and ermpboyee engagement.

This study wses a4 survey using a questionnaiee that distnbution was dope alone. The
uestionmaire was distributed to individoal den ff lection on respondents, Saomples were emplovess
of a private company located in Yogyakarma, Indonesia, The survey was conducted about two
months., Corspaced  with four odber methods, survey  {inierviews with direct face o face, a
questiomnaie wai seit or by comespondence, questionnaires were read out via the telephone,
questiommaires viz electronic m@ia. or a combination of survey methods i, methods of questionnwine
survey conducted themselves is the best method (Cooper & Schindler, 2001; MNeuman, 200,
aekaran & Bougie, 20000

Rezearch by the individual as the unit of analysis requires the sample o the eriteria or specilic
characteristics. Characteristics of the sample are used 1o conven the characteristcs of the samphs
relative to the population. Samples intended o be representative of the population. Sample skae also
affiects the accurscy or representation of the population, although a large sample will demonsirate
the greatest confidence in the study. The sampling method used in this research was non probabiliy
sampling. In this methad, the elements in the populstion did mot have the same probability 1o be
selected o5 the sample (Sekamn & Bougie, 20010; Cooper & Schindler, 2001} Mon prohobilistic
sampling technigue chosen was parposive sampling. The criterffised o select the sample were
active employess of at least ope year working ot the company, In addition, this study wmes self-
amisesament [ he sample consisied of 191 employees (with a response rate of 63.7%) of the 300
emplovess. One of the charactenstes investgaied demographie profile was gender. Resplenis
whe were enyplovees of 4 private company bocated in Yogyvakara, Indonesia received the survey
using u pen and paper. Respondents believed anomvmity and complbeted the survey dusing their
working hoars,

1]

3.2, Measurement

The insirwnent was designed for the ndividual level as tbe unit of snalvsis. Eachoof the respondents
i this stady was asked o complete four measurerment, emplovee engagement, payfologicdl
coddithons, supervisar felations. and co-worker relations. A questioinaires were taken and
developed by the researchers befone, namely May & o, (2004, The questionnuire was adopted with
alight modifecations o suil kecal neads of research in Indonesia, This modification was associated
with chimges in the questionnoire by usimg Indonesion )

Mo changes 1o the questicnnaing used o this stody . All scalss measured by Likent scale with 5-
point starting from the sumber 1. This study also wsed the factor apalysis & o way (e test the
construgt validity ond itemal consistency with Cronbach’s alpha w0 demonstrade the eliability of
measuring imstruments. With the rodution and loading factor of o least (0.5 ax saggestod by Huir,
Black, Bobin, Anderson, and Tuwstham {208}, Funhermore. b exumine the relationship and
influence between independent and dependent variables, rescarclfs used comelation. Furthermere,
o st peyvechelogical conditions varables & mediating varmble vsed strctural squation madeling

(SEM ) using AMOYS program.

4. FESI.IIIE

4.1. Validity and Reliability Analysis

This study nsed g gquestionnaire developed by previous researchers o fmnskate from the original
languages (Engleh) indo Bahasa Indenesi. To assess the validicy of the measurement itens all the
varimbles, the researcher conducted testing comtent validity ond constnact validity, Content validity
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1
thut was used b nssess measuremem mstruments carried at the ?rn-lnn]ys‘i:b:.r asking the opinion of
experts in the field of Organizational Behavier and Oualitative and Quantitative Research Methosds,
Measuring fool of questionnaires were estad on 30 respondents who were employees thar have
similar chamcteristics to the target population of this stody as suggested by Sekomn ond Bougie
(20k168). Researcher used factor anfysis to examine the construct validity. To funher simplify the
interpretation and find a simpler sricture, the researcher wed a echnigue of enhogonal and
varimax rotatkn. Facior analysis (FA) was also paformed on the consuct being investigatod.,
Extraction execuied and cach Eigenvalue factor greater than one (1) will be adopted. Warimax
mtation performed to reveal eadf§ vanable. Recorded usmg o loading factor leading above (.50 a5
suggested by Hair er af) 200865 which is referred to as the corstruct validity of the test sesults ane
practically significant. Factor analysis conducied to w1 the consiruct validity. By using varimax
mdation and losding foctor of at lesst 0.5 as suggested by Huir e af, (2006), the test resulis can be
achieved construct validiy eould be said to be significant. Leading factor values is recorded
bestween (572 andd 0,94 1. Criven all of the items noted above wrfstracted 0.5, there are 5 employee
engagement items and 2 psvcholegical condifions items which urned oot fo be deleted because it is
deciured imvalid, lems that have constract validity based on the results of the factor analysis are
then tesied relinbility,

Furhermore, 10 assess the seliabiliy of the measurement e all the variahbées tessed ingernal
consistency with Cronbach alpha values. Cronbach alpha values of refiohilite fests mensuring
instrument in this study resubted in o score of 0927 for employee engagement variokle, 05953 for
co-workess. relation@ariable. 0.957 for supervisor relations varisble, and 0973 for psychological
condition voanable, Bozed on the msults of testing the reliohility of the authors stated that the
reliability of the study mepsunng instrument is for above the cut-off lme reliokility a5 recommended
by Huir o af, { 2006,

4.2, Descriptive Statistics

To perform statistical analysis. researcher used o series of unalysis of the relotfhship between ol)
the constricts or research varsbles by using coorelation analysis, Comelations between canstructs
of varkables used inthis study ase significantly positive. Standard deviation, reliability scale, and the
correlations between oll study variables ane presented in Tabkle 1.

