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ABSTRACT 
The COVID-19 Pandemic has changed the way companies operate due to the implementation of 

working-from-home or remote-working policies. This shift in working conditions affects employees' 

psychological well-being and the level of uncertainty they experience, which can have an impact on 

their engagement and performance. A literature review reveals recent research that proposed the '5C 

model' (conciliation, cultivation, confidence, compensation, and communication) to improve 

employee engagement. However, no further research was found that demonstrates the validation of 

the 5C model by using a quantitative methodology approach. This study aims to investigate the main 

factors of employee engagement that can lead to employee performance during the COVID-19 

Pandemic by using a quantitative technique to validate the 5C model. Research data were collected 

from 360 respondents who worked in State-owned Enterprises (SOEs), including SOEs' subsidiaries 

and affiliates. SMART PLS 3.3 was used to examine the research model based on the data received 

from the surveys. The result of this study reveals that conciliation, cultivation, confidence, and 

communication are the dimensions of employee engagement. The study also demonstrates that 

employee engagement is the direct antecedent of employee performance. The contribution of this 

research is two-fold. First, it demonstrates a quantitative technique to validate the 5C model for 

improving employee engagement. Second, from a managerial standpoint, it proposes action plans 

that can be taken to increase employee engagement and performance. 
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1. Introduction 

The current situation of the Covid-19 Pandemic poses challenges for the company in carrying out its business 

operation. The company must be able to adapt to the new protocol issued by the Government while protecting the 

physical and mental health of its employees. Based on a global crisis survey conducted by PwC (2021), the 

workforce is the most negatively affected organizational area due to the Covid-19 Pandemic. As a result, 

addressing workforce issues has proven to be more difficult than before the pandemic (De-La-calle-durán & 

Rodríguez-Sánchez, 2021). 

According to Carnevale & Hatak (2020), there has been a change in how employees work due to policies 

and procedures for physical restrictions during the Covid-19 Pandemic. Remote working and working from home 

will become more adopted globally (Buomprisco, Ricci, Perri, & de Sio, 2021). In Indonesia, more companies 

implement remote working during the Covid-19 pandemic (PwC, 2021).  

The effect of a remote working policy on the employees has been demonstrated by several studies. A study 

from Buomprisco, Ricci, Perri, & de Sio (2021) demonstrated that remote working improves employees' work-

life balance, increases free time, and gives more flexibility. However, another study shows that remote working 

brings more stressful situations, including an increasing workload, longer working hours, and fewer rest periods 

(De-La-calle-durán & Rodríguez-Sánchez, 2021).  

Several works of literature have provided insights on human capital management strategies to overcome 

challenges that arise during the Covid-19 Pandemic, including communication, humble leadership 

implementation (Nembhard, Burns, & Shortell, 2020), training, and incentives to motivate employees (Sulaiman, 
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Ahmed, & Shabbir, 2020). These efforts are made to maintain and increase employee engagement since it has 

become an important factor in determining employee performance amid the uncertainty of the situation in the 

workplace during the Covid-19 Pandemic.   

Furthermore, a study from De-La-calle-durán & Rodríguez-Sánchez (2021) has provided a literature 

review on how to improve employee engagement during the Covid-19 Pandemic based on the 5C Model: 

conciliation, cultivation, confidence, compensation, and communication. However, no further research has 

demonstrated the validity of the 5C Model as the key driver of employee engagement by using a quantitative 

methodology approach. 

The aim of this research is to investigate the key drivers that influence employee engagement in Indonesian 

State-owned Enterprises, including their subsidiaries, during the Covid-19 Pandemic. Furthermore, the impact of 

employee engagement on employee performance is examined in this study. Indonesian State-Owned Enterprises, 

including their subsidiaries, are chosen as the research focus since they are the driving force of the national 

economy, as stated in Law Number 19 of 2003 on State-owned Enterprises. 

 

2. Literature Review 

2.1 Theoretical Background 

a. 5C Model  

De-La-calle-durán & Rodríguez-Sánchez (2021) proposed the key main drivers of employee engagement during 

the Covid-19 Pandemic based on the 5C Model: conciliation, cultivation, confidence, compensation, and 

communication. 

