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Abstract 

This study aims to describe the Management of Human Resources, especially the Management of the State Civil 

Apparatus (ASN) in the Ministry of Defense of the Republic of Indonesia, through a description of the influence 

of leadership style, work culture, and work satisfaction on employee engagement. Lack of discipline and employee 

work ethic, which can be seen from the number of employees who are late and skipping work, are still less 

concerned with their performance, thus showing an indication of low employee engagement. This research used 

explanative research with a quantitative approach. Data collection was carried out by survey using a questionnaire 

with a proportional sampling technique. This research worked together with 37 people from the Directorate 

General of Defense Forces, and 38 of them taken from the Directorate General of Defense Strategy (57.4%). The 

results of this study indicate (1) the leadership style has a direct positive effect on employee engagement. (2) Work 

culture has an immediate positive effect on Employee Engagement. (3) Work satisfaction has a direct positive 

effect on Employee Engagement. (4) Leadership style has a direct positive effect on work satisfaction. (5) Work 

culture has a direct positive effect on work satisfaction. (6) Leadership style has a direct positive effect on work 

culture. (7) Leadership style has a positive indirect effect on Employee Engagement through work culture. (8) 

Leadership style has an indirect effect on Employee Engagement through work satisfaction and (9) Work culture 

has a positive indirect effect on employee engagement through work satisfaction. Based on the results of the study 

concluded that leaders in the Ministry of Defense are advised to promote transformational leadership styles that 

are able to foster a positive work culture and increase work satisfaction of subordinates (State Civil Apparatus and 

Military). Also, implement them at various levels of leadership positions within the Ministry of Defense so that 

employee engagement can grow in all units and organizational levels of the Ministry of Defense.  
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1. Introduction 

Brain drain is a science-based economic transition that is able to create a more integrated market share for those 

who have high talent and expertise (Golovics, 2019). The phenomenon of brain drain occurs in many developing 

countries and developing countries (Dodani & LaPorte, 2005). Indonesia, which is still a developing country 

category, also needs to be aware of the phenomenon of brain drain, especially with the increasingly easy 

opportunities for the transfer of experts in line with the enactment of the ASEAN Economic Community (AEC) 

agreement. Brain drain in Indonesia, although not yet supported by official data, is estimated to have reached 5% 

(Pella & Inayati, 2011). The number is indeed relatively small compared to Haiti, which experienced a brain drain 

rate reaching 80%, which is the country with the highest brain drain rate in the world (Joseph, 2011). However, 

the 5% figure is very influential when the high demand for qualified human resources for national development 

and the still low performance of educational and training institutions in Indonesia. The brain drain phenomenon 

shows the important role of Human Resources (HR), both in the context of nation-states and organizations (Singh 

& Krishna, 2015). 

According to Rachmawati (2013), Markos and Sridevi have proposed a concept of employee engagement that 

is actually a development of management techniques from Organizational Behavior Citizenship (OCB). Titien 

(2017) developed an instrument model that can measure employee engagement scores that refer to the theoretical 
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framework proposed by Schaufeli, known as the Utrecht Work Engagement Scale (UWES). Dajani (2015) 

explained that employee engagement had an impact on organizational performance and commitment to the banking 

sector in Egypt. Siddhanta and Roy (2010), provide an explanation of how some organizations have the desire to 

develop employee engagement programs but have difficulty in practicing them. Sanneh and Taj (2015), provide 

an overview of employee engagement in the public sector in West Africa with a sample of the Gambian Port 

Authority. This study argues that research on employee engagement has been widely carried out in the private 

sector in the West, but still little by taking field studies in Africa. Sibanda et al. (2014) provide an affirmation of 

the relationship between Employee Engagement and organizational performance in the public sector in Zimbabwe. 

From Trang (2013), provides a reference on leadership styles in the public sector and organizational culture in 

relation to performance. Koech and Namusonge (2012), provide an overview of the leadership styles in state 

enterprises in Kenya. 

Indonesia is also faced with integrity issues that plague the State Civil Apparatus. In the context of this 

integrity, Transparency International Indonesia (TII) places Indonesia in the 107th position of 174 countries in the 

Corruption Perception Index, with a score of 34 or only up 2 points compared to 2013 (Wahyudi, 2014). This 

position is far below Singapore, which ranks 7th with a score of 84. Malaysia in the 50th position (score 52), 

Thailand, and the Philippines, which simultaneously occupies the 85th position (score 38). However, according to 

Tambunan, in the current context of globalization, the country that will gain a competitive advantage is a country 

that has competitiveness (Tambunan, 2012: 4). 