Tabde 1. bMean, standard deviatbon, and mied-commelatbons amene all variables

Mein | 5D A | 2 3 4
Emphiaves Engagement Inl2e Rd30N LI Ry (RELE
Co-workers Relations wios| o7 098y osseee] 000
Bupervisar Relatons 14126  4.7257 05T D134 (hA3Ee | AN
E}&Egieﬁlﬂmiﬂimﬁ 300 08467 0973 Dassee 08sae| 063 1000

Mioges: correlation is sipniticont a1 the 0031 kevel (-tailed)

Bused on Table 1, the meon of @ voriables B high (ivemge of between 33105 and 3.6026)
and moderaie standard deviations. In additicn, all cometations were obfned quite strong. The
correlation  between emploves engagement and co-workers relations is  significantly  positive
frelh 500, p <000}, The correlation beteeen employee engapement and supervisor relations is
significantly positive {re0#13, p <0iil}. The comelation between employes engapement and
pevehological conditions ks significontly positive {rell 868, p <01}, Correlation beteeen co-
workers relations and supervisor relathons s significenly positive (i=0838, p <001}, Corelation
between co-workers relations mnd psychologicnl cordition is sipnificantly  positive (rell (854, p
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=010 ). Correlation between supervizor relations and psvehological conditions is alsa’ signifscantly
posative {rel]. 763, p <100 ).

4.3, Hypothesis Testing Resulis

Confinmatory Fuctor Analysis was used o test the discriminont validity of the mwscarch variables,
Specifically, the mesearcher rested the madel of four vanables where co§hrker relations. supervisor
relutions, paychalogicnl conditions, and employee engagemcnt indo the ditferent atent fachors. The
strengih of the relationship between coforkers relations, supervisor relations, psychologicol
conditions, and employes engagement are examined through Stmuctural Equition Modeling (SEM},
The test pesulis of the mede] indicated thad there was ne significant divect effect of all independent
varkbles (oo-workers relatons, supervisor elamons, and pavcholbegical conditions) on evaployes
engagement which iz the dependent varinb§] Furthermore, one of the objectives of this sfudy was to
test thee effect of a paychological condition & mediating variables in the relatkd@hip model between
oo-workers relations, superviser relations, and emplovee engagement. then Table I presents the
resubts of pesting e mediating models using structural equation modeling with two-stage approach.

Table 2. Mediating model analysis

Bt i Critical Ratio
Cwirkery Réltinns & Poycinkigical Conditions o | 1736
Supervisor relations =% Paychological Comdigions 1T 2T
Ey:r;zlnp il Cenditions = Employee Engugemenl 05977 a a9
u’-] = {13
p=10H0

Chi Sguare = 52 710

P |
_-_

a

Structural equation. model i this study was designed and tested using AMOS 40 software
progrum (Byme, 20001}, The structural model wos determined by allowing coch item of every size 1o
fit on the lubend factors, Af first, the rescurcher conducted dimensionnl analysis using confirmatory
factor snalyveis (CFAJ. which covered all measures 1o assess the selationship bepween Lateat
variables and real products that serve s indicators of tem.

The test resuls dota wsing structural egaoation medel in Tobe 2 shows thot the relationship
between emplovess and supervisors have a sipnificant effect on the psvebological condition of the
employees (hypothesis 2 is supported). Co-workers: mlations also have a significant cffect on the
pevcholegical condition of the employees (hypothesis 4 supported). In addition, the psvchobogical
condition of the emplovess is also o significant influence on emploves engagement (hypothesis 5 15
supporied). s the hypothesis 6 which states that the psychologieal condidion mediates the effect of
cownrkers and supervisors rebations on emplove: engagement is also supponied. This meeans that the
first hypothesis which states that the relationship between co-workers and supervisor relatons and
cmplovee engagement and hypotheses 3 which stated the relationship berween co-workers relations
and employes engagement is nol supporbed.

Furibermore, esearch conducted Sheromy and Green (2002 explained thot co-workers relabons
ustally pssockted with supervisor elations. The quality of the selatonship berwezn superyisor and
emplovee can affect the relationship between enployvess and coworkers (Sherony & Gieen, 2002
T=e, Disborough, & Ashkanosy, 2008} This 5 due to the guality of a good relationship with the
supervisor will encourage the development of friendships in the workplace. Several previous studies
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thut exurmine co-workers relations were related diectly e the emploves welfare (Histond &
iffermemn, 20012} Accordmg Beehr, Jex, Stocy, and Murray (HKER), the co-workers supports add fo
the expenence of emplovess. Sevesal preveous studies that examined the rebaionship between
emplovees  ond  supervisor  together with co-workers showed  interestimg findmgrs,  nomely
melutnship between supervisor and employees os subprdinate’s effect on the employee relattonship
with ks co-workers. Based on the previous seszarches, this study anempted o examine allernative
miodels that show the influence superviser relations on co-workers relatbens. Model testing nesubis
are presenied in Table 3.