- Conciliation refers to how fair the company treats them when they are working from home or working 

remotely. 

- Cultivation refers to the employees' development program given by the company  

- Confidence refers to shared affection between employees and the company. 

- Compensation refers to recognizing and compensating employees' efforts during the Covid-19 Pandemic. 

- Communication refers to the interaction of employees, their co-workers, and their superiors during the 

Covid-19 Pandemic. 

 

b. Employee Engagement 

Personal engagement was defined by Kahn (1990) as a psychological condition in which individuals channel their 

complete personal selves into their job by spending physical, cognitive, and emotional energy, with the amount 

of energy spent resulting in significantly varied outcomes. Furthermore, Khan's theory was expanded upon by 

several researchers, who coined the term "work engagement," which is described as "a pleasant, gratifying, job-

related state of mind marked by vitality, devotion, and immersion" (Kwon & Kim, 2020). 

Employee or work engagement is a phrase used interchangeably to describe an overall construct made up of 

physical, cognitive, and emotional energy that manifests as a state of committing all of one's efforts to one's job 

in order to make a difference (Mackay, Allen, & Landis, 2017). Furthermore, Employee engagement can be 

defined as the capability to seize the mind, hearts, and souls of the employees to cultivate the desire and passion 

for excellence (Bedarkar & Pandita, 2014).  

 

c. Employee Performance 

Employee performance involves effective task performance, adaptive performance, and contextual performance 

(Pradhan & Jena, 2017). Task performance refers to work explicit behavior that includes job tasks assigned in the 

job description (Shoaib et al., 2022). Adaptive performance is defined as the capacity to acclimate to changing 

environments and adjust actions to changing work demands in high-stress scenarios  (Ilgen & Pulakos, 1999). 

Contextual performance refers to the performance of unspoken prosocial or extra-role actions that are required 

but not explicitly indicated in the job description (Bateman and Organ, as cited in Shoaib et al. (2022).  According 

to the references cited above, task performance was included as a dimension in the research framework of this 

study. 

 

2.2 Research Framework and Hypotheses 

Our research framework proposed that employee engagement during the Covid-19 Pandemic is influenced by 

conciliation, cultivation, confidence, compensation, and communication, Furthermore, employee engagement 

determines employee performance. The key components of the research framework can be seen in Figure 1. 
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Figure 1. Research Framework 

 

a. 5C Model and Employee Engagement 

De-La-calle-durán & Rodríguez-Sánchez (2021) demonstrated that conciliation, cultivation, confidence, 

compensation, and communication, are the key drivers of employee engagement.  

Remote working and working from a home policy have given the employee the ability to reconcile work and 

home life, which leads a more satisfaction (Purcalla Bonilla, as cited in (De-La-calle-durán & Rodríguez-Sánchez, 

2021). However, since the boundaries between work and home life become blurred, the tasks from work will more 

likely interfere with home life (Marsh & Musson, 2008).  

Throughout Covid-19 Pandemic, employees experienced an increase in working hours and have more confidence 

in their job security after the period post-pandemic (Weber et al., 2021). Hence, if the employees are treated fairly 

by the company during working from home or remote working policy, employee engagement more likely will 

increase (Nadiri & Tanova, 2010). Thus: 

 

H1: Conciliation has a positive impact on employee engagement 

 

The share of power and control between the company and its employees would increase the company’s 

performance and productivity (Dansereau & Keller, 1995). A study from Vance (2006) stated that this condition 

would impact lower staff turnover, absenteeism, and resignations. 

There is a strong relationship between employees’ better opportunities for professional development and reducing 

the likelihood of leaving the job. A well-designed training program improves employees' attitudes, expectations, 

and motivation for their employment (Joo & Shim, 2010). Thus: 

 

H2: Cultivation has a positive impact on employee engagement 

 

During Covid-19 Pandemic, the role of management to ensure employees’ mental health become an important 

issue, since they may be subjected to stress, anxiety, or sadness. Given that one of the most important issues for 

employees would be the safety of their job. As a result, employee engagement will improve if they believe that 

serious efforts are being taken to protect their health, including strict adherence to government regulation and 

even adopting further precautions (De-La-calle-durán & Rodríguez-Sánchez, 2021). 