For this reason, the role of human resource management is needed, and then it becomes essential considering 

the impact on the perceptions, attitudes, and behaviour of members of the organization. With effective human 

resource management, organizations will get members who have perceptions, attitudes, and behaviours that 

support organizational performance. In the development of their knowledge, effective human resource 

management can cause employees to feel an attitude of positive engagement known as employee engagement 

(Shuck, Nimon, & Zigarmi, 2017) 

The link between employee engagement and leadership can be explained by Robinson et al. (Xu & Thomas, 

2011), which emphasizes the importance of leaders and managers in an organization. Therefore, the factors 

underlying the formation of engagement are the quality of proper organizational management so that they are able 

to value their employees and provide opportunities to get involved in the organization. Organizationally, the 

Ministry of Defense is unique as a civilian government organization, which carries out the main tasks of the defense 

sector. Following the characteristics of the main tasks it carries, the Ministry of Defense is manned by HR with 

active military backgrounds, even in many strategic positions, both at echelon 3 (three) and 2 (two) levels, 

especially in echelon 1 (one). This condition positively affects the pattern of leadership, work culture, and work 

satisfaction at the Ministry of Defense. 

This condition certainly affects the pattern of leadership, work culture, and work satisfaction at the Ministry 

of Defense. This is an added attraction of research because previous studies and studies tend to get the same status 

conditions between leaders and subordinates, which are both civil status. At the same time, this research will 

actually face different conditions between leaders and subordinates. The leader, who will be assessed his leadership 

style, has the possibility of military or civil background, while the subordinates who will judge are civilians. In 

this way, the research problem becomes even more interesting because civilian subordinates can be assumed to be 

engaged due to the personal image of the leader with a military background. The characteristics of military leaders, 

who are often described as disciplined, assertive, and loyal, are also assumed to be able to contribute to the 

formation of civilian subordinate work culture. As such, as an inseparable part of national development, the role 

of the Ministry of Defense in determining retention and employee engagement strategies is a fairly central thought 

in dealing with brain drain and global competition. Thus, this study aims to describe the Management of HR, 

especially the Management of the State Civil Apparatur at the Ministry of Defense of the Republic of Indonesia, 

through a description of the influence of leadership style, work culture, and work satisfaction on employee 

engagement. 

 

2. Material and Methods 

This explanative research used a quantitative approach. There is a population of State Civil Apparatur in the 

Directorate General of Defense and Directorate General of Defense Strategy. This study uses a proportional 

sampling technique. From the determined sample of 75 people, 37 of which were taken from the State Civil 

Apparatur at the Directorate General of Defense and 38 samples were taken from the State Civil Apparatur at the 

Directorate General of Defense strategy (57.4%). Data analysis techniques include descriptive statistical analysis 

and inferential statistical analysis. In this study, besides analyzing direct relationships, also analyzing indirect 

relationships. According to Sobel (Obeidat, 2016), some sources refer to this test as the delta method. It requires 

the standard error of a or  (which equals a / ta, where ta is the test of coefficient) and the standard error of b or sb. 

The Sobel test provides an approximates the estimate of the standard error of ab, which is equal to the square root 

of b2sa2 + a2sb2.). Kristhoper J. Preacher and Geoffrey J. Leonardelli (Heckman, 2005) have an excellent webpage 
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that can help these tests through the Sobel test. Measures and tests of indirect effects are also available in many 

structural equation modeling programs. These programs appear to use the Sobel formula. According to Kristopher 

J. Preacher and Geoffrey J. Leonardelli (Preacher & Hayes, 2008), the reported value is taken from the normal 

distribution of units with the assumption of a two-sided z-test of the hypothesis which contains 95% of the unit's 

regular distribution center. It can be seen the equation that uses mediation, as outlined in Figure 1 below. 

 
Figure 1. Regression with Mediation 

source: MacKinnon, Warsi, & Dwyer (1995) 

 

3. Results 

The data collected is data from four variables studied, namely Leadership Style, Work Culture, Work Satisfaction, 

and Employee Engagement. Based on the analysis of the research data above, each of the highest average values 

per item and the lowest average value per item in the indicators contained from the variables of Leadership Style 

(X1), Work Culture (X2), Work satisfaction (X3), and Employee Engagement (Y) can be seen in table 1. 