Tabel 3. Analizis model alternatt

Bt (i Crntical Batio

| Coeworkers Belatioms = Paychohegical Coniditions 1,7 11334
. Supervisor Reldions = Puvchalogical Conditions 178 2. MG
| Fuychological |:".'Irh:|i.li:l:l1h_-:." ET@[-;I_'.'LH.' Engagement oyT? 20 e

Supervisor Relitons = Cooworkers Relations 11 KR2 23201
| nFI = 0.3

i = (M

Chi Sepuare = 51,710
| M=2

Based on the test pesults of srucnral equation medel in Table 3. the mosdel 15 £t oo the data, in
which supervisar relations alsn have a signitcant effect on co-workers refations,

5. Discussion

Employes engogement = based on the wen that people wani o express and integrate themselves
intor the work or organization {Byene & Hochwamer, 2008} Varbous Factoss both incernal and
exlemal allect emplovee engageinent. Socal Exchange Theory maumes hat ihe exchange of
valuable resources  will assist in the intoduction, setting, and maintining  interpersonod
melatimships {Lynch, Eisenborger, & Armeli, 1999}, The process of exchange selations ase
governed by the nerms of universal exchonge that allews individunls recciving benetits from other
poeple ar arganizations.

B Kahe {1990) stated that empbovee engagerment 18 a psvehological condition that mcludes
pevchological meaningfuloess, psychologieal safety, and psychalogical availability. The perosived
pevchalegicul meanimgfulness means that the work pecformed influences the process and resulis of
the organization, 5o that employees are able to achieve orgunizationnl poals. The beliet that the
organizution would apprecise its emplovess and it work will epcourage employees to work hand
and fimd psvehobogical meaningfulness i his work. Emplovees ihen determing safetyv when he
invested or immersed himeelf inko his work without a pegative reaction. If employvees believe that
their comributions will not be accepted or appreciated as well, then they will not be engagad 1o the
Job. Empleyees will determine how osuch personil energy will psycholagically be given amployee
o the compony, I the employee’s contribimion s well assessed and oppreciated. they will have
higher engagement 1o the orgonization. The previous rescarchers stided thot emplovess who feel
cnpgaged o the organmation will be mome successtul and can increase orgonizationol profit (May e
erl., 2004 Kabin, 19900, Kaho (194900 stated that emplovees whe perceive an organization's ability 1o
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suatisfy the needs of psychalogical satery and pevcholegical mewningfulnes will encournge him o
be engaged psvchologically and be mote use energy and time on the job

These results indicite thot the employes relotionship with co-workers and sapervisers hos no
direct effect on employes sngagement. Emploves relatonship with co-workers and supervisors has
a direct effect om the psvchalogical condition of the cmplovees o the warkplace, Pavchobopical
condittons which include meaningfulness, safety, and availabilite. are paychological effect on
emplovee engagenenl, Co-worker selations amd supervisor relalions cozale an enyronment it has
reciprocal effects between supervisors md employess and between co-workers ond emplovees,
Employess will evalaae the expecied suppont from supervisos and co-workers before tied 1o the
job and the arganization that affect the psychologioal condition of the emplosyees. Social Support
Theory provides the right medel in expluining the relationship beteeen employess and co-workers
and supervisors (Eisenberger of ., 1986}, Employees need metivation to do his job and committed
o the organization, Employges who perceive good relations with supervisor and co-workers and
supervisory suppart will feel the responsibifoy and feel obliged to reciprocate pood relations and
support from the supervisor to assist the supervisor achieve his poal (Eisenberger ef o 2002},

6. Conclusion

Good working relionship would couse the individuals to feel that the other merfBers of
organization give attentkon te therm, support them, and contribate to them. In acsordance with the
Social Exchange Theory, when people feel (hat other members in the organization suppart them,
then they will meply by giving the bes on co-workers, supervisors, and organization, & pood
relutionship between the emplovees md co-workers md supervisors will affect the three forms of
pEvchalogical condition of emplovees, psvehological meaningful. safety, and availabibiny.

This stoudy contributes o the likeruture on emplovee engogement by adding varmbles infiuence
the pswvchological state as mediaing  varkable on relatiomship  between the antecedents of
engagement namely co-workers relubions and superviser refations. This study reveals the underhying
theary of psychological engagement in the workplace. [n addition, this study wses simultaneous
eoquations, using Aructu@ equation medels were mlativelv sthct or rigorous testing mediating
variahles. However, the weakness of this study is the use of @ta collection by the cross sectional
fiehd study, so it &5 bees precise o sesting mediaion models. In additkon, this sudy used a survey
with self-repon survey instnoment giving mise b his known s the common method varisnee,
Funire msearch may b done to replicate these resulls i service companies soch as edusation or
health and in public companies.,
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