Both management and employees adopt a shared identity as a result of their overwhelming affection and complete 

unity of purpose, and each side may confidently represent the other’s interest (De-La-calle-durán & Rodríguez-

Sánchez, 2021). Furthermore, strong shared affection between employees and organization will bring a more 

positive influence on employee engagement and organizational citizenship behavior (Fu, Ye, & Law, 2014; Lee, 

Kim, Lee, & Li, 2012). Thus: 

 

H3: Confidence has a positive impact on employee engagement 

 

Employee compensation or remuneration is a method of rewarding service or task, or the person who does it, that 

usually involves monetary payment (Panteli & Sockalingam, 2005). In the current Covid-19 Pandemic, removing 

individual or team productivity bonuses or variable income would be a significant mistake, which will demotivate 

the employees. It is critical to design and carry out a target-based incentive scheme that adapts to the working 

from home and remote working policy. Lack of proper compensation and remuneration would generate a sense 

of unfairness to the employees, which will directly be related to job satisfaction, engagement, and wellbeing at 

work (Moliner, 2005).  
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Employees' compensation could be in the form of non-monetary benefits. In the current situation, employees who 

are working from home, for example, may begin to feel alienated and develop an unseen barrier. This implies that 

recognizing objectives, targets, and successful outcomes, as well as participation in the firm's daily challenges, 

must be viewed as a tool that will significantly assist in bringing the employees closer to an environment that they 

feel is moving away from them. Employees' recognition from management could enhance engagement  (Thornton, 

2020). Thus: 

 

H4: Compensation has a positive impact on employee engagement 

  

During Covid-19 Pandemic, communication is essential since barriers are being built between the company and 

its employees due to the physical restriction and distance involved with working from home or remote working 

policy. Employees who have had good communication with their superiors feel more connected with the company, 

boosting their sense of commitment to it (Sostero, Milasi, Hurley, Fernandez-Macías, & Bisello, 2020). Thus: 

 

H5: Communication has a positive impact on employee engagement 

 

b. Employee Performance and Employee Engagement 

It is believed that positive organizational behaviors can promote positive psychology in the workplace, hence 

improving performance (Atatsi, Stoffers, & Kil, 2019). Many researchers have demonstrated the relationship 

between employee engagement and organization citizenship behavior (Alshaabani, Naz, Magda, & Rudnák, 2021; 

Na-Nan, Kanthong, & Joungtrakul, 2021; Rameshkumar, 2020). Furthermore, several studies have demonstrated 

that employee engagement is the direct antecedent of employee performance (Bedarkar & Pandita, 2014; J., 2014; 

Motyka, 2018). Thus: 

 

H6: Employee engagement has a positive impact on employee performance 

 

3. Research Method 

3.1 Population, Sample, and Data Collection 

The population of this research consisted of employees who worked in State-owned Enterprises (SOEs), including 

SOEs subsidiaries and affiliates. A total of 400 questionnaires were distributed through the convenience sampling 

technique, where the respondents were contacted via WhatsApp and Telegram applications. A total number of 

384 questionnaires were received back with a response rate of 96 percent. After removing 24 invalid surveys, 360 

questionnaires were retained for statistical analysis. The data was collected from 4 April 2022 to 14 April 2022. 

 

3.2 Questionnaire Development 

An online survey questionnaire was designed using a five-point Likert scale ranging from “1” meaning “strongly 

disagree” to “5” meaning “strongly agree”, with a 35-item questionnaire composed of three different sections 

based on different scales of measurement. Employee engagement was measured using Gallup Q12 Employee 

Engagement Questionnaire.  Koopmans, Bernaards, Hildebrandt, de Vet, & van der Beek (2014) created the 

individual task performance scale, which is used to assess employee performance.   

 

The operationalization and measurement of study variables are summarized in Table 1. 
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Table 1. Operationalization and measurement of study variables 

 

Variables Indicator Nature Operationalization Measure Question No. 