Table 1. Recapitulation Analysis of the average value of the highest indicator and the lowest indicator of each 

variable 

No Variable 

The Highest Indicator The Lowest Indicator 

Indicator 
Average value 

per item 
Indicator 

Average value 

per item 

1 Leadership Style (X1) Inspirational 

Motivation 

4.489 Individual 

consideration 

4.010 

2 Work Culture (X2) Attitudes 

Toward Work 

Tools 

4.613 Leadership 

Policy 

3.667 

3 Work Satisfaction (X3) conditions & 

Working 

conditions 

4.351 Work colleague 4.156 

4 Employee Engagement (Y) Vigour 4.516 Absorption 4.151 

Source: private document (2020) 

 

3.1 Employee Engagement 

The results of the calculation of the descriptive statistical analysis show that the minimum score of the data 

collected is 118, while the maximum score is 148. The calculation results also show that the mean shows the 

number 130.49, the median shows the number 130.00, and the mode is at number 129. The standard deviation 

shown is 6,459, and variance shows the value 41,713. The total score of data obtained was 9,787. From the data, 

it can be seen that the diversity of data, due to the small standard deviation value (6.459), it approaches the mean 

value, and the data tends to be homogeneous. Minimum data = 118, and maximum data = 148 so that the range 

(range) = 30, with a total data score of 9,787. The total score obtained by this study can be used to view the 

engaging picture of the Ministry of Defense State Civil Apparatur by comparing the total empirical score with a 

theoretical score multiplied by 100%, namely 9,787: 11,250 x 100% = 87.00%. As such, the highest level of State 

Civil Apparatur involvement in the Ministry of Defense is generally at 87%. 

 

3.2 Leadership Style 

The results of the calculation of the descriptive statistical analysis show that the minimum score of the data 

collected is 112, while the maximum score is 143. The calculation results also show that the mean indicates 128.60, 

the median shows 129, and the mode is 125. The standard deviation shown is 8,439, and the variance shows the 

value of 71,216. The total score of data obtained is 9,645. From the data, it can be seen that the diversity of data, 

due to the small standard deviation (8,439), is close to the mean, and the data tends to be homogeneous. Minimum 

data = 112, and maximum data = 143 so that the range (range) = 31, with a total data score of 9,645. The total 

score obtained by this study can be used to see a picture of leadership style in the Ministry of Defense according 
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to State Civil Apparatur perception by comparing the total empirical score with a theoretical score multiplied by 

100%, namely 9,645: 11,250 x 100% = 85.73%. Therefore, in general, the assessment of leadership style in the 

Ministry of Defense according to State Civil Apparatur perception is highest at 85.73%. 

 

3.3 Work Culture 

The results of the calculation of the descriptive statistical analysis show that the minimum score of data collected 

is 102, whereas the maximum score is 145. The calculation results also show that the mean indicates 126.83, the 

median shows 126.00, and the mode is 120. The standard deviation is shown 8,322, and variance shows a value of 

69,253. The total score of the data obtained is 9512. From the data, it can be seen that the diversity of Work Culture 

variable data, because the standard deviation value is small (8,322), it approaches the mean value and the data 

tends to be homogeneous. Minimum data = 102, and maximum data = 145 so that the range (range) = 43, with a 

total data score of 9,512. The total score obtained by this study can be used to see the picture of work culture in 

the Ministry of Defense by comparing the total empirical score with a theoretical score multiplied by 100%, namely 

9,512: 11,250 x 100% = 84.55%. Therefore, in general, the work culture in the Ministry of Defense is highest at 

84.55%. 

 

3.4 Work Satisfaction 

The results of the calculation of the descriptive statistical analysis show that the minimum score of data collected 

is 108, while the maximum score is 145. The calculation results also show that the mean indicates 126.32, the 

median shows 125.00, and the mode is 120. The standard deviation is shown 7,632, and variance shows a value of 

58,248. The total score of data obtained is 9,474. From the data, it can be seen that the variability of Work 

satisfaction variable data, because the value of the standard deviation is small (7,632), it approaches the mean 

value and the data tends to be homogeneous. Minimum data = 108, and maximum data = 145 so that the range 

(range) = 37, with a total data score of 9,474. The total score obtained by this study can be used to see the 

description of work satisfaction in the Ministry of Defense by comparing the total empirical score with a theoretical 

score multiplied by 100%, namely 9,474: 11,250 x 100% = 84.21%. Therefore, in general, State Civil Apparatur 

work satisfaction at the Ministry of Defense was highest at 84.21%. The results of the calculations show that all 

coefficients between variables are positive. This shows that there is a positive relationship between variables 

contained in the structural model. 

 

4. Discussion 

Leadership Style has a positive and significant direct effect on Employee Engagement because the indicators that 

contribute are quite large. Of the four Leadership Style indicators, all contributed above the average value of 4.0, 

namely inspirational motivation indicators with an average value of 4,489, idealized influence indicators with an 

average value of 4,383, intellectual simulation indicators with an average value of 4,324, and indicators individual 

consideration with an average value of 4,010. Then the Employee Engagement variable has 3 (three) indicators, 

all of which also have an average value above 4.0, namely: vigor indicator with an average value of 4,516, 

dedication indicator with an average value of 4,412, and absorption indicator with an average value an average of 

4,121. This is in line with the statement from McBain (2007) that one of the factors that influence employee 

engagement is leadership because leadership, according to Kreitner and Kinicki (2011), is the process by which 

individuals influence a group of individuals to achieve common goals. As stated by Robbins and Judge (2009), 

leadership includes influence and attention to shared goals. By applying the right leadership style, the organization 

will be able to direct and foster a sense of engagement for all its employees. Employees who are engaged will 

contribute optimally to the achievement of organizational goals, because by having highly engaged employees will 

become very involved and proud to work for their organizations (Recky & Nazaruddin, 2015). The organization 

consistent with the opinion of Stoner, Freeman, and Gilbert (Simonet & Tett, 2013), which explains that leadership 

is the process of directing and influencing the task-related activities of group members.  

All indicators of the Work Culture variable, both included in the State Civil Apparatur Mental Attitude 

dimension, and Leadership Behaviour, can have a positive and significant direct effect on Employee Engagement 

because generally, this variable has a high average value. Indicators of attitude toward work tools have an average 

value of 4,613. On the other side, indicators of work ethic have an average value of 4,487. indicators of 

understanding of the meaning of work have an average value of 4,329, indicators of work behavior have an average 

value of 4,327, indicators of attitude towards working time has an average value of 4,258, an indicator of attitude 

to work has an average value of 4,193, an indicator of attitude to the work environment has an average value of 

4,130, an indicator of leadership model has an average value of 4,070. A policy indicator of leadership has an 

average value of 3,667. The results of indicator consistent with Robbins's opinion in Khuzaeni et al. (2013), which 

states that work culture is: "... was practically contained some definitions of the pattern of values, attitudes, 

behaviour, intentions, and results of the work, including any instruments, work systems, technology, and the 

language it is used. According to Federman (2009), engaged employees will have the character: always focus when 
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completing their work and in subsequent work assignments, be aware of the part of a larger team, be able to 

organize work, and have mature behaviour in working. Such work behavior clearly shows that the State Civil 

Apparatur concerned adheres to positive work culture values that can have an impact on State Civil Apparatur 

involvement. This is in line with the opinions of Ugargol and Patrick (2018), who state that engaged employees 

will always try to provide excellent work results, commit to their goals, use their intellectual abilities to make the 

best choices, and be able to ensure that what they are doing is right and in accordance with objectives to be achieved 

and will make decisions to correct if necessary. Meanwhile, Schaufeli and Bakker (2002) explained that one of the 

characteristics of engagement is the behaviour shown by the willingness to work hard and the desire to stay in the 

organization. The behaviour referred to in the study of Schaufeli and Bakker (2002) can be interpreted as employee 

behaviour at work commensurate with the work culture. 

Work satisfaction has a positive and significant direct effect on Employee Engagement due to all indicators 

that contribute greatly. The six indicators of Work satisfaction, all contributed above the average value of 4.0, 

namely indicators of satisfaction with working conditions and atmosphere with an average value of 4,351. Work 

satisfaction refers to psychological conditions, perceptions, and individual evaluations of work and works 

environment, which is represented in the thoughts, feelings, and tendencies of one's actions, both positive and 

negative (Wollard, 2011). Because this condition is individual, then the level of satisfaction of a person can differ 

according to the prevailing value system in him. Penna in Ahlowalia et al. (2014), has developed a model from the 

results of his research entitled: "Meaning at Work Research," which he called "Hierarchy of Engagement" by 

adopting "Maslow Need Hierarchy Models." At the lower level, Penna stated that the basic need for employees to 

feel engaged is pay and benefits. Research from Schiemann (2011) concludes that employees who have a high 

attachment can influence the quality of employees in completing work, the quality of work tends to be satisfying, 

and the impact on low desire to leave work. 