Demographic 

Factors 

Gender - Users' gender 1 item, dichotomous A.1 

Age - The age group of users 1 item, multiple-choice A.2 

Domicile - Dwelling` of users 1 item, multiple-choice A.3 

Education - Users' level of education 1item, multiple-choice A.4 

Occupation - Profession of users 1 item, multiple-choice A.5 

Job Position Level - Users' Job Position 1 item, multiple-choice A.6 

Company   The company where respondents work 1 item, open-ended 

question 

A.7 

5C Model Conciliation Independent 

Variable 

The degree to which the company could give fair treatment to 

the employees in managing their work and home life 

3 items, 5 points Likert 

scale 

B.1 - B.3 

Cultivation Independent 

Variable 

The degree to which the company could provide development 

programs to their employees 

2 items, 5 points Likert 

scale 

B.4 - B.5 

Confidence Independent 

Variable 

The degree to which the company and employees share strong 

affection 

2 items, 5 points Likert 

scale 

B.6 - B.7 

Compensation Independent 

Variable 

The degree to which the employees are given compensation by 

the company  

2 items, 5 points Likert 

scale 

B.8 - B.9 

Communication Independent 

Variable 

The degree to which the employees interact with their 

colleagues and superiors 

2 items, 5 points Likert 

scale 

B.10 - B.11 

Employee 

Engagement 

Level of Engagement Mediating 

Variable 

The engagement of employees in the work given by the 

company 

12 items, 5 points Likert 

scale 

B.12 - B.23 

Employee 

Performance 

Employees' 

Perception of their 

Performance 

Dependent 

Variable 

The performance level is based on Employees' perception  5 items, 5 points Likert 

scale 

B.24 - B.28 
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4. Results and Discussion 

4.1 Research Results 

a. Descriptive Statistics 

With the initial target of 400 valid respondents, 384 questionnaires were returned. At the initial data pre-

processing, 24 responses were removed, mostly due to invalid occupation data, which resulted in 96% valid 

responses. Table 2 summarizes demographic variables from the valid respondents. From 360 respondents, 66.9% 

were males and 33.1% were females. The largest respondents’ sample is from the 27-40-year-old group (60.6%), 

followed by the 41-55-year-old group (30.8%). Most respondents were SOEs employees (62.5%), with the 

majority of educational background is undergraduate (70%). The position of respondents in the company is 

dominated by staff level (44.1%), followed by supervisor/manager level (38.1%). 

 

Table 2. Respondents’ Demographic Data 

Aspects Category Frequency Percentage 

Gender 
Male 241 66.9% 

Female 119 33.1% 

Age 

22 - 26 yrs 24 6.7% 

27 - 40 yrs 218 60.6% 

41 - 55 yrs 111 30.8% 

> 55 yrs 7 1.9% 

Domicile 

Java Region 276 76.7% 

Sumatra Region 52 14.4% 

Bali Region 32 8.9% 

Occupation 

SOEs Employees 135 37.5% 

SOEs subsidiaries/ affiliates 

employees 
225 62.5% 

Education 

Undergraduate 252 70% 

Post Graduate 69 19.2% 

Others 39 10.8% 

Position at the 

Company 

Staff 159 44.1% 

Supervisor/Manager 137 38.1% 

VP/SVP/General Manager 49 13.6% 

Others 15 4.2% 

 

 

b. Measurement Model 

The indicator loadings of all items were greater than 0.6, which satisfy the minimum requirement (Afthanorhan, 

Awang, & Aimran, 2020).The results of construct validity and reliability assessment are shown in Table 3.  The 

structure's Composite Reliability (CR) is used to assess for variable consistency, and Cronbach's alpha was used 

to determine the questionnaire's reliability. The Cronbach's alpha values in this study were in the range of 0.59 – 

0.93, which is described as satisfactory (Taber, 2018). All of the CR values in this study were ranged from 0.83 

to 0.94, which was considered from satisfactory to good (Hair, Risher, Sarstedt, & Ringle, 2019). 

The convergent effectiveness was determined by examining the following circumstance: the average 

variance extracted (AVE) value was above 0.5 (Fornell & Larcker, 1981). In this study, all of the needed 

requirements were satisfied, suggesting satisfactory convergent validity.  
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Table 3. Measurement Items of the Construct’s Analysis Results 

Construct Item Loading 
Cronbach's 

Alpha 
rho_A CR AVE 

Conciliation   0.594 0.658 0.826 0.704 

 CON_1 0.904     

 CON_2 0.769     

Cultivation   0.812 0.822 0.914 0.841 

 CUL_1 0.906     

 CUL_2 0.928     

Confidence   0.775 0.777 0.899 0.816 

 CFD_1 0.897     

 CFD_2 0.909     

Compensation   0.780 0.793 0.900 0.819 

 CMP_1 0.889     

 CMP_2 0.920     

Communication   0.692 0.704 0.866 0.763 

 COM_1 0.895     

 COM_2 0.852     

Employee 

Engagement 
  0.926 0.927 0.936 0.552 

 ENG_1 0.699     

 ENG_2 0.684     

 ENG_3 0.734     

 ENG_4 0.760     

 ENG_5 0.774     

 ENG_6 0.805     

 ENG_7 0.769     

 ENG_8 0.771     

 ENG_9 0.774     

 ENG_10 0.684     

 ENG_11 0.728     

 ENG_12 0.719     

Employee 

Performance 
  0.878 0.894 0.911 0.675 

 EP_1 0.866     

 EP_2 0.840     

 EP_3 0.863     

 EP_4 0.849     

 EP_5 0.673     

 

Table 4 shows that the root sign value of AVE was bigger than the other relevant variables, indicating that the 

measurement model had considerable discriminant validity. 
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Table 4. Discriminant Validity Result 

Constructs CON CUL CFD CMP COM ENG EP 

Conciliation (CON) 0.839       

Cultivation (CUL) 0.352 0.917      

Confidence (CFD) 0.360 0.371 0.903     

Compensation (CMP) 0.336 0.419 0.551 0.905    

Communication (COM) 0.431 0.576 0.504 0.678 0.874   

Employee Engagement (ENG) 0.454 0.598 0.527 0.560 0.702 0.743  

Employee Performance (EP) 0.405 0.381 0.497 0.441 0.588 0.727 0.821 

 

c. Path Analysis 

Table 5 summarizes the hypotheses testing results. The results revealed a significant positive impact of 

conciliation (β = 0.121, t = 2.662, p < 0.01), cultivation (β = 0.247, t = 4.559, p < 0.001), confidence (β = 0.163, 

t = 3.007, p < 0.01) on employee engagement. Hence, H1, H2, and H3, were supported respectively. However, 

the results showed that there is no positive and significant impact of compensation on employee engagement (β = 

0.070, t = 1.173, p > 0.05), therefore H4 was rejected. 

Furthermore, the results revealed that communication has a significant positive impact on employee 

engagement (β = 0.377, t = 5.475, p < 0.001). Hence, H5 was supported. Lastly, the results showed that employee 

engagement has a significant positive impact on employee performance (β = 0.728, t = 20.644, p < 0.001). 

 

Table 5. Hypotheses Testing Results 

Path 
Path 

Coefficient 
t values p-value Decision 

H1 Conciliation -> Engagement 0.121 2.662 0.008 Supported 

H2 Cultivation -> Engagement 0.247 4.559 0.000 Supported 

H3 Confidence  -> Engagement 0.163 3.007 0.003 Supported 

H4 Compensation -> Engagement 0.070 1.173 0.241 Rejected 

H5 Communication  -> Engagement 0.377 5.475 0.000 Supported 

H6 Engagement -> Performance 0.728 20.644 0.000 Supported 

 

Figure 2 illustrates the structural equation modeling, with H1, H2, H3, H5, and H6 are supported, while H4 

is rejected. 

 

 
Figure 2. Structure Equation Modelling 
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The R2 estimates of 0.19, 0.33, and 0.67 are considered weak, moderate, and substantial, respectively 

(Chin, 1998). In this study, the R2 values were above 0.33 (table 6), considered as a moderate impact.  