The results of this study are in line with Weinberger's leadership (2009), which is stated the interaction, 

relationships, and influence between leaders and those they lead. Leadership can also function based on the leader's 

power to invite, influence, and move people to do something, for the achievement of certain goals (Tuffour, Gali, 

& Tuffour, 2019). According to Walter Nordi (Vermeeren, Kuipers, & Steijn, 2014), leadership is an ability to 

influence the flow of energy and funds available to achieve a goal that is different from other goals. Therefore, the 

results of the research finding in line with Stoner, Freeman, and Gilbert (Onabajo, 2006) that leadership was 

influencing the task-related activities of group members. According to Zang and Li (2013), culture in organizations 

has many influences on organizational performance that have an impact on the psychological aspects of individual 

employees, groups, or even the organization as a whole. Psychological aspects of individual employees are what 

is meant by Zang and Li (2013) can be interpreted as work satisfaction. working environment and conditions, as 

well as the work factor itself. Thus, the results of this study confirm the theories of Zang and Li (2013), Bellou 

(2010), and Lim (2010), as described above. Also, this study confirmed the results of research from Pattipawae 

(2011) and Burt's research  (Anoraga, 2006). Pattipawae (2011) concludes that the benefits of work culture can 

change employee attitudes and behaviour to increase work productivity. 

 

5. Conclusion 

Based on the results of the statistical hypothesis test and discussion, this study produces the following conclusions. 

Leadership Style has a direct positive effect on Employee Engagement. Then, data finding results show that if the 

leadership style is applied correctly, it will result in the State Civil Apparatur of Ministry of Defense being engaged. 

Work Culture has a positive direct effect on Employee Engagement. That shows that if a positive work culture is 

applied correctly, it will result in an engaged Ministry of Defense of State Civil Apparatur. Work satisfaction has 

a direct positive effect on Employee Engagement. And then, if State Civil Apparatur work satisfaction at the 

Ministry of Defense is fulfilled, it will result in the State Civil Apparatur Ministry of Defense being engaged. 

Leadership Style has a direct positive effect on Work satisfaction. If the leadership style is implemented well, it 

will result in an increase in the work satisfaction of the Ministry of Defense of State Civil Apparatur. Work Culture 

has a positive direct effect on Work satisfaction. That shows that if a positive work culture can be implemented 

well in the Ministry of Defense, it will result in an increase in the work of the Ministry of Defense of State Civil 

Apparatur. Leadership style has a direct positive effect on work culture.  

Based on the conclusions of the research results, the theoretical implications can be explained. Testing and 

analysis of the discussion, this study implies that theories related to leadership style, work culture, work satisfaction, 

and employee engagement can be used as a basis for human resource management research. Besides, the Ministry 

of Defense needs to develop a leadership style that supports the realization of the State Civil Apparatur Employee 

Engagement. Referring to the results of this study, the appropriate leadership style used is the transformational 

leadership style. Therefore, according to empirical evidence, leaders in the Ministry of Defense can develop a 

transformational leadership style to realize State Civil Apparatur Employee Engagement in the Ministry of Defense. 

The need to foster and develop a positive work culture at the Ministry of Defense to support the realization of the 

State Civil Apparatur Employee Engagement in the Ministry of Defense. Based on the results of this study, a work 
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culture that needs to be nurtured and continuously developed is State Civil Apparatur positive attitude and 

behaviour in work, related to the use of work tools, work ethic, understanding of the meaning of work, behaviour 

at work, attitude towards work time, attitude towards work, attitudes towards the work environment, as well as 

exemplary leadership and policies. The need to increase State Civil Apparatur work satisfaction in the Ministry of 

Defense to support the realization of the State Civil Apparatur Employee Engagement in the Ministry of Defense. 

The results of this study, it turns out that the most dominant State Civil Apparatur work satisfaction at the Ministry 

of Defense is not driven by satisfaction with rewards/salaries or rewards for work (promotion), but rather by 

conducive working conditions and atmosphere and satisfaction with the work itself. It can be used as a basis by 

the Head of the Ministry that to improve State Civil Apparatur work satisfaction at the Ministry of Defense is more 

directed at creating comfortable working conditions and conditions and how State Civil Apparatur has pride in its 

work. 
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