 

Table 6. R2 and R2 Adjusted 

  R2 R2 Adjusted 

Employee Engagement 0.593 0.587 

Employee Performance 
0.528 0.527 

 

 

4.2 Discussion 

The objective of this research is to investigate the key drivers that influence employee engagement in Indonesian 

State-owned Enterprises, including their subsidiaries and affiliates during the Covid-19 Pandemic. This research 

also looks at the effect of employee engagement on employee performance. 

Our examination on hypothesis 1 supports the previous studies that stated conciliation has a positive 

influence on employee engagement (De-La-calle-durán & Rodríguez-Sánchez, 2021; Vargas, Gómez, & Ortíza, 

2015). Companies that implement policy to reconcile work and family life could improve employee engagement, 

lower absenteeism, lower staff turnover, and minimize stress faced by employees who are unable to balance their 

work and private life. The findings also corroborate Fredrickson's broaden-and-build theory (BBT), which stated 

that positive emotions (such as enjoyment, curiosity, and anticipation) extend one's consciousness and inspire 

fresh, exploratory thought and activities. BBT implies that nurturing and developing individuals in a work 

environment that is psychologically secure and satisfies the individual's psychological requirements, will result in 

personal thriving and organizational productivity (Timms et al., 2015). 

On hypothesis 2, we find that cultivation has a significant positive impact on employee engagement. This 

result is aligned with previous studies that support the influence of cultivation on employee engagement  (De-La-

calle-durán & Rodríguez-Sánchez, 2021; Kohntopp & McCann, 2020; Saks, 2021). Companies with engaged 

employees were more likely to provide chances for training and development. These firms often prioritized 

employee development and talent development (Kohntopp & McCann, 2020). Organizations demonstrate to 

employees that they value their contributions, growth, and development by offering chances for learning through 

training and development. Furthermore, a system of caring HRM practices, i.e training & development and career 

development will result in a higher level of employee engagement (Saks, 2021). This result supports the resources 

theory proposed by Foa & Foa (2012). According to the theory, individuals trade six different resources with 

others: love, status, knowledge, products, services, and money. The theory's central premise is that people trade 

resources that are similar to those they get. Based on resource theory, Cooper-Thomas, Xu, & M. Saks (2018) 

predicted that the "love" resources would be the biggest determinant of employee engagement. They discovered 

that two of the three resources most closely connected with love (learning & development and vision & purpose) 

were the biggest predictors of employee engagement, which supports resource theory. In other words, the 

resources closest to love, compassion, and warmth had the strongest correlation with employee engagement.  

On hypothesis 3, the result reveals that confidence has a significant positive influence on employee 

engagement. Several studies have shown that forming a psychological tie with the firm may boost employee 

engagement (De-La-calle-durán & Rodríguez-Sánchez, 2021; Fu et al., 2014; Lee et al., 2012). By giving more 

effort to ensure the employees’ safety during work from home or remote working from home policy, greater levels 

of trust between firms and employees may emerge. According to Dietz & den Hartog (2006), a high-level trust is 

derived from shared affection or converged interest. Because of the overwhelming devotion and utter unity of 

purpose, both sides assume the same identity, and each side may confidently represent the interests of the other 

(De-La-calle-durán & Rodríguez-Sánchez, 2021). 

On hypothesis 4, we find that compensation does not have an impact on employee engagement. This result 

does not support previous studies that proposed the positive impact of compensation on employee engagement 

(De-La-calle-durán & Rodríguez-Sánchez, 2021; Moliner, 2005). Nevertheless, another study from Chamorro-

Premuzic (2013) demonstrates that employee engagement is not affected by compensation. A competitive salary 

would attract and retain employees in the first place, but once their basic needs are met, employees’ happiness 

and engagement are driven by non-financial factors. Furthermore, according to Cho & Perry (2012), employee 

engagement levels were three times more strongly connected with intrinsic motives than extrinsic motives, but 

both motives tend to cancel each other out. In other words, when employees have limited interest in extrinsic 

rewards, their intrinsic drive has a significant influence on their engagement levels. When employees are focused 

on external incentives, the impacts of intrinsic motivations on engagement are greatly reduced. This reflects that 

the employees who are intrinsically driven are three times more engaged than those who are extrinsically 

motivated (i.e. by compensation). Employees are more likely to love their jobs when they are focused on their 

work, and less likely to enjoy them when they are focused on money.  
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Our result on hypothesis 4 is also supported by Motivation-hygiene Theory (Herzberg, 1964). Herzberg's 

study confirmed that employees are impacted by both motivational factors (success, intrinsic motive in the work, 

responsibility, and progress) and hygienic factors (company policy, administrative practices, supervision, 

relationships, working conditions, and salary). Motivational factors impact how well employees perform at work. 

When employees are inspired, they put out the extra effort and become emotionally involved in the organization's 

success. Companies frequently assume that money is the most important motivator for employees, yet 

compensation (i.e. salary) is a hygiene factor, not a motivator. Improving hygienic factors beyond a certain extent 

will not result in greater employee motivation. Employees want to be adequately compensated, but no amount of 

money can compensate for terrible working conditions, strained relationships, or unfair administrative practices. 

On hypothesis 5, the result reveals that communication has a significant positive impact on employee 

engagement. Several studies have demonstrated that employees who have had strong communication with their 

supervisors feel more linked to the organization, which increases their dedication to it (De-La-calle-durán & 

Rodríguez-Sánchez, 2021; Karanges, Johnston, Beatson, & Lings, 2014; Sostero et al., 2020). The findings of this 

study are supported by social exchange theory (Cropanzano & Mitchell, 2005), which states that when the 

companies and superiors provide resources, such as internal communication, in a way that is perceived to be 

beneficial, employees will recognize the connection positively and respond with positive and useful cognitions, 

emotions, and actions like as engagement. 

Lastly, on hypothesis 6, the results demonstrate that employee engagement has a significant positive impact 

on employee performance, which is supported by previous studies (Bedarkar & Pandita, 2014; J., 2014; Motyka, 

2018). According to Mone and London (2022), organizations may achieve and maintain high levels of employee 

engagement, and hence greater levels of performance, through strengthening performance management. The 

energy and attention that come with work engagement enable individuals to bring their full potential to the 

workplace, which improves the quality of their performance (J., 2014). 

 

5. Conclusion and Implication 

A substantial quantity of research has been published on human capital management strategies for employee 

engagement and performance during the Covid-19 Pandemic (Alshaabani et al., 2021; De-La-calle-durán & 

Rodríguez-Sánchez, 2021; Shoaib et al., 2022; Sostero et al., 2020).  The current research is aimed to investigate 

the key factors that influence employee engagement in Indonesian State-owned Enterprises including their 

subsidiaries and affiliates during the Covid-19 Pandemic. Moreover, this study also examines the effect of 

employee engagement on employee performance. 

The result of this study reveals that conciliation, cultivation, confidence, and communication are the key 

drivers of employee engagement. The study also demonstrates that employee engagement is the predictor of 

employee performance. This study validates the influence of conciliation, cultivation, confidence, and 

communication on employee engagement by using a quantitative technique. Nevertheless, the study results find 

that compensation does not influence employee engagement. It confirms the Motivation-hygiene Theory by 

Herzberg (1964), which states that compensation is a hygiene factor, not a motivational factor that will affect the 

engagement of employees in their work. 

From a managerial perspective, this study offers implications to the state-owned enterprises that during the 

Covid-19 Pandemic, the employee engagement could be improved by giving flexibility to the employees in 

managing their work and home life, providing training and development, ensuring the employees’ safety and 

health, and building strong communication. The companies should also avoid focusing too much on offering more 

remuneration above what is required since this will have little influence on employee engagement. 

The limitations of this work point to future research directions. First, on the employee performance context, 

this study only investigates the effect of employee engagement on employee task performance. Further studies 

could address the impact of employee engagement on other dimensions of employee performance, i.e adaptive 

performance, and contextual performance. Second, this study addresses the impact of conciliation, cultivation, 

confidence, compensation, and communication on employee engagement which can lead to employee 

performance improvement. Further studies could investigate the influence of employee engagement on 

organizational citizenship behavior. Moreover, the impact of leadership behavior on employee engagement could 

be explored in further studies. 
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